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Abstract
The main objective of this study was to explore and gain perspective on the quality of work life
of Generation Y employees through investigating their experiences within the workplace,
specifically focusing on the enhancing and inhibiting factors. Enhancing factors are those that are
made readily available by the organisation so as to ensure a productive and satisfied Generation
Y cohort. Hindering factors are those that, when absent, may impede productivity and the
generation’s need to reach their full potential. Consistent with the objectives of the study the
data-gathering technique used was a semi-structured interview; the interviews were conducted
with seven participants who were considered to have come from a knowledge environment.
Thematic analysis was utilised to create abstract themes from the participants’ narratives on their
experiences in the workplace, and the data was interpreted through an interpretive stance. The
study results indicated 12 main themes that are indicative of the factors that the participants
perceive as enhancing and inhibiting within the organisation. In addition, this study aims to be of
value to human resource practitioners, managers and the organisation as a whole, and to
implement suitable policies and management styles that will help retain, motivate and
accommodate this generation.
Keywords: Generation Y, enhancing factors, inhibiting factors, quality of work life,
experiences, South African context
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CHAPTER 1
INTRODUCTION
The world is changing at a rapid and continuous pace which has resulted in changing
organisations and the generational composition within the workplace (Howe & Strauss, 2000;
Lancaster & Stillman, 2002). Organisations have recently been faced with the arrival of the
youngest cohort of workers, known as Generation Y. This group, like all others before them, has
come with its own attitudes, perceptions and expectations about the ideal workplace (McKevitt,
Redfern, La-Placa, & Wolfe, 2003). Considering Generation Y’s workplace attitudes is one way
to determine how they want to function within the organisation, and to further indicate what they
value about work as well as give a clearer understanding of how they define their quality of work
life. When considering the quality of work life an eco-systematic approach could be adopted in
order to list all the possible factors, variables and influences with which someone could interact
and which could contribute to their general state of mind (Rethinam & Ismail, 2008). However,
before defining quality of work life, it is essential to start by defining quality of life as all facets
of one’s life are interdependent.
As a multidimensional construct, Felce (1997) describes three elements that are
important in defining the quality of life namely, life conditions, personal values and personal
satisfaction, and the interaction of these three elements. Life conditions can be understood as the
objective description of individuals and their circumstances. Subjective well-being refers to
personal satisfaction with such life conditions or lifestyle. Personal values and aspirations are the
relative weights or importance which an individual attaches to various aspects of their objective
life conditions or subjective well-being. These three elements suggest that an individual’s quality
of life is the sum of the objectively measurable life conditions experienced by the individual,
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similar to the quality of work life which may constitute the individual’s experiences in the
workplace.
The World Health Organisation (1997) defines quality of life as:
an individual’s perceptions of their position in life, in the context of their culture and
value systems in which they live and in relation to their goals, expectations, standards and
concerns. It is a broad-ranging concept affected in a complex way by the person’s
physical health, psychological state, level of independence, social relationships, personal
beliefs and their environment (p. 1).
According to studies conducted by (Bearfield, 2003; Raines, 2002; Smith, 2010), quality
of life is defined as the general feeling of happiness, a definition resonating with the beliefs held
by Generation Y employees about their lives in general. Usually, individuals who are satisfied
with their lives are satisfied with their work as work is an integral part of their lives (Rethinam &
Ismail, 2008). These definitions of quality of life provide the necessary foundation required to
enhance our understanding of what quality of work life is.
Lau, Wong, Chan and Law (2001) define quality of work life as “the favourable working
environment that supports and promotes satisfaction by providing employees with rewards, job
security and career growth opportunities.” (p.5). This definition implies that individuals who are
not satisfied with reward may be satisfied with job security and, to some extent, would enjoy the
career opportunities provided by the organisation for their personal as well as professional
growth. However, a definition that best exemplifies how Generation Y would define quality of
work life in a contemporary work environment is explained by Serey (2006). The definition is
related to meaningful and satisfying work, and can be divided into four parts namely, (1) an
opportunity to exercise one’s talents and capacities to face challenges and situations that require
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independent initiative and self-direction; (2) an activity thought to be worthwhile by the
individuals involved; (3) an activity in which one understands the role the individual plays in the
achievement of some overall goals; and (4) a sense of taking pride in what one is doing and in
doing it well.
The facets of work life which may include, but are not limited to, opportunities for continued
growth and security, adequate rewards and compensation, mentoring, social integration into the
organisation, professional and personal development (Tabassum, Rahman, & Jahan, 2012),
ultimately determine the individual’s quality of work life (Lau et al., 2001). It is imperative to
consider the facets of work life that contribute to Generation Y’s quality of work life in the South
African work context. Before we can understand who Generation Y is it would be required to
have an understanding of what a generation is.
A generation is considered an aggregate of all people born roughly in the same time span,
who share a common location in history and common experiences, and hence a common
collective persona (Howe & Strauss, 2000). According to Johnson and Johnson (2010), a
generation can thus be defined as “a group of individuals born and living contemporaneously,
who have common knowledge and experiences that affect their thoughts, attitudes, values,
beliefs and behaviours”(p. 6). Kupperschmidt (2000) had earlier defined a generation as “an
identifiable group that shares birth years, age, location and significant events at critical
developmental stages”(p. 66). A generation can further be understood from a generational theory
perspective.
1.1 Generational Theory
Generational theory draws our attention to the different generational groups and their
unique personas (Johnson & Johnson, 2010). The theory is based on the premise that there are
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four cyclical universal formative environments that differentially influence the psychographic
profile and behaviour of people (Knipe & du Plessis, 2005). The four environmental cycles rotate
between cycles of growth, maturation, entropy, and destruction, and each cycle is said to be
influenced by the values and experiences of previous generations (Howe & Strauss, 2000; Knipe
& du Plessis, 2005). The cycles are each linked to an archetype generation that has similar
outlooks on family, values and culture. The first archetype is known as the Artists; this was a
generation born during great crisis and is known as the Traditionalists, born between 1922 and
1945 (Drago, 2006; Howe & Strauss, 2007).
The second archetype is referred to as the Prophets. The Prophet generation was born
between 1946 and 1964 during disruptive times, wars and political struggles.The Baby Boomers
are an example of a Prophet archetype and were subsequently followed by the Nomad
archetype.This generation was born during a time of cultural transitions, changes in societal
values and viewed by previous generations as rebels, they were referred to as Generation X, born
between 1965 and 1979. Generation X was followed by Generation Y, known as the Hero
archetype, born in times of major political changes and rapid technological advancements (Howe
& Strauss, 2000; Howe & Strauss, 2007).
Generational theory strives to explain that the era in which an individual was born affects
that specific generation’s world view (Johnson & Johnson, 2010; Lancaster & Stillman, 2002).
Each generation is categorised into an age group which makes it possible to identify the period
that generation comes from, and the unique characteristics attributed to that specific generation
(Epinsoza, Ukleja, & Rusch, 2010). However, there are exceptions to the rule and not everyone
can be confined to a specific generational box (Cordrington & Grant-Marshall, 2004).
Generational theory gives an indication of how each generation within a specific age group tends
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to generally act and react in a similar manner.The theory further specifies the generation’s ideals,
beliefs and their view of the world at a particular period in time (Johnson & Johnson, 2010).
Understanding what motivates, inspires and hinders each generation should be the focus of all
organisations. Recently, the need to specifically identify and understand a new generation that is
entering the workplace has become prevalent as this is the generation that will soon be a driving
force within the workplace (Howe & Strauss, 2000).
The older working generation, the Baby Boomers, aged between 49 and 65 years are
being replaced by the recent advent of those referred to as Generation Y. There is no real
consensus in literature regarding the age brackets used to define Generation Y. There are
researchers such as (Broadbridge, Maxwell, & Ogden, 2007; Morton, 2002) who define
Generation Y as those born between 1977 and 1994,while Chowdhurry and Coulter (2006) and
Reisenwitz and Iyer (2000) describe Generation Y as those born between the years 1977 and
1988. However, for the purpose of this study, Generation Y is identified as those born during the
1980s to date, as referred to by Erickson (2008), Howe and Strauss (2000) and Lancaster and
Stillman (2002).
1.2 Who is Generation Y?
The titles used to refer to Generation Y also differ according to the
researchers’preferences; they have been referred to as Nexters (Gardner, 2006), Generation Next
(Taylor & Keeter, 2008), Google Generation (Rowlands, Nicholas, Williams, Huntington,
Fieldhouse, Gunter, & Tenopir, 2008), and Digital Natives (Brown & Czerniewicz, 2010).
However, Millennials and Generation Y are the most utilised titles to refer to this generation
(Codrington & Grant-Marshal, 2004; Meister & Willyerd, 2010; Thompson & Gregory, 2012;
Schweitzer & Lyons, 2010). According to Shragay and Tziner (2011), the term Generation Y
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was invented by the magazine Advertising Age in 1993 to refer to the generation born in the 20th
century. Generation Y is currently the largest generation to enter the workforce since the Baby
Boomers who are now set to retire.Within the next few years Generation Y will make up the
largest segment of the working population (Thompson, 2012). Generation Y is the most recent
group to enter the workforce, with the majority of its members currently in entry-level positions.
Characteristics that define and shape this generation are, among others, parental
influences, the Internet, and an increasingly globally-connected world (Deal, Altman, &
Rogelberg, 2010). In addition, unlike the previous generations, Generation Y has close
relationships with their parents and have been characterised as having grown up with inflated
self-esteems, a sense of entitlement and a belief that anything and everything is possible
(Erickson, 2008). This is a generation that is believed to be highly optimistic, socially active, and
have high expectations of themselves and others. As a whole, this generation is considered more
educated and techno-savvy than all previous generational groups (Kaifi, Nafei, Khanfar, & Kaifi,
2012). They are concerned about the way they will work which places high importance on the
quality of the workspace, the people they will work with, and their quality of life in general.
Generation Y in South Africa has been raised in times of major political transitions and
turmoil. They were born during the apartheid era in the 1980s and were eventually part of one of
the greatest defining moments in South African history, the abolishment of apartheid and the
election of Nelson Mandela as the president of the Democratic Republic of South Africa in 1994
(Lynton & April, 2011). This generation has been left with the responsibility of creating a
unified society while simultaneously developing and maintaining their own cultures as well as
integrating into a diverse working society (Hewitt & Ukpere, 2012).
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The new millennium offers many challenges and opportunities to Generation Y and
businesses alike in this increasingly complex world. Some of these challenges include the ongoing globalisation of the economy and knowledge that are intensified by radical technological
advancements.Within the complex work environment diversity is also growing with four
generations currently working simultaneously side by side within the organisation (Bennett, Pitt,
& Price, 2012). For organisations this means that the workplace is currently a co-existence of an
age-diverse workforce where previously it was characterised by long-term, mutually loyal and
employer-employee relations that produced work through command and control management
(Eisner, 2005).
Organisations are currently struggling to implement a management style that is effective
and flexible, and will cater for all generations within the organisation (Streeter, 2004). The influx
of Generation Y into organisations requires employers to start considering how this might impact
the organisation and what needs to be done to ensure the smooth transition of these young
employees into the workforce. Employers are going to need new and innovative ways of
managing Generation Y if they want to retain them as this generation has a different attitude
towards work compared to that of preceding generations (Deal, Altman, & Rogelberg, 2010).
They are a generation that expects to be challenged, they want to provide innovative solutions
that will contribute to making significant contributions to the business and be part of the
decision-making processes.
As with previous generations, organisations should aim to understand the career
expectations of Generation Y and how those expectations influence how and what they think
about work, and why they make the kinds of career decisions that they do. This is the generation
that will be driving the organisation to success, hence the understanding that this generation is
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vital for the employer who wants to create new-age strategies to retain them. To attract and
engage the best of Generation Y professionals the organisation needs to place more emphasis on
providing what they value the most (Meister & Willyerd, 2010). The organisation needs to
establish exactly which factors enhance or inhibit performance of Generation Y. The important
thing is not to assume that what motivated the previous generation will motivate this generation.
If Generation Y perceives that the organisation they are in provides an environment conducive to
creativity and productivity, the organisation then experiences the greatness of this generation.
Their fresh perspectives and innovative ideas steer the organisation to new frontiers (Lancaster &
Stillman, 2010).
The studies that have been conducted on Generation Y in countries outside South Africa
indicate that Generation Y is interested in those organisations that create a knowledge
environment; they prefer work environments that are conducive to continued professional
learning and growth (Espinoza, Ukleja, & Rusch, 2010; Johnson & Johnson, 2010). They are
likely to perform best when their abilities are identified and matched with challenging work that
motivates and drives them fully (Martin & Tulgan, 2006). Unlike previous generations that put
their careers before everything, Generation Y puts life before work. Their jobs have to conform
to their lives and not the other way around. They expect to have a balance between their work
and their lives (Smith, 2010), but are encouraged when given responsibility. They do not see
work solely as an investment in the company, but rather an investment in their development and
growth as individuals (Baruch, 2004).
Understanding the characteristics of this generation may assist employers in determining
how to effectively manage them. Some of Generation Y’s characteristics may make it easier to
manage than those of Generation X (Reisenwitz & Iyer, 2000). Generation Y has been shown to
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value teamwork and fairness and is likely to be more positive than Generation X on a range of
workplace issues including work-life balance, performance reviews, and availability of mentors
rather than supervisors who tend to want to micro-manage them (Alsop, 2008; Johnson &
Johnson, 2010). Essentially, this generation will prove to be of great importance when it comes
to contributing to the success of the organisation.
1.3 The Importance of Generation Y in Organisations
Why should organisations even consider trying to understand Generation Y? Firstly and
most importantly, this generation is the future of the organisation (Martin & Tulgan, 2002;
Meister & Willyerd, 2010). Therefore, organisations need to adapt or be prepared to face the
long-term consequences of not accommodating this generation appropriately. Those
organisations that are embracing this cohort of young professionals will inevitably enhance their
competitive advantage. Organisations need these individuals as their ability to think differently
and “out of the box “brings about ideas, concepts, and strategies that the organisations can
implement for their benefit (Espinoza, Ukleja & Rusch, 2010).
This generation is technologically advanced; technology is not just a tool to do more
work but an integral part of their lives. This serves the organisation well as the organisation is
able to keep up with the world and its constant changes (Lancaster & Stillman, 2002).
Generation Y is making organisations aware that if they want to stay current and keep up with
global trends it is a necessity that they are up to date with technological advancements and that
they understand the importance of social media and networking. Technology creates an
environment where information and resources are easily accessible and work can be done at a
progressive speed (Hershatter & Epstein, 2010).
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Employers who are aware of the needs and expectations as well as those factors that
inhibit or limit the generation’s ability to reach their full potential, already have an advantage as
they are then able to strategies and come up with ways in which to effectively attract this
generation (Luscombe, Lewis & Biggs, 2013). Understanding them means that the organisation
can cater for their working needs accordingly while simultaneously creating an environment
where these young professionals can contribute to the organisation. This is beneficial to the
organisation as leaders can then capitalise on their strengths while creating a culture where this
generation can thrive.
Generation Y is a generation that is focused on making a difference in the organisation;
they thrive on challenges and changes; they are enthusiastic and motivated and do not try to
solve new problems with old solutions (Martin & Tulgan, 2001; Myers & Sadaghiani, 2010).
These are all factors that organisations should take into consideration when it comes to
employing Generation Y, as members of Generation Y will ultimately dominate the workplace.
It is imperative to consider the future implications for organisations that do not find solutions to
effectively integrate this generation in the current workplace.
1.4 Integration of Generation Y into the Current Workplace
There is a change in composition and shape of the workplace, which has placed emphasis
on understanding the different generations to ensure effective integration and management of
expectations (Bennett, Pitt& Price, 2012). With predominantly four generations working side by
side in an organisation there is bound to be different views, perceptions, ideas and values, styles
of working, and desires which may lead to clashes between the different generations.
Organisations need to bridge the generational gaps. A generational gap is the difference in
attitudes between people of different generations, leading to a lack of understanding (Concise
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Oxford English Dictionary, 2004). Failure to provide the necessary interventions and tools
required for successful integration among the different generations may lead to unfavourable
outcomes for both employees and the organisation.
Considering that Baby Boomers are currently the dominating group in the workplace
(Cennamo & Gardner, 2008), it is of importance to identify their characteristics and how they are
different from those of Generation Y, as this could ultimately dictate how to integrate the new
cohort in an environment that has already for some time been dominated by Baby Boomers
(Hershatter & Epstein, 2010). The Baby Boomers currently hold prominent leadership positions
within the workplace and it is advisable that there be a transition and transference of knowledge
from the Baby Boomers to the Millennials through various mentoring programmes (Bennett et
al., 2012). Mentoring programmes are developmentally oriented relationships between senior
and junior colleagues or peers that may involve advising, role modelling, sharing contact, and
giving guidance and general support (Appelbaum et al., 2004). Mentoring relationships between
the two generational groups can increase awareness among the groups of their different
behaviours, values and aspirations (Bennet et al., 2012).
As managers, Baby Boomers need to cultivate an atmosphere of mutual acceptance and
create a climate where Generation Y feels valued (Lancaster & Stillman, 2002). Organisations
need to consider multi-generational preferences which may be accomplished by ensuring
flexibility, as this is fundamental in creating an effective working environment for the different
generational groups. While the Baby Boomers may prefer to communicate to HR directly,
Generation Y would rather get their queries answered through an online instant-messaging
system; these are the kinds of differences that need to be catered for by the organisation
(Deloitte, 2012). The different generational groups can be utilised effectively through fostering
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opportunities for collaboration. The different generations can contribute their unique skills,
knowledge and abilities to reach organisational goals. Members of teams will be able to identify
and work with one another’s strengths and will learn how to work with and appreciate the
different generations. The successful integration of Generation Y into a workplace culture that is
mostly influenced by Baby Boomers will require commitment from both generations and the
organisation as a whole.
1.5 Problem Statement
A considerable amount of research has been done on Generation Y globally. These
studies include, but are not limited to, studies conducted by Deal et al. (2010), Kaifi et al. (2012),
Myers and Sadaghiani (2010), Thompson and Gregory (2012) in the United States of America,
Cennamo and Gardner (2008) in New Zealand, Luscombe et al. (2013) in Australia, and Hays
(2013) in China. However, there is insufficient empirical research available on Generation Y,
specifically within the South African work context. This should be a major concern for
researchers and organisations alike. Employers within South Africa will have difficulty
managing a generation they know nothing about, and previous generations will struggle to work
with a new generation if they do not understand how this generation perceives and experiences
work. This cohort will be the dominating generation in years to come and one that will be in
management positions.
From the above-mentioned it is evident that research is needed to assist organisations to
understand this generation, which is complex in its own right. Employers and managers, who are
the intended audience for this research, need to understand their behaviour and how to
accommodate them in a way that is beneficial to both the employee and the organisation. This
problem statement then leads to the research question for this study.
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1.6 Research Question
From a quality of work life perspective, how does Generation Y experience the enhancing
and inhibiting factors within the emerging South African work context?
1.7 Aims of the Study
The aim of this study is to explore and gain perspective on the quality of work life of
Generation Y employees in the South African context. The research will focus on understanding
where and how this generation fits into this dynamic, unpredictable, changing, and complex
world of work. Furthermore, the study intends to explore how this generation perceives the
quality work life and how different factors within the work environment either enhance or inhibit
them from reaching their full potential within the organisation. The study intends to assist
organisations, practitioners and policy makers to determine how to relate to and integrate this
generation of employees into the work environment.
1.8 Anticipated Contribution
This study will add to an existing perspective on Generation Y within a South African
work context. Organisations, practitioners in the field, and policy makers may then use this study
as a guideline in establishing what the experiences and views of some Generation Y participants
are. This in turn may assist to determine how to relate to and integrate the generation in the work
environment. I believe that insight into the work lives of this generation will make it possible for
the organisation to implement enablers and to minimise those inhibitors that may impose a
hindrance with regard to their performance.
1.9 Chapter Layout
Chapter 1 has given an in-depth introduction using available research to help gain an
understanding of Generation Y, leading to the problem statement and research question. The aim
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of the study was then stated. Chapter 2 was dedicated to the research design of the study,
directed by ontological and epistemological assumptions of the research, followed by research
findings in Chapter 3, interpretation and sense-making in Chapter 4 and finally, Chapter 5 dealt
with the conclusion and recommendations for the study.
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CHAPTER 2

