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Abstract: There are at least four generations represented in the modern labor force, each with their own perspectives on work values.
The impact of Generation X, Millennials, and Generation Z on the workplace has been significant, posing challenges for organizations
in developing a competitive compensation strategy that caters to each generation. The objective of this research review is to examine
generational characteristics, conduct a thorough analysis of cross-generational perspectives and preferences, explore influences on
compensation and benefits trends, and address the challenges of managing different generations, along with potential solutions. The
underlying assumption is that there are shared similarities or differences in these determinants across generations. We conducted a
comprehensive review of recent literature on generational cohorts and compensation and benefits to summarize findings from the past
five years. This review will also serve as a foundation for future longitudinal research, aiming to uncover the latest insights into trends
among organizational cohorts and other related factors, particularly in the realm of compensation and benefits, and how they intersect
with other organizational contexts, potentially influenced by socioeconomic events. Researchers suggest that qualitative research or
mixed methods, with their more robust methodologies and theoretical study objectives, are the most appropriate approaches to explore

generation as an influencing variable in research.
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1. Introduction

It has historically been the case that there are different
generations working together in the organization. In modern
workplaces, employees are increasingly diverse in terms of
their ages, backgrounds, and level of experiences. The
presence of different preferences and perceptions can be
beneficial; however, it can also lead to challenges, especially
when there is a significant gap in age. In the current
workplace, four generations coexist: Baby Boomers,
Generation X, Generation Y (often referred to as
Millennials), and Generation Z, who recently begun their
careers (Tanveer et al., 2020). There has been extensive
research conducted in recent decades on generational
differences in work values, and this research will likely to be
continued in the future. Nowadays, it is almost impossible to
avoid working with multigenerational employees and
managers must understand how different generations
perceive the value of their compensation and benefits.
Regardless of the generation, employees view compensation
and benefits as a crucial factor in their commitment to an
organization (Frye et al., 2020). Organizations should be
considered of generational cohort when developing Human
Resources (HR) reward strategies in order to promote shared
compensation values between older and younger employees,
especially in age diverse workplaces (Kollmann et al.,
2020). This study sheds light on how generational imprints
influence the collective memory of a profession. In addition
to highlighting the dynamic nature of generational
perceptions, the study emphasizes the importance of taking
the organizational context into account when studying
generational differences in compensation and benefits
(Arras-Djabi et al., 2023).

Nonetheless, research frequently emerges that seeks to
highlight the characteristics differences of employees from
different generations and provide guidance on how
employers can effectively address the desires and demands
of each generation (Macovei & Martinescu-Badalan, 2022).
However, do every succeeding generation truly exhibit
significant  differences compared to its preceding
generations? The current review study is directed by a
comprehensive  research  question: Do  generational
differences exist that influence how they perceive and value
compensation and benefits in relation to their efforts in
organizations? Will there be more actual generational
differences and challenges in workplace values in terms of
compensation and benefits? A growing number of studies
have been conducted on the perspectives of different
generations regarding the value of work (Fulmer & Li, 2021;
Maloa & Fobian, 2020; Ng & Salamzadeh, 2020; Tanveer et
al., 2020). As part of this review, we acknowledge and
consider the need to take generational differences into
consideration when determining compensation and benefits.
Through the exploration of the views and differences of
Generation X, Millennials, and Generation Z in this area of
the study, this study fills a gap in the literature.

In addition to contributing to the existing body of literature,
this study makes several distinct contributions. In our effort
to explore the latest research, we aim to investigate the
actual differences in compensation and benefit concepts
among different generations. It also examines and explains
the theoretical concepts of compensation and benefits. The
study presents comprehensive and current research
concerning generational differences (covering the period
from 2019 to 2023), with a focus on empirical evidence
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related to compensation and benefits. This includes an
examination of characteristics and behaviors, generational
perceptions and perspectives, as well as factors influencing
compensation and benefit development and the challenges
inherent to these differences in the workplace. By examining
compensation and benefits in conjunction with generational
differences, this study offers a novel approach to defining
employees and assessing practical implications in the
workplace. Additionally, this study concludes by proposing
several suggestions for future research directions and
addressing  significant  questions in  the current
understanding. It is anticipated that this study will assist
academics and managers in gaining a better understanding of
the compensation disparities among employees. This review
study will address the following areas:
o  The characteristics of each generation in work-related,
o Theoretical concepts of compensation and benefits,
o Identify pattern changed in compensation and benefits
throughout the generations,
e Generation’s  perceptions and
compensation and benefits,
« Challenges in managing generational differences.

preferences  on

2. Methodology and Database Criteria

The present review is based on an extensive literature
analysis of previously published research. This study
included articles and documents published in several online
databases and search engines, such as Scopus, Web of
Science, Elsevier, Google Scholar, and individual journal
webpages. The review focused on documents that met the
following criteria: (1) published between 2019 and the
present; (2) written in English; and (3) exploring
generational perspectives (Generation X, Millennials, and
Generation Z) on various dimensions of compensation and
benefits. However, it is important to acknowledge the
limitations of this review study. The researchers utilized
specific keywords such as "generational cohorts,"”
"generational perspectives," "compensation and benefits,"
and "total rewards" during the search process. It is important
to note that the researchers only selected a limited number of
literatures on the exploration of generational perspectives on
compensation and benefits components for review analysis.
Additionally, this literature review was conducted from a
global perspective. Therefore, the aim of this study is to
provide a comprehensive overview of the various aspects of
compensation and benefits components.

Work-

3. Generation Characteristics in

Related

A thorough examination of generational cohort theory is
necessary prior to delving into the significant events that
have shaped each generation and the corresponding ideals
that have emerged. Alferjany et al. (2021) present an article
titled "Generational Differences in Values and Attitudes
within the Workplace" which offers a comprehensive
exploration of the impact of generational differences on
workplace dynamics. The article adeptly discusses the
cohort theory and its relevance in comprehending
generational values and attitudes. Cohort theory asserts that
individuals who are born during the same years or time
periods are influenced by comparable historical events,

societal changes, and economic shifts, subsequently forming
distinct generational cohorts with shared experiences and
perspectives (Brachle & McElravy, 2023).

