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Abstract 
 
This empirical paper has examined the motivational factors subtracted from Herzberg’s Two-
Factors Theory towards Citizenship Performance for employees categorized into Generation X 
and Generation Y. A sample of 124 respondents from two market leading electric and electronic 
manufacturing companies in Malaysia was invited into this research. Seven Motivation and 
Hygiene Factors that adduced in this research are Achievement, Recognition, Work Itself, 
Promotion, Company Policy and Administration, Pay and Benefit, and Work Condition; while 
Citizenship Performance is measured by 15 items scale of Organization Citizenship Behaviour 
that combine all causations as one unit of variable. Findings of this study have presented the 
directions of motivational factors towards Citizenship Performance for Generation X and 
Generation Y. 
 
Key Words – Generation X, Generation Y, Intrinsic Factors, Extrinsic Factors, Citizenship 
Performance 

Introduction 
In today’s organizations’ competitive conditions where Innovations and Research and 
Development are the strongest jetton for global rivalry, measurements for employees’ values 
towards organizations that focus only on their task performance are becoming less and less 
irrelevant for organization successes. Even though employees score flying colours on their 
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factual numerical performance, however, without additional efforts for their continuous 
learning attitudes, teamwork, knowledge sharing or willingness to teach and mentor peers that 
will increase employees’ competencies and encourage continuous learning culture, 
organizations will still find it hard to transform themselves from production-based to 
knowledge-based.  

Employees’ indirect contributions towards organizations’ environment as well as 
willingness of abidance are becoming more important in deciding an organizations’ 
competitiveness. The better organizations in motivating their employees to maximize their 
indirect contributions towards servicing organizations’ technical core, the better organizations 
will gain sustainable competitiveness. As one of the outcome from motivation that plays a 
critical role in total organizations’ effectiveness, Citizenship Performance has been concluded 
with several benefits. It involves employees’ persistence, efforts, compliance and self-discipline 
that will contribute positive improvement towards employees’ performance and effectiveness. 
Besides, Citizenship Performance will also better up teamwork, cooperative behaviours and 
considerate among superiors, peers and subordinates to promote organization welfare that will 
facilitate group task performance. With proper implementation of Citizenship Performance in 
organization, it will reduce disciplinary problems, conflicts, and communication difficulties that 
will require closer monitoring and time consumptions for managements in planning, organizing, 
controlling and monitoring their subordinates (see Borman et. al., 1993; Podsakoff & 
MacKenzie 1997; Motowidlo et al., 1997). Organizations therefore should have their distinct 
understanding in generational differences in motivation factors that will result in higher 
satisfactions, thus promote them to exert additional efforts in performing Citizenship 
Performance.  
 
Review of Literature 
 
Generation  
Generation is defined as people that grouped within a certain range of ages, location they lived, 
and significant life events they experienced at critical developmental stages (Kupperschmidt, 
2000). These generational groups are often referred to cohorts, whose members are linked to 
each other through shared life experiences during their formative years. As each cohort ages, it 
is influenced by what sociologists call generational markers. As products of their environment, 
members of the cohort are influenced by events that have an impact on all members of the 
generational grouping. Employees that are grouped together according to their year of birth or 
ages have expected to have a similar life events and living experiences. Besides, their work 
values, attitudes, preferences, expectations, perceptions and even behaviours are also found 
common to each other. It is believed that these similarities are fettled from same or 
haemophilic historical, economic, and social experiences (Smola & Sutton, 2002; Zemke et al., 
2000). Therefore, significant life experiences of individuals belonging to each generational 
group will turn up their own group of characteristics, aspirations, and expectations (Cennamo & 
Gardner, 2008). 
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Generation X  
Generation X refers to people that are born between 1965 - 1980 and reaching their age of 32 
to 47 years old as of year 2012 (William, 2008; Tay, 2011). According to Kupperschmidt, (2000) 
and Zemke et al. (2000), the people within this range of ages that group as Generation X are 
sharing the most similar life events during their formative years. The similar life events has 
further shaped their work values, attitudes, preferences, expectations, perceptions and even 
behaviours into a collective style.  
The most significant life event from Generation X is the beginning of computer usage (Dries et. 
al., 2008). This generation has experienced the rapid advancement of computers. Knowledge in 
utilizing computer has become a plus point to compete with their seniors in organizations. With 
higher paid and better working environment than agricultural activities, these generations of 
people has being pushed by their parents to obtain higher academic qualification in order to 
apply for industrial positions (Tay, 2011).  