RESEARCH DESIGN AND METHODOLOGY
This chapter will unravel the empirical research design and methodology for the study.
According to Mouton (1996) the research design serves to “plan, structure and execute the
research to maximise the validity of the findings, it gives directions from the underlying
philosophical assumptions to the research design and data collection” (p. 175). This research
design aims to shed light on how the study was conducted, indicating all major parts of the
research study related to the researcher’s design and methodology. The samples, measures and
methods utilised within the study are critical in the attempt to address the research question.
Furthermore, this chapter will be covering my underlying philosophical stance, which is a
critical component in determining the approach adopted for this particular research.
2.1 Qualitative Research
To answer the stated research question, I conducted the research using a qualitative
research approach. Qualitative research is a system of inquiry which seeks to build a holistic,
largely narrative description to inform the researcher’s understanding of a social or cultural
phenomenon. Qualitative research takes place in natural settings, employing a combination of
observations, interviews and document reviews (Hammersley, 2007; Myers, 2009). This specific
approach was utilised as there was a need to understand, explain and interpret Generation Y’s
workplace experiences and social interactions. The qualitative paradigm is suitable for exploring
new areas of inquiry and new topics and niches (Myers, 2009), and has allowed me as the
researcher to draw boundaries for the topic and learn the language that people use to talk about
the subject at hand.
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This approach is the most suitable to use for this study as it allowed me as the researcher
to accurately record information that was provided by the research participants in terms of reality
as seen through their eyes (Sandelowski, 2000). The strength of qualitative research is its ability
to provide complex textual descriptions of how people experience a given research issue (Mack,
Woodsong, MacQueen, Guest & Namey, 2005). The qualitative method acknowledges my own
biases in interpreting the information sourced from the participants. In this paradigm, post hoc
conclusions emerge from the collected interview data, and a priori conclusions that are
quantitative in nature are avoided (Lincoln & Guba, 1985).
2.2 Research Strategy
For the purpose of this research an interpretive case-study design was utilised. According
to Payne and Payne (2004),“a case study is a detailed study of a single social unit, the social unit
is usually located in one physical place, the people making up the social unit being differentiated
from others who are not part of it”(p.31). According to Yin (1994), the case-study design must
have five components: The research question(s), its propositions, its unit(s) of analysis, a
determination of how the data are linked to the propositions, and criteria to interpret the findings.
The previous chapter has already explored and identified some of the stated components. The
rest of the components are clarified throughout the study.
Interpretive case studies generally attempt to understand phenomena through the
meanings that people assign to them. Therefore, the interpretive case-study approach will
provide deep insight into the dynamic and complex world of lived experience from the point of
view of Generation Y (Schwandt, 2001). An interpretive explanation has been of assistance in
regards to documenting the participant’s point of view as well as translating it into a form that
can be clearly understood by the reader.
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The purpose of the case-study research will be to use empirical evidence from real people
in real knowledge environments to make an original contribution to the existing body of
knowledge (Myers, 2009). A case study best suits this research as it pays close attention to the
context in which the case is studied. It has assisted in compiling a description about the specific
case and draws a general conclusion so that other researchers interested in this field and policy
makers and organisations with a similar interest can also make use of the rich information that
this study may provide.
2.3 Philosophical Considerations
The research is based on underlying philosophical assumptions about what the researcher
considers as valid research, and in order to conduct and evaluate any research it is imperative to
know what these assumptions are as “these assumptions shape the approach to theory and the
methods utilised, and they are grounded deeply in the researchers beliefs about the world”
(Marsh & Furlong, 2002, p.18). The ontological and epistemological assumptions are made
explicit.
2.3.1 Ontology. Ontology is the study of nature and is a form of reality (Nieuwenhuis,
2007). Researchers’ basic beliefs as well as how they view the world lies behind their theoretical
perspectives (Myers, 2009). I position myself as interpretivist. This implies that I believe that
there is no single reality that exists, but that individuals make sense of their own subjective
reality and attach meaning to it (Marsh & Furlong, 2002).
In this case, taking an interpretive stance has assisted me in providing an in-depth insight
into the complex world of lived experiences from the point of view of Generation Y employees.
This approach is dependent upon the construction of the social world, characterised by
interaction between the researcher and the participants (Mingers, 2001). The way that I as a
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researcher interpreted the findings of the study played a key role in bringing about subjectivity
that is supported by quality arguments as opposed to statistical exactness (Andrade, 2009).
2.3.2 Epistemology. Epistemology refers to “the assumptions about knowledge and how
it can be obtained” (Myers, 2009, p.35). It is impossible to engage in knowledge creation without
at least tacit assumptions about what knowledge is and how it is constructed (Carter & Little,
2007). The epistemological position reflects the researcher’s view of what we can know about
the world and how we can know it (Crotty, 1998). The epistemological assumptions suggest that
the findings within research are created as the investigation proceeds.
I will focus on Generation Y employees’ experiences of their quality of work life, and try
to understand the context of the phenomenon, as it is the context that defines the situation to
make it what it is (Marsh & Furlong, 2002). As a member of the Generation Y cohort myself, I
had an interest in hearing the stories of other Generation Y individual employees. I believed that
in hearing these stories I was able to get a better understanding of the meaning they attach to
work life. This was made possible through an interactive process of talking, listening and writing
that took place to acquire the stories of this generation, assuming the interpretevist position has
assisted me in the deconstruction and understanding of Generation Y’s experiences in the world
of work.
With my ontological and epistemological assumptions clarified, I will now continue by
discussing and explaining the research methodology.
2.4 Research Methodology
2.4.1 Research settings. The participants for this study were drawn from various
organisations considered as knowledge environments. Knowledge environments are those
organisations that facilitate and encourage continuous learning, knowledge building, decision-
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making, creative thinking and discovery. The design of knowledge environments consists of
commonplace activities and specialised expert work (Hussain, Lucas, & Ali, 2004). Knowledge
organisations share some common characteristics and one of those fundamental characteristics is
that they employ a high proportion of knowledge workers (Kock, McQueen, & Baker, 1996).
This generation wants to utilise organisational members’ expertise and interact with those
considered knowledge workers. These organisations are predominantly the type of organisations
that Generation Y employees seek employment from and were regarded as the best organisations
to approach.
2.4.2 Unit of analysis. The unit of analysis is considered the major entity that will be
analysed in the study, and it concerns itself with whom and what falls under analysis (Myers,
2009). Individual human beings are considered the most typical units of analysis for social
scientific research, and any individual may be the unit of analysis (Babbie, Mouton, Voster, &
Prozesky, 2012). Within this study, the cases being studied are the unit of analysis and these are
the actual individuals that are participating in the study. Therefore, the unit of analysis is the
individual, while the cases interviewed are the actual Generation Y employees born between
1980 and 2000.
2.4.3 Participants. There are two main sampling methods referred to as probability and
non-probability sampling (Babbie & Mouton, 2001). Non-probability sampling can be divided
into three primary categories namely, purposive sampling, snowballing sampling, and quota
sampling (Babbie et al., 2012). For this study, purposive sampling was the technique utilised to
select participants. This sampling method is best for this particular research as the individuals
were chosen according to specific predetermined characteristics (Mack et al., 2005). This implies
that the participants had to be part of the Generation Y employee cohort. They were required to
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have two or more years’ working experience in any knowledge organisation or an organisation
which is part of a knowledge environment.
The participants consisted of both male and female Generation Y employees born
between 1980 and 2000. Of the seven participants that took part in the study, two were male and
five were female. The participants were from different racial and ethnic groups which included
Black, White and Coloured Generation Y employees. The individual’s race was not a
predetermined characteristic, and the participants were chosen according to their availability and
willingness to participate in the study.
2.4.4 Data-collection techniques. An interview may be regarded as a systematic way of
talking and listening to people; interviews are the most widely employed methods in qualitative
research (Ryan, Coughlan, & Cronin, 2009). There are three main types of interviews namely,
structured interviews, semi-structured interviews, and unstructured interviews (Niewenhuis,
2010). This research study made use of in-depth, individual semi-structured interviews as a datacollection method. A semi-structured interview was preferred because it allowed free
participation and the extraction of rich, dense information (DiCicco-Bloom & Crabtree, 2006).
I chose to use semi-structured interviews as it is a method that allowed me to have some
personal contact with the participants, and to gain continuous new insights into the participant’s
experiences. The semi-structured interviews enabled the participants to provide elaborate
accounts of their particular experiences. According to Myers (2009), semi-structured interviews
consist of some pre-formulated questions; there were two main formulated questions that led the
interview for this research. The questions were based on the participants experiences of inhbiting
and enhancing factors within the organisation.It was important that the basic research questions
be sufficiently focused so as to ensure that the relatively homogenous group shared experiences
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relating to the topic (DiCicco-Bloom & Crabtree, 2006). The pre-formulated questions were used
as a guide. This ensured that there were no restrictions and I was free to ask other questions
emerging from the dialogue. This method presented an opportunity to delve deeply into different
aspects of the topic, when it was required to do so. I stopped interviewing participants as soon as
there was saturation. Theoretical saturation refers to the point at which data that is collected no
longer brings additional insights to the research question (Babbie et al., 2012).
2.4.5 Recording of data. Data was recorded by making use of a digital voice recorder
and written field notes, with the permission and written consent of the participants. The recorder
ensured that everything that was discussed during the interview was captured. Recordings are
necessary to assist in recalling the discussion during analysis (DiCicco-Bloom & Crabtree,
2006).
Field notes were taken to provide a descriptive overview and capture the unseen details
and actions during the interview (Mack et al., 2005). These notes supplemented the interview
which enabled me to have a full picture of what was happening and capture the emotions
conveyed during the interviews. Taking notes assisted her in recreating events in the order in
which they occurred, and assisted in details that might otherwise have been overlooked. The
notes further helped her in establishing additional questions to be asked when necessary.
Furthermore, notes were used to capture non-verbal cues from the participants which
were later expanded into rich descriptions of what was observed (Mack et al., 2005). Field notes
are essential for reflecting on the information gathered. These reflective notes include more
personal descriptions of what has been observed during the interviewing process.
2.4.6 Data analysis. Before the data was analysed the interviews were transcribed into
text format. Davidson (2009) describes transcriptions as “a process that is theoretical, selective,
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interpretive and representational”(p. 37). The interviews were transcribed verbatim. Verbatim
transcription refers to “the word-for-word reproduction of verbal data, where the written words
are an exact replication of the audio recorded words”(Poland, 1995, p. 292). The transcription of
the interviews afforded me the opportunity to become acquainted with and make sense of the
data gathered. The data was then analysed by using narrative analysis. A typology of narrative
analysis is referred to as thematic analysis (Riessman, 2002). McKenna (2007) defines narratives
as “ways of developing identities, representing experiences, and of giving meanings to lives in
the past, present and anticipated future”(p.146).
2.4.7 Narrative analysis. This is a process that involves organising and presenting the
obtained data in a coherent manner. The data was analysed in search-of-narrative strings such as
present commonalities running through and across the text as well as narrative threads such as
major emerging themes. Themes are outcomes of coding, categorisation and analytic reflection;
they are particular patterns in the data relating to the research question (Braun & Clarke, 2006).
The themes were extracted from the transcriptions and similar themes were categorised and
grouped together.
2.5 Writing Styles and Representation
Qualitative research tends to place emphasis on the reader. It is essential that the
researcher writes persuasively so that the reader experiences “being there”. When we are writing
our research it is imperative that we keep our readers in mind. There are three main types of
writing styles namely, scientific, realistic, and confessional. The scientific writing style is formal,
logical and, when possible, mathematical (Sparks, 2002). The scientific writing style aims to tie
together objects and fact, to tie together people, and to tie together all those components in a
stylistically and grammatically acceptable way (Sparks, 2002). The realist writing style attempts
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to give a picture that is as accurate as possible when reporting what has happened in the field
(Neergaard & Ulhri, 2007; Sparks, 2002). In realistic tales the authors distance themselves from
the finished text, and the author will rarely use the first person “I” in their writing so as to try to
maintain an objective stance. Lastly, in the confessional writing style, the researcher is a
participant and infiltrates the text (Neergaard & Ulhri, 2007). These tales emphasize the
researcher’s point of view. For the purpose of this research a scientific writing style has been
adopted.
2.6 Strategies to Ensure Quality of Research
There are several strategies that may be employed to ensure the quality and accuracy of
research. The following strategies to ensure trustworthiness, as recommended by (Lincoln &
Guba, 1985; Schurink, 2009; & Shenton, 2004), have been used in this study.
2.6.1 Trustworthiness is a fundamental element in qualitative research. The quality of
the study is dependent on the trustworthiness of the study and its findings (Shenton, 2004).
Designing research that would be considered trustworthy takes into account (1) the credibility of
the study which is considered one of the most important aspects in establishing trustworthiness
(Schurink, 2009), and (2) internal validity which ensures that the views of the participants are
correctly portrayed (Lincoln & Guba, 1985). I used descriptions as specified by the participant so
as to attain an accurate representation of the data.
2.6.2 Credibility is involved in establishing that the results of the research are accurately
represented. Peer debriefing was used to improve the credibility of this study. The debriefer’s
responsibility was to ensure that the study is of an acceptable standard and makes provision for
constructive criticism. The debriefer’s role was assumed by my supervisor.
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2.6.3 Transferability was the third criterion considered. This refers to the external
validity of the study. External validity is concerned with the extent to which the findings of one
study can be applied to other situations (Lincoln & Guba, 1985). To ensure transferability, I
provided detailed descriptions and sufficient information on the particular case so as to allow the
reader to determine whether the data and results from this scenario may be applicable in other
similar contexts.
2.6.4 Dependability refers to the logical process through which the research has been
conducted, how well it has been documented and structured, and if there is logical process flow.
Dependability in this study was addressed directly by ensuring that the process within the study
is reported in detail, in so doing enabling future researchers to repeat the work, if not necessarily
to gain the same results (Shenton, 2004).
2.6.5 Confirmability concerns the researcher’s comparable concern to objectivity. The
results should be based on the experiences of participants and not the preferences of the
researcher (Schurink, 2009). Furthermore, regular internal audits will be conducted by my
supervisor to ensure that the study is coherent and of an acceptable quality.
2.7 Ethical Considerations
For qualitative researchers, ethical practice is usually defined “as a moral stance that
involves respect and protection for the people actively consenting to be part of the study”(Payne
& Payne, 2004, p.66). Ethical principles that were considered according to the Ethical Principals
of Psychologists Code of Conduct (HPCSA, 1992) to ensure soundness of the study are as
follows: There was adequate and sufficient planning put into the research project. Research
procedures were strictly adhered to in order to ensure that the chances of misleading results are
minimised. Participants were informed about what the research entails, why the research is being
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done, and why they are being used as participants for this particular research. In essence,
informed consent was obtained.
Confidentiality in this study was maintained by withholding the participants’ personal
details, or any information that could potentially put the participants or the organisations they
currently work in at risk of being identified. Ethical clearance for the study was obtained from
the University which ensures that the study is within the ethical parameters required and will
cause no harm to the participants involved.
The interpretation of data is one of the most crucial parts of research, therefore, particular
caution and precision were taken when interpreting data. Fabricating and falsifying data was
avoided at all costs. Where sections of other researchers’ work or data are presented, there has
been adequate acknowledgement in terms of citing and referencing sources from which the data
was obtained. In essence, responsibility was taken to ensure that all ethical standards were
adhered to, to ensure no harm to participants through the research process.
2.8 Conclusion
The research design and methodology of this study were critical in guiding the whole
research process. Therefore, great care and consideration were taken in establishing and
constructing this chapter and to ensure the overall quality of the study. The next chapter will
focus on the research results of the study.
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CHAPTER 3
RESEARCH RESULTS