3.1 Gen X/ Generation X (1960-1980)

The individuals belonging to Generation X, born between
1960 and 1980, are widely known for their self-reliance.
Working independently and autonomously is very important
to them, and most often they prefer informal working
environment (Jane Cacanindin, 2023). Even though they
may not be as idealistic as the generation after them, they do
value creative thinking and a positive attitude towards their
works. They welcome diversity and adaptability to changing
in work duties. For this generation, advancing in their
careers is of utmost importance (Ghadi et al., 2023).
Generation X tends to prioritize integrity, openness, and
opportunities for professional growth. In comparison to
younger generations, they have distinct communication
preferences. It is possible that they do not favor the use of
email-generate for professional communication, preferring a
more traditional approach to workplace flexibility as
opposed to a technology-based environment. Additionally,
Generation X employees are less impressed by authority and
micromanagement, prioritizing work-life balance, and
flexibility in the workplace (Mahmoud et al., 2021). In
contrast, according to Alhmoud & Rjoub (2020), this
generation is more likely to be loyal to their employers as
well as maintain a healthy skepticism towards organization’s
management.

3.2 Millennials / Generation Y (1981-2000)

The cohort succeeding Generation X and preceding
Generation Z is commonly referred to as Generation Y, or
Millennials. This group is generally defined as those who
were born between the early 1980s and the late 1990s or
early 2000s. Key characteristics of this generation include
proficiency in technology, having grown up in a digital era,
and viewing technology as an integral part of their everyday
work practices. Additionally, Millennials exhibit a strong
awareness of societal and environmental issues and strive for
a healthy work-life balance (Frye et al., 2020). According to
Irawan & Komara (2020), Millennials readily embrace new
innovations and excel at communication and task
completion. When compared to preceding generations,
Millennials display a heightened sensitivity towards social
and environmental matters and are more inclined to support
organizations that align with their values. Millennials also
place great importance on diversity and inclusion, seeking
inclusive and welcoming work environments that value
individuals from all backgrounds. Furthermore, Millennials
thrive when given challenging work opportunities that allow
for the expression of their creativity. They also value
responsibility, timely feedback, and frequent recognition of
their achievements (Onukwuba Henry Okwudili, 2020).
They adapt well to adjustment and prioritize organizational
engagement and support. Traits commonly associated with
Millennials include collaboration, adaptability, transparency,
open-mindedness, and balance. They demonstrate a high
degree of self-criticism, take pride in their actions, and
possess idealistic tendencies (Gabrielova & Buchko, 2021).
Moreover, it is widely believed that they thrive in an
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encouraging environment with clearly defined rules and
explicit incentives (Mahmoud et al., 2021). When
employment expectations are not met, Millennials are less
likely to remain loyal to their profession or organization, and
willing to change jobs or turnover without hesitation (Ramli
& Soelton, 2019).

3.3 Zoomers / Generation Z (2000-2012)

Generation Z, which includes individuals born from 2000 to
2012, and currently in the early stages of entering the
workforce (Evseeva et al., 2020). This generation is
characterized by a preference for organizations that
prioritize long-term objectives and goals, as well as a strong
emphasis on selflessness and a drive to make a meaningful
contribution to society. Generation Z individuals require
inclusive work environments that offer opportunities for
career advancement and a significant level of work
autonomy. They are often perceived as autonomous and goal
oriented (Prund, 2021). They highly value transparency, a
more inclusive decision-making process, and the importance
of their perspectives. When it comes to their jobs, they are

not afraid to challenge established norms (Magano et al.,
2020). They are vocal about their desire to have their
opinions heard and are open to new ideas and perspectives
(Egerova et al., 2021). However, the lack of purpose-driven
roles, support, and engagement may lead to increased
intentions to leave. Additionally, this generation is adept at
navigating and utilizing various digital resources. What sets
them apart from previous generations is their proficiency in
using contemporary technology, often referred to as "digital
natives" (Kennedy et al., 2023). Mahmoud et al. (2021) state
that while Generation Z is more comfortable communicating
through technology platforms, they still have a strong desire
for social connections. Financial stability is important to
Generation Z employees, and they understand the
significance of performing well in the workplace. However,
they also value work-life balance and yet are not willing to
sacrifice their personal lives for work (Appelbaum et al.,
2022). Ghadi et al. (2023) also affirm that these attributes
shape Generation Z's work ideals, expectations, and
behaviors. Therefore, organizations should understand and
adapt to them.

Table 1: Summary of generation characteristics by measure grouping.

changing adaptability

Generation Generation X / Gen X Generation Y / Millennials Generation Z / Zoomers
Measure (1960-1980) (1980-2000) (2000-2012)
Nature of Job Independent/ self-reliant Team-oriented Independent / self-directed
Technology Traditionalist and technology i L .
Application adaptability Tech-savvy Digital natives
Engagement Autonomy Collaborative High-level of autonomy
Diversity Minimal diversity and Adapt well in changes and diversity Altruism / selflessness

Career Development

Prioritize professional growth | Thrive in job challenges and responsibilities

Challenge conventions and seek
career progression

Work-life Preference Value work-life balance

Value work-life balance

Prioritize work-life balance, but
more value personal life

Work Environment Positive work environment

Meaningful work environment

Inclusive work environment

Work Attitude Authenticity, transparency

Take pride of actions, idealistic, openness
and personal observation

Transparency, ideas valued, and
inclusive in decision-making

Loyal but sceptical to

Loyalty organization

Less attached and committed to

Require more support and
engagement from organization

organization

4. The Theoretical Concept of Compensation
and Benefits

Compensation and benefits within the discipline of human
resource management are interconnected yet separate
elements. Compensation encompasses various types of
remuneration or incentives given to employees as
recognition or contribution of their employment. It includes
both direct and indirect financial compensation, as well as
indirect benefits. Direct financial compensation includes
regular and periodic remuneration such as allowances,
salaries, bonuses, and commissions. On the other hand,
indirect financial compensation includes incentives such as
healthcare coverage, pension schemes, and other monetary
incentives that are not part of direct compensation (Mutiso et
al., 2022). Indirect benefits or rewards, on the other hand,
refer to supplementary incentives or acknowledgments that
employees receive for their contributions, accomplishments,
and tenure, such as promotions, awards, appreciation,
recognition, training or specific privileges in the workplace
(Setiawan et al.,, 2021). Various components of
compensation go beyond salary and include organizational

benefits, incentives, recognition, and schemes to promote
work-life balance and career development. The goal of the
entire rewards system is to provide a comprehensive
package that caters to the diverse wants and preferences of
employees (Putu et al., 2022).

