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Abstract

This study aims to find out how often Gen X and Gen Y employees leave their jobs. According to Erving
Goffman's theory of frame analysis, three key factors have been found to have an effect the way people work,
social values, and personal values. Using the answers of 297 employees, the effect of these factors on how
people act at work in terms of whether they want to leave or stay with the organization was evaluated in this
study. A survey questionnaire was used to get the information. The Neural Network Analysis and the Binary
Logistic Regression were used to look at the data and make sure that the Predictive Analysis of Generations
X and Y was accurately find out. It was found that differences in personality and behaviour between Generation
X and Generation Y cause Generation Y to leave jobs more often than Generation X. Based on the sample, the
researchers also made predictions about the two Generations' plans to stay and leave.

Keywords:- Employee Retention, Generation X, Generation Y, Predictive analysis, Employee Engagement.

Introduction

When it comes to human resources and the
accomplishment of corporate goals, the
generation gap has emerged as one of the
primary problems of businesses. Generation is
commonly used to describe a cohort of people
who have grown up during the same period of
time and have similar cultural and social
experiences (; Smola and Sutton 2002,
Kupperschmidt  2000;  Weston  2006).
Additionally, a 'generation’ is comprised of
people who have commonalities in terms of
age, birth year, place of birth, conduct,
personality type, and emotional state (Eletter
etal. 2017). Time, however, has brought about
an ever-increasing number of generations that
have progressed. In most modern workplaces,
employees span multiple generations. There
are generational gaps that have been observed
to have a wide range of effects on business
outcomes. It has been found that employees of
different generations often have strong
negative feelings towards one another, as
stated by Russell and Patrick (2017). Scholars
have also noted that workers of various

generations often draw incompatible assump-
tions and interpretations. Unfortunately, there
are times when younger workers must report
to their elders. Workers from previous
generations often find themselves reporting to
those from the current or subsequent
generation. Generational differences can arise
when members of different generations have
some but not all of the same characteristics,
such as attitudes and feelings. These situations
have the potential to spark arguments at work.
To achieve productive business results, it is
important to understand the differences
between the generations that must work
together.

Employers nowadays are mostly hiring
members of Generations X and Y Employees ,
as well as the newest Generation, Generation
Z, with a small percentage of workers from the
Baby Boomer generation. Researchers believe
that Generation X and Y are the most
prominent generations in the workplace. There
needed to be a contrast made between the
features of the two generations. With this
method, we can better understand the key
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distinctions between Generation X and
Millennials. In reality, these traits could
contribute to the development of laser-focused
initiatives and the implementation of sound
decisions with regard to which Generation
should be given top priority as leaders within
the firm.

Those who were born between the years 1960
and 1975, or possibly between the years 1960
and 1982, are classified as members of
Generation 'X." (Greene 2003; Skiba and
Barton 2006; Patterson 2007; Vejar 2018
Smola and Sutton 2002; Sujansky 2004; ).
Most companies’ upper and middle
management are made up of members of
Generation X. Hard labour, higher education,
and financial success are highly valued by
these workers (Wiant 1999). Gen X workers,
according to Leibow (2014), are not interested
in staying in one job for the sake of
advancement or prestige, and instead value
work-life balance above all else. Concurrently,
those born between 1980 and 1995 make up
the largest pool of qualified young workers in
their twenties and thirties. They are members
of Generation Y, sometimes known as
Millennials (Pereira et al. 2017). Members of
Generation Y are known to be self-reliant,
ambitious, and self-assured. When compared
to members of Generation 'X,' this cohort is
extremely goal-oriented, with success and
professional advancement being of paramount
importance. It has been noted that Gen Y is
more 'advanced' than Gen X in some respects.
They are in more demand in the job since they
take an active interest in the work they are
givento do. So, it would be useful to determine
what sets Generation Y apart from Generation
X and what keeps millennials working for the
same company.

