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Introduction
The traditional, contemporary and taxonomy 
theory of generation defines generation as a 
group of people in the same age bracket, or 
having the same birth year and who share 
collective memories of historical events during 
the formative years of their life (Mannheim, 
1952; Strauss & Howe, 1991; Joshi et al., 
2011). In relation to this definition, there exist 
generational cohorts in our society, such as the 
“veterans” (or the “traditionalists”) who were  
born between 1925-1945, the “baby boomers” 
born between 1946-1961, “Generation X” 
(Gen X) born between 1962-1979 and the 
“millennials” or the “Generation Y” (Gen 
Y)  born between 1980-2000 (Cogin, 2012).  
Individuals in the different generational cohorts 
are not only members of a community but are 

also employees in organisations, including the 
banking industry (Becton et al., 2014). 

There are multiple generational cohorts that 
are working together in the banking industry. 
These include the veterans, the baby boomers, 
the Gen X and the millennials or the Gen Y. 
These multi-generational employees of banks 
are creating new challenges for the institutions, 
for instance, baby boomers seem to be more 
committed and loyal to their work than those 
of Gen X (D’Amato &Herzfeldt, 2008). Gen 
Y places higher values on work freedom than 
baby boomers and Gen X (Cennamo& Gardner, 
2008). In terms of work motivation, Gen X is 
motivated by power and ability to influence, 
while Gen Y is motivated by career development 
(Wong, Gardiner, & Coulon, 2008).

Abstract: Studies on generational cohorts have commonly examined the differences 
between generations in job-related attitudes. However, research findings regarding the 
differences among generational cohorts of employees in Islamic banking institutions 
are still limited. In relation to this situation, the present study examines the differences, 
should there be, between generations; particularly between actual generational cohorts 
and perceived generational cohorts; of job-related attitudes that include organisational 
commitment, work ethics and turnover intention. It is hypothesised that both actual and 
perceived generational cohorts have significant differences in job-related attitudes. Two 
hundred and twenty-five staff from several Islamic banking institutions around Kuala 
Lumpur participated in the study. The results indicate that there are no generational 
differences in job-related attitudes when the generation is based on the actual year they 
were born. However, the differences between generational cohorts (i.e., traditionalists, 
baby boomers, Generation X and Generation Y) are significant when it is based on 
perceived generational cohorts. It is found that perceived generational cohorts have 
significant differences in turnover intention. Taking into consideration the findings 
from the present study on an individual’s perception of their generation, it is strongly 
recommended that it be included in any employee sustainability programme. 
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In addition to the examples of differences 
between generations mentioned above, several 
studies have investigated the association between 
generations and organisational variables. Past 
studies have shown that there are generational 
differences in organisational commitment 
(Moody, 2007; D’Amato &Herzfeldt, 2008), 
work values (Cennamo& Gardner, 2008), work 
ethics (Jobe, 2013) and turnover intention 
(Miller, 2006). With regard to the relationship 
between generations and organisational 
commitment, previous research had produced 
mixed results. Engelman (2009) states that there 
are no significant generational differences in all 
components of organisational commitment that 
include affective, continuance and normative. 
On the other hand, Carver (2008) shows that 
there are significant generational differences 
in organisational commitment but only in the 
affective component. Smith (2013) reveals that 
significant generational differences in affective, 
continuance and normative components of 
organisational commitment. 

Besides organisational commitment, work 
ethics is another variable that is important to study 
in relation to generational cohort. In general, 
work ethics can be defined as the principles set to 
govern the desirable behaviour among members 
in organisations (Porter, 2010). Protestant work 
ethics (PWE) is considered as a universal value 
that is gradually known only as work ethics. 
However, PWE relies on Christianity as its 
source; subsequently, a scale that is based on 
Qur’anic and Prophet Muhammad’s teachings 
was developed by Ali (1988) called Islamic work 
ethics (IWE). The scale consists of four primary 
concepts: effort, competition, transparency 
and morally responsible conduct. Although 
PWE is based on Christian philosophical ideas, 
both IWE and PWE share similar assumptions 
which emphasize on hard work, commitment, 
dedication to work as well as avoidance of 
unethical method of wealth accumulation and 
competitiveness at the workplace (Yousef, 
2001). A major difference, however, is that IWE 
does not only focus on work as an obligatory 
activity and a virtue, it also emphasizes that 
success and progress on the job depends on 

hard work and commitment (Ali, 1988). Both 
Ali (1988) and Yousef (2001) argue that IWE 
exceeds PWE since the former emphasizes on 
cooperation at work and consultation is seen as 
a way of overcoming obstacles and avoiding 
mistakes. 