Compensation and benefits have a complex and
interdependent relationship with each other. From one
perspective, compensation can be seen as a form of reward
or benefit for the efforts and contributions that employees
have made to the organization. Providing adequate
compensation can help reduce dissatisfaction among
workers and ensure that their basic demands are met, both of
which can contribute to employee motivation and
performance (Kim & Jang, 2020). On the other hand,
benefits can be invaluable in addition to compensation
because they offer additional incentives for employees to
cooperate to the best of their abilities and achieve their
objectives. Rewards can also boost morale and loyalty to the
organization by demonstrating to employees how much their
work is valued and recognized (Hassan, 2022).
Compensation serves as both an operational function and a
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strategic approach for organizations. The Human Resources
strategy should be congruent with the overarching corporate
strategy, bolster the organization's competitive position in
the labor market, and foster desired employee behaviors and
performance (Mansaray-Pearce et al., 2019). A well-
managed compensation and benefits package will make the
organization competitive in the industry, align with the
organization's principles and objectives, and accommodate
the varied demands of employees (Gonzéalez et al., 2021).
Furthermore, ongoing evaluation to ensure the package
remains relevant and successful in supporting the
organization's human capital strategy is also necessary, as is
compliance with legal and regulatory obligations (Vizano et
al., 2021).

From a theoretical perspective, compensation plays a crucial
role in motivating and retaining employees. The Expectancy
Theory, proposed by Vroom in 1964, states that there is a
connection between total rewards and employees' behavior.
Employees' perceptions of the connection between their
efforts, performance, and rewards are said to impact their
motivation. In this context, compensation serves as a key
reward that can influence employees' commitment,

motivation, and contribution (Mutiso et al., 2022). Studies
have indicated that employees who receive significant
compensation, including both monetary and non-monetary
incentives, generally express higher levels of job
satisfaction. Compensation is seen as a tangible and
measurable measure of an employee's value to the
organization, and it can contribute to establishing a sense of
fairness and equity in the workplace (Zafirah et al., 2022).

In summary, there are many aspects to the concept of
compensation and benefits beyond monetary payments,
including psychological, social, and strategic aspects. When
designing a compensation strategy, it is important to keep
employees’ interests, competitiveness, motivation, and the
overall value proposition for employees in mind. The goal is
to create a work environment that is rewarding and fulfilling
for employees while also meeting the organization’s
ultimate objectives (Kristal et al., 2020). In order to
comprehend compensation theoretically, one must look at
concepts such as equality, expectancy, reinforcement, and
the total compensation framework. These ideas are vital in
shaping employees’ perceptions, motivations, and behaviors
in the workplace.

Table 2: Definition of compensation and benefits terms used in review

Terms Descriptions
Compensation | Compensation refers to the total rewards received by an employee in exchange for their work and services provided
and Benefits to an organization (Putu et al., 2022).
Financial All types of remuneration, including monetary benefits, that an employee receives in return for their work provided
Compensation to the organization (Irawan & Komara, 2020).
Example Salary, bonuses, commissions, health and medical insurance, retirement plans, paid off and other monetary benefits
(Mutiso et al., 2022).
Non-financial | Any supplementary benefits value beyond the fundamental basic and variable salary is considered a benefit (Kristal
Benefits et al., 2020).
Example Work environment, training and professional development, work-life balance arrangement, transportation, mobile,
housing, and membership (Isabelle, 2020)
5. Has The Compensation and Benefits Gabrielova & Buchko (2021) examined the impact of

Pattern Changed Throughout Generations?

Compensation and benefits have undergone significant
development over the years, according to Brink & Zondag
(2021). Each generation has different priorities and
preferences when it comes to compensation and benefits.
While some generations may prioritize traditional forms
such as salary and bonuses, others place a higher value on
non-traditional benefits like flexible work schedules, a
conducive work environment, and opportunities for career
advancement. Aggarwal et al. (2022) emphasizes the need
for restructuring both employee expectations and the rules
and practices of Human Resources (HR) to support task
performance and organizational commitment, as the
workforce is constantly evolving. The evolution of
compensation and benefits patterns reflects the changing
requirements and expectations of today's workforce. It is
crucial for businesses to understand these differences in
order to develop effective compensation programs that meet
the needs of their employees and motivate them to perform
at their best (Pitaloka et al., 2023). Establishing a
coordinated and unified compensation process has become
increasingly complex. A study by Singh et al. (2020)
provides valuable comprehension into the research clusters
and thematic evolution of generational diversity, as well as
the significant shifts across different generational cohorts.

changing professional trends on younger generations, such
as Millennials and Generation Z, who are more
technologically proficient and adaptable to new
technologies. This proficiency may influence their approach
to work and problem-solving processes, potentially leading
to changes in compensation based on their digital skills
demands. The desire for ongoing education and development
also shapes their perspectives on their profession. These
generational attitudes and behaviors in the workplace have
been influenced by socioeconomic changes and
technological advancements, impacting preferences for
compensation and benefits (Egerova et al., 2021).
Safrankova et al. (2020) contributes to the current literature
by highlighting how technological shifts and workforce
management challenges have shaped the evolving
preferences and expectations of employee compensation
across different generations. Similarly, Alferjany et al.
(2021) observed that younger generations value benefits that
cater to their digital fluency, such as technological
allowances and opportunities for skill development, while
older generations prioritize professional growth and holistic
well-being support. Such changes significantly impact
cognitive abilities and behavior in the workplace and other
domains (Frye et al., 2020).
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Additionally, factors such as expected compensation and an
organization's commitment to sustainable development goals
influence the work preferences of younger generations,
suggesting that sustainability plays a role in their career
choices in the current uncertain economy. Compared to
older generations, younger employees are more motivated to
explore job opportunities if they perceive a high value
placed on job stability and competitive compensation. This
demonstrates that younger generations may be willing to
compromise between sustainability and compensation based
on their values and level of understanding (Yamane &
Kaneko, 2021). For example, when Generation Z began to
enter the workforce during a period of economic uncertainty,
many were concerned about earning capacity and
employment stability, which influenced their preferences for
compensation (Rafiki & Hartijasti, 2022).