This chapter will specifically focus on the narratives obtained through the analysis of the
participants’ semi-structured interviews. Each interview represents the unique experiences of the
seven participants, within the South African work context. Thematic analysis was utilised to find
commonalities within the data gathered as well as the major emerging themes. This involved a
process of highlighting predominant words. The words were then grouped together and a suitable
label was given so as to produce a primary theme. The themes have been identified within the
verbatim transcriptions and the summary of each participant’s themes will be indicated at the end
of each individual’s story. However, the main focus was on overall common themes (primary
themes) identified throughout all the participants’ stories. These themes are discussed at the end
of the chapter.
For the purpose of this study the participants are referred to as Participants A, to G. The
data will be presented in a narrative form, laying out each individual’s story.
3.1 Participant A
Participant A is a 28-year-old black male who studied communication, majoring in
advertising at a university of technology. A friend within the advertising industry sparked the
participant’s interest in his choice of study. The participant ventured into the working world after
his studies, working in an advertising agency as an accounts manager. He did not enjoy what he
was doing, so he veered into media planning. He started as a trainee media planner, progressed to
a junior media planner and advanced to planner. The participant states that due to entering the
corporate world at a young age he encountered some challenges. The first challenge was related
to his lack of experience, and working with experienced individuals made him feel a sense of
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inferiority. However, the participant was passionate about this field and it is his passion that got
him through these challenges. He stated that the particular industry he was in did not remunerate
well and the best option was “hopping “around to try to make money in the industry. He
described this by saying, “Money is an important factor, if the job fits who I am and it pays well,
I will take it.”
After three years he moved to another organisation where he worked as a media analyst,
and it was at this organisation where he felt as though he was thrown into the “deep end”. The
dynamics were completely different from the previous environment he was in. He says, “It was a
stressful job and all that, but I think being in the deep end and trying to work on such a hard sell
like community radio prepared me for the rest of the jobs, which were pretty much easier than
that of the analyst.” He then went back into media planning at another organisation. He explains
that the culture and the environment of the organisation are important. He prefers working in
organisations that have a substantial number of Generation Y employees, people he can relate to
on an intellectual and personal level.
He enjoys working in the media industry as it continually requires him to think “out of
the box”, “this industry is innovation driven. I’m always on my toes, trying to think of something
new, something different.” The media industry has become technologically advanced, and the
participant is able to use technology to his advantage to get work done, wherever he is. The
industry is conducive to networking and the participant expressed his need to work with people,
build relationships and network with others in the same or different industries and to share ideas
and continually learn.
The participant feels that the media industry is inhibiting in terms of providing
opportunities for growth and he stated that “you really have to be a special case in this industry to
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progress at the pace you would want to progress, it is all about who you know and what you are
willing to do. “Participant A would eventually like to have his own business in the media
industry. He believes that his mother has had a great influence in the type of decisions he makes
as a working adult, and she is his ultimate support system.
The themes identified were as follows: Opportunity for growth, remuneration, passion,
learning, culture, creativity and innovation, relationships, networking and experience.
3.2 Participant B
Participant B is a 24-year-old white female who obtained a B.Comin industrial
psychology at a university. This was her study of choice mainly because she was looking for a
diverse field that would enable her to understand people and their motives within the working
world. After obtaining her degree, she worked as a software quality assurer specifically focusing
on HR software. The participant states how critical her position was, making sure that all the
systems within the organisation were functioning optimally, and that the HR department could
understand and utilise these systems. The participant enjoyed her job because she could interact
with people and create close relationships. She said, “I like having close relationships with the
people I work with. I also have a very cool boss and he makes it easy for us to go to him if we
have any kind of situation whether it's personal or organisational, he literally has an open door.”
The position she was in gave her an opportunity to learn about IT systems while simultaneously
having to work with people, making them understand the different systems. She stated that she
values the exposure to both domains.
Participant B believes there is much more to learn in the environment she is in. She
considered learning a critical component to success. She doesn’t only want to learn from the
organisation, but would like to continue with her studies. “I do want to carry on studying, it’s not
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like the first degree is enough. I don’t want to stagnate in what I’m doing and then do this for the
rest of my life. “Although the organisation is offering her an opportunity to learn and develop,
she feels that the remuneration is not where she would like it to be and she believes money is an
important motivating factor. “Believe it or not I feel that a good salary should represent the
amount of effort you put into the organisation, I’m not getting the best pay ever, it’s really not
that great, but at the same time I can live on it and I guess the remuneration is covered by the
learning opportunities.”
Participant B thoroughly enjoys the networking opportunities the organisation provides.
She believes networking provides her with a chance to see what is out there, what other
organisations are doing differently, and the opportunity to meet experts in the field. “Four times
a year, I attend a networking breakfast hosted by a magazine called HR future…, the people I get
to meet with are extraordinary and I get to learn so much about this field, real invaluable
lessons.” Apart from networking, she has continuously expressed how she is able to work
effectively if the organisation does not place any unnecessary demands on her. She states that the
manager she reports to directly does not have unrealistic expectations of her and does not expect
her to work more hours than she’s supposed to. This has been one of the important contributing
factors influencing her decision to stay with the organisation. The organisation provides
employees with flexible working hours which the participant finds beneficial. She says that
flexible hours give her the opportunity to do other things during the day, either work or nonwork related.
The participant is not satisfied with the way rules are enforced within the organisation.
She feels it prevents her from being creative. She describes the enforcement of rules by the
organisation as treating employees like “kids”. This inhibits her from “thinking out the box” as
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there are certain ways in which problems need to be solved, and ideas outside the norm are
usually not accepted. “I would like to have some level of free reign when it comes to idea
creation and implementation. It is difficult to change things if everyone is set in their one
directional thinking.” For the future, she is working towards becoming a human resource
manager and to stay in the field that will allow her to have a positive impact on employees’ lives.
The themes identified were as follows: Workplace relationships, supportive manager,
open-door policy, learning, opportunity for growth, technology, career advancement,
remuneration, networking, flexible working hours, creativity, rules, making a difference.
3.3 Participant C
Participant C was a 28-year-old black female who studied human resource management
at a university. Her first place of employment after her studies was at a recruitment agency. She
started off in an administrative role and within six months was promoted to the position of
recruiter. She describes the environment as high-pressured. The clients she had to work with
were demanding and sometimes unreasonable in their requests. At this early stage of her career
the support of her manager was vital to deal with the pressures of the environment. “You learn to
deal with pressure, you learn to deal with a lot of people, different characters, you sometimes
feel like it’s too much but you learn all those things with the support of your manager of course.”
Although it was a high-pressure environment, the participant did not struggle to get the work
done as she was part of a supportive team.
She stated that teamwork was an important part of ensuring that the work was done, and
the fact that members of the team thought about matters in different ways broadened the horizons
of everyone. Being part of an effective team was important to her doing what she had to do in
that environment,“…but I actually enjoyed more the team work and the team effort that we put
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in terms of us meeting our projects and our deadlines.” The participant moved to another
organisation after a year and four months. She had gained all the knowledge and experience the
company had to offer, and she felt that the work was starting to become routine and that she was
not learning anything new. Since it was a small company the prospects of opportunity for growth
were minimal, so it was time for her to move on.
The participant moved to a larger consulting agency. She enjoyed being in this
organisation as it ensured she was kept on her toes. She enjoys the challenge that is presented in
that environment which enables her to learn how to deal with different people with different
needs, on a daily basis. However, the participant felt that the manager was never satisfied with
her work and showed no appreciation for work well done. The culture of the organisation did not
embrace diversity and this was an unnerving factor for her. She believes that the organisation
needs to work on their diversity issues and learn how to accommodate individuals of different
ages and cultures. After nine months at that organisation she decided to leave, mainly because
she was again faced with routine work. The participant was then offered a position as a
recruitment specialist at a national insurance company. The new position required her to get a
new pilot project off the ground. It was the biggest project she had ever worked on and she was
excited about the challenge. Shortly after the project was implemented, she was offered a
generalist position within the same organisation.
The organisation gave the participant a substantial amount of responsibility which she
viewed as an indication of the trust they had in her abilities. The organisation gave her the
opportunity to attend various seminars and to travel and meet clients from all over South Africa.
Travelling and networking with other professionals was a highlight in her job. She states the
importance of having a laptop and Internet access which enable her to do her work even though
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she may be out of office for weeks at a time. The organisational culture was conducive to her
being productive and she explains it as a culture of “Ubuntu”, a very supportive environment,
where ideas are tested before they are declined. “In this organisation employees and managers
know how to work together and play together, when we have to work, we work but if there’s
time to play we enjoy, we forget whose HR, we forget whose manager, we will worry about all
the other things on Monday.”
This organisation would be the one organisation the participant would consider going
back to, due to its environment, the culture and the development and growth opportunities. The
participant left the insurance company after three years. She states that she left mainly because
the salary was not matching the amount of work she put it. She then got a job in an information
technology company as a HR practitioner. The transition from the previous company to an IT
company was frustrating for the participant as the environment was not as fast-paced, and she
feels that the responsibility and accountability she enjoyed was lacking in this organisation. “I’m
used to running with things, now I need to get an okay from talent and development before I do
things, you know I need to get an okay from recruitment before I do things, I need to get an okay
from ER before I do things, which slows my work output down.” There appears to be no flexible
hours in the organisation which hinders the participant’s ability to do other things during the day.
It is difficult for her to go to an out-of-office meeting and then work at home. She needs to go
back to the office and this is not ideal for her.
HR is based on process, and it is for this reason that the participant goes from one
industry to another, also because the types of clients are different and the way processes are
managed is different. In the future the participant sees herself as an HR executive, working
towards improving the lives of those that work with her. Making a difference in the organisation
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is important to the participant. She describes the importance of managers acting as mentors and
not as micro-managers to employees because the relationship between the employee and the
managers will ultimately determine if employees work with or against the organisation.
Eventually the participant would like to start her own sustainable business and make use of the
experience which she gained working in the different industries.
The participant’s mother is the one person that has supported her throughout her different
career choices and she depends on her mother and the advice that she gives. The participant has a
very close relationship with her mother who plays a prominent role in her life and with whom
she discusses most of her life-changing decisions.
The themes identified were as follows: Manager support, team work, learning, travelling,
networking, remuneration, mentorship, relationships, opportunity for growth and development,
career advancement, challenging environment, flexible working hours, responsibility,
organisational culture, making a difference, technology, work-life balance.
3.4 Participant D
Participant D was a 25-year-old male who studied developmental studies at a university.
By this time the participant had already had his own ideas of what and how the working world
works. However, he states that it did not go as well as he had planned. He struggled to get a job
even though he had placed his curriculum vitae on most online recruitment sites. After six
months he was employed by at a communications company where he was part of the market
research team. The participant was initially excited to work for the company, but started
becoming dissatisfied when the older working generation did not consider his input valuable and
would not consider his ideas. He indicated this by saying, “I would have so much to contribute,
so many ideas, but would be given responses like, ‘that won’t work’, ‘that’s too costly,’‘no one
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will be able to do that’, which would really discourage me.” The market research position he was
in required him to call clients which was uncomfortable for him as he was in an open-plan office
where everyone could hear his conversations.
He stated that open-plan offices are ideal for collaborative work, but are unsuitable for
that kind of environment. His expectations of what he was going to be doing and what he was
required to do were not congruent. “I didn’t like what I had to do in the open plan office, I would
have preferred it if everyone in there was doing the same thing, cause it was quite and I was the
only one being loud, it is frustrating, I think maybe it was because of my expectations, cause I
got there and had a certain image in my mind of what I would be doing.” The participant felt as
though he was being undermined just because he was the youngest in the company. They were
giving him menial work to do which he found uninspiring and demotivating.
The organisation did not make the participant feel as though he was part of the
organisation. He did not even have the required materials to gain access to the company such as
an employee access card, parking allocation, or a remote, and this made the participant feel as
though he was not valued as an employee. The participant resigned from the company after five
months. He then received another offer at an international marketing company. He googled the
company and he found that there were prospects for travelling which is something he wanted
from an organisation. “It was a very big company, and advertised opportunities of travelling, and
that’s what I look for in a company, I love travelling, I don’t want to be office bound.” The
participant was drawn to the organisation from the beginning and he felt welcomed right from
the start.
The moment he stepped through the door he was made to feel part of the organisation.
The organisation trusted him with a big project and this made him want to prove himself more.
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He stated that, “if you are given an opportunity to be great, then that’s exactly what you should
do, I thrive on challenge, so much growth takes place.” He described how the organisation also
provided him with resources that would enable him to do his work effectively, resources such as
a laptop with Internet connection and a cell phone with unlimited airtime.
The organisation was really conducive to the participant’s productivity. He worked
flexible hours and he could manage his time the way he saw fit, provided that his work was up to
date, he could do other things with his time. The environment was competitive but there were
rewards and recognition for employees who did well. The rewards were offered on a monthly
basis depending on the targets met by each individual. Rewards were also offered to those who
were not always on top but tried their best. The participant found this very motivating. He tried
to excel from one week to the next and be rewarded for it. The rewards were not always of a
monetary nature, but there were gift vouchers and other similar rewards. The participant
described his manager as being phenomenal. The manager would thank the participant for a job
well done and continuously acknowledged his value as an asset to the organisation. The
participant left the organisation after two years as he felt he had learned all he could. He was
offered a better position with increased remuneration at another organisation.
The participant moved to an international beverage manufacturing company where he
worked in an open-plan office which he enjoyed because he worked in different teams. “So the
offices are open plan and we worked in teams, but we collaborated a lot with the different teams,
this exposed me to different ideas and working with radical solutions.” The participant felt that
he was equipped to fit in at the organisation. From the outset everything was organised and he
received access cards, parking, email facilities and his own passwords. He looked forward to
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going to work because he knew there was always something interesting to work on something
challenging that required the best from him.
The participant finds it important that the organisation offers him an opportunity to learn.
He attends training courses and works with different people from different branches in Africa.
Growth is essential to the participant and he states that he would not want to be in the same
position for an extended period of time. He is also furthering his studies to obtain better
opportunities within the industry which would potentially bring an increase in salary. The
participant states that there are many opportunities in the organisation. As an employee you can
work yourself up and choose which branch you want to work in.
The hours at the organisation are very flexible. The participant has an option of working
from home when necessary and leaving work early if the job is done. The participant says
flexible hours allow him to balance his personal life and work. His manager is more like a
mentor, providing guidance and work-related advice. The participant is trusted to make his own
decisions regarding his work. He would like to see himself as a marketing manager in the near
future. He wants to progress and have opportunities to travel around the world. He wants the
flexibility of being in charge, having the opportunity to delegate and make decisions that will
have a great impact in whichever organisation he is working for. The participant is inspired by
his mother and he wants to achieve and be as successful as she is. His mother is his support
system. “My mom is my anchor. She guides me and keeps me grounded. I consult her on many
matters including those to do with work.”
The themes identified were as follows: Travelling, career advancement, technology,
challenging work, flexible working hours, work-life balance, organisational access,
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remuneration, adding value, responsibility, learning, collaborative teamwork, recognition,
rewards.
3.5 Participant E
Participant E was a 25-year-old coloured female who obtained a general BA degree at a
university. Shortly after completing her degree she obtained a position at a film school in their
human resources department. The participant explains that what she is doing in the organisation
is somewhat different from what she initially thought she would be doing, but describes it as a
learning opportunity that will benefit her in the future. She describes her work as laying a
foundation for where she would like to be and what she would like to do in future. The
participant finds the environment she is in very interesting and she enjoys working with artistic
people who have a different way thinking.
The participant states that it was challenging to be in an environment she knew little
about, but it was a challenge she was willing to attempt. She had to quickly learn what the film
school was about and understand what role she would play in the organisation. She believes her
manager helped her through the process, and she feels that he contributed to her becoming part
of the organisation. The participant stated that she becomes bored very quickly as her day-to-day
work is of a routine nature and monotonous. She feels as though her superiors do not believe she
is capable of taking on more responsibilities and working independently.
The organisation enables the participant to work with various people within the industry,
which tends to make her work exciting. She feels that the environment has given her some skills
in terms of how to handle people with different personalities. She prefers working in teams as
opposed to working alone,“…you really get to know who your colleagues are when we work in
teams, to experience how people think and the creative ideas they come up with.” The participant
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also expressed how teamwork allows her to build relationships within the organisation. However,
there is no room for advancement in the organisation. It is an educational institution and an
employee would have to work for several years before being considered for promotion.
The participant feels that this hinders her motivation as she doesn’t want to be in the
same position, doing the same thing for a long period of time. “…as you come in that’s where
you stay, you stagnated in a position so I feel like that kind of demotivates me to work and I
definitely don’t want to be here for long.”There are no flexible hours in the organisation. The
participant arrives at a certain time and leaves at a certain time. She does not have time to tend to
her personal life and finds it difficult to be productive continuously for eight hours. She would
prefer to have flexibility at work.
The participant is on a fixed-term contract and is not satisfied with the contractual
agreement with the organisation, as she has no benefits as a contract employee. Her salary is not
reflective of her work input and her qualifications. She states that the organisation does not offer
any rewards for employees and she is not motivated to do more than is required of her because of
the lack of recognition. She believes that the organisation can do more to contribute to the wellbeing of employees and to ensure that the employees are positively working towards
organisational goals. The participant is thinking about leaving the organisation and to go into the
corporate world, ideally to an organisation that will meet all her requirements.
The themes identified were as follows: Learning, routine, support from manager,
teamwork, relationships, flexible hours, remuneration, rewards, responsibility, work-life balance,
advancement opportunities, benefits, recognition.

