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The study investigated differences in attitudes
regarding trust, commitment, procedural jus-
tice, and turnover intention among employees
from Generation X, Generation Y, and the
Baby Boomer generation in a Fortune 500
company. The study identified differences in
commitment levels between Generation X and
Baby Boomers, despite no significant varia-
tions in attitudes across the generational co-
horts. The study contributed to the academic
discourse on intergenerational relationships
within organizations, highlighting the impor-
tance of managing subtle differences in val-
ues, attitudes, aspirations, and perspectives
across generations. The findings underscored
the need for managers to proactively manage
generational expectations and motivational
stimuli to foster congenial work environments
conducive to organizational success.

Introduction

Organizations are cur-
rently experiencing a notice-
able shift in staff demo-
graphics (Kee, Ching, & Ng,
2019; Rao, 2021). This tran-
sition has brought forth three
distinct generational cohorts:
Baby Boomers, born be-
tween 1945 and 1964; Gen-
eration X, spanning from
1965 to 1980; and Genera-
t ion Y, also known as
Millennials, born after 1980
(Bhatti, Juhari, & Umrani,
2018; Dokadia,  Rai ,  &
Chawla, 2015; Yu & Miller,
2005). Arsenault (2004)
coined the term “tweeners”
for individuals born on the
cusp of two generations.
Generations X and Y have
shouldered significant orga-
nizational responsibilities,
navigating businesses
through a landscape charac-
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terized by technological disruption and
paradigm shifts (Twenge, 2010). Ac-
knowledging subtle intergenerational dif-
ferences in values, attitudes, aspirations,
and perspectives is imperative for orga-
nizations (Chavadi, Sirothiya, & M.R.,
2022; Dokadia, Rai, & Chawla, 2015;
Macky, Gardner, & Forsyth, 2008).

As subsequent generations have en-
tered the workforce, managers have
faced the challenge of managing genera-
tional expectations, values, attitudes, and
motivational stimuli (Bennett, Pitt, &
Price, 2012; Twenge, 2010). Failure to
effectively manage intergenerational con-
vergence may lead to conflicts that im-
pede organizational progress (Giancola,
2006; Jehn & Mannix, 2001). These con-
flicts, stemming from generational differ-
ences, have been linked to financial set-
backs, increased operational expenses,
turnover, and underutilized capabilities
(Biswas, 2015; Martinez-Buelvas &
Jaramillo-Naranjo, 2019).

While prior studies have examined
differences between Generation X and
its predecessors, such as Baby Boomers
and Traditionalists (Andrade & Westover,
2018; Hansen & Leuty, 2012), the emer-
gence of Generation Y in the workforce
has presented a unique imperative
(Bansal, 2017; Kumar, 2023). Analyzing
Generation Y, with its distinct character-
istics, is crucial for managers aiming to
cultivate conducive work environments
(Bansal, 2017; Bhatti et al., 2018) for this
emerging group (Chavadi et al., 2022;
Dechawatanapaisal, 2019). Conse-
quently, this research seeks to address
this gap by examining the dynamics

among Generation Y, Baby Boomers, and
Generation X.

Theoretical Framework

Significant historical events affected
the collective consciousness of each gen-
eration thereby shaping their attitudes and
conduct (Cennamo & Gardner, 2008).
Multiple characteristics comprise genera-
tions: birth years, age, and significant his-
torical  occurrences (Cennamo &
Gardner, 2008). These components influ-
ence the personality, work values, and
motivations of an individual. Furthermore,
perceptions of authority, institutions, and
family dynamics are impacted by genera-
tional cohorts (Banerjee, Srivastava, &
Krishnamoorthy, 2022; Dokadia, Rai, &
Chawla, 2015). Generational differences
intensify with the passage of time, ca-
reer advancement,  and experience
(Cennamo & Gardner, 2008; Macky et
al., 2008). Moreover, conflict ensues
when ideas from different generations
intersect (Kalleberg & Marsden, 2019).
Intergenerational conflicts may result
from a failure to recognize and confront
generational differences within an orga-
nization (Kee et al., 2019; Macky et al.,
2008; McGuire, Todnam, & Hutchings,
2007).