As generation X has experienced economic depressions, they have developed a low 
trust on their organization. Besides, as they watched their elders that exerted time and loyalty 
in return of being sacrificed from economic depressions, they were sceptical for their 
organizations and have very low tolerance for bureaucracy and organizational regulations, 
especially regarding procedures that will obligate their performance (Crumpacker & 
Crumpacker, 2007). Thus, Generation X prefers organization that grant them flexible working 
schedule, high autonomy, interesting yet challenging work, and continuous opportunity for 
professional growth. Their attentions are less in contributions for their organizations, but they 
much focus on self-career development (Santos & Cox, 2000). They are much motivated by a 
desire to enhance their professional skills to increase their marketability for future career 
prospects (Richard, 2007; Dougan et. al., 2008). Their decision to whether remain or leave 
organization basely depends on opportunities for professional developments. Altimier (2006) 
found that much of the Generation X employees are not resisted in job hopping. They are less 
interested to remain themselves long in an organization, but much believing that with their 
sufficient and competitive capabilities, job hopping will provide higher promotion opportunities 
and higher salary. Thus, they were found loyal in their organisations if the organization offered 
them interesting jobs, flexible work schedules, and opportunities for internal promotion.  
Besides, Generation X employees are very self-reliance. In fact, with aid of their characteristic 
nature in technological literacy, they displayed a high favour in working environment that fill up 
by high technology that allowing them to carry out their task independently. Thus, they are 
willing to adapt to changes even with low level of training where given particularly in 
technological aspects. Still, information and technology are important to them.  
 
Generation Y 
Generation Y is well known as Millenniums that born in between 1981 to 2001 (William, 2008; 
Tay, 2011). According to William (2008), this generation is rise up by their nurturing parents 
with well-structured and abounded activities and schedules. They were having most of their 
time in school activities and curriculums, mix around with their friends and collaborating in 
organizing activities. Most of them are well graduated at least with Diploma or Degree in 
colleges or universities. The categorization of Generation Y is mostly based on their life event in 
technology expansions (Zemke, 2002; Tay, 2011). This generation has witness the boom of 
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internet usage and actively participate in social network activities. Compare with other 
generational cohorts, this group of people has very unique life event that computers and 
internet technology are not use for working purpose. With more affordable price of computers 
and internet services, these cohorts of people are interacting with computer and internet as 
part of their life.  

The most significant characteristic pose by generation Y is their high comfort with rapid 
technology advancements. Generation Y has grown up with advanced technology such as high 
speed internet services and hand phones and are very proficient in the use of technology, more 
prosperous, better educated and ethnically more diverse than previous generations (Spiro, 
2006). Generation Y takes electronic collaboration as granted as they were the first generation 
born with high technology like personal computers, internet services, and cellular phones. With 
aids of high technologies, they are well practiced in assimilating information quickly, grabbling 
for knowledge wider, and high capability in multitasking (Dougan et. al., 2008). Tay (2010) 
pointed out that Gen Y employees would remain longer in organizations that invest in 
sophisticated technologies and make their jobs interesting, challenging and entertaining. Gen Y 
employees prefer organisations that supply them sophisticated technologies to make their jobs 
interesting, challenging and entertaining. Interestingly, they have a high tolerance in diversity in 
age, ethnicity, and gender orientation because they want this world to be a better place for 
everyone to live (Gursoy et al., 2008; Zemke et al., 2000). 

Generation Y are great collaborators and showing a high favour in teamwork (Dougan et 
al., 2008). With sufficient practice from their extra-curriculums in schools, they are well-
socialized, optimistic, high in tenacity and compliant. Zemke et al., (2000) perceived that 
Generation Y employees are more cooperative and optimistic than their elders as most of them 
have high educational background or professional training. Since they experienced an equal 
status and opportunities to voice in schools’ extra-curriculums, they are also showing their 
capabilities in group activities, practicing instant communication and expecting feedback in 
their workplaces (Gursoy et al., 2008). They are well favour in teamwork and prefer to follow 
directions as long as there is flexibility for them to get the work done in their own way (Gursoy 
et al., 2008; Iyer & Reisenwitz, 2009). Their motivations are much relying on good teamwork 
with their team members (Murphy, 2010). Generation Y were keen “make an important impact 
immediately on projects they are involved with” and are “looking for immediate gratification 
and an opportunity to excel” (Spiro, 2006). Unlike their elders, this generation place an 
expectation on their managers to listen to their ideas and provide them prompt feedback or 
rewards which they think they deserved (Tay, 2011). Generation Y also seems as generation 
who are easily motivated by prompt praises and recognitions resulted from a very stable 
economic and living environment. Generation Y employees were identified to have a high 
desire for a work-life balance (Barron et al., 2007). They value their leisure time very much. 
Even they are enjoying their work, they will not allow the job dominate their lives. However, 
they will still show themselves as hardworking and ambitious workers, but yet a distance to be 
called workaholics. Besides, Gen Y employees are casual in workplaces and expecting their 
managers to remember their names, to understand their needs and job expectations, as well as 
to care for their well-being (Gursoy et al., 2008). Generation Y employees also show a 
characteristic in low loyalty to their companies. They prefer to keep their career option open. 
The major difference between themselves and their elder generation they will not limiting 
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themselves in hopping in similar jobs, but making a total career change or build parallel career 
(Dougan et al., 2008). 
 