The generational divide is an issue in almost
every workplace. Employee productivity and
the maintenance of a positive work
environment at the workplace have both been
shown to be impacted by the generational
divide. The turnover rate among employees
from Generation Y has been shown to be
significantly greater than that of Generation X.
Companies in the service and manufacturing
industries have been hit most by this issue. So,
it was important to figure out how to fix this
issue and anticipate the high turnover rates that

will occur among members of Generation Y
who are now employed in businesses.
According to ABC Private Limited's (a
reputable service provider) 2018-2019 annual
report, the percentage of employees in the age
range of 26-40 was used to determine the
resignation rate of Generation Y workers.
Employee turnover rates for Generation X
were also determined using age ranges of 41 to
65. As a result, the data suggests that Gen Y
employees are more likely to leave their
positions than Gen Xers are. As a result, the
rate of resignation among Generation Y
workers in 2018-2019 is higher than among
Generation X workers.

This generational divide has a substantial
effect on businesses, as predicted by the
research and confirmed by the data collected
thus far.

The findings of this research could be useful
for companies as they work to keep workers
from Generations X and Y. If millennials and
members of Generation Y have faith in and
stick with their current employer, and do their
best to meet the company's needs, they may be
able to advance in their careers and become
more integral contributors. In some cases, it
may not be possible for the business to meet
every single one of its employees’ demands.
Workers, however, must strike a balance
between what they want (in terms of career
advancement and rewards) and what their
employers can actually give them (in terms of
perks and policies). Each worker must make
up their own mind about whether or not they
want to remain with the company. The best
way ahead, however, appears to be a
compromise between individual preferences
and institutional requirements, which will
serve to the benefit of both the employee and
the business (organization).

Moreover, undergraduate researchers would
benefit from this study because they would
gain experience in conducting a research study
that is relevant to a local context. Also, these
researchers might become accustomed to both
the qualitative and quantitative components of
data collection and analysis. The research will
also assist them improve their time
management, statistical analysis, and thesis
writing abilities. The researchers will benefit
professionally and in the future from these
enhanced skills. Future researchers will
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benefit from this study by learning what kinds
of solutions they should develop to keep
present employees, especially members of
Generation Y, in firms.

Research into the existing literature

Several prior studies have examined how
different generations act in the workplace.
These authors have examined the differences
and similarities between the work styles of
Generation X and Generation Y, as well as
their impact on the workplace. Since
Generation Y is predicted to leave the
workforce at a higher rate than Generation X,
the current study's authors set out to clarify the
differences between the two generations' work
methods, personal beliefs, and social ideals, as
well as their conduct in the workplace.

Comparing the 'X' and "Y' generations’
traits

The focus of this analysis is on contrasting the
generational differences between early and
late-career professionals in order to better
understand the factors that make each group
unique. Table Tablel.1 contains the included
data. Characteristics shared by both
Generation X and Generation Y will be
included and addressed in further depth below.
The researchers have zeroed down on the
differences in work habits between the two
groups. Researchers used Erving Goffman's
(1974) Frame Analysis Theory to make these
distinctions.  The  differences  between
Generation X and Y can be seen in their
approaches to work, their values as
individuals, and their outlook on society as a
whole. Generation X and Y's unique work
habits prompted academics to zero in on issues
of workplace adaptability, productivity, and
information sharing. Personal characteristics
such as mentorship and leadership, as well as
social values such as respect and community
involvement, were given special emphasis.

Styles of Work and Its Origins

The data suggests that members of Generation
X are less interested in advancing their jobs
than their predecessors because they value
family and personal happiness more highly
(Patterson 2007). In the workplace, they use
sensible and effective measures to address
issues that arise. Nonetheless, members of

Generation X are more likely to stay with a
company if it has a flat organisational structure
(Lyon et al. 2005). However, members of
Generation Y either do not recognise or
downplay the distinction between work and
personal life (Anantatmula and Shrivastav
2012). In Kkeeping with this, members of
Generation Y are more committed to lifelong
education than their predecessors (Lester et al.
2012). As a result, today's youth typically
boast higher levels of education than their
parents' generation. So, in comparison to their
counterparts of previous generations, the vast
majority of millennials have earned more
advanced degrees or professional
certifications (Williams 2000). So, members
of Generation Y are more prepared to take on
a wide range of obstacles and emerge
victorious thanks to their familiarity with
cutting-edge  technologies and methods
(Anantatmula & Shrivastav 2012). Compared
to older generations, both Generation Y and
Generation Z were raised with technology at
home, and both Generation X and Generation
Z are more comfortable with technology
(Mahmoud et al. 2021a).