Variations Between Generations

Every generation contributed distinct

Generational differences intensify
with the passage of time, career
advancement, and experience.
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qualities and different viewpoints, but this
heterogeneity also resulted in discord
(Bhayana, Gupta, & Sharda, 2021; Jehn
& Mannix, 2001). Cultivating an environ-
ment that mitigates intergenerational con-
flict can effectively transmit knowledge
from more experienced to less experi-
enced cohorts (Bhatti et al., 2018; Jehn
& Mannix, 2001). To nurture a harmoni-
ous work environment and address atti-
tudinal disparities, organizational leaders
must recognize generation characteris-
tics (Bhayana, Gupta, & Sharda, 2021;
Cennamo & Gardner, 2008). Older gen-
erations frequently placed a premium on
job security, whereas newer generations
actively pursued opportunities for career
advancement and professional develop-
ment (Bright, 2010). For effective lead-
ership and cohesion, the organization
leaders must acknowledge and honor
these distinctions (Chakraborty &
Biswas, 2021).

Attitudinal Characteristics

Trust which is fundamental to all re-
lationships, resulted from knowledge and
experience (Mutha & Srivastava, 2021;
Robinson, 1996). Trust affects individu-
als’ perceptions of their own trustwor-
thiness and the propensity to trust others
(Mishra & Spreitzer, 1998). Trust in man-
agers is contingent upon how subordi-
nates perceive the managers’ compe-
tence, benevolence, and ethical behavior
(Robinson, 1996). Benevolence,  a
leader’s authentic desire to prioritize the
follower’s welfare, is critical in establish-
ing and maintaining trust (Serva, Fuller,
& Mayer, 2005). Credibility and consis-
tency in one’s conduct reinforce trust

(Abdullah & Al-Abrrow, 2023). Ferres,
Travaglione, and Firns (2003) illuminated
the intricate relationship that existed be-
tween trust and other crucial factors, in-
cluding turnover intention, procedural jus-
tice, and organizational commitment.
Moreover, elevated trust levels are
strongly correlated with increased orga-
nizational  commitment (Benson &
Brown, 2011).

Elevated trust levels are strongly
correlated with increased organiza-
tional commitment.

Organizational Commitment. Orga-
nizational commitment, which operates as
both a benefit and a drawback, exerts a
significant impact on employee engage-
ment, loyalty, and the responsible man-
agement of company resources (Chigeda,
Ndofirepi, & Steyn, 2022; Meyer, Allen,
& Allen, 1997). The congruence between
individual principles and organizational
goals fostered commitment (Ferres et al.,
2003). Identification, participation, and
allegiance comprised organizational com-
mitment (Chigeda, Ndofirepi, & Steyn,
2022; Cook & Wall, 1980). Identification
is the pride in the organization and the
assimilation of its objectives and prin-
ciples (Chakraborty & Biswas, 2021).
Conversely, the second component con-
stituted gratification obtained from job-
related duties (Andrade & Westover,
2018; Siengthai & Pila-Ngarm, 2016).
Organizational commitment influences
performance (Benson & Brown, 2011;
Chigeda, Ndofirepi, & Steyn, 2022). In-
terestingly, indiscriminate dedication,
commonly called “blind” dedication, re-
sulted in adverse consequences for an
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institution (Reichers, 1985). This commit-
ment type had the potential to impede
innovation and restrict change manage-
ment capacity (Hirschi & Spurk, 2021).

Procedural Justice. Employee atti-
tudes strongly predict equity perceptions
in organizations. Procedural justice influ-
enced employee loyalty (Konovsky &
Cropanzano, 1991). Individuals evaluated
procedural justice based on the decision-
making procedures (Bolman & Deal,
2017). This entailed that decisions are
based on accurate information, benefit all
pas involved, and adhered to moral and
ethical standards (Colquitt et al., 2013).
In addition, when explanations are per-
ceived as sincere and rationally commu-
nicated, procedural justice perceptions
increased (McFarlin & Sweeney, 1992).
Invariably, heightened procedural justice
perceptions increased confidence in the
organizational leadership.