Motivation 
In early ages of industrialization, unskilled agrarians’ workers are the major contributors in 
productivity. Direct extrinsic incentives like higher pay or corporal punishments are the main 
thrust to increase employees’ productivity or discourage poor performance (Wren, 1994). In a 
study conducted by Elton Mayo in year 1924 and 1932 that is later well  known as Hawthorne 
Study, employees’ requirements for higher performance have being discovered with more than 
just incentives. The studies illuminated the extent to which workers were affected by external 
factors of work and how they organised themselves into informal groups.  

The term motivation has being discussed and conceptualized by various researchers. In 
early years, Whiseand and Rush (1988) explained motivation as the willingness of an individual 
to do something and conditioned by actions to satisfy needs. Later, Wregner et. al. (2003) 
described motivation as something that energized individuals to take action and which is 
concerned with the choices the individual makes as part of his or her goal-oriented behaviour. 
Following the recent definition contributed by Fuller et.al. (2008), motivation is a person’s 
intensity, direction and persistence of efforts to attain a specific objective. From the statement 
provided, intensity as further elaborated as how hard an individual tries to attain the specific 
objective while direction is the channel of intensity towards the objective; whereas persistence 
refers to how long someone maintains an effort to attain the specific objective. Furthermore, 
motivation is defined by Saraswathi (2011) as the willingness to exert high levels of effort, 
toward organizational goals, conditioned by the effort’s ability to satisfy some individual need. 
Three key elements in the definition are further provided as effort, organization goal, and need.  

Definitions of motivation contributed by various researchers above are apparently in 
similar meaning as drive, energize and action. Researchers are agreeing on individuals’ 
motivations start with recognition of a desire that is not present at the time the individual 
noticed, followed by mental desire to achieve something, thus following by physical actions to 
obtain the desire.   Motivation is one of the most important factors in affecting human 
behaviour and performance. The level of motivation an individual or team exerted in their work 
task can affect all aspects of organizational performance. As mentioned by Project 
Management Institute (2008), the overall success of the organizational project depends on the 
project team’s commitment which is directly related to their level of motivation. As employees 
are the main resources for organizations’ business activities, the issues of employees’ 
motivation will critically decide organizations’ success. However, in understanding that human 
needs and preferences will not be the same among each other’s, one set of motivation package 
designed for an individual or groups may not turn up a same effect on others. With statement 
supported by Burke (2007), what makes individual do something is not necessary the same for 
another individual. Moreover, Saraswathi (2011) also commented individuals are showing 
discrepancies on their basic motivation drives. Bourgault et al. (2008) stated that organizations 
should obtain a clear understanding in employees’ dissimilarities in needs and preferences for 
motivation factors to boost up their performance towards overall organization goal. 
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Citizenship Performance 
Employees’ performance is very critical in deciding organizations’ success and competitive 
advantages. In order to supply acceptable quality and value of products and services as to meet 
organizational goal, highly performing employees were serve as critical factors for organization 
to meet or fail in achieving their goal setting. Performance was elaborated by Campbell et. al., 
(1993) as “Performance is what an organization hires individual to do, and do well.” In contrast 
to behaviours that support the organization's technical core that named as task performance, 
Borman and Motowidlo (1993) defined contextual performance as behaviours that support the 
overall organizational, social, and psychological environment of the organization and enhance 
its’ psychological climate in which the technical core in embedded.  Contextual performance is 
further distinguished from task performance in that it is typically more discretionary as opposed 
to role prescribed. It is aim in improving the organizational social context where members 
involved in the task operations may have a better working environment.  

