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ABSTRACT 
 

Growing up together can cause individuals to have similar mannerisms and tastes. So, you will 
often see that Baby Boomers, Gen X, Millennials, and Gen Z learn, work, use technology, and communicate 
feedback differently. These differences by generation matter a lot in Indian companies. What helps one 
workforce continue to give their best may not do the same for another group. To manage this effectively, 
companies are creating flexible HR policies that understand the needs of older and younger employees. 
Several studies have found that employees of various ages may respond to factors like their manager’s 
support, how roles are distributed, the type of leadership, and technology use in the workplace in different 
ways. But regardless of their background, every employee wishes to be treated with respect, appreciated, 
and allowed to develop. Outstanding managers help their teams, make decisions from the data, and 
regularly share feedback. This treatment makes employees feel appreciated, makes them stay longer, and 
encourages them to work hard. Focusing on common aims and noticing the strengths of every generation 
helps the workplace come together. The same thinking can be used in other parts of life. In India, how 
someone sees parenting is influenced by their age, earnings, and the language they use most daily. These 
human factors help business leaders create effective teams and bring teamwork to workers of all ages. 
Employee satisfaction rises with inclusive H,R and such practices support businesses in handling changes 
in their employee base. Respecting the particular needs of each generation allows organizations to make 
their workplace positive for all. 
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Introduction 

 Because of the wide range of generations, the Indian workplace is changing considerably. For 
the first time, we have five different generational cohorts, Traditionalists, Baby Boomers, Generation X, 
Millennials, and Generation Z, all working together under one roof. Each group of people has its own set 
of economic, cultural, technological, and educational influences, shaping the way they grow (Srinivasan, 
John, & Nirmala, 2011). Because of regional, urban-rural, and language differences in India, engaging 
employees is noticeably tough and must be handled in a way that suits the local conditions. 

 This mix of generations in the workforce allows for more innovation, better learning between 
different age groups, and a larger variety of viewpoints. The global workforce creates significant 
challenges for human resource teams in designing strategies that are just, effective, and match the 
company's culture. This study mainly discusses how today’s multigenerational workforce in India 
demands engagement models that are not just one set standard. There is growing evidence in literature 
that using the same management style with everyone often disregards age-related differences, leads to 
less job satisfaction, more staff leavin, and higher tension between co-workers (Bhattacharya & Gandhi, 
2020; Sadhna & Daipuria, 2022). 
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 Despite the growing awareness of the challenges a multi-generational workforce poses, there 
remains a gap in comprehensive frameworks that balance generational specificity with standard 
engagement drivers, particularly in the Indian organisational landscape. This study seeks to fill that void 
by examining how generational identity in India influences employee engagement and proposing 
flexible, data-driven, and context-specific engagement strategies that are equitable, effective, and 
culturally attuned. 

 In particular, the research examines the unique ways people from different generations prefer to 
communicate, expect to be motivated, receive feedback, and engage in work in Indian organisations. 
This is meant to help HR professionals create inclusive and responsive strategies. 

 The study’s conclusions will influence leadership training, employee benefits, and how 
organisations develop their company culture based on India’s population. Thus, this research helps 
companies be flexible and adapt to change, attracting employees of all ages in rapidly changing job 
markets. 

Theoretical Framework 

 Guided by Generational Cohort Theory, Self-Determination Theory, and SHRM concepts, this 
study explores how generational identity influences employees’ engagement in the workplace and what 
companies can do to adapt. 

• The Cohort Theory as Related to Generations 

  This Theory states that going through shared experiences during their youth can permanently 
affect a person’s attitudes, beliefs, and behavior (refer to Mannheim in 1952 and Parry and Urwin in 
2011). Different generations have their peculiar way of understanding learning, sharing information, using 
technology, level of comprehension, understanding and feedback in the workplace. The company's hiring 
strategies affect their involvement in its work (Nyambo, 2025; Kristi & Basabih, 2024). 

• Theory of Self-Determination (also known as SDT) 

Self-Determination Theory was developed by Deci and Ryan (1985) to explore what shapes 
individual behavior. Analysts believe these three autonomy, competence, and being socially connected 
are very necessary to keep workers highly motivated and deeply engaged. People’s opinions about these 
surroundings usually shift with getting older. Where Gen Xers value getting better at what they do and 
handling many duties at once, Millennials usually try to find personal meaning in their jobs (Devi et al., 
2024). 