Regardless of the differing conceptualization 
of the PWE and IWE, previous studies that 
examined generations in relation to general work 
ethics or Islamic work ethics in organisations 
have produced inconsistent findings. In terms of 
work ethics, which refers to both general and the 
Islamic concept of work ethics, those studies have 
also produced inconsistent findings. Jobe (2013) 
states that out of seven dimensions, only three 
- hard work, leisure and delay of gratification - 
have shown significant differences. Jobe (2013) 
also indicates that for the leisure dimension, 
millennials scored significantly higher than 
baby boomers. However, for dimensions of 
hard work and delay of gratification, Gen X 
scored significantly higher than baby boomers. 
However, another study (Ware, 2013) has 
indicated that there are only small differences 
in work-related values between Gen X and 
Gen Y. Another organisational variable that 
has demonstrated significant differences 
between generations is the turnover intention. 
Miller (2006) reports that compared to older 
generational cohorts that include veterans, baby 
boomers and Gen X, Gen Y employees reported 
less commitment and higher intent.  Another 
study (Ali, 2009) has demonstrated that in 
comparing Gen X to baby boomers, Gen X is 
more inclined to seek another job compared to 
baby boomers.

The mixed findings indicated earlier may 
be attributed to contextual, methodological 
and perceptual factors. Generations are usually 
studied from their sociological foundation (e.g., 
Mannheim, 1952; Strauss & Howe, 1991), 
which asserts that generational differences 
are largely based on social experiences or 
constructs (Becton et al., 2014). Reliance on this 
sociological foundation has been contested by 
Joshi et al. (2011), who argue that studies about 
generations in organisations cannot exist without 
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the organisational context. Thus, there is a need 
to treat generational studies in organisations 
from the perspective of the original culture and 
context of each organisation. This will then 
provide a basis for the importance of conducting 
the proposed study.

Generational studies also face some 
methodological issues, specifically in terms of 
the convenient sampling method used to select 
the sample in the studies, which then leads 
to the failure to obtain equal representation 
of participants for each generation (Lamm& 
Meeks, 2009; Leavitt, 2014). The majority 
of generational studies have the tendency to 
replicate the same sampling strategy, thus 
suffering similar limitations. Appropriate 
sampling technique for generational studies is 
therefore crucial as it can affect the number of 
participants and the representation of generations 
to be studied (Lamm& Meeks, 2009; Kappel, 
2012). Additionally, although there are studies 
that have investigated generational differences 
in organisational variables in conventional 
banks, studies on the Islamic banking workforce 
are scarce. Most of the available studies have 
been conducted in the Western context, which 
limits its generalisability to other cultural 
contexts (Patalano, 2008; Withrow, 2012). In 
addition, wider geographical areas, diverse 
settings and different locations are needed in 
order to validate the existing findings (Ali, 
2009; Leavitt, 2014). Studying generational 
differences in organisational variables among 
employees in Islamic banking institutions is 
therefore timely. It is assumed that Islamic 
bank employees may demonstrate different 
findings in the relationship between generations 
and organizational variables as Muslims have 
different philosophical belief towards jobs and 
tasks for which they are responsible (Yousef, 
2001; Ali, 1988). 