Citizenship Performance was developed by recent researchers that summarized and 
configured numerous dimension sets of Contextual Performance into one performance domain 
(Coleman & Borman, 2000). Referring from 14 sets of OCB related studies; researchers 
employed 47 industrial-organizational psychologists to sort 27 dimensions of behavioural 
examples into categories based on their content similarities. According to Coleman & Borman, 
(2000), there are three factors for Citizenship Performance included: Personal Support, 
Organizational Support, & Conscientious Initiative. According to Coleman and Borman (2000) 
on their Taxonomy of Citizenship Performance,  

Personal support was differentiated into four sub-dimensions as Helping, Cooperating, 
Courtesy, and Motivating. Helping was elaborated by Coleman and Borman (2000) as 
organizations’ members were voluntarily involve in helping other members in organizations for 
the purpose of improving personal or team performance. The voluntary activity that offer by 
organization members towards other members may in form of offering suggestions that will 
improve their work outcome; coaching them how to accomplish difficult tasks, teaching them 
useful knowledge or skills that may require for them to perform their work tasks or even 
directly involve in performing their work task; and providing emotional support for their 
personal problems. Second sub-dimension named Cooperating involves members’ 
participations between other members in teams or whole organizations for the purpose of 
improving overall synergy. The behaviour may be forms of cooperating with other members by 
accepting their suggestions; follow their leads and self-practice as good followers, putting team 
objectives over personal interests, and informing other members of events or requirements 
that are likely to affect them. Courtesy as third sub-dimension was elaborated as individual 
positive behaviour in organizational sociality. The behaviours include organization members’ 
consideration, courtesy, and voluntarily tact in relation with other members. Lastly, forth sub-
dimension named as Motivating involve members’ actions in motivating other members by 
applauding their achievements and success, cheering them on in times of adversity, showing 
confidence in their ability to succeed, and helping them to overcome setbacks. 

The second factor is Organizational Support which can be  further distinguished into 
three sub-dimensioned as Representing, Loyalty, and Compliance. Representing involves 
organization members representing and showing their organization favourably to outsiders by 
defending it when others criticize their organizations and promoting organization’s 
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achievements and positive attributes, as well as expressing own satisfaction with their 
organizations. Second sub-dimension named Loyalty involves organization members showing 
their loyalty by staying with their organization despite temporary hardship, tolerating 
occasional difficulties and adversity cheerfully and without complaining, and publicly endorsing 
and supporting the organization’s mission and objectives. Last sub-dimension is Compliance, it 
involves organization members self and encouraging other members to comply with 
organizational rules and procedures. Besides, it also includes members’ voluntary activities in 
suggesting procedural, administrative, or organizational improvements.  

The third factor brought is Conscientious which can also be distinguished into three sub-
dimensions as Persistence, Initiative, and Self Development. Persistence involves organization 
members’ persistence with extra effort to complete work tasks successfully despite difficult 
conditions and setbacks, accomplish goals that are more difficult and challenging than normal, 
completing work on time despite unusual short deadlines, and performing at a level of 
excellence that is significantly beyond normal expectations. Initiative as second sub-dimension 
explaining organization members showing their initiative to do all that is necessary to 
accomplish team or organizational objectives even if not typically a part of own duties, 
correcting non-standard conditions whenever encountered, and finding additional work to 
perform when own duties are completed. Lastly, third sub-dimension named Self-Development 
include organization members’ behaviour in developing own knowledge and skills by taking 
courses on own time, volunteering for training and development opportunities offered within 
their organization, and trying to learn new knowledge and skills on the job from others or 
through new job assignment.  

Methodology 
 
This research was designed based on quantitative approach. A research model that based on 
Frederick Herzberg’s Two-Factor Theory has been developed to study the relationship towards 
Citizenship Performance (Figure 1). Based on the model, one set of questionnaires consisted of 
both extrinsic and intrinsic motivation factors as well as Citizenship Performance were 
designed. The questionnaire will determine targeted respondents’ extents of satisfactions in 
Intrinsic and Extrinsic Factors as well as their extent of Citizenship Performance. The 
respondents were asked to answer each statement using Five point Likert Scale ranging from 1 
(strongly dissatisfied) to 5 (strongly satisfied). A total of 124 respondents selected from simple 
random sampling method from Electric and Electronic manufacturing companies in Malaysia 
have responded the questionnaires. The data captured then were analysis using SPSS version 
20 for descriptive and T-test. 
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Figure 1: Research Model 

 
Results 
 
Table 1 provides correlation coefficients for the three variables introduced in this research. 
Intrinsic factors is positively related to Citizenship Performance with Pearson correlation 
coefficient of r= .254 and the significance value is more than .05 (p= .027 > .05). Since Intrinsic 
Motivation Factors have high significance value than are more than 0.05, this research 
concluded with positive correlations between Intrinsic factors and Citizenship Performance. As 
Intrinsic Factors satisfied by generation X respondents increase, Citizenship performance 
embodied by them will be increased as well. 

 
Table 1: Correlation between Intrinsic Motivation Factors towards Citizenship 

Performance among Generation X 

 

 

Citizenship Performance 

Intrinsic Factors Pearson Correlation .254* 

Sig. (1-tailed) .027 

N 58 

*. Correlation is significant at the 0.05 level (1-tailed). 