Flexibility

The term "workplace flexibility" is used to
describe policies that give workers some
leeway in determining when and where they
do their duties (Obonyo 2018 and Omondi ).
Workers of Generation X are more willing to
switch employment if doing so would result in
a more favourable work-life balance (Glass
2007). Ritter (2014) claims that members of
this generation are looking for more adaptable
work arrangements so that they can strike a
healthy work-life balance. In contrast,
members of Generation Y are looking for more
freedom in their professional lives. These
workers think they can get more done in less
time, so they demand flexibility in their
scheduling even though they want to take on
increasingly difficult assignments (Lloyd
2007). Success in an employee's career,
according to Cogin (2011), may be measured
by how well they are able to manage their time
between work and other commitments.
Previous studies have so validated the way in
which the two generations embrace workplace
flexibility to ensure efficient operations.
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Work output

The actions of workers in the workplace are
what constitute job performance; this includes
not just how successfully workers complete
their jobs but also how they behave in relation
to each and every one of those activities
(Fogaca et al. 2018). Those of Generation X
are more prone to believe they should exert
maximum effort even when they are not being
watched, as stated by Wiant (1999).
Furthermore, these workers try to accomplish
both personal and corporate objectives.
Nonetheless, when motivated, employees
from Generation Y will work hard to achieve
their goals. To this end, they find ways to have
fun while still getting the task done well
(Bencsik et al. 2016). As a result, members of
Generation Y are skilled at collaborating with
peers and interdisciplinary groups. Together,
they think creatively, resourcefully, and
collaboratively. Several people from this
generation attempt to create value (Deloitte
2015). In this section, we'll examine the
differences between the two generations in
terms of their work habits and productivity.

Transfer of Information

The goal of knowledge sharing is to improve
an organization's efficiency and effectiveness
through better decision-making and the
implementation of policies supported by
evidence (Tsui et al. 2006). According to Ipe
(2003), the major purpose of knowledge
sharing is for an expert to teach others in their
field. Also, the same author stressed the need
of an employee's intrinsic motivation in order
to accumulate a wealth of information that
may be shared with others. Building a
company culture that encourages employees to
freely exchange information is a challenge.
Individual employees’ openness to information
sharing is crucial, and employees' motivations
play arole in shaping their willingness to do so
(Akhavan et al. 2013). So, the nature of the
working styles of Generations X and Y is
influenced by knowledge exchange.

Integral Principles

Every employee in any given company has to
interact with others who have various
perspectives and worldviews. An employee
may occasionally need to figure out how to act
in a work setting with people who have widely

varying norms and values. On the one hand,
Gen X workers are self-confident, enjoy
working alone, and want little to no
management. When it comes to doing their
work, they are generally trustworthy and
devoted to their respective fields (Jorgensen et
al. 2003; and Tziner 2011). Because they've
grown up in a more diverse culture, members
of Generation Y are more open to and
accepting of diversity of all kinds, cultural as
well as personal and societal (Blain et al. 2008;
Brown et al. 2009). For this reason, it is crucial
to understand the unique set of values and
traits that Generations X and Y bring to the
workplace.

Mentoring

The concept of mentorship has been
previously defined by other researchers.
Nevertheless, the majority of these definitions
are based on the one offered by (Kram 1985).
The author defines mentoring as the process of
establishing rapport between a more seasoned
worker (the mentor) and a newer worker (the
mentee). Patterson (2007) claims that
individuals of Generation Y are eager to take
on the role of mentor and learn new skills from
more experienced colleagues or managers. As
a result, members of Generation Y seek out
mentors in order to gain more useful and
satisfying insights, advice, and direction on
how to achieve their goals (Bennett et al.
2012).

In addition, Kram (1985) confirmed that
mentees benefit from role modelling since they
are able to observe and absorb the mentor's
every move. As a result, it is easy to see how
mentorship ensures a steady stream of
operations within a business. It is especially
crucial if the company values and want to keep
its younger employees, such as when they join.
This can be accomplished if trainees are given
more information about what is expected of
them in the workplace. In this respect,
mentoring can be useful.