Another factor that previous research has 
demonstrated as contributing to differences 
between generations is the results of individual 
perception of generational characteristics of 
them and others. Lester et al. (2012) found 
that there is a discrepancy between actual and 

perceived generations in relation to technology, 
communication, view of authority and culture 
at work. The actual value of work aspects has 
been reported to be lower than the perceived 
value. This may partly be influenced by the 
processes of attribution errors, especially the 
actor-observer effect (Jones & Nisbett, 1971) 
and stereotyping. This implies that people tend 
to see differences between Generation X and 
Generation Y because the stereotyping that they 
have towards the two groups. In relation to this, 
the present study examines the same concept 
of actual and perceived generations. However, 
the study explores the personal perception with 
regard to which generation the individuals 
perceived they belong to. An individual’s 
perception of which group or generation he or 
she belongs to is important because it usually 
reflects the socialisation processes and non-
shared historical events that individuals have 
had in their life (Mannheim, 1952). These may 
produce individuals who belong to a particular 
generational cohort (e.g., Gen X) but who carry 
features of different generations (e.g., Gen Y). 
Thus, though reviews of actual and perceived 
generations are limited in number, this present 
study investigates whether or not the actual and 
perceived generational differences between 
Islamic banking institutions’ employees could 
be found in organisational commitment, work 
ethics and turnover intentions. 

Method
Research Design and Sample
The research design of this study employeda 
correlational design. It utiliseda survey method 
whereby participants need to complete self-
report measurements.  This study was conducted 
in Kuala Lumpur, Malaysia and 225 full-time 
Islamic bank employees participated. The 
sample comprised of individuals of different 
job positions which included senior executive, 
officers and subordinates. 

Measures
Three measures were used in the present study. 
First, organisational commitment was measured 
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by the Revised Scale of the Three-Component 
Model (TCM) of Employee Commitment by 
Meyer et al. (1993), which is a six-item version 
of the scale. It is a 7-point Likert-type rating 
scale that ranges from 1 (strongly disagree) 
through 7 (strongly agree). The total score for 
the overall scale ranged from 18-126 while the 
total score for each sub-scale which are affective 
commitment, continuance commitment and 
normative commitment ranged from 6-42. 
High scores indicate a strong organisational 
commitment while low scores suggest a weak 
organisational commitment. This scale was 
used in the present study as it has shown good 
reliability coefficient in earlier studies (Moody, 
2007; Omar et al., 2012; Smith, 2013). In this 
study, the Cronbach’s alpha values for the 
overall scale as well as sub-scales were high 
(overall scale=.84, normative commitment=.79, 
continuance commitment=.79 and affective 
commitment=.70). 

Second, work ethics was measured by 
the Islamic work ethics scale (Ali, 1988). The 
Islamic work ethics is based on Qur’anicand 
Prophet Muhammad’s teachings (Yousef, 2001). 
It was selected to be used in the study since it 
has high internal reliability and was developed 
by using Malaysian samples (Abdi et al., 2004). 
The scale consists of 17 items spread across 
four dimensions of work ethics that include 
effort, competition, transparency and morally 
responsible conduct. The scale is a 5-point Likert 
scale that requires participants to give a response 
to each statement by selecting appropriate rating 
ranging from 1 (strongly disagree) to 5 (strongly 
agree). The total score ranges from 17 to 85. 
Higher total scores mean higher work ethics 
while lower total scores indicate lower work 
ethics. The internal consistency of the total scale 
is Cronbach’s alpha of .81.  

Finally, this study selected and adapted 
eight items from Hussain et al. (2013) to 
measure turnover intention, the authors have 
used these items in their measure on the 
intention to leave among young employees of 
Malaysian commercial banks. This study used 
a 7-point Likert-type scale that ranged from 1 

(strongly disagree) through 7 (strongly agree) 
for each statement. The total score ranged 
from 8 to 56 with low scores reflecting low 
turnover intention and high scores suggesting 
high turnover intention. In terms of reliability, 
Hussain et al. (2013) reported that the scale has 
good reliability (Cronbach’s alpha of 0.72) and 
in the present study, the scale shows a relatively 
acceptable internal consistency (Cronbach’s 
alpha of .60).