 

Extrinsic Factors: 

 

 Pay and Benefits 
 

 Work Condition 
 

 Company Policy  
and Administration 

Generation X  

Citizenship 

Performance 

Generation Y  

Citizenship 

Performance 

 

Intrinsic factors: 

 

 Achievements 
 

 Promotion 
 

 Recognition 
 

 Work Itself 
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As shown in Table 2, Extrinsic Factors is negatively related to Citizenship Performance with r= -
.136 and the significance value of .155 is more than .05 (p= .155 > .05). Since Extrinsic factors 
have high significance value than are more than 0.05, this research concluded with negative 
correlations between Extrinsic factors and Citizenship Performance two correlations. Extrinsic 
Factors satisfied by generation X respondents increase, they will reduce their extents of 
Citizenship Performance.  
 
 

Table 2: Correlation between Extrinsic Motivation Factors towards Citizenship 
Performance among Generation X 

 

 

Citizenship Performance 

Extrinsic Factors Pearson Correlation -.136* 

Sig. (1-tailed) .155 

N 58 

*. Correlation is significant at the 0.05 level (1-tailed). 

Refer to Table 3 below, Intrinsic Factors is negatively related to Citizenship Performance with r= 
-.078 and the significance value of .155 is more than .05 (p= .267 > .05). This research 
concluded with negative correlations between Intrinsic factors and Citizenship Performance. As 
Intrinsic Factors satisfied by generation Y respondents’ increase, their Citizenship Performance 
will be reduced. 

  
 
Table 3: Correlation between Intrinsic Motivation Factors towards Citizenship 

Performance among and Generation Y 

 

  Citizenship Performance 

Intrinsic Factors Pearson Correlation -.078* 

Sig. (1-tailed) .267 

N 66 

*. Correlation is significant at the 0.05 level (1-tailed) 
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Refer to Table 4 below, Extrinsic factors for Generation Y respondents was found positively 
related to Citizenship Performance with Pearson correlation coefficient of r= .122 and the 
significance value is more than .05 (p= .164 > .05). This research concluded with positive 
correlations between Extrinsic factors and Citizenship Performance. As Extrinsic Factors 
satisfied by generation Y respondents’ increase, their Citizenship Performance will be increased.  

 
Table 4: Correlation between Extrinsic Motivation Factors towards Citizenship 

Performance among and Generation Y 

 

  Citizenship Performance 

Extrinsic Factors Pearson Correlation .122* 

Sig. (1-tailed) .164 

N 66 

*. Correlation is significant at the 0.05 level (1-tailed) 

Discussion and Conclusion 
Findings arrived have concluded with a positive correlation between Intrinsic factors towards 
Generation X respondents’ Citizenship Performance and a negative correlation between 
Extrinsic factors towards Citizenship Performance. Conversely, correlations for Generation Y 
respondents have found a positive correlation between Extrinsic factors towards Citizenship 
Performance; while another negative correlation between Intrinsic factors towards Citizenship 
Performance. Table 5 below further presented the summary of correlation between Extrinsic 
and Intrinsic Factors towards Citizenship Performance. 
 

Table 5: Summary of Correlation between Extrinsic and Intrinsic Factors towards Citizenship 
Performance  

 Motivation 

Extrinsic Intrinsic 

Citizenship 
Performance 

Generation X Negative Positive 

Generation Y Positive Negative 

 
The variance on motivation and its relationship towards Citizenship Performance have 

been confirmed by the factor of generation. As defined by various researchers, generation are 
groups of people that are categorized according to their range of ages, location they lived, and 
significant life events they experienced at critical developmental stages. Employees that are 
grouped together according to their year of birth or ages have expected to have a similar life 
events and living experiences that further influenced their work values, attitudes, and even 
behaviours. These variances will thus eventually results in different combination of preferred 
working environment and expectation from contributions.  
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A successful determinant for impetus for employees’ Citizenship Performance in this 
research has provided ideas for organizations to design motivation factors for employees in 
promoting the practice of Citizenship Performance. Citizenship Performance is much concluded 
to be facilitating by motivation factors. This research result may mirror out a circumstance 
where same Intrinsic and Extrinsic Factors provided for Generation X and generation Y 
employees have turned up different extent of satisfactions and thus varied the correspondent 
Citizenship Performance. This findings is supported by several researchers by commented that 
as job satisfaction is a contributing factor to the physical and mental well-being of the 
employees; therefore, it has significant influence Citizenship Performance (Becker, 2004); 
however, the levels of influences will varies among different generations as these generations 
cohorts are holding their diverse groups of characteristics, aspirations, and expectations 
(Cennamo & Gardner, 2008). 