3.6 Participant F
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Participant F was a 25-year-old black female who studied information technology at a
college, after which she completed her internship at a recruitment and placement agency where
she was a training coordinator. She states that it was completely different from what she had
studied, but she was willing to try something new. She looked forward to the challenges that
came with the job. Every week she met different people and coordinated different courses. She
describes it as a job that kept her on her toes. “…the one thing I was worried about was being
bored at work, but this job really keeps me going…it keeps me on my toes.” The participant
enjoys the interaction between herself and the different clients. They bring their own
perspectives and she has the opportunity to learn from them, just as they have the opportunity to
learn from her. The majority of the organisation’s employees are still young and the participant
describes the environment as energetic and fast-paced.
She is able to relate to those she works with, and appreciates that the manager allows her
to take initiative and solve problems the way she sees fit. The amount of responsibility she is
given makes her feel that they trust her as an employee and value her contribution. The
organisation was diverse, but everyone was accommodating and the participant built personal
and professional relationships in that organisation. She believes that building relationships is
important not only for a productive work environment but for the long term. “….you will never
know when you might need to call someone you have worked with in the past, maintaining
relationships is part of what needs to be done to become successful.”
The environment was fast-paced but the organisation provided her with sufficient
resources to do her job. She explains that things such as a laptop with Internet access made her
work so much easier, and access to social networks helped her attract many potential employees.
The participant had to travel quite a long distance to work, due to the fact that she was not
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earning enough to get a place close to the workplace. This was a problem for her and she wanted
the organisation to at least consider allowing her to come to work at a later time. The participant
believes that organisations need to compromise, especially if their employees are contributing
significantly to the success of the organisation. After a year and six months the participant
decided to leave the organisation as she had been offered a higher position with an increased
income.
The participant became a training officer at a steel and mining company where she had to
ensure that employees’ training needs were congruent with their development plans. She
explained that the environment was different to that of the previous organisation. There were
more employees of the older generation which at times made it difficult for her to implement and
for them to understand her ideas. The environment was not fast-paced but there were many
challenges. She always had something new to do and every day she was of service to someone,
which is important to her. “…It was not fast-paced but it was like on-going, incoming, outgoing
you know like a service so every day I was valuable to someone, so I enjoyed that.” The
organisation is very bureaucratic and everything has to go through several people before it’s
approved, which slowed down the whole process. The participant found this frustrating as they
would wait and sometimes her ideas would be rejected, not because they were poor but because
they were not understood. The participant felt that her way of thinking was very different from
what the organisation was used to.
The industry was very male-dominated and they would tend to undermine her as a young
professional woman. The male employees needed to be more tolerant of her and her role in the
organisation. However, the organisation allowed her to be flexible with her working hours. If her
work was done she could go out and do other things, and some mornings she would go in later if
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there was not much to do. Unlike previous organisations where she had worked, she had time to
herself and her personal life. The team she was in was supportive and they had created a good
working relationship. She describes her immediate manager as someone who wanted her to
succeed. He offered her many training courses that would enable her to advance her career. After
a year and two months the participant moved to a training and development company and here
the environment was different. The participant was given large projects to work on in this
organisation. She moved from being a direct trainer to compiling and designing training material.
It was a different and interesting job for her. She did not want a repetitive job, so the change was
a challenge and an opportunity to grow and gain experience.
The participant states that the world is full of opportunities. She feels that should she feel
that a particular organisation does not provide her with the learning and growth she needs, she
will move on. The organisation caters to the needs of the employees, they are very flexible, and
requests are taken seriously. The participant describes her work team as highly diverse and a
team that has many different innovative ideas. In order to stay relevant within the industry the
organisation has to continuously advance and do things differently. Technology has improved
how things are done, and the participant wants to be on the forefront of technological
advancements. “…can you imagine doing my job without the Internet, it would be a nightmare,
technology just makes me more efficient, and as technology evolves so do I.” The participant
feels that the organisation remunerates her well and offers benefits and rewards when goals are
met. Remuneration is important to maintain her standard of living. In the future the participant
would like to run her own training company as having her own company would give her the
flexibility she wants. She would like to study further and travel. The participant regards her mom
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as her best friend and ultimate support structure. “My mom is my best friend, we are just so close
and she supports everything I want to do. She just knows exactly what to say and when to say it.”
The themes identified were as follows: Challenging work, adding value, relationships,
opportunity for advancement, remuneration, flexible hours, technology, learning, supportive
manager, training, travelling.
3.7 Participant G
Participant G was a 24-year-old black female who obtained a B.Com in marketing at a
university. Initially she had wanted to do a course in photography but her mother advised against
it as it would not bring in the required income. She then thought marketing would be the next
best thing. After obtaining her degree she worked for a large branding and marketing company.
The company was looking for someone young and innovative and the participant met their
criteria. The participant was put on a large marketing campaign and she felt that she was thrown
right into the “deep end” with no experience, straight out of university. She was willing to put in
the work and learn as much as she could. She was able to come up with excellent ideas for the
project which the organisation implemented, and was rewarded for her efforts. The sales of a
certain product increased significantly because of the ideas she had come up with, which was a
great achievement for the participant. She felt confident that the organisation took her and her
ideas seriously and that they valued her input which in turn increased her motivation to perform.
However, the participant felt that the organisation could have provided her with a mentor,
someone to guide her and help her become familiar with the working environment.
The environment was creative and very competitive. She was required to think differently
and come up with new ideas. The environment was flexible, the work needed to be done, but it
didn’t matter where the work was done, there were no recommended working hours. The
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environment was very conducive to productivity. There were highly effective teams and the
participant was placed in many of those teams. She describes her experience in the organisation
as a great starting point to her career. She worked there for two years and then decided she had
gained as much knowledge and experience as she could from the organisation. She then became
a marketing coordinator at an international branding company. The participant didn’t enjoy being
in that organisation because the culture was too stringent. It was bureaucratic and she had no say
in many decisions. This was a complete change from the environment she was previously in.
The employees worked independently and there was no collaboration or sharing of ideas. The
participant didn’t feel as if she were adding any value to the organisation.
Her manager didn’t understand the way she wanted to do things and this created a barrier
between them. “My manager was very old and it is very hard to work with old people. I would
think of things such as Facebook and Twitter to communicate, and they would want you to rather
call the client and irritate them.” The relationship between the participant and the manger was
not ideal and the participant could not express her ideas freely. She describes the manager as
someone who was too involved in every facet of the business; he was too controlling. She states
that although her remuneration was sufficient she was unhappy in the organisation and decided
to leave after ten months.
The participant accepted a position as a marketing and events coordinator at a reinsurance
company. She went to the organisation knowing exactly what they required of her. From the
outset she was able to negotiate exactly what she wanted from the organisation, from her
remuneration to making decisions regarding her role in the company. The participant wanted
flexible working hours so that she could travel from home to work at a time that was convenient
for her. The organisation agreed to meet her demands. The participant knew that if you make
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demands you need to be able to deliver. You have to be worth the organisation’s time and
money. As the coordinator she had an opportunity to deal with various individuals in various
professions and this made her work interesting and exciting. She feels that there is never a dull
moment in her job. The organisation also rotates her among the different departments so that she
can learn what each division is all about. The participant is always willing to learn as she knows
that this increases her chances of advancing within the organisation.
The participant is in charge of making decisions on her projects and finds that the
responsibility is exhilarating.“…when the organisation trusts in your abilities as an individual
you have a lot more reign, you can make decisions that you think are appropriate and implement
your own ideas, it is so refreshing.” The participant has worked with different teams within the
organisation and her input is always valued. This makes her feel confident that her contributions
are making a difference and that she is adding value. The culture of the organisation is one of the
factors that will determine whether the participant will thrive in the organisation. The culture has
to be conducive to the participant’s productivity. The organisation provides the necessary
resources for her to get the job done.“…taking home the laptop, enables me to do so much at
home, which allows me to be more creative in my own environment…car hire, so I don’t even
need a car because I get a car to get to events.”
The participant is very happy at this current organisation and would in time like to
become the brand manager in the same organisation. She believes she can do so much better than
the current brand manager. As a young individual she knows exactly what is happening in the
global market and would like to use her expertise in the organisation. The participant’s mother
has assisted her to keep things in focus, to do what she has to do, and to encourage her to get
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where she needs to be. She describes her mother as her support mechanism and someone who
wants to see her succeed.
The themes identified were as follows: Learning, creativity, innovation, culture,
challenging work, remuneration, rewards, flexible hours, technology, support from manager,
adding value, teamwork, relationships.
3.8 Brief Summary of Interviews
It is evident that the participants all have their unique experiences within the workplace.
They have expressed those factors that may enhance or inhibit their performance. Many distinct
themes were drawn from participants’ accounts. I have identified 12 main themes, and similar
individual themes have been grouped together under a single broad theme.
The main themes that have been identified are as follows: Opportunity for growth and
development, teamwork and collaboration, flexibility, relationships, technology, remuneration
and rewards, mentorship, adding value, inclusion, role models, challenges, and quality of work
life. These themes are discussed individually in further detail.
3.9 Themes
3.9.1 Opportunity for learning and development. The Generation Y employees that
were interviewed stipulated that whichever organisation they may end up in needs to provide
opportunities for growth and development. From my interpretation derived from the participant’s
stories, opportunities for growth and development are those that organisations provide in the
form of training, job rotation, networking, transferring of knowledge and skills from mentors and
other experienced colleagues. These opportunities enable the participants to be competent in
their areas of interest through creating development programmes that identify individuals’
strengths and areas of development. The participants place a high value on a broad spectrum of
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continuous learning that takes place within the organisation and on the opportunities provided for
further academic studies. The only way to progress within the working world is through
continuous learning and development. The opportunities provided by the organisation for growth
and development is one of the determining factors associated with the participants’ decision to
remain with or leave the organisation.
3.9.2 Teamwork and collaboration. The accounts of participants indicate that teamwork
and collaboration are a preferred form of working and sharing of ideas within the organisation. I
have interpreted teamwork as a process that allows individuals to be innovative, in this way
contributing to idea formulation for workplace projects. Teamwork provides a sense of inclusion
for decision-making and is a natural way of fostering learning and open communication between
employees. The participants regard collaborative teamwork as critical for showing what they are
capable of and what they can contribute towards achieving work goals. Collaboration is one of
the many, but critical ways which are considered to enhance the performance of the participants.
They want to collaborate with employees in different departments as this broadens their scope of
learning and their understanding of the industries they are in. Work spaces have to be conducive
to collaborative teamwork. These can be in the form of open-plan offices and sharing of work
spaces. I believe these themes address the working style preference of the participants who prefer
to work in a collaborative manner and in functioning work teams.
3.9.3 Flexibility. Flexibility relates not only to flexible working hours but to the
flexibility which would enable the participants to balance their work and life domains. Flexible
working hours are necessary to maintain the balance between the participant’s work and personal
life. To work in the office for a fixed period of eight to nine hours is not an ideal situation and
participants would prefer to leave the office when their work for the day is done, come in late
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when necessary, and work from home on occasion. The participants value any time they may
receive to focus on other tasks outside work, and are thus more likely to schedule their work in a
way that balances their daily routines.
The participants do not want to feel as though their lives are being consumed or
compromised by work as their social lives and family time are equally important. Flexibility
enables employees to allocate or divide their time in a practical way, for example, when
participants have out-of-office meetings it is quite reasonable to go home and work from there
for the rest of the day. A balance between work and social and family time is crucial as work
alone should not be a dominating factor in their lives. This theme demonstrates the importance of
overall flexibly essential for a balanced work life.
3.9.4 Relationships. The participants’ accounts have indicated building and maintaining
relationships as an integral part of their working experiences. Not all relationships have been
experienced as positive; they have had to learn to deal with the realisation that not everyone
within the organisation is willing to build working relationships. Relationships built within the
organisation are not taken for granted by the participants as these relationships with colleagues,
managers and supervisors can dictate if the individual ultimately feels part of the organisation.
The relationships built within the organisation enables those working with employees to
better understand how they prefer to work, when they prefer to work, and how they prefer to
work. They are then able to understand their ideas and perspectives when it comes to dealing
with work. The participants consider having and maintaining relationships with colleagues a
crucial part of developing their careers. Relationships are an important aspect not only in the
work place but outside work as well. Relationships with family and friends are essential to
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maintain the balance between work and life. This theme addresses the importance of building
and maintaining relationships in the organisation.
3.9.5 Technology. The resources mentioned by the participants that contribute to their
completion of work tasks successfully and efficiently are all related to technology. When in
doubt, google, and that is a common motto among the participants. To be connected to the world
through a laptop is all that they need to monitor changing trends in their particular industries.
Social networking is another gateway to communicate with the world. Technology provides the
participants with the freedom to work at a time and place convenient to them. The participants
prefer making use of cell phones to communicate with other employees and clients as they are
then not forced to be in the office to use a land line to get their work done. Technology has
increased the pace and rate in which organisations operate, and these participants are at the
forefront of technological advancements. The theme conveys the contribution made by
technology to enhance performance and reach organisational goals.
3.9.6 Remuneration and rewards. The participants felt that their salaries should be
representative of the work they put in. There has been a definite dissonance between what the
individual would like to earn and what they are actually earning. Salary has been specified as a
resource for maintaining the participants’ lifestyles and as a reward for the work that they do.
Rewards are a necessity for acknowledging effort and work well done. Rewards do not only have
to come in a monetary form. There is any number of ways that organisations can utilise to
develop and recognise employees’ efforts. Although not the only motivator, remuneration and
rewards are critical in motivating the participants. This theme specifically acknowledges
remuneration and rewards as a motivating factor.
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3.9.7 Mentorship. The participants’ desire a mentor, someone who has sufficient
experience that can help mould them into the successful individuals they are longing to become.
Mentors provide guidance and support as opposed to micro-managing employees; they help with
the development of career plans and the implementation of action towards achieving goals. The
relationship between the mentor and the participants is a special one. Mentors provide the
individuals with the necessary tools to survive within the workplace, and they allow the
individual to make their own decisions and express their ideas. Mentorship is believed to be of
great importance to the participants as it is considered another avenue that contributes to
individual growth and development. This theme expresses the need for mentorship as a guiding
structure as opposed to being micromanaged.
3.9.8 Adding value. The individuals’ value-add is considered to be all the unique
contributions the participants make towards the organisation. The participants want to be in
environments where they are making a difference not just internally but externally towards the
greater society. Adding value relates to the participants’ creative and innovative ideas being
utilised to make a difference in the organisation. The participants want to feel that they have a
purpose within the organisation and their skills, education and knowledge are being utilised
optimally. This theme relates to the participants wanting to add value in whichever environment
they find themselves working in.
3.9.9 Inclusion. The participants made it clear that working for a good organisation is not
enough; they need to be included and feel that they are part of that organisation. Inclusion has
been interpreted as the need for a sense of belonging, and as a valued employee to be informed
and kept up to date with the functioning of the organisation. It is about receiving organisational
information first and not last and to be involved in important aspects affecting the organisation.