• Using Strategic Management in HRM 

Strategic Human Resource Management (SHRM) considers its central mission to be 
maintaining harmony between what employees hope to achieve and how HR supports the company’s 
objectives.  Using HR analytics, SHRM provides personalized learning, useful feedback, and modified 
advantages when handling persons of different ages (Chiwisa & Mpundu, 2024). People from various 
walks of life thereby enhance their knowledge and performance at their jobs. 

• Key Concepts and Variables 

 Generational Identity is an independent variable that labels a person as belonging to a 
generation (such as Gen X). 

Employee Engagement (Dependent Variable) is when employees feel excited and motivated to 
work toward the organization's goals and roles. 

 HR Personalization Strategies means creating and adapting engagement programs to fit the 
preferences of individual employees or groups. 

 What you are measuring as outcomes, called the Dependent Variable, are job satisfaction, 
retention rates, and performance metrics. 

Literature Review 

 Baby Boomers, Gen X, Millennials, and Gen Z are all very active in Indian workplaces, all 
reflecting distinct experiences from history, technology, and the economy. Because India has a large 
population of young workers, managers must handle multiple generations in the business (Srinivasan et 
al., 2011; Bhattacharya & Gandhi, 2020). This research analyzes papers about how generations are 
involved, the effectiveness of Indian cohort models, and what drives differences in motivation and 
outcomes of engagement with learning. 
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• Generational Engagement Patterns in India 

 Indian generations have been studied in many studies on political participation. Bhattacharya 
and Gandhi (2020) note that the Millennials in Indian IT embraced CSR and cultural events, bonding 
employee teams much closer. However, having regular feedback from their bosses and intense 
supervision stops this group from wanting to participate. Based on Deloitte (2019) and what we see, 
Millennials in India look for sincerity, enjoy social activities from companies, and expect frequent updates 
on their performance instead of just a salary increase. Sadhna and Daipuria (2022) mention that letting 
Gen Z make their own choices can help companies attract them. Many Gen Z workers said they would 
pmanaging manages, rather than following a standard management structure. In agreement with KPMG 
(2021), Indian Gen Z looks for awards that inspire them, aid their skill development, and offer them more 
flexibility. 

• Contextualizing Generational Identity in India 

 Many Western ideas about generations do not accurately describe Indian experiences. 
Srinivasan et al. (2011) strongly oppose using worldwide age categories to discuss HR in India. 
Generational differences in India, they say, are strongly affected by regional, language, and socio-
economic variations. A Gen Y worker in a metropolitan city may think and behave much differently at 
work than a Gen Y peer living in a rural area, all because of varying technology, education, and 
economy. 

Singh and Bhandarker (2020) confirm these results by implying that post-liberalization economic 
changes in India have accelerated generational turnover and diversified values inside the same age 
cohort, hence rendering simple age-based segmentation insufficient. 

• Engagement Drivers: Shared and Divergent Priorities 

 Despite clear distinctions, research shows convergence on specific engagement drivers. All 
generations value respect, recognition, skill development, and work-life flexibility, but prioritize them 
differently (Juevesa et al., 2020). Bhattacharya and Gandhi (2020) found that Millennials are highly 
responsive to transparent leadership and fast-track development. Gen X employees valued stability 
more, defined growth paths, and collaborative decision-making. 

 Moreover, Raina and Khatri (2021) reported that Indian Baby Boomers express higher 
emotional loyalty but lower engagement with digital platforms, while younger cohorts exhibit inverse 
trends; such patterns demand nuanced, tech-enabled yet personalized HR practices. 

• Engagement and Organizational Outcomes 

 Customized engagement strategies have been found statistically to improve organizational 
results. Strong relationships between multigenerational participation and performance measures 
including retention, productivity, and job satisfaction were discovered by Juevesa et al. (2020). Sharma 
and Taneja (2019) echoed these findings, noting that firms adopting generationally tailored HR strategies 
experienced lower attrition and higher internal promotion rates. 

 However, generic engagement policies were shown to underperform, particularly for Gen Z, 
suggesting that static engagement frameworks may alienate emerging workforce segments (Sadhna & 
Daipuria, 2022). 

Critical Insight 

 According to the literature, Indian organisations should implement engagement methods that 
match the present environment and generation. In India, a good engagement model should bring in 
behavioural insights, use cohort-specific motivators, and consider cultural factors in its HR setup. Also, 
encouraging continual growth, adaptable positions, and technology-based personalisation play a 
significant role in increasing inclusion in communication with people of all ages. 