Based on the research findings, Citizenship Performance of Generation X are affected by 
Intrinsic Factors such as Work Itself, Achievements, Recognition and Promotion; whereas 
Generation Y’s Citizenship Performance are affected by Extrinsic Factors such as Work 
Condition, Company Policy and Administration, and Pay and Benefit. As a result, organizations 
should take more consideration towards delivering distinct motivation factors for Generation X 
and Generation Y employees. In order to cultivate a culture that will support practice of 
Citizenship Performance, organizations should design variety of motivation packages that will 
be satisfied by either generation cohorts. Nevertheless, the scope of this research is limited to 
organizations that categorized under Electric and Electronic Industry small geographical radius.  
As different geographical area that attached with cultural contrast and organizational practices, 
it may turn up with dissimilar generations’ preferences and extents of satisfactions towards 
motivations factors. As results, further research should be conducted in other geographical area 
and industries in order to provide a complete the picture of generational differences in 
Motivation factors towards Citizenship Performance. 

 
References 
 
A.D. Amar (2004). Motivating Knowledge workers to innovate: A Model Integrating  
Motivation Dynamics and Antecedents. European Journal of Innovation Management, 7 (2), pp. 
89-101 
 
Altimier L (2006). Leading a new generation. Newborn Infant Nurs. Rev. 
 
Agarwal, R., De, P., and Ferratt, T.W., 2001, “An Experimental Investigation of Turnover  
Intentions Among New Entrants in IT.” 
 
Barron, P., Maxwell, G., Broadbridge, A. & Ogden, S. (2007). Careers in  
Hospitality Management: Generation Y’s Experiences and Perceptions. Journal of Hospitality 
and Tourism Management, Vol. 14 (2), pp. 119-28. 
 
Borman, W. C., & Motowidlo, S. J. (1993). Expanding The Criterion Domain to  



  International Journal of Academic Research in Business and Social Sciences 
        November 2013, Vol. 3, No. 11 

ISSN: 2222-6990 

 

64  www.hrmars.com/journals 
 

Include Elements of Contextual Performance. In N. Schmitt & W. C. Borman (Eds.), Personnel 
Selection in Organizations, San Francisco, CA: Jossey Bass, 
pp. 71-98.  
 
Borman, W. C., & Motowidlo, S. J. (1997). Task Performance and Contextual  
Performance: The Meaning for Personnel Selection Research. Human Performance, Vol. 10, pp. 
99–109. 
 
Borman W. C., Penner L. A., Allen T. D. & Motowildo S. J. (2001). Personality  
Predictors of Citizenship Performance, International Journal of Selection and Assessment, Vol. 9, 
no. ½. 
 
Bourgault M, Drouin N, & Hamel É. (2008). Decision Making within Distributed  
Project Teams: An exploration of formalization and autonomy as determinants of success. Proj. 
Manage.  J., 39: S97-S110. 
 
Burke R (2007). Project Management Leadership. CapeTown: Burke. 
 
Campbell, J. P., McCloy, R. A., Oppler, S. H., & Sager, C. E. (1993). A theory of  
Performance. In E. Schmitt, W. C. Borman, & Associates (Eds.), Personnel Selection in 
Organizations. San Francisco: Jossey-Bass, pp. 35-70. 
Coleman, V. I., & Borman, W. C. (2000). Investigating The Underlying Structure of  
the Citizenship Performance Domain. Human Resource Management Review, Vol. 10, Pp. 25- 
44. 
 
Cole, G., Lucas, L., & Smith, R. (2002). The Debut of Generation Y in the American 
Workforce. Journal of Business Administration Online, Vol. 1(2), pp. 1-10Dess, G. G. & J. D.  
 
Shaw (2001). Voluntary Turnover, Social Capital and  
Organizational Performance. Academic Management Revision, Vol. 26, pp. 446-456. 
 
Crumpacker, M. & Crumpacker, J. (2007). Succession Planning and Generational  
Stereotypes: Should HR Consider Age-Based Values and Attitudes A Relevant Factor or A 
Passing fad?, Public Personnel Management, Vol. 36 (4), pp. 349-69. 
 
Dougan, G., Thomas, A. M., & Christina G. C. (2008). Generational Difference: An  
Examination of Work Values and Generational Gaps in the Hospitality Workforce, International 
Journal of Hospitality Management, Vol. 27, pp. 448-458.  
 
Dries N, Pepermans R, De Kerpel E (2008). Exploringfour generations’ beliefs about  
career: Is “satisfied” the new “successful”? J. Manage. Psychol., 23(8): 907-928. 
 