Leadership

An organisation needs leaders who can
motivate their teams to accomplish their goals
(Stoner et al. 2016). Organizational leadership
research typically focuses on how top
managers make an impact on the company as
a whole and how their decisions shape the
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company's culture and direction. Those of
Generation Y who work in an environment
that demands obedience to superiors learn,
work together, and socialise quickly (Smola
and Sutton 2002). Generation X, on the other
hand, thinks that putting in a lot of effort pays
off. It's important noting that they don't just put
in long hours while their managers or captains
are around. These workers consistently seek a
middle ground between satisfying their
employer's needs and furthering their personal
ambitions (Wiant 1999). All of these things
provide executives from the X generation a
solid sense of direction, so they can steer their
companies in the correct direction and make
the kind of sound decisions that will propel
them towards their long-term objectives (Daft
2005; Ireland and Hitt 1999).

Moral principles

It is detrimental for workers to sit alone and try
to complete difficult tasks on their own, and
social activity within the workplace is crucial
for workers' well-being. Yet, differences in
this respect have been noted between the
generations X and Y in the workplace.

Generation Y workers, according to Kultalahti
and Viitala (2014), are more likely to
participate in extracurricular activities than
their Generation X counterparts. Gen Y places
a premium on autonomy, adaptability,
mobility, general but shallow knowledge,
success, creativity, and access to information
in the workplace. Generation X, on the other
hand, is known for its diligence, openness,
respect for variety, curiosity, realism, and
deference to authority (Bencsik et al., 2016).
Ryan (2000) claims that Gen Y is the most
socially engaged generation since the 1960s.
For this reason, it is critical to defend the
different societal values held by the two
generations in the workplace.

Respect

Every community, no matter how large or
small, requires its residents to treat one another
with dignity and respect. Employees are
expected to treat one another with dignity and
fairness in the workplace. O'Grady (2017)
defines respect as an essential component of
healthy interpersonal relationships,

exemplified by a willingness to value and
include others while seeking to maximise
mutual benefit. It's also been observed that
both the X and Y generations find solace and
esteem among others who share their values.
As a result, value matching facilitates the
process of assigning individuals to groups
(Kipnis and Childs 2004). According to
Deloitte (2015), members of Generation X
appreciate direction and demand to be treated
with dignity on the job. Young adults today are
trying to strike out on their own, and they value
leaders who are transparent and honest about
the challenges they face.

The term "community™ is used to describe the
bond that forms when a group of individuals
trust each other, enjoy working together, and
view teamwork as a positive means of getting
things done (Zani and Cicognani, 2012). Since
many members of Generation X's workforce
are poor team players, personal ties are very
important to them, according to Patterson
(2007).

Individually, they frequently attempt to solve
problems or complete tasks. In the workplace,
people of Generation Y tend to prefer
collaborative efforts, whether they take place
in person or online. Teamwork, in their eyes,
is the best method to get things done and keep
moving forward on projects and endeavours
(Cole et al. 2002; Howe and Strauss, 2000;
Skiba and Barton, 2006). They value team
member greetings and are careful to remember
important  dates like  birthdays and
anniversaries for their coworkers and team
members.

Inappropriate Behaviour in the Workplace
According to Jagannathan (2014), workplace
conduct or workplace attitude refers to the
actions and attitudes of employees while on
the job. There are noticeable differences in
how each generation behaves, with Generation
X typically being more reserved and laid-back
than Generation Y, who tend to be more
independent and goal-oriented. Typically, a
large portion of a company's staff will exert
themselves constantly for the sake of the
company's success. Despite this, it's crucial to
understand the factors that influence workers'
decisions on whether to stay with or switch
jobs inside an organisation. There is a
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generational divide among firms, and it affects
worker retention and turnover rates. So, the
study's authors zeroed on on previous studies
on Gen X and Y's intentions to stay or leave
their respective employers.