Turnover Intention. The turnover
intention had detrimental organizational
consequences (Antony, Arulandu, &
Parayitam, 2023; Chavadi et al., 2022).
Besides imposing a financial burden on
organizations (Chavadi et al., 2022).
Turnover also undermined employee
morale, influenced the organizational cul-
ture and eroded implicit knowledge
(Biswas, 2015; Hansen & Leuty, 2012).
Employee attrition also had both finan-
cial and non-financial ramifications
(Antony et al., 2023; Benson & Brown,
2011). Feyerherm and Vick (2005) de-
lineated costs associated with training,
recruitment, separation, and provisional
replacement. Similarly, Lancaster and
Stillman (2002) emphasized the intangible
expenses, which included declining pro-
ductivity and knowledge. These intangible
costs surpassed the tangible ones by a
significant margin (Benson & Brown,
2011). Fig. 1 illustrated the current
study’s theoretical foundation.

Fig1:  Theoretical base of the study (Source: Authors’ conceptualization
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Gaps in Research & Objective

This study examines the differences
in attitudes among ‘Baby Boomers,’
‘Generation X,’ and ‘Generation Y,’ fo-
cusing on trust, organizational commit-
ment, procedural justice, and turnover
intention (Bright, 2010; Ferres et al.,
2003; Shultz & Adams, 2012). Empirical
research examining generational varia-
tions in these attitudinal dimensions is in-
adequate (Hansen & Leuty, 2012). Only
a few scholars had examined the way
Generation Y manifested these distinc-
tions in comparison to Baby Boomers and
Generation X (Arsenault, 2004; Ferres,
Travaglione, & Firns, 2003; Bansal, 2017;
Kumar, 2023).

Prior research by Ferres et  al .
(2003) concentrated exclusively on Gen-
eration X and elder cohorts. Their study
revealed a significant discrepancy in the
intention to remain committed between
Generation X and elder generations.
Moreover, in contrast to Generation X,
preceding generations exhibited a
greater preoccupation with procedural
justice (Benson & Brown, 2011). The
emergence of Generation Y into the la-
bor force prompted a comparison in
these attitudinal dimensions (Kumar,
2023; Sinha & Pandey, 2021).

There is limited empirical evidence
on age-related differences in trust, orga-
nizational commitment, procedural justice,
and turnover intention (Biswas, 2015;
McGuire et al., 2007). Nevertheless,
such distinctions might exist. Genera-
tional differences resulted from varied
interpersonal feelings, beliefs, attitudes,

and tendencies (Abdullah & Al-Abrrow,
2023; Bhatti et al., 2018).

Research Methodology

The current research focused on
turnover intention, organizational commit-
ment, trust, and procedural justice
(Kalleberg & Marsden, 2019; Mutha &
Srivastava, 2021). The researchers used
the General Attitudes section of the
Michigan Organizational Assessment
Questionnaire (MOAQ) (Cammann,
Fichman, Jenkins,  & Klesh,1979)
to measure turnover intention. Partici-
pants responded on a seven-point scale.
Afterward, the researchers compared
turnover intention scores among the three
generational cohorts. Analysis of vari-
ance (ANOVA) and post hoc analyses
measured attitudinal differences among
generations.

Indicators of Quantity

The questionnaire included items
from Cook and Wall’s (1980) “Interper-
sonal Trust at Work Survey” for evalu-
ating trust. The levels of organizational
commitment were measured by Allen
and Meyer’s (1990) Affective, Continu-
ance,  and Normative Commitment
Scale. The researchers calculated the
average score of procedural fairness
by using the ‘Index of Procedural fair-
ness’ (Sweeney & McFarlin, 1997).
The “Michigan Organizational Assess-
ment  Quest ionna ire”  (Cammann,
Fichman, Jenkins, & Klesh, 1979) was
used to evaluate turnover intention,
along with the “Intention to Turnover
Scale.”
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Collection of Data

The researchers employed non-
probabilistic convenience and stratified
sampling to select participants from
manufacturing and services sectors
(Coyne, 1997; Creswell, 2017). The sur-
vey administration varied depending on
computer access.