As multiple generations work together, the labor market
becomes more diverse, prompting organizations to consider
the varying perspectives on compensation and benefits. This
understanding of different generations' expectations and
preferences has a significant impact on compensation across
age groups. Demographic trends and extensive research in
this area highlight the importance of organizations
addressing the challenges presented by a younger workforce.
The convergence of multiple generation cohorts at the
workplace, replacing older employees, necessitates
considering unique employment perspectives, principles,
and motivating preferences of each generation (Babel’ova et
al., 2020). Prund (2021) suggests that competitive labor
markets influence compensation and benefit packages. To
stand out in such markets, organizations must offer creative
and attractive benefits for a multigenerational workforce.
Changes in compensation and benefits choices among
different generations reflect the evolving dynamics of the
labor market and the growing demands and expectations of
employees across age groups (Costanza et al., 2021).
Understanding these labor market dynamics and trends is
crucial for organizations to effectively recruit and retain
employees based on their current compensation strategies.
The preferences and expectations of employees regarding
compensation and benefits are complex and continuously
evolving. Therefore, organizations must remain agile and
adaptable, accommodating these changes and adjusting their
offerings to meet the ever-changing needs of different
generations.

6. What Are Perceptions and Preferences
Towards Compensation and Benefits
Across Generations?

Another prominent theme in generational literature that
appears in popular publications is the notion that different
generations should have distinct expectations regarding
compensation, benefits, and work-related values. Providing
a range of options or unique benefits can personalize the
experience and enhance employees' feelings of appreciation.

A study conducted by Brink & Zondag (2021) examined
attribute preferences among three generational cohorts and
found that compensation and benefits, career advancement,
and flexible work practices are growing in importance across
all three cohorts. This suggests that the wvalue each

generation places on specific attributes in the workplace is
changing. This research contributes to the existing
knowledge on generational differences in perspectives on
compensation and benefits by shedding light on how
employees of different ages perceive compensation practices
that establish standards for performance, required skills,
experiences, and behavior for their performance and
retention in organizations (Aina & Atan, 2020). Various
generations attribute varying levels of importance and
perceptions to compensation and benefits (Chen et al.,
2023).

Furthermore, all of these studies offer compelling evidence
of shifts in work values and compensation associated with
labor and motivation (Ann & Blum, 2020; Jambulingam et
al., 2021; Mahmoud et al., 2021). The study highlights that
when comparing Generation X and Millennials in terms of
compensation values, according to Herzberg's theory of
motivation, the older generation is more likely to prioritize
career advancement opportunities, including bonuses,
promotions, and competitive salaries as an essential factor in
their preferences and motivation. Conversely, Millennials,
who are significant to the discussion, may have different
views on the importance of work-life balance, positive
organizational conditions, recognition, and opportunities for
professional and training development in their compensation
and benefits, which contribute to their career growth and
well-being, according to Ramli & Soelton (2019). Ng &
Salamzadeh (2020) state that financial incentives are least
important to Millennials, but they still value fair pay.
Instead, this generation prefers their employers to provide
additional benefits and utilize resources in ways they deem
most beneficial to themselves. Research conducted by Maloa
& Fobian (2020) reveals that Millennials place a premium
on intrinsic incentive value, whereas Generation X is more
concerned with leisure and extrinsic incentive value. Jane
Cacanindin (2023) study further demonstrates that extrinsic
incentive value significantly influences both Millennials and
Generation X.

Aside from that, Generation Z has grown up with
technology. According to Prund (2021), Generation Z values
competitive compensation and benefits packages that
address their immediate demands, such as a flexible work
schedule, opportunities to learn new skills, use cutting-edge
technology, and a stimulating work environment, in
exchange for generous pay. They also place a high value on
benefits that promote their uniqueness and creativity. Access
to the internet and globalization have shaped the values of
Millennials and Generation Z, who share similar multi-
dimensional approaches to work (Dorina Racolta-Paina &
Dan Irini, 2021). Importantly, the younger generation shares
common work values with previous generations, including a
preference for long-term development and career
advancement within organizations, equality, and recognition.
On the other hand, Generation X values social interaction
and rewards, making them adaptable to working in a
technology-based environment (Ghadi et al., 2023). A study
conducted by Safrankova et al. (2020) has identified the
factors that contribute to generational differences in gender
surveys. The study provides valuable insights into the
perceptions and priorities of compensation and benefits
among different age groups within the context of the Fourth
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Industrial Revolution (4IR). The study's findings regarding
the correlation between benefits offers and shifts in
employment incentives among different generations enhance
our understanding of how compensation impacts employee
decision-making in the context of technological
advancements in business.

In an unexpected turn of events, the COVID-19 pandemic
outbreak has served as a wake-up call for these generations.
Job security and financial compensation have gained new
significance for younger generations, despite the importance
of technology to them in order to stay with an organization
(Chen et al., 2023). The findings of Egerova et al. (2021)
align with other research that demonstrates the importance
of financial compensation, monetary benefits, and job
stability to both Millennials and Generation Z. Additionally,
the researcher notes that this young generation has more
similarities than differences when it comes to their
preferences. Factors such as competitive compensation,
opportunities for career advancement, and financial stability
matter to many individuals across generations (Md
Mahamudul et al., 2020). By gaining insights into these
perspectives, organizations will be better equipped to design
compensation and benefits packages that appeal to
employees of all ages. Fulmer & Li (2021) argue that
organizations should cater to the varying requirements and
preferences of their employees regarding compensation and
benefits by providing a more inclusive and diverse range of
options across generations.