QUALITY OF WORK LIFE

57

This needs to be included and linked to their ability to work well in teams. This theme describes
the need for individuals to feel that they belong and are included in the organisations’ core
functions.
3.9.10 Role models. Role models are considered those individuals that other individuals
look up to. They have a positive impact and influence on the lives of others. The stories from the
participants revealed that they are inspired by their mothers and that the relationships with their
mothers are regarded as sacred. The participants do not make any major decisions if it’s not
discussed with their mothers. The mother is the ultimate role model, being a friend, a parent, a
model of inspiration, and a coach. The interpretation of this theme relates to participants having
someone they admire and consider as a resource that contributes to their success, and this role
has been filled by the participants’ mothers. This theme addresses the role of the role model.
3.9.11 Challenges. Challenges refer to keeping employees engaged. The work needs to
be challenging enough to keep them interested in what they are doing. Repetitive work is usually
one of the main causes that contribute to participants leaving the organisation; the participants
prefer to work in competitive, innovative and idea-driven organisations. The organisation needs
to match employees’ skills with the work. Giving them work that is monotonous restricts their
need to be creative. This theme specifies the need that participants have to be challenged and
given work that tests their knowledge, abilities and skills.
3.9.12 Quality of work life. All the themes that have been specified above have a direct
impact on the participants’ experience and their quality of work life. The participants’ quality of
work life is impacted by the organisation’s willingness to accommodate their needs. There are
certain things on which individuals are not willing to compromise and these are the very things
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that hinder their quality of work life. This theme examines the overall quality of work life of the
individual, and what facets may hinder or enhance the individual’s quality of work life.
3.10 Conclusion
This chapter has focused on the main themes extracted from the transcriptions. The
themes have provided an understanding of the participants and their expectations and needs
within organisations. The themes have further provided a description of the factors that the
participants may find enhancing when present, and inhibiting when absent. The overall
experiences of the participants in the organisation will determine whether they decide to stay or
leave the organisation to find other work that will suit their needs. The next chapter will focus on
making sense of the themes.
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CHAPTER 4