Methods 

• Research Design 

 This study employed a quantitative, cross-sectional survey design to analyse associations 
between generational identity and employee engagement levels across Indian organisational contexts. A 
cross-sectional design is appropriate for simultaneously exploring patterns and differences among 
naturally occurring groups (Creswell & Creswell, 2018; Sekaran & Bougie, 2020). The study focused on 
identifying variations in engagement drivers and preferences among multiple generations in the Indian 
workforce. 
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• Participants 

 The sample consisted of 320 full-time employees drawn from four generational cohorts—Baby 
Boomers (born 1946–1964), Generation X (1965–1980), Millennials (1981–1996), and Generation Z 
(1997–2012). Participants were employed in India's public and private sector organisations, including IT, 
education, healthcare, and manufacturing. Using random sampling, the survey considered each 
generational group, business sector, and section of the country, helping to improve how well the results 
can be applied to the broader population (Neuman, 2014). 

Inclusion criteria were: 

▪ Minimum age of 21 years 

▪ At least one year of continuous employment in the current organisation 

▪ Working in an organisation with a multigenerational workforce 

▪ Proficiency in English or Hindi 

 This diversity helped reflect India’s complex socio-cultural and professional landscape 
(Srinivasan, John, & Nirmala, 2011). 

• Data Collection 

 In January and February 2025, we asked volunteers to complete the questionnaires, which were 
available as printouts and online forms. The mixed method reported that elderly and rural individuals 
found accessing digital services harder (KPMG, 2021). A pilot study involving 30 employees was 
conducted to ensure that the questionnaire items were clear, meaningful, and feasible. 

The questionnaire had four sections: 

▪ Demographic Profile: Age, gender, sector, tenure 

▪ Generational Identification: Based on birth year brackets (Pew Research Centre, 2019) 

▪ Employee Engagement: Measured using the Utrecht Work Engagement Scale (UWES-17), 
which captures vigour, dedication, and absorption (Schaufeli, Bakker, & Salanova, 2006) 

▪ Engagement Drivers: Custom items assessing preferences for feedback, communication, 
recognition, flexibility, and technology use, designed based on Bhattacharya and Gandhi 
(2020) and Sadhna and Daipuria (2022) 

• Variables 

▪ Independent Variable: Generational cohort (categorical) 

▪ Dependent Variable: Employee engagement score (continuous) based on UWES 
composite 

▪ Moderating Variables: Engagement driver preferences (feedback, leadership style, tech 
use) 

▪ Control Variables: Gender, tenure, sector type, education level 

This framework allowed analysis of direct effects and moderating influences on engagement 
outcomes. 

• Data Analysis 

Data were processed using IBM SPSS Statistics (Version 26). Analysis included: 

▪ Descriptive Statistics for demographic profiling and engagement levels 

▪ One-way ANOVA to identify significant differences in engagement across generations 

▪ Multiple linear regression to test the influence of generation and engagement drivers 

▪ Cronbach’s alpha to test internal consistency (α ≥ .70 considered acceptable) (George & 
Mallery, 2019) 

Listwise deletion was used for missing data. Assumptions of normality, linearity, and 
homoscedasticity were tested and met. 

Results 

• Participant Demographics 

 A total of 320 valid responses were included in the final analysis. The participants represented 
four generational cohorts based on birth year: 
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▪ Baby Boomers (1946–1964): n = 38 (11.9%) 

▪ Generation X (1965–1980): n = 68 (21.3%) 

▪ Millennials (1981–1996): n = 140 (43.8%) 

▪ Generation Z (1997–2012): n = 74 (23.1%) 

 The gender distribution was 58.4% male and 41.6% female. Participants were drawn from a 
mix of private sector (64.7%) and public sector (35.3%) organisations across urban and semi-urban 
regions of India. The average organisational tenure was 6.28 years (SD = 3.19), reflecting a moderately 
experienced workforce, as shown in Figure 1 

 

Figure 1: Demographic Distribution of Survey Participants 

• Employee Engagement Across Generations 

 The Utrecht Work Engagement Scale (UWES-17) was selected to measure employee 
engagement, and it showed a strong internal consistency (Cronbach’s α = .89). The group’s average 
engagement score was 4.32 (with a standard deviation of 0.69) on a scale of 1 to 6. 

A one-way ANOVA study was done to check for differences between generations. Results 
found a significant variation in engagement levels among different generational groups, Bonferroni-
corrected F(3, 316) = 5.87, p = .001, η² = .053, which is considered a moderate effect size, as illustrated 
in Figure 2. 

 

Figure 2: Employee Engagement Across Generations 
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Post Hoc (Tukey HSD) Analysis 

Generation Z (M = 4.05, SD = 0.68) reported significantly lower engagement than Generation 
X (M = 4.48, SD = 0.61, p = .009) and Millennials (M = 4.42, SD = 0.66, p = .015). 