7. Challenges in Managing Generational
Differences on Compensation and Benefits

Organizations are currently facing the challenge of
managing a multi-generational workforce as employees are
working longer and new generations enter the labor market.
However, organizations must be mindful of the legal
restrictions around providing different benefits to employees
in order to prevent discrimination. This can make it difficult
for organizations to effectively address generational gaps in
compensation and benefits. Differences in objectives and
expectations regarding compensation and benefits can lead
to conflicts and misunderstandings among employees from
different generations (Appelbaum et al.,, 2022). Such
conflicts are often driven by stereotypes and age-related
biases, which further exacerbate disparities in compensation
perceptions and expectations (Tanveer et al., 2020).
Nonetheless, organizations can adopt a strategic approach by
considering the demographics and generational composition
of their workforce to tailor their benefits offerings.
Providing conflict resolution training to both managers and
employees can help organizations proactively address
potential issues arising from varying views on compensation
and benefits across different generations (Alferjany et al.,
2021).

The expectations surrounding compensation can vary across
different generations. For example, Generation X may
expect compensation that reflects their loyalty and long-term
commitment to the organization, whereas millennials and
Generation Z may prioritize compensation based on their
skills, competency, and performance (Prund, 2021).
Managing the job preferences and demands of employees
from different generations can be comparatively

challenging, as each generation may have unique goals
regarding  work-life balance, social contact, and
compensation preferences, as evidenced by Egerova et al.
(2021). Gabrielova & Buchko (2021) have noted that
ensuring proportional compensation and benefits for all
generations poses difficulties, as individuals of different age
groups may have diverse understandings of what constitutes
fairness. Developing a one-size-fits-all compensation and
benefits plan that caters to the expectations of various
generations is indeed demanding. Therefore, organizations
may consider offering flexible compensation options to
accommodate different interests, as suggested by (Jereb et
al., 2019). Regular adjustments and evaluation of
compensation are essential to keep employees from different
generations engaged, as failure to include each generation's
preferences in one strategy may result in disengagement,
substantially among younger employees who will eventually
lead the labor force (Mahmoud et al., 2021). Furthermore,
Pitaloka et al. (2023) discovered that discrepancies in
compensation and benefits between generations can impact
employee retention, leading to potential financial costs for
organizations. Striking a balance between these expectations
and an organization's financial resources can prove to be a
challenging task.

In a separate study conducted by Evseeva et al. (2020), it
was discovered that employees from different generations
possess varying levels of technological comfort and
knowledge within the workplace. This disparity can be
observed among Generation X, Millennials, and Generation
Z. It may impact their utilization of technology for learning
purposes, potentially leading to communication breakdowns
and misleading information. A study conducted by Aina &
Atan (2020) emphasizes the importance for organizations to
address this challenge by offering diverse training and talent
development programs as part of their benefits options,
tailored to appeal to different generations, which can
ultimately influence both technology adoption and
organizational performance. The findings of Pitaloka et al.
(2023) assert the necessity of understanding how different
generations interpret and value performance-based rewards
when designing compensation programs. An important
aspect to consider is the accessibility of professional growth
opportunities for individuals from different generations.

Many businesses have experienced the difficulty of bridging
the generation gap within the workplace, irrespective of the
extent of these differences. Arras-Djabi et al. (2023)
describe the complexities involved in managing employees
from diverse generations, including navigating their distinct
communication and work methods while also challenging
any biases or preconceptions. Despite the complexity of
these challenges, awareness of their existence is key to
finding long-term solutions.

8. Direction of Future Research

It is essential that researchers undertake longitudinal studies
in order to obtain a comprehensive understanding of the
values and concerns associated with generational cohorts
and tenure. A study of patterns of change and reciprocal
relationships related to compensation and benefits would be
necessary for this purpose (Evseeva et al., 2020). Yamane &
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Kaneko (2021) emphasize longitudinal research as a means
to study long-term behavioural changes and track
generational effects over time. The approach enables
researchers to determine whether observed differences
between generations reflect developmental processes or
generational effects on work values and employment
(Kollmann et al., 2020). A key aspect of future study would
be to monitor the evolution of employees’ perspectives on
compensation as they progress through their careers
(Pitaloka et al., 2023). In addition to providing insight into a
specific moment in period, cross-sectional study methods are
incapable of providing insights into trends over time.
Therefore, Maloa & Fobian (2020) advocate for a cross-
temporal survey approach in order to consider generational
differences. The researchers confirmed the need to employ
comprehensive methods and larger samples in order to draw
broad conclusions from limited data.

Furthermore, Ghadi et al. (2023) proposed examining the
impact of socioeconomic and geographical backgrounds on
work values in intergenerational organizations by using a
larger sample size. It has been argued that the scope of the
focal theme and background should be widened to include
additional variables, including alternative geographical
settings, the economic development of a country, the
adoption rate of technology by organizations, and in-depth
motivational factors for compensation strategy outcomes.
There is a need for further research to examine the impact of
these variations on the job market (Prund, 2021). Particular
attention should be paid to the moderating effect of
generation (Mahmoud et al., 2021). This potential variance
should be analyzed in more depth as there has been a lack of
research pertaining to the precise mechanisms by which
organizational compensation practice to benefit inequality
(Kristal et al., 2020). The outcomes can confirm or
contradict  commonly  held  perceptions  regarding
generational shifts, demonstrating the value of empirical
evidence in this area (Alhmoud & Rjoub, 2020).

Given that the majority of studies employ quantitative
methods, future research could benefit from incorporating
mixed methods, which combine quantitative and qualitative
methods to obtain more reliable data and gain broader
understanding of how different generations value rewards
(Egerova et al.,, 2021; Ghadi et al., 2023). Surveys and
statistical analysis are good examples of quantitative
methods that can help identify patterns in larger samples,
according to Evseeva et al. (2020). However, Alferjany et al.
(2021) assert that qualitative research should be prioritized
in order to advance the cohort theory and determine whether
historical events are truly experienced and interpreted by
members of the same cohorts. Considering whether
historical events of theoretical significance have an impact
on the generation they affected is warranted. By exploring
events that have varying effects on individuals of different
ages and times, the alleged similarity generation mechanism
can be further analyzed to compensate (Costanza et al.,
2021). Brink & Zondag (2021) propose theory-based
comparison studies and robust research methods, including
time-lag designs, for capturing data from distinct
generational cohorts at different stages of their lives. It is
hoped that this approach would illuminate generational job
attribute preferences and their impact on organizations. A

comparative study of generations’ fundamental values of
work, as suggested by Singh et al. (2020), can provide
practitioners with valuable insights for improving job
conditions and  structures, motivating  techniques,
compensation packages, and other HR policies procedures.
It will be able to provide empirical evidence and gain a
deeper understanding of the complex dynamics within
organizations.