INTERPRETATION AND SENSE-MAKING
This chapter makes use of relevant literature and focuses on interpreting and making
sense of the themes identified in this study. The literature aims to consolidate the findings of the
main themes while trying to establish a clear picture of this generation’ work needs. Chenail and
Maione (1997) described sense-making as a valuable lens through which researchers endeavour
to make sense of their own experiences and those of others, making sense of the current data
collected and making sense of literature.
4.1 Themes
4.1.1 Opportunity for learning and development. Generation Y is a cohort that is
attracted to organisations that aim to provide ample learning and development opportunities and
organisations that may be considered learning organisations. According to Senge (2001) a
learning organisation is one in which “people continually expand their capacity to create the
results they truly desire, where new and expansive patterns of thinking are nurtured, where
collective aspirations are set free, and where people are continually learning how to learn
together”(p.3). The definition gives a clear indication of the type of environment this generation
would prefer, an environment that would be conducive to their development. Development is
considered the result of a process of learning and being exposed to different workplace facets
(Ng, 2004). The workplace needs to provide a range of opportunities for this generation to build
their skills, to help them perform within their current jobs, and to prepare them for future
positions. Therefore, the organisation should match workplace opportunities with the educational
background of the individual. Generation Y is the most educated generation, when compared to
their predecessors, and postgraduate degrees are pursued at a younger age to ensure progress
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within the world of work (Islam, Cheong, Hasliza, & Desa, 2011). The results indicated that if
the participants were not already in the process of continuing with their studies, they had
substantial interests to do so. Therefore, the support of the organisation is required to
accommodate their study needs. According to the participants the need to study further is
sparked by the need to increase their knowledge and to keep abreast of changing trends in
whichever industry they are in. Similar to the yearly progress that takes place in educational
institutions and which entails progressing from one level to the next, this generation expects
progress within the organisation (Ng et al., 2010). The participants expect managers to talk to
them about their personal development, to take an interest in their knowledge and skills, and how
they can apply them in the organisation. Their managers are also expected to discuss
opportunities they can pursue as well as help them prepare to meet future opportunities that may
be presented. According to Eagly, Johannesen-Schmidt and van Engen (2003), managers who
consider their employees’ individual needs offer a personalised approach and are development
orientated, will do well with Generation Y.
Development and learning take place when participants are offered various training
opportunities. Training opportunities allow individuals to hone their skills as well as learn new
skills relevant to their fields. The participants value and expect training to stay marketable and to
make their transitions from one level to the next effortless (Cennamo & Gardner, 2008). Training
opportunities prepare the participants to undertake challenging work. Luscombe et al. (2013)
state that organisations that respond to the training needs of Generation Ywith well-targeted
training programmes will most likely go a long way towards retaining their services. Thompson
and Gregory (2012) further state that the growing need for training may suggest that
organisations need to update their training and professional development offerings. The
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participants do not want to find themselves in organisations that do not make their learning and
development a priority. It is a critical component that will ensure that they progress in the fields
they have an interest in.
The participants had high expectations of themselves and the organisations they work for.
They were willing to go the extra mile in reaching organisational targets if in turn the
organisation supports their needs to learn. The findings of Lim (2012) are congruent with those
of the participants. His findings stipulate that when organisations offer professional training and
are open to exposing individuals to new skills they are more likely to be motivated to use those
skills in achieving organisational goals. The participants feel that they are more likely to achieve
their life goals when the organisation is committed to investing in their career development. This
generation will not stay in organisations that do not see the need to invest in their personal
growth and development. Therefore, organisations that do not provide new and engaging
learning experiences will be at risk of losing their young employees (Gioia-Herman, 2009).
The participants do not take personal development for granted. They furthered their
education by obtaining tertiary qualifications and taking an interest in their fields of study in
order to pursue their chosen careers. They are interested in continuous personal development
which would enable them to participate in any activity which will improve their effectiveness
and efficiency when operating in various parts of the organisation (Martin, 2005). Participants
were aware that continuous development occurs across a spectrum of activities, from formal and
structured to the informal and unstructured, both within and outside the organisation, and they
are eager to utilise all opportunities to ensure personal development.
The prospect of personal development is critical as this would suggest that individuals
would have an opportunity to progress and advance within the organisation. The participants had
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high expectations regarding promotions in the organisations they work for. They would not stay
in an organisation that was not willing to promote them within a time period they considered to
be reasonable. Ng, Schweitzer, and Lyons (2010) describe Generation Y as a generation that
appears to have high expectations in regards to being promoted within a short period of time.
Pooley (2006) indicated that Generation Y wants to learn as much as they can in one
organisation, and will move to another organisation if promotions are not forthcoming within a
reasonable period.
4.1.2 Teamwork and collaboration. The participants reported that they have always
been involved in team work. While at school they were required to work with others on projects
and assignments. They were involved in team sports and always wanted to be part of a group.
Educational institutions have increased the integration of group- and team-related projects into
the academic curricula to accommodate the younger generations who prefer working with others
(Beigi & Melika, 2012). This generation has been described as being the most team oriented
when compared to the other generations (Sayers, 2006). Scarnati (2001, p. 5) defines teamwork
as “a cooperative process that allows ordinary people to achieve extraordinary results.”
Teamwork is a process that involves individuals working together in a cooperative environment,
and to work towards achieving common team goals through sharing knowledge and skills
(Tarricone & Luca, 2002). When the participants enter the organisation they expect to be
working in teams for various projects. They stated that when they are in highly functioning teams
they are able to demonstrate their skills while simultaneously learning from more experienced
colleagues.
Members of this generation are described as preferring collective action as they enjoy the
diverse and dynamic nature of being placed in a team (Kaifi et. al., 2012). Teams are conducive
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to sharing creative ideas and coming up with innovative solutions. The participants are always
looking for new ways to do things and teamwork allows different individuals to share their
unique ideas. They do not only want to be in teams, but want to be given an opportunity to
contribute towards team goals. They enjoy the diversity in terms of the expertise provided, the
levels of responsibility, and the opportunity to express their ideas. Anatatmula and Shrivastav
(2012) corroborate this as their findings show that Generation Y can be more productive when
put in teams consisting of diverse people, representing various disciplines and functions.
Collaboration with different employees from different departments in the organisation is
an exciting prospect for the participants. Fuelled by their need to learn they want to be fully
involved in discussions and idea creation sessions. Participant E stated that although she can
work independently, she prefers working in a team and having to collaborate with different
teams in and outside the organisation. The participants consider teamwork as an opportunity to
participate in dialogue and they appreciate the way in which these team settings have the
capacity to see other members of the group review their assumptions about them as a younger
generation, in the process allowing an open free-flowing environment.
When members of Generation Y are placed in dynamic teams they have the capabilities
of producing extraordinary results, because as team members they bring with them different
talents and expertise that ultimately enrich the discussions (Ng, 2004). Teamwork is not only
preferred for idea creation and sharing, but because it also helps employees understand the work
style of colleagues and their way of thinking and processing information into action. It becomes
difficult for employees to create effective teams if members of the team do not understand how
fellow members think or prefer to work (Myers & Sadaghini, 2010; Ng, 2004).
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The way offices are structured may promote teamwork and open-plan spaces are more
conducive to teamwork than closed-off work spaces. Participants prefer being in spaces that
allow them to communicate freely with colleagues in the office, and these open spaces do not
make them feel as though they are infringing upon the space of others but rather working
collaboratively towards goals. It is imperative that the environment be conducive for this
generation to learn as much as they can from the different departments and individuals within the
organisation. The participants stated that being in a team allowed them to feel comfortable to
reach deadlines and work constantly on challenging tasks as there would always be someone
who they could ask for help and support. It was evident that the participants had a general
preference for teamwork although they were able to work successfully as individuals when
necessary. Organisations need to be cognisant of this preference so as to ensure that their
Generation Y cohorts are able to thrive in their different work environments.
4.1.3 Flexibility. Flexibility is a broad theme that encapsulates the need for participants
to not only have the freedom related to flexible working hours but a balance between their work
and personal lives. Researchers have reiterated the importance of work life balance for
Generation Y (Cennamo & Gardner, 2008; Lancaster & Stillman, 2010; Thompson & Gregory,
2010) and this generation expects to have a balance between their work and non-work life
(Broadbridge et al., 2007). They tend to seek out employment opportunities that will enable them
to have a “life”, to do other activities that are not work related (Cennamo & Gardner, 2008). This
generation wants the luxury of scheduling their work around their lives, and not the other way
round (Erickson, 2008). The participants stated that flexible working hours contributed
significantly to their ability to structure their work in a way that allows them to have more time
to concentrate on other activities that were not work related. Participant C stated that when the
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organisation failed to provide flexible working hours it hindered her ability to maintain the
necessary balance between her work and her personal needs.
Work-life balance is not a new phenomenon, but how this generation strives to maintain
the balance may differ from the previous generations (Broadbridge et al., 2007). Work-life
balance means that the participants have enough energy and time to devote to other roles they
have to fulfil. They do not want to have conflict between roles as they have described this as an
unnecessary stress factor. Felstead, Jewson, Phizacklea, and Walter (2002) define work-life
balance as “the ability of individuals, regardless of age or gender, to find rhythm that will allow
them to combine their work with their non-work responsibilities, activities and aspirations”(p.
56).
According to Fisher-McAuley, Stanton, Jolton and Gavin (2003), someone’s life can be
considered unbalanced when the amount of time that the individual works causes stress or
conflict in other areas of their lives. The participants expect that the organisations they work in
should consider providing them the freedom to structure their time in the organisation according
to their specific needs. They do not see the need to be office bound every day of their working
lives. The stipulated nine-to-five working day is not ideal as they feel that they cannot be
optimally productive for that extended period of time, and believe that if they have structured
hours they can work in the time periods where they feel they are most productive and utilise the
time remaining to concentrate on other things. The fact that they do not embrace the nine-to-five
work week does not imply that they are lazy. It indicates that they carry out their work best when
they can set their own hours (Espinoza et al., 2010; Johnson & Johnson, 2010).
Generation Y is more likely to make their career choices based on their needs and to
choose organisations that will provide a balance between security, stability and a healthy work-
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life balance (Hershatter & Epstein, 2010). This is corroborated by the results from the
participants, stating that they seek out opportunities in organisations that are willing to provide
for their needs of a balanced lifestyle, organisations that understand that work is not the be-all
and end-all of their lives and make provision for this. Organisations can offer programmes
specifically targeted for work-life balance, allowing employees the flexibility to create their own
work weeks, and making provision for time off for educational and family matters (De Cieri,
Holmes, Abbott & Pettit, 2005).
It is evident that employers who allow flexibility and give employees an opportunity to
balance their personal and professional lives will gain from this generation in terms of full
commitment from them as employees (Hershatter & Epstein, 2010). Dunne and Teg (2007) state
that employees that feel that their organisations are in touch with their needs in and outside the
work environment become more responsive, productive and committed to their organisations.
Work-life balance can ultimately be viewed as one of the strategies aimed at improving
recruitment and retention of this generation.
4.1.4 Relationships. Building and maintaining relationships have been an integral part of
the participants’ lives. Relationship building begins at home. The participants described the close
relationships they have with their families and friends as well as the importance of those
relationships. Their families and friends provide them with the support they need throughout
their careers. This inclination to build relationships has spilled over into other areas of their lives.
When at school they built relationships with their teachers, and in university relationships were
fostered with lectures and supervisors. When the participants left their universities to start new
jobs they expected the transition to be natural. However, this was not the case. The expectation
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of getting to know their colleagues and forming relationships within a short period of time was
not regarded as a viable option.
They quickly realised that not all individuals within the workplace were willing to form
positive working relationships. According to Trefalt (2013, p. 1803), workplace relationships are
defined as “the on-going connections between people in the workplace, shaped by individuals’
organisational lives, it generally refers to all interpersonal relationships in which individuals
engage as they perform their jobs.” These relationships are described as a source of influence
(Sparrowe & Liden, 2005), seen as a tool for social support (McGuire, 2010), and may contribute
to the individual’s relational identification.
The participants had different experiences in regard to having their expectations met
when it came to establishing workplace relationships. Some of the participants were disappointed
by the lack of enthusiasm their colleagues or managers displayed in trying to get to know them
better. They realised that establishing professional work relationships would not come as
naturally as they anticipated, which created discomfort for the participants. They were just
starting out in the world of work, and the uncertainty was exacerbated by colleagues’ and
managers’ reluctance to being open. This could have potentially hindered the participants’ shift
into their new roles. For some of the participants the initial contact with their managers was
natural and easily progressed into a positive working relationship. Although the experiences of
the participants differed they all initially expected a positive and easy relationship build-up with
their respective employers.
The participants expressed the importance of developing positive working relationships
with their managers. Participant G stated that her manager has an open-door policy which
encourages her to go to the manager at any time regardless of whether the problem is work
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related or not. Developing positive relationships with the manager or superiors is important as
these are the individuals who are considered workplace parents (Aslop, 2008; Islam et al., 2011).
The participants want the manager to take an interest in them and their progress in the
workplace, and to continuously motivate and praise them for work well done. It is not only
relationships with managers that are important but also maintaining relationships with other
colleagues as these are the people they work with on a daily basis. The participants viewed the
lack of relationship development with colleagues as inhibiting when it comes to having to work
together.
According to Participant C, “it is so much easier to work with people you have built a
relationship with because you already trust them and they trust you.” Positive workplace
relationships foster the necessary trust between employees essential for group cohesion (Trefalt,
2013). These relationships may manifest themselves as social exchange relationships which
entail one party having to bestow some benefit upon another, whether in the form of sharing
experiences, knowledge or ideas. If the beneficiary reciprocates a series of benefit exchanges
may occur which then creates feelings of mutual obligation between the parties involved. Over
time the relationship can be characterised as one where the exchange partners trust each other to
reciprocate the benefits received (Coyle-Shapiro & Shore, 2007).
Workplace relationships have been shown to be an effective tool when it comes to
socialising among employees, enhancing career paths, and building networks for the different
generations (Hershatter & Epstein, 2010). Positive co-worker relationships have been described
as having a direct impact on the productivity of organisations and their employees. These
workplace relationships are vital for both the organisation and the effective functioning of
Generation Y employees (Coyle-Shapiro, et al., 2007).
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4.1.5 Technology. This generation has been at the forefront of developing technology
and they have been socialised in a digital and technologically advanced world (Islam, Cheong,
Yusuf & Desa, 2011). This generation is known be to technologically savvy; they are a
generation that have grown up surrounded by computers and digital media. Generation Y is
considered the most interconnected and technologically friendly generation in the current
workforce (Deal, et al., 2010). The participants have always been digitally connected. From a
young age they were given cell phones to keep in contact with family and friends, they were
exposed to social media and the effectiveness of on-the-go messaging and emailing. This need
for immediate interaction and response has spilt over into their work lives.
Technology facilitates the balance that Generation Y wants between work and non-work
life as it gives them the ability to do work at a time and place convenient to them (Hershatter &
Epstein, 2010). Technology is defined by the Oxford Dictionary (2012) as “making modification,
usage, and knowledge of tools, machines, techniques, crafts, systems and methods of
organisation, in order to solve problems or improve a pre-existing solution.” The participants
stated that with technology-related tools, doing their work does not mean having to be behind a
desk in an office. They are able to meet deadlines and produce quality work wherever they are.
They enjoy the flexibility that technology provides them with when it comes to doing their work,
and doing it within what they consider a reasonable amount of time.
Participant C described her discomfort when she had to change organisations, and she
realised that the new organisation was not as technologically advanced as she wanted it to be.
This resulted in a slow-paced environment which she had difficulty adapting to. This generation
seeks fast-paced environments that are technologically driven as technologies enable them to be
productive and allow them to continuously connect with others and share ideas (Bennett, 2012).
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The participants were expecting to continuously network and collaborate through constant
connection to social networks and the internet, within and beyond the organisation’s boundaries.
Technological devices contribute to a work culture that frees itself from the boundaries of time
and space, and this is the type of workplace culture that this generation is looking for. Worklife
is changing rapidly and the organisations’ work space has to react to this by offering exactly
what a workforce on the move needs (Bennett et al., 2012; Martin, 2005).
This ease with new media technologies suggests that they bring to the workplace
potentially beneficial characteristics related to the use of communication and information
technology (Lancaster & Stillman, 2005). This generation has an interest in organisations that are
technologically advanced and can cater for their technological interests as their level of
technological emersion increasingly distorts the link between their work and personal lives
(Andrade, 2009). Technology not only influences the work of Generation Y, but also their
workplace attitudes. A participant said, “Can you imagine doing my job without the Internet? It
would be a nightmare, technology just makes me more efficient, and as technology evolves, so
do I.” This gives an indication of the importance of technology in the work environment, and the
participants are open to change because as technology evolves, so do they. They have a need to
stay current with what the world has to offer, and take advantage of changing trends in their
respective industries.
Generation Y has brought a fresh perspective and a new urgency when dealing with
process management and integration. In addition, technological advancements have given this
generation abilities and expectations that may not be congruent with the organisations’ standard
practices. However, these changes will enrich the workplace and provide the organisation with
positive outcomes (Dwyer, 2008). Organisations need not only provide computer systems but
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could allow employees to install their own software which may be more efficient than that
provided by the organisation (Martin, 2005). The participants’ advanced capability of working
with technology curbs the need for them to try to fit into the agile, flat organisational structures
the older generations are striving to design. They are able to just do what they need to do.
According to Islam et al. (2011), because of technological advancements this generation finds it
easy to communicate, share, buy, sell, exchange, create, meet, coordinate, learn, evolve, explore,
and even use new digital methods to do everyday tasks.
The use of technology to simplify, modify, and diversify how work is done while
ensuring that the balance between work and home life is maintained is important for the
participants. Organisations that do not make provision for this generation in terms of providing
the necessary technologically based tools will struggle to retain them.
4.1.6 Remuneration and rewards. From a young age Generation Y was praised and
rewarded if they won a sporting event, if they did their homework, or performed well in various
aspects of their lives. Through the feedback provided by teachers, parents and coaches they were
always aware if they were providing good or substandard work (Espinoza et al., 2010).
Generation Y does not only value remuneration in monetary terms, but welcomes rewards and
recognition provided for a job well done. Remuneration is defined as “the compensation which
an employee receives from an organisation for his or her services”(Jiang, Xiao, Qi,
2009, p. 178). While rewards do not necessarily have a monetary value, they may include other
forms of incentives such as recognition, a comfortable office, involvement in decision-making
and various growth opportunities (Jiang et al., 2009; Snelgar, Renard, & Venter, 2013). The
participants stated that salaries and rewards were factors they considered among the top priorities
when considering which organisation to work for.
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The participants stated that they expected salaries to match the efforts they put into their
work. They were aware that their lack of experience would be a reason they may not be earning
as much as they would want to, but expected that to change within a year of working. They felt
strongly about organisations providing rewards. They wanted to be recognised for their ideas and
contribution towards organisational goals. The rewards did not have to be monetary related but
could be any creative way in which they could be recognised for their efforts. The participants
stated that they are motivated by how much they actually want something, so if the reward is
reflective of what they want they would work towards obtaining it. This perception towards
rewards can be described through expectancy theory (Vroom, 1964). This theory can be
explained through the following three components. Firstly, expectancy, this is the belief that if
the individual invests a particular level of effort, it will lead to a particular level of performance.
The second component is referred to as instrumentality which is the expectation that when an
individual successfully completes a task the result will be a desired outcome. The last component
is valence which refers to the value which the individual assigns to a specific reward, whether
that reward is worth the individual’s effort or not. In essence, the participants are more willing to
complete tasks if they have a positive perception regarding the rewards on offer.
When organisations structure their rewards systems to suit the needs of Generation Y,
rewards that they value, the employees are more likely to perform well to achieve organisational
goals. According to Milkovich, Newman and Gerhart (2010) rewards can play an important role
when it comes to influencing employees’ attitudes and perceptions about their work. Generation
Y needs to be rewarded for the right things in the right way. The three key recommendations to
incentivising employees are: Firstly, to create incentives that they will value; secondly, to clearly
and thoroughly state desired outcomes and expectations; and thirdly, to provide fair and timely
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assessment of their performance (Espinoza et al., 2010). Participant E stated that her salary is not
reflective of her work input and her qualifications, and as a result she finds it difficult to do more
than she is required to do. The organisation they work for does not see the need to provide
rewards to employees, and this is demotivating for the participant.
The participants plan to further their studies because of the prospects of advancement and
an increase in remuneration. This is a critical component in ensuring that they can maintain a
lifestyle they are comfortable with. The right salary allows the participants to pay for their
expenses, including student loans, and the rising cost of living. When the salary does not meet
the participants’ expectations they are willing to leave that organisation to find one that will
provide the remuneration they will be satisfied with. A good salary also means that the
participants can fulfil their needs to travel for work- or non-work related activities. However,
Participant B stated that although she is not receiving the salary she wants, the learning
opportunities provided by the organisation are an acceptable substitute for a higher salary. This
indicates that if the organisation meets the participants other needs they are willing to negotiate
and stay.
Remuneration and rewards ultimately play an important role when it comes to motivating
the participants. They want to do well and be rewarded or acknowledged for their efforts.
Therefore, the organisation needs to consider alternative ways to reward this generation for their
contributions and ideas.
4.1.7 Mentorship. The styles of leadership have evolved, and throughout the years
managers in organisations have adopted a leadership style they believe best suited to the
organisation and its workforce (Dannar, 2013). It has become a necessity that the leadership
styles employed by managers change to accommodate the new cohort. The participants regard
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their relationship with their managers as crucial. They want their managers to be able to guide
them and contribute to their learning and development. They stated that they would prefer it if
their managers or supervisors adopted the role of mentor. Donaldson, Ensher and Grant-Vallone
(2000) described a mentor as an individual in a personal developmental relationship in which a
more experienced or more knowledgeable person helps to guide a less experienced or less
knowledgeable person. Mentoring fosters the participant’s professional, academic, or personal
development. However, true mentoring is more than just answering occasional questions or
providing ad hoc help. Mentoring is described as a method that can be utilised to support the
individuals career development initiatives, provide employees with a sense of belonging as well
as providing them with an opportunity to expand networks and facilitate the process of
knowledge transfer (Bennett et al., 2012).
The participants find it easier to communicate and engage with their managers if they are
in a mentorship relationship, as compared to when the manager wants to micromanage them. The
manager as a mentor is then able to give advice about the new working environment the
employees finds themselves in. This is an effective way to ensure that from the outset the
employee knows about the organisation’s values, and gains insightful knowledge of the
operations of the organisation as a whole (Meier, Crocker, & Stephen, 2010). The participants
described a good mentor as someone who is willing to share his or her knowledge and expertise,
to provide support, guidance and encouragement when necessary. The participants who have
been in different organisations have experienced the different managerial and leadership styles.
The results indicated that when they had a mentor they were able to express themselves freely
and feel comfortable enough to make their own decisions about their work. Participants stated
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that their mentors had an interest in their career goals and plans and were willing to provide them
with the guidance they needed to progress.
Generations Y’s need for mentorship in the workplace is said to stem from their unique
characteristics and the type of parenting style they have been exposed to. This has manifested in
a desire for clear direction and managerial support, and simultaneously a desire for freedom and
flexibility within the work environment (Bennett et al., 2012). Establishing mentoring
relationships in the organisation may assist in lowering generational tension and improving the
way that older and younger generations interact and work together (Meier et al., 2010). An
environment that provides space for mentoring will encourage Generation Y to seek the guidance
they require that will enable them to work efficiently (Islam et al., 2011; Thompson & Gregory,
2012). These studies affirm the importance of mentorship as indicated by the participants.
The manager in a mentor role is able to effectively provide the participants with
feedback. Feedback has been a norm for the participants throughout their lives as it was a
manner in which they were able to keep track of their progress. The need for feedback did not
change when they entered the world of work, they always want to improve and better their
performance. Feedback provided the guidance that the participants needed in terms of giving a
holistic picture of what they were doing and how they were doing it. They were able to clearly
see where they needed to base their attention in order to perform better. Generation Y is
continuously looking for feedback. They seek ample feedback because it provides assurance that
they are continuing to move along a linear, progressive path. They want to know their progress
every step of the way (Johnson & Johnson, 2010).
This need of feedback may be attributed to the fact that Generation Y has been taught that
the outcome matters more than the process by which those outcomes are achieved (Thompson &
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Gregory, 2012). Mentors may use feedback as a reinforcement mechanism as well as a measure
for correcting behaviour (Suleman & Nelson, 2011). In a job situation this generation expects
frequent direction from managers regarding their performance. Feedback is an essential
component in times of change. It allows individuals to adapt promptly. This generation believes
that yesterday’s feedback may no longer be relevant today because change is so constant. The
only way they can adapt to this change is through feedback (Suleman & Nelson, 2011).
Research has indicated that individuals do not leave their jobs, they rather leave their
managers (Dannar, 2013; Meier et al., 2010; Suleman & Nelson, 2011). They recognise the role
knowledge plays in career advancement and they look for opportunities to learn from their
supervisors and older generations. Generation Y views failure as a motivator and not a deterrent.
Thus, they view failure as an opportunity to improve job performance (Blain, 2008). Essentially,
managers need to be aware of how they manage this generation as this may have negative
implications for their productivity. The manager has to be open and willing to mentor the
employees, guide them and provide them with career developmental strategies.
4.1.8 Adding value. This generation approach to work cannot be considered selfish, and
although they are ambitious and want to do well in the organisation they are equally determined
to make a contribution in and outside the organisation. It is not just about getting the work done,
but how the work is done. It is ultimately about adding value and being of value to the
organisation, community and environment as a whole. The participants emphasised the
importance of contributing to their organisations. They feel that they add value when they are
able to use their skills, knowledge and technology know-how to improve how the organisation
operates. The participants each added value to their organisations in their own unique way,
depending on what their work meant to them. The participants consider the probability of value-
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add before they take an offer at an organisation. They consider whether they can add value to the
organisation and if the organisation is likely to add value to the community.
Being innovative is one way that this generation can add value to the organisation. They
are able to challenge out-dated ideas and bring new creative and futuristic ideas to the fore, in the
process making existing business models obsolete. Rogers (2003) defined innovation as “an idea,
a product or process, system or device that is perceived to be new to an individual, a group of
people or firms, an industrial sector or a society as a whole”(p.45). The participants described
themselves as always wanting to come up with new ways of doing things. If one way doesn’t
work, they are able to use their imagination and creative initiative to find a suitable solution.
Generation Y is constantly looking for ways to improve and fast-track how work is done. They
want to be given an opportunity to find smart creative solutions to solve problems, and they are
not fazed by change but are rather excited by it (Lancaster & Stillman, 2010). Their creative
thinking brings in a new dynamic into the organisation, they are able to think of different
solutions to solve one problem.
Contributing and adding value in the organisation is made easier if the participants can
identify with the type of work they are doing. If they feel that the organisation is contributing
towards the greater good of society or the communities in which they function, this may be one
of the reasons that the participants were involved, they wanted to be part of corporate social
responsibility initiatives within the organisations as this made them feel that they are not only
adding value to the organisation but making a contribution to their various communities.
Generation Y is willing to volunteer their time to worthy causes (Shen, Chanda, D'Netto, &
Monga, 2009); they want to feel that they are making a positive contribution to society and the
environment (Hershatter & Epstein, 2010). Organisations that are serious about corporate social
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responsibility will most likely attract this generation (Myers & Sadaghiani, 2010). Generation Y
wants their work and life to be meaningful and fulfilling (Bennett, Pitt, & Price, 2012). They are
not just concerned about getting a paycheck, they are interested in more than that, they are
analysing the company’s vision and its mission to ensure that those company values are
congruent with their own (Schweitzer & Lyons, 2010).
4.1.9 Inclusion. The concept of inclusion was discovered to be two-fold within this
context. It is the desire of participants that they feel included in the organisation despite their
race, age and gender. An inclusive organisation would be an organisation where unnecessary
hierarchies and occupational segregation are limited, and where groups of employees who
congregate in certain areas are discouraged (Equality and Human Rights Commission, 2010).
Generation Y is more accepting and open to other cultures; it is the most culturally and ethnically
diverse generation (Brown & Czerniewicz, 2010). This generation has been part of multicultural
families and alternative lifestyles (Perruci, 2011). Cole, Smith and Lucas (2002) argue that this
generation is more willing and open to work with other individuals from different cultures,
religions and races as well as those with different sexual orientations and those from different
generations who were not so tolerant. This willingness to accept individual differences is one of
the reasons that the participants expect all members of the organisation to accept them despite
their unique differences. According to one of the participants, the ideal organisation would be
one that is culturally sensitive and tolerant of individual differences.
Inclusion also relates to the participants’ need to be involved in the day-to-day
functioning of the organisation, to feel that they are included in the work process, and that their
contributions are valued. The participants have always been able to give input and contribute to
decision-making at home and in school, and this need for inclusion has spilled over into their
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work lives. The participants stated that they do not want to feel as if they are just a means to an
end. They want to be proactive and involved in different projects within the organisation. When
the organisation is changing or new developments are made, they do not want to be the last to be
informed but rather at the forefront of these developments. This need for inclusion may explain
their preference for working in different teams within the organisation. Essentially, how the
participants perceive and experience their role in the organisations influences their decision to
stay or leave.
4.1.10 Role models. The participants stated that they consider their mothers as their role
models. They described their mothers as individuals they look up to, as the individuals that guide
their behaviour. The participants’ considered the positive relationships with their mothers
essential for their well-being. They stated that any major life decision made was made after
consultation with their mothers who seemed to be a prominent feature in their lives. Even those
participants that have both parents in their lives consider their mothers to be their role models.
According to Martin and Bush (2000), a role model can be defined as “anyone the individual
comes into contact with, either directly or indirectly, who potentially influences the individual’s
decisions and behaviours” (p.25). Role models are described as a powerful influence on the
individual’s behavioural patterns, attitudes and values through the process of socialisation and
modelling (Martin & Bush, 2000).
The Robert Half International study (2008) indicates that Generation Y is likely to be
accustomed to close and constant parental involvement in their lives. This generation has grown
up with “helicopter parents”. These are parents who pay close attention to and are involved in
their children’s lives (Thompson & Gregory, 2012). The participants expected their mothers to
be available when they needed them, to give advice or intervene when it comes to difficulties
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related to their lives or jobs. Participant C states that, “My mom is only a text message away, I
never find myself feeling that I have no one to turn to when I need help, or confirmation that the
decision I am making is in fact a good one, she is never too busy for me, which is great.”
Role models are an important aspect in the lives of this generation, hence they also
value mentors as they can learn and adopt behaviours from these individuals that they consider
critical for their success.
4.1.11 Challenges. Challenges within this context are a positive aspect. It refers to the
need for participants to be fully engaged by being expected to complete challenging tasks within
their skills and knowledge set. The participants expressed the need to be engaged in the work
that they do. They want the organisation to use their skills and use them efficiently and
effectively through providing tasks that match their abilities. The study conducted by Islam et.al.
(2011) Is indicative of this notion as the findings state that Generation Y does perform well when
the organisation is able to identify their skills, knowledge and abilities and then pair that with
relevant tasks that keep them engaged to extract their full potential.
The participants stated their need to be in a creative and innovative environment which
would ensure that their work is not monotonous, thereby restricting their creativity. Participant E
stated that she does not want to be in the same position, doing the same thing for extended
periods of time. She considers challenging work as a motivation to come up with interesting
ways to get problems solved. Participant F described her concerns of not being challenged in her
organisation, “…the one thing I was worried about was being bored at work, but this job really
keeps me going…it keeps me on my toes.”
The participants indicated that they were willing to leave organisations that did not
provide some stimulation in terms of the work that they had to do. This generation places value
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on professional growth and development as this is one of the reasons they want to take on highimpact tasks (Ng et al., 2010). They have a low tolerance for non-challenging work, and as a
result may perform poorly when required to deal with high volumes of work that is not at all
stimulating (Corporate Leadership Council, 2005). I came to the conclusion that the presence of
challenging work may be conducive to the full engagement of this generation, and contribute to
their willingness to contribute to organisational goals.
4.1.12 Quality of worklife. Quality of worklife is an overarching theme. Participants
would have a high quality of worklife if all the above themes are considered, established and
provided within the organisation. Conversely, this may also be true if the organisation fails to
consider, establish and provide these different facets, and that would have a negative impact on
the participants’ quality of worklife. The participants’ quality of worklife may be hindered by the
absence of the above-mentioned themes as the themes are all-encompassing of what the ideal
organisation would provide for the participants to have a positive experience within the
organisation, while simultaneously contributing to the organisation’s overall success. Quality of
worklife refers to the degree to which the organisational members are able to satisfy those needs
that they perceive as important through their experiences in the organisation (Chib, 2012). The
participants may recognise the quality when they feel that the basic expectations of their work
and organisation have been met sufficiently.
Sirgy, Efraty, Siegel and Lee (2001) proposed that for an individual to achieve quality of
worklife, four levels of needs would have to be considered: Firstly, individuals’ need to be
satisfied with their work environment; secondly, the need to be satisfied by the job requirements;
thirdly, the need for satisfaction from supervisory behaviour; and lastly, the need for satisfaction
from ancillary programmes. If these four levels of needs are satisfied there may be a direct and
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positive impact on the individual’s quality of worklife. Rethinam’ (2008) explanation of quality
of worklife links well with some of the participants’ perceptions of what a meaningful and
satisfying work environment would entail. Rethinam (2008) explained quality of work life as,“(i)
an opportunity to exercise one’s talents and capacities, to face challenges and situations that
require independent initiative and self-direction, (ii) an activity thought to be worthwhile by the
individuals involved, (iii) an activity in which one understands the role the individual plays in the
achievement of some overall goals, and (iv) a sense of taking pride in what one is doing and in
doing it well” as cited in Swamy (2013).
In this study the participants felt that their work needs were met in some cases but not in
all. They felt that some aspects required to enhance their quality of work life were efficient, but
that the organisations they were working for fell short of providing all the necessary facets they
deemed essential for an enhanced quality of work life. A high quality worklife was essential for
the participants. They continuously reiterated how important it was that the organisations they
wanted to work for should meet their needs associated with job satisfaction, job involvement,
motivation, productivity and their overall well-being, by considering the different facets
mentioned in this chapter. If the organisation provided favourable working conditions for the
participants they would be more likely to be productive and prove to be a valuable asset to the
organisation.
4.2 Conclusion
I have interpreted and understood the themes as those factors that may enhance or inhibit
the performance of the participants. When the organisation ensures that they meet the
participants’ work needs, the participants then become easily entrenched in the organisation’s
culture, provided that the culture is conducive to their growth. The participants were open to
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working in different kinds of environments and with different types of people at different stages
of their lives as they consider their openness to experiences an opportunity to learn, grow and
develop. I interpreted the themes as essential elements that the organisation needs to consider if
they want to motivate and retain the participants. In essence the absence of these stated themes
will hinder the quality of worklife of this generation, while the availability of these stated
themes will enhance the quality of worklife of Generation Y employees.
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CHAPTER 5