Baby Boomers (M = 4.45, SD = 0.59) showed high engagement, but the difference with Gen X 
was not statistically significant (p = .871) as shown in Figure 3. 

 

Figure 3: Mean Employee Engagement Scores across Generations. 

 The figure presents a scatter plot of the mean employee engagement scores across four 
generational cohorts—Generation Z, Millennials, Generation X, and Baby Boomers—based on the 
Utrecht Work Engagement Scale (UWES-17). Each point on the plot represents the mean engagement 
score for a generation, with vertical lines indicating the standard deviation (SD) as a measure of 
variability. The chart is presented in greyscale to ensure compatibility with black-and-white printing and to 
enhance accessibility. 

 Three dashed lines indicate key pairwise comparisons from the Tukey HSD post hoc 
analysis: 

A black dashed line connects Generation Z (M = 4.05, SD = 0.68) and Generation X (M = 4.48, 
SD = 0.61), signifying a statistically significant difference (p = .009), with Gen Z showing markedly 
lower engagement. 

 A dark grey dashed line between Generation Z and Millennials (M = 4.42, SD = 0.66) indicates 
another significant difference (p = .015), again highlighting Gen Z’s relatively lower engagement. 

 A light grey dashed line connecting Generation X and Baby Boomers (M = 4.45, SD = 0.59) 
reflects a non-significant difference (p = .871), suggesting similar engagement levels among older 
cohorts. 

 This research indicates that younger staff members, mainly from Gen Z, have a much lower 
engagement level than the older groups. This difference between generations calls for companies in 
India to design age-appropriate work practices. 

• Predictors of Employee Engagement 

 The engagement of all the participants was studied through a multiple linear regression to see 
which factors played the biggest role. The independent variables were generational cohort (categorical), 
recognition preference, feedback frequency, leadership style, and use of technology. 

 There was a significant relationship between the dependent and the independent variables in 
the model: 

F(6, 313) = 22.74, p < .001, R² = .312, meaning the model could explain 31.2% of engagement, 
see Figure 4. 
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Figure 4: Key Predictors of Employee Engagement 

Key Predictors (Standardized Coefficients) 

▪ Recognition mechanisms (β = .34, p < .001): Employees who felt consistently recognized 
reported significantly higher engagement. 

▪ Transparent leadership (β = .28, p = .002): Open communication from managers was a 
strong positive predictor. 

▪ Feedback frequency (β = .22, p = .008): Regular, constructive feedback enhanced 
engagement levels. 

▪ Generational cohort (β = –.19, p = .015): Gen Z membership negatively predicted 
engagement compared to other cohorts. 

It highlights how personalized HR approaches are needed to communicate with young 
employees. 

• Summary of Findings 

 Employee engagement was found to vary significantly among Indian generations in the 
workplace. According to the results, the engagement scores for Generation Z were much lower than 
those for Generation X and Millennials which reflects earlier studies pointing to Gen Z needing 
independence, quick feedback and meaningful roles (Sadhna & Daipuria, 2022; KPMG, 2021).By 
contrast, Generation X and Baby Boomers demonstrated the highest levels of engagement, likely due to 
their preference for structured environments and formal recognition systems (Srinivasan et al., 2011; 
Raina & Khatri, 2021). 

 According to regression, engagement was mainly influenced by recognition (β = .34), clear 
leadership (β = .28), and receiving feedback regularly (β = .22). Bhattacharya and Gandhi (2020) and 
Juevesa et al. (2020) found that being part of Gen Z was related to having lower engagement scores (β = 
–.19). 

 These findings prove that HR strategies should be designed according to India’s diversified 
culture and modern technology. Trying to use the same engagement style for all team members no 
longer works due to the wide range of cultures in the workplace. 

Discussion 

• Interpretation of Findings 

 Research found that employee engagement varies by age group, and each group prefers 
engagement methods. These results matched what others (Bhattacharya & Gandhi, 2020; Sadhna & 
Daipuria, 2022) have stated: a universal approach to employee engagement does not suit India’s diverse 
workforce. 

 Generation Z employees reported significantly lower engagement than Millennials, 
Generation X, and Baby Boomers. This aligns with emerging global and Indian evidence suggesting that 
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younger employees are more disengaged due to unmet expectations related to autonomy, purpose-
driven work, and digital integration (KPMG, 2021; Deloitte, 2019). Unlike their predecessors, Gen Z 
values rapid feedback, flexible roles, and emotional authenticity—traits often lacking in hierarchical and 
traditional Indian organizations. 