Data Collection Procedures
Several stages of procedures were involved in 
conducting this research. First, an official letter 
was sent to several banks in Klang Valley to 
get the appropriate approval before conducting 
the research. Once the application to conduct 
the research was approved, the research 
assistant contacted all employees from the 
participating banks. After receiving consent 
from the participants, they were immediately 
given a questionnaire set, comprising items 
on all the variables of interest. Three hundred 
questionnaires were distributed, and all 
participants were given two weeks to complete 
them. Then a follow-up was made through emails 
and phone calls to collect the questionnaire. A 
gentle reminder to all participants who had not 
completed the questionnaire after two weeks 
was also done through emails and phone calls. 
In the end, 230 questionnaires were returned; 
however, five were discarded because the 
participants did not answer all questions. In 
summary, 225 participants completed and 
returned the questionnaires with a response 
rate of 75%. Participants’ anonymity was 
maintained, and coding was used only as a 
reference to the institutions. For each completed 
questionnaire, the participants received a small 
monetary incentive as appreciation for their time 
and participation.

Results and Discussion
Demographic and Descriptive Statistics
The participants consisted of 104 males and 121 
females. The mean age of the participants was 
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34.66 years old (SD=8.18) and the majority of the 
participants were Malays (n=199; 88.4%), then 
Chinese (n=24; 10.7%), Indians (n=1; 0.4%) and 
others (n=1; 04%). In terms of studied variables, 
the mean score for organisational commitment 
is 84.60 (SD=14.11) while the mean score for 
turnover intention is 31.64 (SD=6.5). In terms 
of Islamic work ethics, the mean score is 71.62 
(SD=7.01).

Actual Generation
Data on the actual generation were derived 
from the item that enquired the year in which 
participants were born. Based on frequency 
statistics, the only cohort groups represented 
by participants were Gen X (n=112) and Gen 
Y (n=113); the two other groups (the veterans 
and the baby boomers) were not represented. 
As there were only two generational groups, 
an independent samples t-test was conducted 
to compare the scores of job-related attitudes 
variables which are organisational commitment, 
turnover intention and Islamic work ethics for 
Gen X and Gen Y. There were no significant 
differences in scores for Gen X and Gen Y in 
job-related attitudes variables (organisational 
commitment - Gen X (M=84.83, SD=15.78) 
and Gen Y (M=84.22, SD=12.30) (t (223)=.32, 
p=.74); turnover intention - Gen X (M=31.63, 
SD=7.46) and Gen Y (M=31.73, SD=5.55) 
(t (205.12)=-.115, p=.90) and Islamic work 
ethics - Gen X (M=71.28, SD=7.11) and Gen 
Y (M=71.81, SD=6.93) (t (223)=-.56, p=.57). 
Thus, the results imply that participants who 
were Gen X (born between 1961 to 1981) and 
Gen Y (born between 1982 and 2000) were not 
different in their assurance to organisations, 
intention to leave their job and application of 
Islamic work ethics. 

Perceived Generation
With regards to the perceived generation, 
the data were gathered based on an item 
that enquired participants to mark which 
generational cohort they perceived that they 
belong to. Frequency statistics demonstrate 
that 16 participants perceived themselves as 

traditionalists, four as baby boomers, 77 as Gen 
X and 114 as Gen Y. Meanwhile, 15 participants 
perceived themselves as not belonging to any 
particular generational group (None: n=15). As 
there were five perceived generational groups, 
a one way between-group analysis of variance 
(ANOVA) was conducted to explore the 
influence of perceived generation on the levels of 
organisational commitment, turnover intention 
and Islamic work ethics. Overall, results of 
ANOVA indicate that there was no significant 
difference between perceived generations for 
organisational commitment and Islamic work 
ethics. However, the results show there was a 
statistically significant difference at the p<0.05 
level in turnover intention score for the five 
perceived generational groups: F (4,220)=4.06, 
p .003. Post-hoc comparisons using the Tukey 
HSD test indicate the following: first, the mean 
score for Gen X (M=32.36, SD=6.27) was 
significantly different from the traditionalists 
(M=26.00, SD=9.20). Second, the mean score 
for Gen Y (M=31.62, SD=5.36) was significantly 
different from the traditionalists (M=26.00, 
SD=9.20). Third, the mean score for None group 
(M=34.06, SD=9.85) was significantly different 
from the traditionalists (M=26.00, SD=9.20). 
Fourth, the baby boomers (M=34.25, SD=6.84) 
did not differ significantly from Gen X and Gen 
Y, the traditionalists and None group.  