Fuller MA, Valacich JS, & George JF (2008). Information Systems Project  
Management: A Process and Team Approach. Upper Saddle River, New  



  International Journal of Academic Research in Business and Social Sciences 
        November 2013, Vol. 3, No. 11 

ISSN: 2222-6990 

 

65  www.hrmars.com/journals 
 

Jersey: Pearson Prentice Hall 
 
Giancola, F. (2006). The Generation Gap: More Myth than Reality. Human Resource 
Planning, Vol. 29 (4), pp. 32-37. 
 
Gill Zhou (2012). IBM's Gill Zhou Is a Model for Working Women in China.  
Retrieved June 24, 2012, from http://adage.com/article/special-report-chinas-women-to-
watch/ibm-s-gill-zhou-a-model-working-women-china/236193/. 
 
Gursoy, D., Maier, T. & Chi, C. (2008). Generational Differences: An Examination  
of Work Values and Generational Gaps in the Hospitality Workforce. International Journal of 
Hospitality Management, Vol. 27, pp. 448-58. 
 
Haeberle Kevin (2011). Leading the Multigenerational Work Force. Healthcare  
Executive. Retrieved Nov 3, 2011 from FindArticles.com.  
 
Hammill, G. (2005). Mixing and Managing Four Generations of Employees.  
MDU Magazine, Winter/Spring, Retrieved 30 June 2011, from 
www.fdu.edu/newspubs/magazine/05ws/generations.htm. 
 
Iyer, R. & Reisenwitz, T.H. (2009). Differences in Generation X and Generation Y:  
Implications for the Organization and Marketers. Marketing Management Journal, Vol. 19 (2), 
pp. 91-103. 
Jichul Jang, (2008). The Impact of Career Motivation and Polychronicity on Job Satisfaction  
and Turnover Intention among Hotel Industry Employees. Unpublished Master's Thesis, 
University of North Texas.  
 
Kaylene, C.W., Robert, A. P., Alfred, R. P. & Edward, H. H. (2010). Multi- 
Generational Marketing: Descriptions, Characteristics, Lifestyles, and Attitudes, Journal of 
Applied Business and Economics, Vol.11(2). 
 
Kupperschmidt, B.R. (2000). Multigeneration Employees: Strategies for Effective 
Management. The Health Care Manager, Vol. 19, 65-76. 
 
Lahoud, H. A. (2006). Job satisfaction among network administrators in North Carolina: An  
analysis based on the Minnesota Satisfaction Questionnaire. Ph.D. dissertation, Capella 
University, United States--Minnesota. Retrieved Nov 10, 2011, from ABI/INFORM 
Global.(Publication No. AAT 3229508). 
 
Lager, M. (2006). X Ways. Customer Relationship Management, Vol. 10 (11), pp. 28- 
32. 
 
Leahy K., McGinley J., Thompson J., Weese T. (2011). Intelligence Community Assessment:  

http://adage.com/article/special-report-chinas-women-to-watch/ibm-s-
http://adage.com/article/special-report-chinas-women-to-watch/ibm-s-


  International Journal of Academic Research in Business and Social Sciences 
        November 2013, Vol. 3, No. 11 

ISSN: 2222-6990 

 

66  www.hrmars.com/journals 
 

Generational Difference in Workplace Motivation. Intelligence Reform and Transformation. Vol. 
29, No. 1. 
 
Lourdes S., Jose R. P., Sandra I., Maria. J. B., Alvaro E., Angela G., Marisa A., Euginio A. P.  
(2011). Generation or Culture? Work Attitude Drivers: An Analysis in Latin America and Iberian 
Countries. Working Paper No. 919, University of Navarra. 
 
Lozier, Tim (2012). Gen Y Workers Report Low Job Satisfaction Levels | Safety  
content from EHS Today." EHS Today Home Page. N.p., n.d. Retrieved Sept 6, 2012, from 
http://ehstoday.com/safety/news/workers. 
 
Lucy Cennamo & Dianne Gardner (2008). Generational Differences in Work Values,  
Outcomes and Person-Organisation Values Fit. Journal of Managerial Psychology, Vol. 23 (8), 
pp. 891 – 906 
 
Mohammad Reza Noruzi. (2010). How Intellectual Capital and Learning  
Organization Can Foster Organizational Competitiveness?, International Journal of Business and 
Management, 5 (4). 
 
Mohani Abdul, Hashanah Ismail & Noor Ismail Hj. Jaafar. (2010). Job Satisfaction  
Among Executives: Case of Japanese Electrical and Electronic Manufacturing Companies, 
Malaysia. The Journal of Global Business Management, Vol. 6(2), pp. 165-173 
 
More, H. W., Wegner, F. W. & Miller, L. S. (2003). Effective Police Supervision,  
Cincinnati, Anderson Publishing Co. 
 