Demographics Each participant pro-
vided gender, birthplace, occupation, edu-
cational attainment, employment status,
and ethnic background, among other gen-
eral demographic details. Birth year-
based participants’ assignment to their
generational cohorts followed. The sur-

vey design placed emphasis on ensuring
the participant anonymity, which is con-
sistent with the guidelines (Creswell,
2017). The numbered surveys were
decoupled from the individual respon-
dents. Potential participants were identi-
fied through designated contacts within
organizations.  The data collection
spanned three months.

Results & Findings

Table 1 provided the number of ob-
servations, means, and standard devia-
t ions for the variables and scale
reliabilities. Scale reliability, as shown in
Table 1, ranged from 0.63 to 0.74.

Table 1 Observations, Mean & Standard Deviation

Variable Observations Mean Standard Deviation Reliability

Trust 145 42.33 13.05 .7361
Commitment 140 95.55 16.25 .6524
Procedural Justice 140 45.97 10.00 .6311
Turnover 139 14.99 4.63 .6633

To assess the existence of statistical
differences in attitudinal dimensions
(trust, organizational commitment, proce-
dural justice, and turnover intention), a
one-way analysis of variance (ANOVA)
was conducted for each dimension. The
data were analyzed using Stata 15 (Fisher,
Zwahlen, Egger, & Higgins, 2022). The
Bonferroni post hoc test ascertained sig-

nificant differences in means (Armstrong,
2014). F-ratio values for trust, organiza-
tional commitment, procedural justice, and
turnover intention are reported in Table
2.

Trust: No statistically significant gen-
erational differences were observed in
trust  means (F=0.38, p=0.6863).
Bonferroni-adjusted p-values were uti-
lized to control for error rate, revealing
no significant differences in the means.

Organizational Commitment: Be-
fore transformation, no statistically sig-
nificant generational differences were
found in organizational commitment

Table 2 Analysis of Variance

Scale F-Ratio

Trust 2.63*
Organizational Commitment 0.38*
Procedural Justice 0.22*
Turnover Intention 1.28*

*p < .10 **p < .05 ***p < .01 ****p < .01
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means (F=2.15, p=0.1203). Due to a posi-
tively skewed distribution, organizational
commitment was logarithmically trans-
formed. Post-transformation, the analy-
sis indicated a near-significance for Baby
Boomers and Generation X (F=2.63,
p=0.0758), while Generation Y displayed
a higher average score.

Procedural Justice: There were no
statistically significant generational dif-
ferences in means for procedural justice
(F=0.22, p=0.8048). Post hoc compari-
sons using the Bonferroni test further
confirmed no significant differences.

Turnover Intention; No statistically
significant generational differences were
found in turnover intention means
(F=1.28, p=0.2820). Post hoc compari-
sons using the Bonferroni test corrobo-
rated the absence of significant differ-
ences in means.

The researchers found no statisti-
cally significant difference in the
attitudes towards trust, organiza-
tional commitment, procedural jus-
tice, and turnover intention among
Baby Boomers, Generation X, and
Generation Y.

The researchers found no statistically
significant difference in the attitudes to-
wards trust, organizational commitment,
procedural justice, and turnover intention
among Baby Boomers, Generation X, and
Generation Y. Similarly, Bonferroni-ad-
justed p-values also indicated no statisti-
cally significant differences in the means
of trust, procedural justice, and turnover

intention. However, following the shift,
organizational commitment became sta-
tistically significant for Baby Boomers
and Generation X, but Generation Y had
a higher average score.

Discussion

Upon juxtaposing the findings with
prior research, discernible variations in
attitudinal dimensions across generational
cohorts were revealed. Notably, while
acknowledging parallels among Baby
Boomers, Generation X, and Generation
Y, in line with Bright (2010) and Wong et
al. (2008), this study provided a nuanced
perspective, indicating no statistically sig-
nificant distinctions among these groups.
This departure from previous research
findings accentuated the inherent discrep-
ancies in attitudes prevailing among gen-
erations.