CONCLUSIONS AND RECOMMENDATIONS
As part of the Generation Y cohort herself, I am already thinking about where I would
like to work at the end of this year. My full-time university life is coming to an end and I will be
stepping out into the “real world”, the world of work. This is an exciting prospect and it will be
the first time in five years that I will be exposed to the world of work. This is a daunting thought
because I want to make sure that I choose the right organisation that will allow me to reach my
full potential as an intern. Choosing the right organisation is as important to me as when I had to
choose which university to go to and which career path I should follow.
I would prefer to work in an organisation that will understand me as a young university
graduate wanting to make a difference, an organisation that will cater to my working needs, that
is a perfect fit with my personality and allows for growth and development. These are only a few
factors that I have thought about when considering which organisation I should choose, and this
has evoked my interest in other Generation Y cohort. I found myself wondering how they
perceive the working environments they find themselves in, what their experiences are and how
they think their organisations should improve to enhance their performance and their overall
working experience.
This concluding chapter will aim to consolidate the fundamental findings of this study,
taking into account the implications for organisations, limitations, recommendations and
suggestions for future research. The chapter will then end with a concise conclusion.
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5.1 Implications for Organisations
It can be concluded that the South African workplace is evolving rapidly in order to
compete on a global scale. With evolution come transformation and various perspectives of how
individuals view and experience the current workplace (Allcorn, 2003-Mtebule). The study has
indicated how some of the Generation Y individuals experience the workplace, what their work
needs are, and what may enhance or hinder their performance in the organisation. The
participants of this study have given an indication of all the factors they consider to contribute to
their overall work experience and quality of worklife. Just like all other preceding generations
the organisation needs to be cognisant of this generation’s workplace needs. The retention of this
generation depends on what the organisation has to offer in terms of learning and developmental
opportunities, flexibility, appropriate benefits and rewards, to name but a few.
The organisation needs to be able to relate and value this generation. The reality is that
this generation will comprise the majority of the workforce within the next few years, and if
organisations want to take full advantage of this they need to reconsider traditional management
methods and adopt a leadership and management style that complements this generations work
style. The participants stated that and consequently, an organisation that does not consider their
needs may struggle to keep them motivated which will essentially lead to the individual leaving
the organisation. The organisation may face a potential loss when this young, innovative, ideagenerating individual leaves the organisation to join one that they consider to be more suitable
for their work needs. Organisations need to understand this generation if they intend to
successfully integrate them into their workforce.
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5.2 Recommendations
When considering the results and outcomes of the study it is recommended that
organisations consider a number of guidelines to help with the development of an approach
towards Generation Y management that makes sense in the context of each unique organisation.
The organisation can conduct a strategic review of how best to adapt the organisation for
a multigenerational and multicultural workforce. This understanding of the diverse composition
in the workplace will ensure that the newest cohort is successfully integrated into the
organisation. The key lies in the organisation successfully implementing programmes that are
meant to encourage and reflect understanding among Generation Y and preceding generations.
The organisation needs to offer ample opportunities for professional growth and
development and there needs to be sufficient workplace training programmes, job rotation,
various work teams, and projects that the Generation Y employees can be involved in. This
generation has a need to be challenged and fully engaged in the work that they are doing.
Mentoring is a crucial part of ensuring that Generation Y is well integrated into the
workplace. This generation understands the importance of building and sustaining good
mentor/mentee relationships. However, organisations need to get the experienced, older
generation “on board” in terms of providing mentorship, guidance and support to Generation Y
employees. Mentoring is important to this generation as it is a means to gain feedback and
valuable insight into their progress and development.
Given the rapid advancements in technology, it is essential that organisations keep up
with current technological trends as Generation Y strives to work in a fast-paced, technologydriven environment. Technology enables this generation to work efficiently, providing them with
the flexibility to work anywhere, at anytime.
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5.3 Limitations of the Study
Limitations of a study are those matters and occurrences that may arise during the study
and which are out of the researcher’s control, due to various reasons. The following were
identified as limitations for this specific study:
The findings of the study are specific to a small number of seven participants, which
makes it difficult to demonstrate that the findings will indeed be applicable to the greater
population. However, although each case may be unique it may also be considered an example
within a broader group. Therefore, the prospect of transferability should not be immediately
rejected.
Academic literature on Generation Y in general, and specifically within South Africa, is
limited. Consequently, non-academic literature was used to try to establish their characteristics as
a cohort. In addition, the birth parameters used in this study may differ from other research
studies and literature.
The limitations of the study were based on the fact that the sample of Generation Y
employees was drawn from private sector organisations only. Therefore, there are likely to be
different narratives in the expectations and experiences amongst employees in the public sector.
However, literature does indicate that Generation Y shares some common work characteristics,
regardless of the sector (Broadbridge et al., 2007; Cennamo & Gardner, 2008; Glass, 2007;
Martin, 2005; Oliver, 2006; Shaw & Fairhurst, 2008; Wong et al., 2008).
5.4 Areas for Future Research
During integration of available literature on this study, it was evident that there is a lack
of academic research on this particular topic within the South African context. Therefore, more
research is required to obtain a comprehensive understanding of Generation Y employees in the
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South African work context. Future research should consider what values, talents and unique
challenges Generation Y employees bring to the organisation, and what managerial approaches
should be considered to accommodate their needs.
Research can further consider the effects and other variables that may enhance or impact
the work experiences of Generation Y over an extended period of time, and that suggests
longitudinal research. To get a true reflection of the factors impacting Generation Y’s quality of
worklife, longitudinal research is required. Furthermore, research should investigate the possible
long-term effects that Generation Y employees may have on the organisation, and to consider
which qualities and values have translated into favourable changes in the workplace. Research
could further identify how Generation Y employees may be affected by the interaction with their
supervisors, mentors and co-workers, and if those relationships have an impact on their
productivity and engagement.
Lastly, research can be done to establish what works and what does not in regards to
attracting and retaining Generation Y employees in the South African context.
5.5 Conclusion
The main objective of this study was to provide much-needed insight into the quality of
worklife of Generation Y employees within the South African work context and to uncover the
factors that may enhance or hinder this generation’s performance in the organisation. Through
in-depth interviews the enhancing and inhibiting factors for Generation Y employees were
uncovered. Furthermore, the research was aimed at providing an understanding of what drives
Generation Y, what are some of their workplace needs and expectations, and what informs their
decisions to be part of an organisation.
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By understanding Generation Y’s work needs, human resource practitioners,
psychologists and management can develop policies which can aid various factors such as
communication, commitment, improving satisfaction, increasing productivity, and overall
satisfaction with one’s work and quality of worklife. Understanding Generation Y is a useful step
in meeting their work needs.
Overall, the findings of this study support the notion that Generation Y employees have
great expectations when it comes to the kind of organisation they prefer working for, and their
future career aspirations.

QUALITY OF WORK LIFE

90
References

Allcorn, S. (2003). The dynamic workplace: Present structure and future redesign. London, UK:
Praeger
Appelbaum, S. H., Serena, M., & Shapiro, B. T. (2004). Generation X and the Boomers:
Organizational myths and literary realities. Management Research News, 27(11/12), 1-28.
doi :10.1108/01409170410784635
Alsop, R. (2008). The trophy kids grow up: How the millennial generation is shaking up the
workplace. San Francisco, CA: Jossey-Bass.
Anantatmula, V. S., & Shrivastav, B. (2012). Evolution of project teams for Generation Y
workforce. International Journal of Managing Projects in Business, 5(1), 9-26.
doi:10.1108/17538371211192874
Anantatmula, V. S., & Shrivastav, B. (2012). Evolution of project teams for Generation Y
workforce. International Journal of Managing Projects in Business, 5(1), 9-26.
doi: 10.1108/17538371211192874
Babbie, E., & Mouton, J. (2001). The practice of social research. Cape Town, South Africa:
Oxford University Press.
Babbie, E., Mouton, J., Voster, P., & Prozesky, B. (2012). The practice of social research.
Cape Town, South Africa: Oxford University Press.
Baruch, Y. (2003). Transforming careers: from linear to multidirectional career paths:
Organizational and individual perspectives. Career Development International9(1),
58-73. Retrieved fromhttp://www.emeraldinsight.com/1362-043 6

QUALITY OF WORK LIFE

91

Baxter, P., & Jack, S. (2008). Qualitative case studies methodology: Study design and
implementation for novice researchers. The Quality Report, 13(1), 544-559. Retrieved
from http://www.nova.edu/ssss/qr/baxter.pdf
Bearfield, S. (2003). Quality of Working Life.Aciirt Working paper. University of Sydney.
Retrieved from www.acirrt.com
Beigi, M., & Melika, S. (2012). Attitudes towards team work: Are Iranian university students
ready for the workplace. Team Performance Management,18(5/6), 295-311.
doi:10.1108/13527591211251087
Beigi, M., & Shirmohammadi, M. (2012). Attitudes toward teamwork: are Iranian university
students ready for the workplace? Team Performance Management, 18, (5/6), 295-311.
doi:10.1108/13527591211251087
Bennett, J., Pitt, M., & Price, S. (2012). Understanding the impact of generational issues in the
workplace. Journal of Managerial Psychology, 30(7), 278-288. doi:
10.110802632771211220086
Blain, A. (2008).The millennial tidal wave: Five elements that will change the workplace of
tomorrow. Journal of the Quality Assurance Institute, 22(2),11-13. Retrieved from
http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=31867164&site=ehostlive.
Braun, V., & Clark, V. (2006). Using thematic analysis in psychology. Qualitative Research in
Psychology, 3(1), 77-101.
Broadbridge, A. M., Maxwell, S. M., & Ogden, S. M. (2007). Experiences, perceptions and
expectations of retail employment for Generation Y. Career Development International,
12(6), 523-544. doi:10.1108/13620430710822001

QUALITY OF WORK LIFE

92

Brown, C., & Czerniewicz, L. (2010). Debunking the ‘digital native’: beyond digital apartheid,
towards digital democracy. Journal of Computer Assisted Learning, 26(5), 357-369.
doi:10.1111/j.1365-2729.2010.00369.x
Carter, S. M., & Little, M. (2007). Justifying knowledge, justifying method, taking action:
Epistemologies, methodologies, and methods in qualitative research. Qualitative Health
Research, 17(10), 1316-1328. doi:10.1177/1049732307306927
Cennamo, L., & Gardner, D. (2008). Generational differences in work values, outcomes and
person-organisation values fit. Journal of Managerial Psychology, 23(8), 891-906.
doi: 10.1108.02683940810904385
Chenail, R. J., & Maione, P. (1997). Sensemaking in clinical qualitative research. The
Qualitative Report, 3(1), 1-3. Retrieved from http://www.nova.edu/ssss/QR/QR31/sense.html
Chib, S. (2012). Quality of work life and organisational performance parameters at the
workplace. SEGI Review, 5(2), 36-47. Retrieved from
http://0-www.emeraldinsight.com.ujlink.uj.ac.za
Chowdhury, T. G., & Coulter, H. R. A. (2006). Getting a sense of financial security for
generation y. Marketing Theory and Applications, 19(1), 14-65. Retrieved from
http://scholar.google.co.za/scholar?q=Chowdhurry+and+Coulter+2006&btnG=&hl=en&
as_sdt=0%2C5&as_vis=
Codrington, G., & Grant-Marshall, S. (2004). Mind the gap. London, UK: Penguin Group.
Cole, G., Smith, R., & Lucas, L. (2002). The debut of Generation Y in the American workforce.
Journal of Business Administration Online, 1(2), 1-10. Retrieved from
http://www.atu.edu/business/jbao/Fall2002/cole_smith_lucas.pdf

QUALITY OF WORK LIFE

93

Corporate Leadership Council. (2005). HR considerations for engaging Generation Y employees.
Washington, D.C: Corporate Executive Board.
Coyle-Shapiro, J. A. M., & Shore, L. M. (2007). The employee-organisation relationship: Where
do we go from here? Human Resource Management Review, 17(2), 166-179.
doi:0.1016/j.hrmr.2007.03.008
Crotty, M. (1998). The foundations of social research: meaning and perspective in the research
process. London, UK: SAGE.
Dannar, P. R. (2013). Millennials: What They Offer Our Organizations and How Leaders Can
Make Sure They Deliver. The Journal of Values-Based Leadership, 6(1), 3. Retrieved
from: http://scholar.valpo.edu/jvbl/vol6/iss1/3
Davidson, C. (2009). Transcription: Imperatives for qualitative research. International Journal of
Qualitative Methods 2009, 8(2), 35-56. Retrieved from
http://ejournals.library.ualberta.ca/index.php/IJQM/article/view/4205/5401
De Cieri, H., Holmes, B., Abbott, J., & Pettit, T. (2005). Achievements and challenges for
work/life balance strategies in Australian organisations. The International Journal of
Human Resource Management, 16(1), 90-103. Retrieved from
www.emeraldinsight.com/journals.htm?
Deal, J. J., Altman, D.G., & Rogelberg, S. G. (2010). Millennials at work: what we know and
what we need to do (if anything). Journal of Business Psychology, 25, 191-199.
doi:10.1007/s10869-010-9177-2
DiCicco-Bloom, B., & Crabtree, B. F.(2006). Making sense of qualitative interview: The
qualitative research interview. Medical Education, 40(3), 14–321.
doi:10.1111/j.1365-2929.2006.02418.x

QUALITY OF WORK LIFE

94

Donaldson, S. I., Ensher, E. A., & Grant-Vallone, E. J. (2000). Longitudinal examination of
mentoring relationships on organizational commitment and citizenship behavior. Journal
of Career Development, 26(4), 233-249. doi:10.1023/A:1022947322349
Drago, J. P. (2006). Generational theory: Implications for recruiting the millennials. Army War
Coll Carlislebarracks, (4), 5- 32.Retrieved from
http://www.strategicstudiesinstitute.army.mil/pdffiles/ksil331.
Dunne, H., & Teg, C. (2007). Puttingbalance into business:Work/life balance as a business
strategy for avoiding brain drain. Strategic HR Review, 6(6), 28-31.
doi: 10.1108/14754390780001014
Dwyer, R. J. (2008). Prepare for the impact of the multi-generational workforce! Transforming
Government: People, process and policy. Processand Policy, 3(2), 101-110.
doi: 10.1108/17506160910960513
Eagly, A. H., Johannesen-Schmidt, M. C., & van Engen, M. L. (2003). Transformational,
transactional, and laissez-faire leadership styles: A meta-analysis comparing women and
men. Psychological Bulletin, 129, 569–591. doi:10.1037/0033-2909.129.4.569
Eisner, S. P. (2005). Managing Generation Y. SAM Advanced Management Journal, 70(4), 4-15.
Retrieved fromhttp://0-www.emeraldinsight.com.ujlink.uj.ac.za
English Oxford Dictionary. (2012). Retrieved from
http://scholar.google.co.za/scholar?q=oxford+dictionary+2012&btnG=&hl=en&as_sdt=0
%2C5
Equality and Human Rights Commission. (2010). Retrieved from
www.content.eisa.org.za/.../south-africa-south-african-human-rights-com

QUALITY OF WORK LIFE

95

Erickson, T. (2008). Retire retirement: career strategies for the boomer generation. Boston,
MA: Havard Business School.
Espinoza, C., Ukleja, M., & Rusch, C. (2010). Managing the millennials: Discover the core
competencies for managing today’s workforce. New Jersey, NJ: John Wiley & Sons.
Felce, D. (1997). Defining and applying the concept of quality of life. Journal of Intellectual
Disability Research, 41(2), 126-135.doi10.1111/j.1365-2788.1997.tb00689.x
Felstead, A., Jewson, N., Phizacklea, A., & Walter, S. (2002). Opportunities to work at home in
the context of work-life balance. Human Resource Management Journal, 12(1), 54-76.
doi:10.1111/j.1748-8583.2002.tb00057
Fisher-McAuley, G., Stanton, J., Jolton, J., & Gavin, J. (2003). Modelling the relationship
between work life balance and organisational outcomes. Paper presented at the Annual
Conference of the Society for Industrial-Organisational Psychology. Orlando, Florida.
Gardner, S. F. (2006). Preparing for the nexters. American Journal of Pharmaceutical Education,
70(4), 87-87.doi10.5688/aj700487
Gioia-Herman, J. (2009). Herman Trend alert: Engaging millennials. Retrieved from
http://www.hermangroup.com/alert/archive_1 -07-2009.html
Glass, A. (2007). Understanding generational differences for competitive success. Industrial and
commercial training, 39(2), 98-103.doi:10.1108/00197850710732424
Grbich, C. (2007). Qualitative data analysis. London, UK: SAGE.
Hammersley, M. (2007). The issue of quality in qualitative research. International Journal of
Research and Method in Education, 30(3), 287-306. doi:10.1080/17437270701614782
Hays Recruitment China. (2013).A report into the workplace needs, attitudes and aspirations of
Gen Y in China. Retrieved from http://social.hays.com/wp-

QUALITY OF WORK LIFE

96

content/uploads/2013/11/Read-the-full-report-on-Gen-Y-China-and-The-World-ofWork1.