Murphy, E. F., Gibson, J. W. & Greenwood, R. A. (2010). Analyzing Generational  
Values among Managers and Non-Managers for Sustainable Organizational Effectiveness. SAM 
Advance Management Journal, Winter 2010, pp. 33-55. 
 
Nickson, W. J. (1973). Hawthorne Experiments. Pp. 298-302 in C. Heyel (ed.), The  
encyclopedia of management, 2nd ed. New York: Van Nostrand Reinhold. 
 
Podsakoff, P. M., & MacKenzie, S. B. (1997). Impact of Organizational Citizenship  
Behaviour on Organizational Performance: A Review and Suggestions for Future Research. 
Human Performance, Vol. 10, pp. 133-151. 
 
Prarthana Alley (2011). Career Aspirations and Attributes of IndianGen Y @ Workplace.  
Retrieved Oct 20, 2012, from http://www.slideshare.net/pa0305/a-2011-research-report-on-
the-career-aspirations-and-attributes-of-indian-gen-y-at-the-workplace 
 
Richard Sayers (2007). The Right Staff from X to Y, Library Management, Vol. 28,   
(8/9), pp. 474-487. 
 

http://www.slideshare.net/pa0305/a-2011-research-report-on-the-career-aspirations-and-attributes-of-indian-gen-y-at-the-workplace
http://www.slideshare.net/pa0305/a-2011-research-report-on-the-career-aspirations-and-attributes-of-indian-gen-y-at-the-workplace


  International Journal of Academic Research in Business and Social Sciences 
        November 2013, Vol. 3, No. 11 

ISSN: 2222-6990 

 

67  www.hrmars.com/journals 
 

Riketta, M. & Van Dick, R. (2009). Commitment’s Place in the Literature. in: H. J.  
Klein, T. E. Becker, &J. P. Meyer (Eds.), Commitment in Organizations: Accumulated Wisdom 
and New Directions (pp. 69-95). New York: Rout-ledge. 
 
Ringer, Allison and Garma, Romana 2006, Does the motivation to help differ between  
generation X and Y?, in Australian & New Zealand Marketing Academy. Conference (2007 : 
University of Otago), University of Otago, School of Business, Dept. of Marketing, Dunedin, N.Z., 
pp. 1067-1073. 
 
Santos S & Cox K (2000). Workplace Adjustment and Intergenerational Differences  
between Matures, Boomers, and Xers’ Nursing Economics, Vol. 18 (1), pp. 7-13. 
 
Shea, Caitlin Elizabeth, (2012). Generational Differences in Intrinsic and Extrinsic Workplace  
Motivation. Unpublished Master's Thesis, San Jose State University, Paper 4213. 
 
Smola, K.W. & Sutton, C.D. (2002). Generational Differences: Revisiting  
Generational Work Values for The New Millennium. Journal of  Organizational 
Behaviour, 23 (4), pp. 363-82. 
 
Spiro, C. (2006), Generation Y in the Workplace. Defense AT&L, pp. 16-19. 
 
S. Saraswathi (2011): A Study on Factors that Motivate IT and Non-IT Sector  
Employees: A Comparison. International Journal of Research in Computer Application and 
Management, Vol. 1 (2), pp. 72-77 
 
Stephen P. Robbins (2009). Organizational Behaviour: International Version, 13/E.  
Pearson Higher Education 
 
Tay Angeline, 2011, “Managing Generational Diversity at the Workplace:  
Expectations and Perceptions of Different Generations of Employees, African Journal of 
Business Management, Vol. 5(2), pp. 249-255, 18 January, 2011 
 
Unit Rancangan Rasmi. (2010). Rangka Rancangan Jangka Panjang Ketiga, 2001- 
2010. Retrieved March 2012 from http://www.epu.gov.my/third 
 
Whiseand, P. & Rush, G. (1988). Supervising Police Personnel: Back to Basics,  
Prentice Hall, New Jersey 
 
William J. Schroer (2008). Generations X, Y, Z and the Others,  The Journal of the  
Household Goods Forwarders Association of America, Inc, Vol. XL, pp. 9-11. 
 
Wren, D. (1994). The Evolution of Management Thought, New York, John Wiley &  
Sons Inc. 
 

http://www.epu.gov.my/third


  International Journal of Academic Research in Business and Social Sciences 
        November 2013, Vol. 3, No. 11 

ISSN: 2222-6990 

 

68  www.hrmars.com/journals 
 

Zemke, R.; Raines, C. & Filipczak, B. (2000). Generations at Work: Managing the  
Clash of Veterans, Boomers, Xers, and Nexters in Your Workplace, New York: AMACOM. 
 
 
 
 
 
 