Retention

It's a method of keeping workers with one
company over an extended length of time or
until a specific goal has been achieved (Das
and Baruah 2013). When members of
Generation X are committed to staying with
their current employment, turnover due to a
lack of professional advancement
opportunities will decrease (Weston 2006).
According to Goessling (2017), members of
Generation X are more likely to stay with the
same company for a long time if they find the
work to be engaging and can choose their own
pace. Generation Y, on the other hand, places
a higher value on extrinsic incentives, and this
is why many of them plan to remain in their
current jobs (Twenge 2010). Extrinsic rewards
have been further defined by these authors to
include monetary compensation and other
material benefits. The company hopes that by
offering these perks, they will be able to keep
their Generation Y workers. One study
suggests that businesses might increase their
retention rates by providing career counselling
programmes for employees from Generation
Y. (Lowe et al. 2011).

Absence of commitment to remain

Those who have already made up their minds
to leave their jobs are said to have a "turnover
intention” (Jacobs and Roodt 2007).
According to Price (2001), employee turnover
occurs when an individual leaves a company
and joins another. Sutton (2002) and Smola
however focuses on that the millennials are
less devoted to their employers than previous
generations. If employees do not find
sufficient challenge in their existing positions,
they may look elsewhere for employment. As
a result, members of Generation Y place a
higher value on objects associated with
personal freedom than did their parents'
generation, and they prefer to work in settings
that allow them some measure of autonomy.

If these conditions aren't met, though,
millennials may look elsewhere for

employment (Gardner, 2008 and Cennamo).
As a result, individuals of Generation Y seek
for opportunities for personal growth and
professional challenge, and if they don't get
either, they are likely to leave their current
positions in search of more satisfying work
(Queiri et al. 2014).

Methodology for Research

The SLIT Business School Research
Committee approved this study. Information
was gathered from both online and paper
forms. Nonetheless, the Google Form was
favoured over the paper survey because of
logistical ~ constraints  associated  with
delivering paper surveys to respondents in
light of the current state of affairs in the
country (Covid-19). Two parts made up the
survey. The primary goal of the initial inquiry
is to collect respondent personal information.
Whereas the second part is designed to collect
information on how different generations
behave. The seven characteristics of flextime,
job  performance, information sharing,
mentoring, leadership, community, and
respect are used to quantify the independent
variables. The retention and intention to leave
of the two Generations 'X' and 'Y' serve as
measures of the dependent variable.. The
questions were created using a Likert scale
with five points to measure each model
variable, from (1) strong Agree to (5) strong
disagree.

The researchers suggested using a quantitative
approach to carry it out. All study elements
were explained by the study population. A
stratified sampling strategy was used by the
researchers. Krejcie and Morgan's (1970)
example guided the selection of the sample
size. At the 95% confidence level, we decided
to use a margin of error of 5%. It was
determined that a sample size of 306 was
necessary. But just 297 people responded, for
a response rate of 7%. This kind of sampling
helped acquire objective data. Thirty people
participated in a pilot survey to test whether
the questions were well-written and presented
in a logical sequence. Email was used to
disseminate the survey's web link to the
participants. Researchers surveyed 297
workers from Generations X and Y at seven
different  international  service  sector
corporations. Because that data collection was
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restricted to a single point in time, the
researchers here conducted a cross-sectional
analysis. Given that the researchers are unsure
of whether or not the variables are correlated,
a cross-sectional study design was chosen for
this investigation (Spector 2019). Mahmoud,
et al. (2021b) state that cross-sectional
research has a good reason to be used in a crisis
(Wartime, Covid-19). Hence, a cross-sectional
approach was taken for this investigation
during the Covid era.

Examination of Data

The researchers started their investigation with
a reliability and validity check. In the end, they
used three different types of analysis to get at
their conclusion.

Tests of reliability and validity yielded the
following results.

The SPSS statistical package was used to
analyse the survey's quantitative data. After
that, they were able to establish the research's
credibility and validity. The coefficient of
dependability (Cronbach's alpha) was found to
be 0.827. The obtained co-efficient value,
however, suggested that the findings of the
investigation were quite credible. Generation
X and Y employees from a cross-section of
service industry organisations made up the 297
respondents to the poll. With these responses,
we were able to determine the Cronbach's
alpha. Cronbach's alpha for the variables in
this analysis was calculated to be 0.827.
Researchers checked the reliability of their
survey's sample using KMO and Bartlett
values. 0.727 was found to be the value shared
by KMO and Bartlett.