Our examination of generational dif-
ferences resonated with earlier studies
(Kalleberg & Marsden, 2019; Martinez-
Buelvas & Jaramillo-Naranjo, 2019), un-
derscoring the role of life experiences in
shaping values and attitudes, as posited
by Abdullah & Al-Abrrow (2023). Build-
ing upon this foundation, this study ex-
panded the discourse by highlighting dis-
parities in workloads and job security,
shedding light on evolving workplace dy-
namics and their impact on generational
experiences, echoing the insights of
Chavadi et al. (2022) and Bennett et al.
(2012).

While this investigation corroborated
existing notions of dynamism in genera-
tional disparities (Bright, 2010; Wong et
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al., 2008), it offered a valuable contri-
bution by elucidating the evolution of
these traits over time and presenting a
dynamic perspective on generational
shifts. This assertion further substanti-
ated Yu and Miller’s (2005) hypothesis
regarding the inconsistency of age dis-
parities across industries, accentuating
the need to consider industry-specific
variations in future studies. Ultimately,
this study enriched the scholarly dis-
course by introducing novel perspec-
tives, challenging conventional assump-
tions, and broadening the discourse on
generational dynamics. A thorough ex-
ploration of the factors influencing gen-
erational disparities, buttressed by em-
pirical evidence, holds the promise of
yielding deeper insights into this multi-
faceted phenomenon.

Research Implications

The present study identified research
perspectives in the intergenerational
dynamic’s domain within modern work
settings. Although our data did not dem-
onstrate significant differences between
generations in terms of turnover inten-
tion, commitment, trust, and justice, it is
important to further investigate the intri-
cacies of these interactions.

By examining commitment patterns
among Genera tion X and Baby
Boomers, future research could offer
insights on workplace relationships
among different age groups. Addition-
ally, the current study encouraged fu-
ture  researchers  to explore
intergenerational relationships. Re-
searchers could employ a longitudinal

approach to examine generational atti-
tudes towards turnover intention, com-
mitment, trust, and justice with shifts in
organizational policies, economic condi-
tions, and social disruptions.

Managerial Implications

The current study stressed under-
standing generational attitudes and be-
haviors in the contemporary workforce.
Organizations might benefit from foster-
ing an inclusive and collaborative work
environment. The impact of Generation
X and Baby Boomers on commitment
patterns underscored mentorship pro-
grams and activities to promote knowl-
edge sharing. Employing specific strate-
gies to enhance trust, perceived fairness,
and dedication among different age
groups improved the overall organiza-
tional environment.

Organizations might benefit from
fostering an inclusive and collabo-
rative work environment.

The study highlighted flexible man-
agement systems that considered diverse
generational wants and expectations.
Adopting continuous learning initiatives
is crucial for top management to address
generational gaps by customizing mana-
gerial strategies to match the evolving
needs of the needs of the workforce. The
current research makes a valuable con-
tribution to the interactions between dif-
ferent generations. The study also of-
fered guidance for effectively managing
and utilizing the diverse employees’ skills
and talents.
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Conclusion

This study significantly contributed to
the expanding body of knowledge by ex-
amining turnover intention, procedural
justice, trust, and organizational commit-
ment among Generation Y, Baby
Boomers, and Generation X. Our find-
ings revealed no statistically significant
distinctions among these generational
groups, underscoring the complexity of
generational dynamics in the workplace.
To fully understand these dynamics, it
was necessary to look at work attitudes
and values in depth, as collaborative en-
vironments turned out to be key to im-
proving group effectiveness and reduc-
ing the chance of intergenerational con-
flicts. Moving forward, future research
should explore nuanced factors impact-
ing these dynamics, such as technologi-
cal integration, cultural influences, and
sustainability initiatives. Additionally, lon-
gitudinal studies would offer valuable in-
sights into the temporal constancy of ob-
served attitudes. Moreover, expanding
research across various industries and
including Generation Z in the discourse
was essential for a more comprehensive
understanding of intergenerational dy-
namics in contemporary organizations.
Recognizing these limitations and delv-
ing into emerging research fields en-
hanced the depth and breadth of knowl-
edge in this area.
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