Hershatter, A., & Epstein, M. (2010). Millennials and the world of work: An organisation and
management perspective. Journal of Business Psychology, 25, 211-223.
doi: 10.1007/s10869-010-9160-y
Hewitt, M. L. M., & Ukpere, W. I. (2012). Leadership challenges associated with the
management of Generation Y employees: A proposed theoretical model. African Journal
of Business Management, 6(19), 5999-6004. doi:10.5897/AJBM12.533
Howe, N., & Strauss, W. (2000). Millenials rising: The next great generation. New York, NY:
Random House.
Howe, N., & Strauss, W. (2007). Millennials go to college. Great Falls, VA: Life Course
Associates.
HPCSA. (1992). Ethical principles of psychologists andcode of conduct. Retrieved from
http://www.hpcsa.co.za/
Hussain, F., Lucas, C., & Ali, M. (2004). Managing knowledge effectively. Journal of
Knowledge Management Practice, 5. Retrieved fromhttp://www.tlainc.com/articl66.htm
Islam, A., Cheong, T. W., Yusuf, D. H. M., & Desa, H. (2011). A study on Generation
Y’sbehaviours at workplace in Penang. Australian Journal of Basic and Applied
Sciences, 5(11), 1802-1812.
doi:http://web.b.ebscohost.comtdirect=true&profile=ehost&scope=site&authtype=crawle
r&jrnl=1816157X&AN=69909973&h=9fUntZhWTwVGcjBPURZaOFo7caAFBOY3zQ
14HKsnbqK

QUALITY OF WORK LIFE

97

Jiang, Z., Xiao, Q., Qi, H., & Xiao, L. (2009). Total reward strategy: A human resources
management strategy going with the trend of the times. International Journal of Business
and Management, 4(11), 177. Retrieved from
www.ccsenet.org/journal/index.php/ijbm/article/viewFile/.../3672?
Johnson, M., & Johnson, L. (2010). Generations Inc: From boomers to linksters: Managing the
friction between generations at work. New York, NY: AMACOM.
Kaifi, B. A., Naefi, W. A., Khafar, N. M., & Kaifi, M. M. (2012). A multi-generational
workforce: managing and understanding millennials. International Journal of Business
and Management, 7(24). doi:10.5539/ijbm.v7n24p88
Knipe, S., & du Plessis, P. J. (2005). Generational theory as a universal segmentation tool?
Paper session presented at the Sixth International Conference on Enterprise in Transition,
Cape Town.
Kock, N.F., McQueen, R. J., & Baker, M. (1996). Learning and process improvement in
knowledge organisations: A critical analysis of four contemporary myths. The Learning
Organisation, 3(1), 31-41. doi:10.1108/09696479610106790
Lancaster, L. C., & Stillman, D. (2002). When generations collide. New York, NY:
HarperCollins.
Lancaster, L. C., & Stillman, D. (2010). The M-factor: How the millennial generation is rocking
the work place. New York, NY: HarperCollins.
Lau, T., Wong, Y.H., Chan, K.F., & Law, M. (2001). Information Technology and the Work
Environment-Does it Change the Way People Interact at Work. HumanSystems
Management, 20(3), 267-280.
Lincoln, Y. S., & Guba, E.G. (1985). Naturalistic Inquiry. Newbury Park, CA: SAGE.

QUALITY OF WORK LIFE

98

Lim, H. L. (2012). Generation Y workforce expectations: implications for the UAE. Education,
Business and Society: Contemporary Middle Eastern Issues, 5(4), 281-293.doi:
10.1108/17537981211284452
Luscombe, J., Lewis, I., & Biggs, H. C. (2013). Essential elements for recruitment and retention:
Generation Y. Journal of Education and Training, 55(3). Retrieved from
http://0-www.emeraldinsight.com.ujlink.uj.ac.za
Lynton, N., & April, K. (2011). Connected but not alike: Cross-cultural comparison of
Generation Yin China and South Africa. Academy of Taiwan Business Management
Review. Retrieved fromhttp://www.ashridge.org.uk
Mack, N., Woodsong, C. M., MacQueen, K. M., Guest, G., & Namey, E. (2005). Qualitative
research methods: A data collector’s field guide. Research Triangle Park, NC: Family
Health International.
Marsh, D., & Furlong, P. (2002). A skin, not a sweater: Ontology and epistemology in the
political science. In D. Marsh & G. Stoker (Eds.),Theory and methods in political
science (45-68) Basingstoke, UK: Palgrave Macmillan.
Martin, C. (2005). From high maintenance to high productivity: What managers need to know
about Generation Y. Industrial and Commercial Training, 37(1), 39-44. Retrieved from
www.academicjournals.org/journal/AJBM/article-full.../53B95E928248
Martin, C. A., & Bush, A. J. (2000). Do role models influence teenagers’purchase intentions and
behavior? Journal of Consumer Marketing, 17(5), 441-453.
doi:10.1108/07363760010341081
Martin, C. A., & Tulgan, B. (2001). Managing Generation Y: Global citizens born in the late
seventies and early eighties.Amherst, Canada: HRD Press.

QUALITY OF WORK LIFE

99

Martin, C. A., & Tulgan, B. (2002). Managing the generation mix: From collision to
collaboration.Amherst, Canada: HRD Press.
Martin, C. A., & Tulgan, B. (2006). Managing the generation mix: From urgencytoopportunity.
Amherst, Canada: HRD Press
Mckenna, S. (2007). Deconstructing a personal “academic”/“practioner”narrative through selfreflexivity: Qualitative research in organisations and management. An International
Journal, 2(2), 144-160. doi:10.1108/17465640710778539
McKevitt, C., Redfern, J., La-Placa, V., & Wolfe, C. D. (2003). Defining and using quality of
life: a survey of health care professionals. Clinical Rehabilitation, 17(8), 865-870.
doi: 10.1191/0269215503cr690oa
Meier, J., Crocker, M., & Stephen, F.(2010). Generation Y in the Workforce: Managerial
Challenges. The Journal of Human Resource and Adult Learning, 6(1), 68-78. Retrieved
fromwww.hraljournal.com/Page/8%20Justin%20Meier.pdf
Meister, J. C., & Willyerd, K. (2010). The 2020 workplace: how innovative companies attract,
develop, and keep tomorrow’s employees today. New York, NY: HarperCollins.
Milkovic, J., Newman, B., & Gehart, (2010). Compensation. New York, NY: McGraw Hill
Higher Education.
Mingers, J. (2001). Combining IS research methods: Towards a pluralist methodology.
Information Systems Research,12(3), 233-259. doi:10.1287/isre.12.3.240.9709
Mouton, J. (1996). Understanding social research. Pretoria, South Africa: Van Schaik.
Myers, D. M. (2009). Qualitative research in business management. London, UK: SAGE

QUALITY OF WORK LIFE

100

Myers, K.K., & Sadaghiani, K. (2010). Millennials in the workplace: A communication
perspective on millennials’organizational relationships and performance. Journal of
Business Psychology. 25, 225-238. doi:10.1007/s10869-010-9172-7
Ng, E. S. W., Schweitzer, L., & Lyons, S. T. (2010). New generation, great expectations: A field
study of the millennial generation. Journal of Business Psychology, 25, 281-292.
doi: 10.1007/s10869-010-9159-4
Ng, P. T. (2004). The learning organisation and the innovative organisation. Human Systems
Management, 23, 93-100. Retrieved from
http://iospress.metapress.com/content/tb7ffxe7c1vqbv6q/
Oliver, D. (2006), “ An expectation of continued success: the work attitudes of generation y.
Labour and Industry, 17(1), 61-84. Retreived fromwww.rmit.com.au.edu/casr
Payne, G., & Payne, J. (2004). Key concepts in social research. London, UK: SAGE.
Perruci,G. (2011). Millennials and globalisation. The cross-cultural challenge of
intragenerational leadership. Journal of Leadership Studies, 5(3), 82-87.
doi: 10.1002/jls.20236
Poland, B. (1995). Transcription quality as an aspect of rigor in qualitative research. Qualitative
Inquiry, 1(3), 290–310. doi:10.1171/107780049500100302
Poland, B. (1995). Transcription quality as an aspect of rigor in qualitative research. Qualitative
Inquiry, 1(3), 290–310.
Pooley, E. (2005). Generation Y: How twenty somethings are changing the workplace. Canadian
Business.Retrieved from ww.canadianbusiness.com/generation-y-how-twen
Raines, C. (2002). Managing Millenials. Generationas at work. Retrived from
http://www.generationsatwork.com.

QUALITY OF WORK LIFE

101

Reisenwitz, T.H., & Iyer, R. (2009). Differences in Generation X and Y: Implications for the
organisation and marketers. Marketing Management Journal, 19(2), 91-103.
Retrieved
fromhttp://0web.ebscohost.com.ujlink.uj.ac.za/ehost/pdfviewer/pdfviewer?vid=4&sid=38
2158e9-37d1-40f1-a04f-65c42dece37
Rethinam, G. S., & Ismail, M. (2008). Constructs of quality of work life: A perspective of
information and technology professionals. European Journal of Social Sciences, 7(1), 5870.
Retrieved fromwww.researchgate.net/.../255430092_Constructs_of_Quality_
Riessman, C.K. (2002). Analysis of personal narratives. In H. J. Gubrium,Handbook of interview
research. London, UK: SAGE.
Robert Half International. (2008). What millennial works want: how to attract and retain
Generation Y employees. Retrieved
fromwww.accountingweb.com/sites/default/files/generationy_robert_half.pdf
Rogers, E. M. (2003). Diffusion of innovations (5th ed.). New York, NY: Free Press
Rowlands, I., Nicholas, D., Williams, P., Huntington, P., Fieldhouse, M.,Gunter, B., & Tenopir,
C. (2008). The Google generation: the information behaviour of the researcher of the
future. Aslib Proceedings ,60(4), 290-310. doi:10.1108/00012530810887953
Ryan, F., Coughlan, M., & Cronin, P. (2009). Interviewing in qualitative research: the one-to-one
interview. Internation Journal of Therapy and Rehabilitation 16(6), 309-314. doi:
10.1111/j.13652648.2010.05425.x

QUALITY OF WORK LIFE

102

Sandelowski. M. (2000). Focus on research methods: whatever happened to qualitative
description? Research in Nursing and Health, 23, 344-340.
doi:10.1002/1098240x(200008)23
Sayers, R. M. (2006). Australia’s changing workplace: A generational perspective (Doctoral
dissertation), RMIT University.
Sayers, R. M. (2006). Australia's changing workplace: A generational perspective(Doctoral
thesis). Melbourne: Royal Melbourne Institute of Technology University.
Scarnati, J. T. (2001). On becoming a team player. Team Performance Management: An
International Journal, 7(1/2), 5-10. doi:10.1108/1352759011038950
Schurink, W. (2009). The internal audit as a tool to enhance the quality of qualitative research.
Journal of Public Administration, 44(2), 788-802. Retrieved from
http://scholar.google.co.za/scholar?hl=en&q=The+internal+audit+as+a+tool+to+enhance
+the+quality+of+qualitative+research.&btnG=&as_sdt=1%2C5&as_sdtp=
Schurink, W., & Schurink, E. (2011). Interviews. Masters 2011: Qualitative Research.
(Industrial Psychology Class Notes). Bloemfontein, South Africa: SAGE.
Schwandt, T. (2001). Dictionary of qualitative inquiry. Thousand Oaks, CA: SAGE
Senge, P. (1990). The fifth discipline: the art and practice of the learning organisation. New
York, NY: Currency Doubleday.
Serey, T. T. (2006). Choosing a robust quality of work life. Business Forum, 27(2), 7-10.
Retrieved from http://connection.ebscohost.com/c/articles/22940361/choosing-robustquality-work-life.
Shaw, S., & Fairhurst, D. (2008). Engaging a new generation of graduates. Education and
Training, 50(5), 366-378. doi:10.1108/00400910810889057

QUALITY OF WORK LIFE

103

Shen, J., Chanda, A., D'Netto, B., & Monga, M. (2009). Managing diversity through human
resource management: an international perspective and conceptual framework. The
International Journal of Human Resource Management, 20(2), 235-251.
doi:10.1080/09585190802670516
Shenton, A. K. (2004). Strategies for ensuring trustworthiness in qualitative research projects.
Education for Information, 22(2), 63-75. Retrieved from: http://scholar.google.co.za/
Shragay, D., & Tziner, A. (2011). The generational effects on the relationship between job
involvement, work satisfaction and OCB. Social Science Research,27(2). doi:
10.2139/ssrn.1885047
Sirgy, M. J., Efraty, D., Siegel, P., & Lee, D. J. (2001). A new measure of quality of work life
(QWL) based on need satisfaction and spillover theories. Social Indicators Research,
55(3), 241-302. doi:10.1023/A:1010986923468
Smith, K. T. (2010). Work-Life balance perspectives of marketing professionals in Generation
Y. Services Marketing Quarterly, 31, 433-447.
doi:10.1080/15332969.2010.510724
Snelgar, R. J., Renard, M., & Venter, D. (2013). An empirical study of the reward preferences of
South African employees: Original research. SA Journal of Human Resource
Management, 11(1), 1-14. doi:10.4102/sajhrm.v11i1.351
Sparkes, A. C. (2002). Telling tales in sport and physical activity: A qualitative journey. Champaign, IL:
Human Kinetics Publishers

Sparrowe, R.T., & Liden, R.C. (2005). Two routes to influence: Integrating leader member
exchange and social network perspectives. Administrative Science Quarterly, 50(4), 50553. doi:10.2189/asqu.50.4.505

QUALITY OF WORK LIFE

104

Streeter, B. (2004). Next generation employees, yeah, they’re different. ABA Banking Journal,
96(12), 12. Retrieved from http://0web.ebscohost.com.ujlink.uj.ac.za/ehost/pdfviewer/pdfviewer?vid=8&sid=a8c20b173177-4ac9-9925-8b6e91b80678%40sessionmgr10&hid=28
Suleman, R., & Nelson, B. (2011). Motivating the millennials: Tapping into the potential of the
youngest generation. Journal of Business Management, 211(62), 39-44.
doi:10.1002/ltl.491
Suleman, R., & Nelson, B. (2011). Motivating the millennials: Tapping into the potential of the
youngest generation. Leader to Leader,62, 39-44. doi:10.1002/ltl.491
Swamy, D. R. (2013).Quality of work life of employees in private technical
institutions.International Journal for Quality Research 7(3) 3–14. Retrieved from
http://www.ijqr.net/journal/v7-n3/12.
Tabassum, A., Rahman, T., & Jahan, K. (2012). An evaluation of the quality of work life: A
study of the faculty members of private universities in Bangladesh. ABAC Journal 32(3),
36-47. Retrieved
fromhttp://scholar.google.co.za/scholar?q=An+valuation+of+the+quality+of+work+life%
3A+A+study+of+the+faculty+members+of+private+universities+in+bangladesh&btnG=
&hl=en&as_sdt=0%2C5
Tarricone, P., & Luca, J. (2002). Successful teamwork: A case study. HERDSA. Retrieved from
www.deakin.edu.au/.../case-studies/case-study-edith-co
Taylor, P., & Keeter, S. (2010). Millennials: A portrait of generation next. Pew Internet &
American Life Project. Washington DC: Pew Research Center.

QUALITY OF WORK LIFE

105

Thompson, C., & Gregory, B. J. (2012). Managing millennials: A framewok for improving
attraction, motivation and retention. The Psychologist-Manager Journal, 15(1), 237–246.
doi:10.1080/10887156.2012.730444
Trefalt, S. (2013). Between you and me: Setting work-nonwork boundaries in the context of
workplace relationships. Academy of Management Journal, 56(6), 1802-1829.
doi: 10.5465/amj.2011.029
Wong, M., Gardiner, R., Lang, W., & Coulon, L. (2008), Generational differences in personality
and motivation for the workplace: Do they exist and what are the implications for the
workplace. Journal of Managerial Psychology, 23(8)878-890.
doi:10.1108/02683940810904376
WHOQOL. (1997). Measuring quality of life: The world health organization quality of life of
life instrument. Retrieved from www.worldhealth/mental_health.org
Van Eerde, W., & Thierry, H. (1996). Vroom's expectancy models and work-related criteria: A
meta-analysis. Journal of Applied Psychology, 81(5), 575-582.doi:10.1037/00219010.81.5.575
Yin, R. K. (1994). Case study research: Design and methods (2nd ed.). Newbury Park, CA:
SAGE.