The primary goal of this research is to identify,
using the study's sample, which employees are
most likely to remain with their respective
companies. Researchers recoded responses in
order to achieve this goal, combining mean
values of exit intention and retention replies
into a single scale. In order to derive the
predicted analysis of the workers based on
these data, the researchers followed three key
analysis investigations.

Prediction using descriptive statistics was the
initial way of analysis. According to the
findings, the average generation 'X' worker has
a value of 3.5052, whereas the average
generation "Y' worker has a value of 1.9494.

The majority of 'X'er respondents disagree
with statements about their likely departure, as
seen by their responses. In contrast, most
members of Generation Y who participated in
the study gave answers of either "Strongly
Agree” or "Agree" when asked about
statements about their intent to leave the
company. So, it has been determined that
members of Generation Y are more likely to
voluntarily leave their employers than
members of Generation X.

Researchers obtained samples of data from
which to draw their conclusions. When
looking at the sample as a whole, however, the
mean numbers given for lower bound and
higher bound, 3.4171 and 3.5932 respectively,
indicate that Generation 'X' respondents
Disagree to leave the organisations. Yet, when
it comes to employees of the Generation Y, the
mean values for the lower bound and upper
bound are 1.8364 and 2.0624, respectively,
indicating that these workers still Strongly
Agree or Agree to leave their firms.

And as indicated in Table the researchers also
calculated the precise number of employees
who will remain with the company based on
their sample.

Frequency Percentage
0=Retain 149 50.2
l1=Leave 148 49.8
Total 297 100.0

Researchers predicted employee turnover by
assigning a value of '0' to those who would
remain with the company and a value of '1' to
those who would depart. As a result of these
results, we know that only 149 of the 297
employees in the sample will remain with the
same company, while the remaining 148 will
quit.

Regression Analysis of Binary Data The
researchers also wused Binary Logistic
Regression to make predictions about which of
the two generations of workers would stay and
which would eventually leave. The outcomes
are presented in Table44.

Table 4 shows the results of a predictive
analysis using Binary Logistic Regression for
the X and Y generations. (Data generated by
the SPSS Binary Logistic Regression Test).
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Leave or Percentage
retention correct

Leave Retention
Step 1
Leave retention 86 63 57.7
Overall percentage 48 100 67.6
62.6

®The cut value is .500

Based on the findings of Table shows that , it
can be predicted the number of employees who
will retain; i.e. out of the 149 employees who
retain, only 57.7% employees will retain
within the organizations. On the other hand, it

can be predicted the number of employees who
will leave: i.e. out of the 148 employees who
leave, only 67.6% will leave the organizations.
Hence, it is seen that the percentage values of
intention to leave is higher than that of the
value of retention of the employees at the
workplaces.

Neural network analysis

Nevertheless, it was needed to predict with
more accuracy to find who will retain and
leave. Hence, the researchers followed neural
network analysis to continue the prediction.

Table 5 Predictive analysis of generations X and Y using neural network analysis.
(Source: SPSS Neural Network Test Output)

Cross Entropy Error
Percent Incorrect Predictions

Training .
Stopping Rule Used
Training Time
. Cross entropy error
Testing

Percent incorrect predictions

Leave or Retain is the dependent variable.

Error estimates are calculated using data from
the testing sample Using stratified sampling,
the researchers used 70% of their data set for
training and 30% for testing. It follows that
8.4% of inaccurate predictions were made
during training, and 8.8% were made during
testing. That is to say, the accuracy of the
prediction is 91.6% in the training set and
91.2% in the testing set.

This analysis approach is likely more precise
than the Binary Logistic Regression. This
prompted the researchers to keep their eye on
the predictions of workers, and they've
provided some more context for their findings.

Table 6 Predictive analysis of generations X
and Y using neural network analysis. (
Source: SPSS Neural Network Test Output)

Predicted
Sample Observed
p 00 1.00 Percent
correct
o .00 84 15 84.8%
Training
1.00 2 102 98.1%

51.033
8.4%
1 consecutive step(s) with no decrease in error?
0:00:00.22
22.167
8.8%
Predicted
Sample Observed
D 00 100 Percent
correct
Percentage
.00 36 6 85.7%
0,
Testing 100 . ¥ e
Overall 46.3% 53.8% 91.3%
Percentage

Leave or Retain (as the dependent variable)

Data shows that 98.1% of the training set will
be dropped, whereas 85.7% of the testing set
will be dropped.