9. Conclusion

An extensive body of research suggests that organizations
can better serve their diverse workforces by considering
different generations’ unique characteristics. It has become
more sophisticated to conduct research on generational
cohorts in order to gain a better understanding of how
employees develop within an organization. Thus far, it has
been observed that generational differences exist in several
key aspects of the workplace, including traits and
personalities, attitudes, work values, perceptions, and
expectations concerning compensation and benefits.
Numerous studies have demonstrated evidence of the
various factors that influence employees’ compensation and
benefits, and how these factors differ among generations.
Recruiting and retaining a multigenerational workforce
requires an understanding of generational traits, economic
circumstances, work conditions, technological advancement,
and opportunities for professional growth. Thus, each
individual’s generational values and experiences shape their
perspective on compensation and benefits. Understanding
the composition and diversity of generations within the
workforce can provide valuable insights. This study’s
findings indicate that the next generation’s perceptions and
expectations on compensation for the future workforce are
more similar. Further consideration is that preferences may
vary more within homogeneous groups over different
generations. It is also evident that there has been an increase
in the importance of competitive compensation and benefits
across generational cohorts, pointing to a focus on both
immediate and long-term compensation plans. It is therefore
important for organizations to consider adjusting their
compensation and benefits schemes to align with the
evolving preferences of different generational cohorts in the
workforce. Yet, the research provides theoretical insights
that are beneficial to organizations as they navigate the
evolving compensation landscape and address the needs of
diverse workforce across generations. Hence, in order to
gather the most current information about generational
cohorts and related factors, particularly concerning
compensation and benefits, as well as their impact on the
organizational context, which is influenced by broader
socio-economic trends, longitudinal research is required to
study the direction.

Funding Acknowledgment
The authors received no financial support for the research,
authorship, and publication of this article.

Conflict of Interest Statement
The authors have no conflicts of interest to declare that are
relevant to the content of this article.

Volume 6 Issue 9 2024

http://www.bryanhousepub.com


https://www.ijsr.net/

Journal of Global Economy, Business and Finance (JGEBF)

ISSN: 2141-5595

References

[1]

[2]

[3]

[4]

[5]

[6]

[7]

8]

[9]

[10]

[11]

[12]

Aggarwal, A., Sadhna, P., Gupta, S., Mittal, A., &
Rastogi, S. (2022). Gen Z Entering the Workforce:
Restructuring HR Policies and Practices for Fostering
the  Task  Performance and  Organizational
Commitment. Journal of Public Affairs, 22(3), 1-18.
https://doi.org/10.1002/pa.2535

Aina, R. Al, & Atan, T. (2020). The Impact of
Implementing Talent Management Practices on
Sustainable Organizational Performance. Sustainability
(Switzerland), 12(20), 1-21.
https://doi.org/10.3390/s5u12208372

Alferjany, M. A., Abdullah, M., Alferjany, O. A, &
Alias, R. B. (2021). Generational Differences in Values
and Attitudes within Workplace. Article in Psychology
and Education Journal, 1495-1503.
www.psychologyandeducation.net

Alhmoud, A., & Rjoub, H. (2020). Does Generation
Moderate the Effect of Total Rewards on Employee
Retention? Evidence From Jordan. SAGE Open, 10(3),
1-15. https://doi.org/10.1177/2158244020957039

Ann, S., & Blum, S. C. (2020). Motivating Senior
Employees in the Hospitality Industry. International
Journal of Contemporary Hospitality Management,
32(1), 324-346. https://doi.org/10.1108/IJCHM-08-
2018-0685

Appelbaum, S. H., Bhardwaj, A., Goodyear, M., Gong,
T., Sudha, A. B., & Wei, P. (2022). A Study of
Generational Conflicts in the Workplace. European
Journal of Business and Management Research, 7(2),
7-15. https://doi.org/10.24018/ejbmr.2022.7.2.1311
Arras-Djabi, M., Cottard, L., & Shimada, S. (2023).
Understanding the Stereotypes of Millennials in the
Workplace. European Management Review, 1-21.
https://doi.org/10.1111/emre.12559

Babel’ova, Z. G., Starecek, A., Koltnerova, K., &
Caganova, D. (2020). Perceived Organizational
Performance and Retaining Employees with Respect to
Different Generational Groups of Employees and
Sustainable Human Resource Management.
Sustainability, 12(2), 1-23.
https://doi.org/10.3390/su12020574

Brachle, B., & McElravy, L. J. (2023). WHAT ARE
WE MISSING? Problems with Using Generational
Cohorts in Leadership Research and Suggestions for a
Better Direction. The Journal of Leadership Education,
22(1), 1-18. https://doi.org/10.12806/v22/i1/r1

Brink, K. E., & Zondag, M. M. (2021). Examining Job
Attribute Preferences Across Three Generational
Cohorts. Journal of Career Development, 48(1), 60-72.
https://doi.org/10.1177/0894845319837384

Chen, X., Al Mamun, A., Hussain, W. M. H. W.,
Jingzu, G., Yang, Q., & Al Shami, S. S. A. (2023).
Envisaging the Job Satisfaction and Turnover Intention
among the Young Workforce: Evidence from an
Emerging Economy. PLoS ONE, 18(6), 1-21.
https://doi.org/10.1371/journal.pone.0287284
Costanza, D. P., Ravid, D. M., & Slaughter, A. J.
(2021). A Distributional Approach to Understanding
Generational Differences: What Do You Mean They
Vary? Journal of Vocational Behavior, 127, 1-19.
https://doi.org/10.1016/j.jvb.2021.103585

[13]

[14]

[15]

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]