 Conversely, Generation X and Baby Boomers exhibited the highest engagement scores, 
indicating that these cohorts remain deeply connected to their roles, possibly due to greater job security, 
loyalty to the organization, and satisfaction with structured roles and recognition systems (Srinivasan et 
al., 2011; Raina & Khatri, 2021). 

 Other research, conducted by Schaufeli et al. in 2006 and Jueves et al. in 2020, supports the 
importance of recognition, transparent leadership, and feedback for engagement in all generations. How 
much each group values these things is not the same. In contrast, Gen X prefers official awards. In 
contrast, Millennials and Gen Z choose virtual and ‘on-the-spot’ recognition, fitting with the new 
expectations at work in India ever since the economy was liberalized. 

• Implications for HR Practice in India 

 The findings suggest that Indian HR leaders must urgently rethink engagement models to reflect 
cohort-sensitive strategies: 

For Generation Z: ensure that career path goals are clear, staff members receive regular digital 
updates, and technology helps their decision-making. Gamified learning, mentoring younger colleagues, 
and creating an open culture all help employees feel more involved. 

▪ For Millennials: Offer hybrid work models, fast-track promotions, and social impact 
projects. 

▪ For Gen X and Boomers: Maintain structure, formal recognition, and inclusive leadership 
practices. 

 Given India’s socio-cultural diversity, engagement strategies should also be regionalized and 
language-sensitive to improve inclusivity, particularly for employees in Tier-2 and Tier-3 cities 
(Srinivasan et al., 2011). 

• Theoretical Contribution 

 This study contributes to Indian organizational behavior literature by empirically validating 
generational engagement differences in a non-Western context. It extends Schaufeli’s engagement 
theory (2006) by integrating socio-cultural dimensions unique to India, such as digital access asymmetry 
and the influence of collectivist cultural values on workplace motivation. 

• Limitations and Future Research 

 The research included a wide range of people, but used only self-reported data, so there could 
be a chance that some participants answered questions to present themselves in the best light. Because 
it is cross-sectional, the data cannot be used to establish cause and effect. 

 More studies should: 

▪ Note changes in engagement by using longitudinal designs. 
▪ Use qualitative approaches to look at cultural and psychological issues in more detail. 
▪ Look at intergenerational clashes and the way each group uses technology as factors that 

mediate the effect. 

Conclusion and Recommendations 

Conclusion 

 The research suggests that in India, people’s engagement at work is strongly affected by their 
generation, with Generation Z employees being less engaged than older age groups. Uniformly applying 
these policies across the company may not be possible in places where the workforce is rapidly 
diversifying. 

 Nearly all groups appreciated the same drivers, like recognition, open leadership, and routine 
feedback, but varied in how frequently they desired each one and their preferred method. There is a 
difference between Gen Z employees, who prefer to do their own thing, receive digital-style praise, and 
find work meaningful, and Baby Boomers and Gen X, who are more likely to expect structured rewards 
and steady leaders. 
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 Since the Indian organizational system is mixed with various cultural, technological, and social 
factors, organizations must use creative techniques to ensure that talent feels motivated and stays with 
them. New knowledge is introduced in Indian HRM by proving that generational differences impact 
engagement and underlining the need for suitable, data-based HR practices. 

Recommendations 

 Based on the study findings, the following recommendations are proposed for Indian 
organizational leaders and HR practitioners: 

• Develop Generationally Tailored Engagement Strategies 

 Use HR analytics to segment employees by generation and track engagement metrics 
accordingly. 

Implement flexible feedback and recognition systems that accommodate diverse 
preferences. 

• Invest in Leadership Training Focused on Generational Intelligence 

 Equip managers with skills to recognize and adapt to generational differences in 
communication, motivation, and expectations. 

 Encourage reverse mentoring and cross-generational dialogue to build an inclusive leadership 
culture. 

• Enhance Digital Engagement Tools for Younger Cohorts 

 Introduce gamified learning platforms, digital performance dashboards, and AI-driven feedback 
for Gen Z and Millennials. 

 Provide autonomy-supportive technology such as self-paced learning and career tracking 
apps. 

• Preserve Structure and Recognition for Senior Generations 

 Continue offering formal appraisal systems, face-to-face recognition, and structured 
professional development for Gen X and Boomers. 

• Localize Engagement Strategies Across Indian Regions 

 Recognize the impact of regional, linguistic, and urban-rural diversity on employee 
expectations. 

Translate engagement tools into regional languages and adjust delivery based on tech access. 

• Institutionalize Continuous Listening Systems 

 Adopt employee voice platforms to gather real-time feedback and align engagement strategies 
with evolving needs. 
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