So, it can be shown that researchers have been
able to accurately forecast whether or not an
employee from Generation X or Y will be
leaving the company by using Neural network
analysis.

Discussion

The primary aim of this study is to identify the
prognostic The primary goal of this study is to
do a prospective examination of how Gen X
and Y will perform in the workplace. Hence,
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the researchers polled 297 workers from
various companies. Hence, they made sure
their data was legitimate and trustworthy.
Researchers used SPSS to run a reliability
analysis and a KMO analysis to get there. The
KMO results were 0.727, and the total
dependability was assessed to be 0.827. It was
determined from these values that the data set
acquired is genuine and dependable, allowing
us to move forward with more analysis
techniques towards our research goal.

To get to their conclusion, the researchers used
three distinct analyses. They began by using a
descriptive analytic test to determine whether
or not members of Generations X and Y
planned to depart the company. As can be seen
from the data, members of Generation Y are
more likely to agree with the statement "I want
to leave my job" than members of Generation
X. After that, they used a second kind of
analysis called binary logistics regression to
foretell employee retention and turnover
intent. The findings confirmed the predicted
percentages of workers who will stay with
their current employers and those who will
depart. The researchers used neural network
analysis as their third and last way of analysis
to guarantee a high degree of accuracy for
prediction. More correctly than the alternative
study based on the number of employees who
decided to retain and/or leave in the two
Generations X and Y, this analysis projected
the percentage values of employees who are
likely to retain as well as depart the firm. The
297 participants used to calculate these results
represent a representative sample.

Companies should give considerable thought
to the generational differences in their
workforce (Mahmoud et al. 2021c). According
to Glass (2007), one of Generation X's most
notable traits in the workplace has been its
emphasis on results rather than processes. In
addition, members of Generation X cannot
subscribe to the egocentric "me"™ concept.
They are considerate and thoughtful (Johnson
2010). In other words, millennials place a
higher value on extrinsic regulation (both
material and recognisable) than prior
generations, while placing a lower value on
extrinsic  regulation (both social and

introjected) (Mahmoud et al. 2020a, b).
According to previous research, this study
indicated that members of Generations X and
Y share commonalities in their work habits,
morals, and ethics. Among the selected service
sector companies in Sri Lanka, the average
values of the independent variables nature of
working styles, personal values, and social
values show that employees of Generation 'X'
have a greater emphasis on social values, while
employees of Generation "Y' place a greater
emphasis on personal values.

Members of Generation X are more inclined to
agree with Wiant's (1999) assertion that one
should work hard even when one is not being
watched. As an added bonus, these workers are
aiming for both personal and corporate
success. Members of Generation Y, on the
other hand, place a higher value on freedom-
related things than those of Generation X did,
and they prefer to work in settings that give
them autonomy. All of those results were
replicated in the current study. The findings of
this study suggest that Generations X and Y's
different approaches to work have significant
ramifications for how people behave in the
workplace in Sri Lanka. As a result, it is clear
that the employees of Generation X are the
ones most impacted by the shift in the
character of the workplace.

According to Weyland (2011), mentoring
enables Generation Y workers to excel in their
jobs by providing them with direction,
encouragement, and feedback. Younger 'X'ers
value hard work as a measure of success. They
don't put in extra effort solely when their
superiors or team captains are around. These
workers relentlessly pursue both professional
excellence and personal growth (Wiant 1999).
Personal values also influence the actions of
Generations X and Y in the workplace,
according to the selected service sector
organisations studied in this study. Generation
Y workers are particularly vulnerable to this
shift because of their own values.