Dorina Racolta-Paina, N., & Dan Irini, R. (2021).
Generation Z in the Workplace through the Lenses of
Human Resource Professionals-A Qualitative Study.
General Management, 22(183), 78-85.
https://www.researchgate.net/publication/352374489
Egerova, D., Komarkova, L., & Kutlak, J. (2021).
Generation Y and Generation Z Employment
Expectations: A Generational Cohort Comparative
Study from Two Countries. E a M: Ekonomie a
Management, 24(3), 93-109.
https://doi.org/10.15240/TUL/001/2021-03-006
Evseeva, S., Rasskazova, O., Kalchenko, O., &
Evseeva, O. (2020, November 18). Training
Generations X Y Z in Human Resource Management.
ACM International Conference Proceeding Series.
https://doi.org/10.1145/3446434.3446513

Frye, W. D., Kang, S., Huh, C., & Lee, M. J. (MJ).
(2020). What Factors Influence Generation Y’s
Employee Retention in the Hospitality Industry?: An
Internal Marketing Approach. International Journal of
Hospitality Management, 85.
https://doi.org/10.1016/j.ijhm.2019.102352

Fulmer, I. S., & Li, J. (2021). Compensation, Benefits,
and Total Rewards: A Bird’s-Eye (Re)View. Annu.
Rev. Organ. Psychol. Organ. Behav. 2022, 9, 147-169.
https://doi.org/10.1146/annurev-orgpsych-012420
Gabrielova, K., & Buchko, A. A. (2021). Here Comes
Generation Z: Millennials as Managers. Business
Horizons, 64(4), 489-499.
https://doi.org/10.1016/j.bushor.2021.02.013

Ghadi, M. Y., AlGhazo, A. M., Al-Nakeeb, A,
Qureshi, T. M., Shehata, O. I., & Ghadi, O. Y. (2023).
Exploring the Differences in Work Value Among

Generations in the UAE. International Journal of
Service Science, Management, Engineering, and
Technology, 14(1).

https://doi.org/10.4018/IJSSMET.318086

Gonzélez, F., Selva, C., & Sunyer, A. (2021). The
Influence of Total Compensation on Job Satisfaction.
Universitas Psychologica, 20, 1-15.
https://doi.org/10.11144/JAVERIANA.UPSY20.ITCJ
Hassan, Z. (2022). Employee Retention Through
Effective Human Resource Management Practices in
Maldives: Mediation Effects of Compensation and
Rewards System. Journal of Entrepreneurship,
Management and Innovation, 18(2), 137-173.
https://doi.org/10.7341/20221825

Irawan, I. A. W., & Komara, E. (2020). The Influence
of Financial Compensation and Career Development
Mediated Through Employee Engagement Toward
Turnover Intention of Millennial Employees of XYZ
Group. Jurnal Ekonomi, Manajemen Dan Perbankan,
6(2), 75-89.
https://doi.org/https://doi.org/10.35384/jemp.v6i2.251
Isabelle, D. M. (2020). Compensation and Benefits
Policy Design and Implementation — A Company’s
Key To Success [Haute Ecole de Gestion de Genéve].
https://doc.rero.ch/record/330009/files/MIR-
DEBORAH-RENDU-JUL20.pdf

Jambulingam, M., Hassan, M. M., Narayan, E., Islam,
S. N, & Zaman, A. U. (2021). Retention Approaches
of Millennial at Private Sector: Mediating Role of Job

VVolume 6 Issue 9 2024
http://www.bryanhousepub.com


https://www.ijsr.net/

Journal of Global Economy, Business and Finance (JGEBF)

ISSN: 2141-5595

[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]

[35]

Embeddedness. Global Business Review, 1-27.
https://doi.org/10.1177/0972150920932288
Jane Cacanindin, R. N. (2023). Generational

Differences in Job Satisfaction Level Among
Employees of State College in Aurora Province,
Philippines. Asia Pacific Higher Education Research
Journal, 10(1), 14-30.
https://po.pnuresearchportal.org/ejournal/index.php/aph
erj/article/view/1975

Jereb, E., Urh, M., Strojin, S., & Rakovec, P. (2019).
Importance and Satisfaction of Employees with Factors
Related to Job Satisfaction: Differences between
Generation X and Y. 23-32.
https://doi.org/10.31410/EMAN.S.P.2019.23
Kennedy, J. O., Okechuhwu, E. U., & Mbah, P. C.
(2023). Identification and Management of Generation
Z Employees in the Workplace. Advance Journal
OfManagement and Social Sciences, 7(2), 134-155.
https://aspjournals.org/Journals/index.php/ajmss/index
Kim, H. S., & Jang, S. C. (Shawn). (2020). The Effect
of Increasing Employee Compensation on Firm
Performance: Evidence from the Restaurant Industry.
International Journal of Hospitality Management,
88(2020), 1-9.
https://doi.org/10.1016/j.ijhm.2020.102513

Kollmann, T., Stéckmann, C., Kenshock, J. M., &
Peschl, A. (2020). What Satisfies Younger Versus
Older Employees, and Why? An Aging Perspective on
Equity Theory to Explain Interactive Effects of
Employee Age, Monetary Rewards, and Task
Contributions on Job Satisfaction. Human Resource
Management, 59(1), 101-115.
https://doi.org/10.1002/hrm.21981

Kristal, T., Cohen, Y., & Navot, E. (2020). Workplace
Compensation Practices and the Rise in Benefit
Inequality. American Sociological Review, 85(2), 271—
297. https://doi.org/10.1177/0003122420912505
Macovei, C. M., & Martinescu-Badalan, F. (2022).
Managing Different Generations in the Workplace.
International  Conference KNOWLEDGE-BASED
ORGANIZATION, 28(2), 191-196.
https://doi.org/10.2478/kbo-2022-0071

Magano, J., Silva, C., Figueiredo, C., Vitéria, A,
Nogueira, T., & Pimenta Dinis, M. A. (2020).
Generation Z: Fitting Project Management Soft Skills
Competencies—A Mixed-Method Approach.
Education Sciences, 10(7), 1-24.
https://doi.org/10.3390/educscil0070187