The values reported in the above paragraph 
suggest that when generational group was 
based on participants’ perception, there were 
differences between the traditionalists, Gen X, 
Gen Y and None group in their intention to leave 
their respective organisations. Because our one 
way between-group ANOVA analysis shows 
a statistically significant result (i.e., F=4.06, 
p .003), the Tukey HSD test was conducted 
as a follow-up test to assess which group 
means were different from one another. From 
the results of this test, we may conclude that 
those participants who perceived themselves 
as traditionalists had less turnover intention 
compared to those who perceived themselves as 
Gen X or Gen Y. The traditionalists also reported 
significantly lower turnover intention than those 
who perceived themselves as not belonging to 
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any particular generational group. However, the 
Tukey HSD test results also indicate that those 
who perceived themselves as baby boomers did 
not vary significantly in terms of their turnover 
intention to leave the organisation.

 In general, results from the present 
study suggest that staff from the Islamic 
banking institutions displayed moderate 
levels of turnover intention but high levels of 
organisational commitment and Islamic work 
ethics. It is possible to speculate from the results 
that the Islamic teaching and environment that 
are being advocated and practised in the Islamic 
banking institutions are most likely contributing 
to the perceptions of the employees, i.e., their 
job is ibadah to Allah Almighty. Employees are 
likely perceiving obstacles in the organisations 
as challenges that can be successfully overcome 
upon solving the difficulties. Hence, this may 
be a probable cause for their reporting moderate 
levels of turnover intention.

Consistent with previous research 
(Engelman, 2009), actual Gen X and Gen Y 
did not show significant differences in the 
organisational variables. A possible explanation 
for this finding is that generation is a social 
construct. It is less likely that the age or the year 
of birth reflects the socialisation processes and 
therefore the effect on generational differences 
in their behaviour and thinking is either very 
minimum or none. What makes the generations 
have greater differences is when the generations 
are assessed based on social constructs, like 
individual perception of self-concept. The child 
rearing practices that individuals experienced 
from childhood to adolescents strongly 
influenced the way they perceived themselves, 
not only during childhood but will continue 
until adulthood. Therefore, they are likely to 
label themselves as belonging to the group of 
generational cohorts based on their experience 
and self-concept than the year they were born 
in. This is supported by the present research 
findings that perceive generation as a significant 
variable that influences organisational variables 
rather than actual generation. In previous studies, 
perceived value, i.e., how the participants value 

technology, communication, view of authority 
and culture at work when they are in a different 
generation, suggests that individuals score 
higher when it is based on perceived value 
than actual value. Thus, this present study adds 
another insight into the field of research that 
perceived generation (either perceiving which 
cohort group one belongs to or what other people 
in another cohort will do) always demonstrates 
significant differences across generations. 

The ANOVA shows that perceived 
generations (individual perception, whether they 
are Gen X or Gen Y) are significantly different 
in their intention to leave the organisation (i.e., 
turnover intention). Previous studies have 
shown that Gen Y reported lower scores for 
organisational commitment and higher scores 
for turnover intention than Gen X (Miller, 
2006). However, in the present study, it is found 
that perceived Gen X has higher mean scores 
than perceived Gen Y for intention to leave 
the organisation. This result concurs with Ali 
(2009) who found Gen X has high mean score 
for turnover intention. It is possible to speculate 
in the present study that those in Gen X who are 
more mature, have acquired more knowledge, 
skills and experience from their job. Therefore, 
they are more open-minded about alternative 
employment outside their organisation and not 
being attached to the company, particularly for 
their future career advancement.    

Conclusion
In line with the findings on turnover intention, 
the human resource department should seriously 
think of possible actions that can be taken to 
better manage employees to retain them or 
to prevent them from resigning or leaving the 
organisation. The findings of the present study 
that demonstrate the significance of perceived 
generation in influencing organisational 
attitudes (i.e., turnover intention) suggest that 
it is very important for organisations to review 
and understand generational differences. 
Understanding generational differences, more 
precisely from the individual perspective of 
employees will lead to more accurate ways of 
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addressing the needs of the different generations. 
It is strongly recommended that future research 
explores in detail the perceived generation as 
it has been found to be significantly associated 
with the organisational variables in the present 
study.       
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