Ryan (2000) argues that Gen Y is the most
politically engaged generation since the 1960s.
In addition, they contribute to the development
of productive, pleasant, and technologically
advanced places of employment. Leaders that
are straightforward, honest, and upfront gain
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the respect of Generation Y personnel (Arora
and Dhole, 2019). About Generation X, the
current researchers were able to uncover
information from previous studies that offered
conflicting perspectives on the importance of
belonging to a community. The present
researchers were able to determine that
Generation Y employees are more sociable
than Generation X employees by drawing on
the previous literature. Moreover, it has been
observed that, based on their sample,
Generation X workers have been affected
more than any other group by a single shift in
social ideals. In other words, if Generation X
workers are exposed to an increase of one unit
in social values, they will adapt their conduct
in the workplace sooner than Millennial
workers.

People of Generation Y are often trying new
things, both personally and professionally
(Ruble 2013). When compared to other
generations in the workforce, Generation Y
has a greater turnover rate (Twenge 2006;
Lancaster and Stillman 2003; Tulgan &
Martin, 2001). According to Kerslake (2005),
this is because members of Generation Y are
prioritised in terms of their own ambitions. As
a result of their commitment and the versatility
of their skill sets, businesses are actively
seeking to keep Generation X workers on staff.
Despite these results, the present researchers
have shown that, at least in the selected service
sector organisations, employees of Generation
Y are more likely to want to leave their jobs .

Conclusion and Recommendations

As a result of their data analysis and
subsequent debate, the researchers came to a
few conclusions about the future of Generation
X and Y in the workplace.

Descriptive analysis was the initial kind of
analysis used by the researchers to compare
the likelihood of employees from Generation
X and Y to resign. Workers in the Generation
X cohort were found to have a mean value of
3.5052, whereas those in the Millennial cohort
averaged 1.9494. To summarise, the majority
of 'X' generation respondents indicated a
desire to stay with the company, whereas the
majority of 'Y' generation respondents
indicated a desire to depart. In the selected
service sector enterprises in Sri Lanka, it has

been found that employees from Generation Y
are more likely to quit than those from
Generation X.

The researchers used a second kind of analysis
called Binary Logistic Regression to make
predictions about which of the two generations
of workers would be more likely to stay with
the company or to depart. According to the
data, just 57.7% of the 149 current employees
will remain with the company. Yet, only
67.6% of the 148 departing workers are
expected to leave their current employers. It
follows that the percentage of employees
planning to leave their jobs is greater than the
percentage planning to stay.

The researchers also used Neural Network
Analysis as a third type of analysis to continue
their prediction with greater accuracy to figure
out who will stay and who would go.
According to the results, it was found that
84.8% of the training set would be retained and
98.1% would be dropped, while in the testing
set, 85.7% would be retained and 97.4% would
be dropped. As can be seen, the researchers
were able to accurately forecast whether or not
a person from Generations X and Y would be
departing the business using Neural network
analysis. Yet, these results allowed the
researchers to conclude that employees of
Generation Y are more likely to leave the
selected private enterprises operating in the
service sector in Sri Lanka than employees of
Generation X.

The current research team predicted and
compared the generations X and Y in private
sector enterprises in Sri Lanka. Thus, experts
advise subsequent researchers to base their
studies on the upcoming Generations, such as
Generation Z and Generation alpha. Despite
the fact that the research issue was discovered
in both service and industry sector firms, the
focus of the present study was limited to those
businesses that fall under the service umbrella.
In light of this, future studies of the same
research subject should broaden their scope to
include the public sector and other industries
and should increase the number of variables
and participants studied.

The findings of this study suggest that
organisations in the service industry should
offer leadership development programmes to
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members of both Generations X and Y.
Mentoring programmes may help businesses
of all sizes and across all generations improve
the morale and productivity of their staff by
identifying and addressing the unique
challenges faced by each generation. Gen X
workers should be kept abreast on industry
news and encouraged to use their initiative in
the workplace. The use of such methods aids
workers in  standing out, delivering
exceptional results, and establishing their
worth to their employers. In addition,
managers are encouraged to build stronger
relationships with their staff members if they
want to reduce the likelihood that Generation
Y workers will consider leaving their
companies. Managers can serve as the link
between employees and their companies,
allowing the latter to improve the working
conditions of the former by, for example,
creating more pleasant and healthy offices and
increasing the attractiveness of the latter's
compensation and benefits packages. The goal
IS to increase the percentage of Millennials still
with the company after two years. Because of
this, businesses are more likely to accomplish
their missions when human resources are
handled strategically.
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