Mahmoud, A. B., Fuxman, L., Mohr, 1., Reisel, W. D.,
& Grigoriou, N. (2021). “We aren’t your
reincarnation!” Workplace Motivation A X, Y and Z
Generations. International Journal of Manpower, 42(1),
193-2009. https://doi.org/10.1108/1JM-09-2019-0448
Maloa, F., & Fobian, D. (2020). Exploration of the
Reward Preferences of Generational Groups in a Fast-
Moving Consumer Goods Organization. SA Journal of
Human Resource  Management, 18(0), 1-11.
https://doi.org/10.4102/sajhrm

Mansaray-Pearce, S., Bangura, A., & Kanu, J. M.
(2019). The Impact of Financial and Non-Financial
Rewards on Employee Motivation: Case Study NRA
Sierra Leone. International Journal of Research in

[36]

[37]

[38]

[39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

Business Studies and Management, 6(5), 32-41.
https://www.ijrbsm.org/papers/v6-i5/4.pdf

Md Mahamudul, H., Alam, M. N., Aslam, M. S., &
Jambulingam, M. (2020). Redesigning the Retention
Strategy Against the Emerging Turnover of Generation
Y Revisiting the Long-Standing Problems From 20 to
21 Century. International Journal of Entrepreneurship,
23(2), 1-17.

Mutiso, J. M., Rahab Mugambi, D., & Maranga, V.
(2022). Employee Compensation Strategies and Labour
Turnover in Star Rated Hotels in Nairobi City County-
Kenya. African Journal of Emerging Issues, 4(4), 120-
129.

Ng, Y. N., & Salamzadeh, Y. (2020). The Impact of
Ethical Leadership on the Intention to Stay among the
Generation-Y Workforce of MNCs in Penang,
Malaysia: Mediating Role of Employee Rewards.
Journal of Business Science and Applied Management,
15(2), 16-37. http://hdl.handle.net/10419/261645
Onukwuba Henry Okwudili. (2020). Managing
Millennials in the African Workplace What the
Mlllennials  Need. Journal of Organizational
Pscyhology, 20(2), 139-158. http://m.www.na-
businesspress.com/JOP/JOP20-
2/9_OnukwubaFinal.pdf

Pitaloka, E., Naibaho, H., Prasetio, T., & Kayla Putri
Agustono, S. (2023). Generation X and Millennials:
Perception Toward Pay for Individual Performance.
KnE Social Sciences, 2023, 769-780.
https://doi.org/10.18502/kss.v8i12.13723

Prund, C. (2021). It Is Time to Realize Generations
Matter on the Labour Market. Interesting Facts About
Generations in the Workplace. Revista Economica,
73(1), 88-100.
https://doi.org/http://dx.doi.org/10.56043/reveco-2021-
0008

Putu, N., Damayanthi, S., & Suastini, N. M. (2022).
The Effect of Indirect Compensation on Employee
Performance: Case Study at The Khayangan Dreams
Villas, Bali, Indonesia. International Journal of Applied
Research in Tourism and Hospitality, 1(2), 156-168.
https://doi.org/10.52352/jarthy.v1i1.814

Rafiki, M., & Hartijasti, Y. (2022). Generational
Differences in Dimensions of Work Values of
Indonesian Permanent Employees. Proceedings of the
7th Sriwijaya Economics, Accounting, and Business
Conference  (SEABC  2021), 210, 298-303.
https://doi.org/https://doi.org/10.2991/aebmr.k.220304.
039

Ramli, Y., & Soelton, M. (2019). The Millennial
Workforce: How Do They Commit to the
Organization? International Journal of Business,
Economics and Law, 19(5), 7-18. https://ijbel.com/wp-
content/uploads/2019/08/K19_204.pdf

Safrankova, J. M., Sikyr, M., & Skypalova, R. (2020).
Innovations in Workforce Management: Challenges in
the Fourth Industrial Revolution. Marketing and
Management of Innovations, 2, 85-94.
https://doi.org/10.21272/mmi.2020.2-06

Setiawan, R., Cavaliere, P. L. L., Chowdhury, A. R,
Koti, K., Mittal, P., Tamil, S. S., Suman, S. rajest,
Regin, R., Singh, S., & Subramaniam, T. S. (2021).
The Impact of Motivation on Employees Productivity

Volume 6 Issue 9 2024

http://www.bryanhousepub.com


https://www.ijsr.net/

Journal of Global Economy, Business and Finance (JGEBF)

ISSN: 2141-5595

[47]

[48]

[49]

[50]

[51]

10

in The Retail Sector: The Mediating Effect of
Compensation Benefits. Turkish Online Journal of
Qualitative Inquiry (TOJQI), 12(6), 8159-8190.

Singh, V., Verma, S., & Chaurasia, S. (2020).
Intellectual Structure of Multigenerational Workforce
and Contextualizing Work Values Across Generations:
A Multistage Analysis. International Journal of
Manpower, 42(3), 470-487.
https://doi.org/10.1108/1JM-04-2019-0207

Tanveer, M., Hassan Meiraj, Ali Shah, Z., & Ul Islam,
S. (2020). Clash of Generations: Assessing the Impact
of Generational Diversity in a Workforce. International
Journal of Business and Economic Affairs, 5(4), 184—
198. https://doi.org/10.24088/ijbea-2020-54004
Vizano, N. A., Sutawidjaya, A. H., & Endri, E. (2021).
The Effect of Compensation and Career on Turnover
Intention: Evidence from Indonesia. Journal of Asian
Finance, Economics and Business, 8(1), 471-478.
https://doi.org/10.13106/jafeb.2021.vol8.n01.471
Yamane, T., & Kaneko, S. (2021). Is the Younger
Generation a Driving Force Toward Achieving the
Sustainable Development Goals? Survey Experiments.
Journal of Cleaner Production, 292(2021), 1-14.
https://doi.org/10.1016/j.jclepro.2021.125932

Zafirah, N., Amiruddin, M., & Rodzalan, S. A. (2022).
The Relationship Between Compensation and Job
Satisfaction. Universitas Muhammadiyah Yogyakarta
Undergraduate Conference, 2(1), 333-337.
https://doi.org/10.18196/umygrace.v2il.467

VVolume 6 Issue 9 2024
http://www.bryanhousepub.com


https://www.ijsr.net/

