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Results

Background

Demographical Information

The present nursing workforce comprises four generational of nurses working
collaboratively. While such generation blend adds invaluable diversity to the workforce, it
also brings added complexity as each generation cohort possess distinguished attitudes,
values, beliefs, and work engagement.
Work engagement has been shown to coincide with high levels of individual and
organisational performance standards, client satisfaction, job satisfaction, and employee
retention (Osborne & Hammoud, 2017; Yang, Feng, Meng, & Qiu, 2019).
Diminishing levels of employee work engagement has been one of the most alarming global
economic phenomena which engender declining work performance and increasing
employee turnover rates (Motyk, 2018). Hence, understanding the dynamics between work
engagement and meaningful work across different generational cohorts is imperative to
design the right approach for each organisation’s distinct parameters.

Work Value and Attitude Constructs

Although research has shown that differences between work engagement and meaningful
work amongst generational cohorts exist, results are still inconclusive as much research
conducted were focused on the retiring cohort of Baby Boomers and Generation X (Coburn
& Hall, 2014).
Non-compliance

Aim and Purpose

Technology Challenge

This study aims to explore the differences in work values, attitudes, and engagement of
different generational frontline nurses.
With the knowledge of intergenerational work value, attitude, and engagement differences,
this study seeks to provide strategies to improve work environments and conditions to
encourage intergenerational harmony and teamwork among nurses.

Generation X is the most compliant
to rules and regulations as compared
to the younger generations (p=0.007)

Methodology
Sampling
Preliminary data were obtained from 778 full-time employed frontline nurses aged 21 years
and above, including both registered and assistant nurses of a 795-bed general and acute
care hospital in Singapore - Khoo Teck Puat Hospital.

Generation Y and Z are the most techsavvy generations and can adapt
quicker to new technology (p=0.027)

Work-life Balance

Recognition

Data Collection
A two-section survey was employed. The first section collected unidentifiable demographic
characteristics while the second section was a cross-sectional, self-administered survey
adapted from the study by Gursoy, Chi, and Karadag (2013). The Work Value and Attitude
Scale comprises 25 items reflecting seven constructs of work attitude, values and
engagement. Each subscale uses a 5-point Likert Scale.
Work Centrality
Perception of job
importance and orientation

Leadership

Non-compliance
Extrinsic behaviour challenging
conventional workplace norms

Power

Technology Challenge
Impact of technology on work
Work-life Balance
Need for distinct separation of
work and personal life

Need for leadership
and direction at work

The younger the generation cohort,
the greater the emphasis for worklife balance (p<0.001)

Tendency of striving for
power, control, and command

Recognition

Perception of individuals
on the younger generation

Data Analysis
Demographics:
Descriptive statistics: Frequency (n), Median, Percentage

Work Value and Attitude Scale Constructs
Kruskal-Wallis test and Mann Whitney U test (Binary)
Identify significant differences among different generation cohorts in each of the seven
constructs and elucidate if other demographical factors significantly impact nurses’
work values and attitudes
Dunn’s post hoc test performed for significant categorial variables which tested all possible
2-way comparisons of the medians between subgroups.
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Generation Y and Z nurses perceive
that younger nurses do not get their
due respect and recognition (p<0.001)

Discussion and Conclusion
Non-compliance
Contrary to the study by Gursoy et al. (2013), Generation X is less likely to
challenge rules and regulations. They respect authority, hierarchy, and
conventional norms which could be significantly influenced the traditional work
environment they have been brought up in.
Technology Challenge

Findings are consistent with existing literature that Generation Y and Z are quick
to adapt to new technology as they are born into the age of technology, virtual
space, and social media (Andrea, Gabriella, & Timea, 2016).
Work-life Balance
The study echoed previous findings of younger generations having high
expectations for a healthy work-life balance as they value flexibility and freedom
in their workplaces while older generations possess strong work ethics (SánchezHernández, González-López, Buenadicha-Mateos, & Tato-Jiménez, 2019)
Recognition

Generations Y and Z represent the new and emerging nursing workforce that
warrant consideration as they will impact the nursing workforce and healthcare
for years to come. These individuals are good team players and have a great
need for respect and recognition in their work (Chicca & Shellenbarger, 2019).
Limitations

Results of this study are unable to draw generalisations due to its small sample
size, and the study was solely conducted in one local governmental hospital.
Further studies may consider other confounding factors including life events,
current life situations, culture, or religions within the same generational cohorts.
Conclusion
Significant multigenerational differences in work attitude and values exist among
frontline nurses. It is imperative for nursing leaders to possess knowledge and
understanding of generation-specific values set to foster a harmonious intergenerational working environment. This will help to better strategise approaches to
cater for the needs of the different generational cohorts.

