In recent years, there has been, particularly among human resource management (HRM) practitioners, a belief that important inter-generational differences exist among workers and that these differences provide challenges to managers in effectively managing their workforce. (2). This is based on the notion that generational differences in work values influence the requirements for all aspects of people management: recruitment, training and developing, career development, rewards, working arrangements, management styles as well as well as having the potential to cause serious conflict within the workplace. (1.80) 

Managers are often beholden to various and often conflicting interests of their multi-generation employees and therefore, yes, they should actively manage - establish effective mediating effects among their employees. 

This paper relates to corporate inter-generational relationships and stresses the importance of predicting repercussions due to generation differences in the workplace. The two main implications discussed are work place conflicts and declining organization commitment 

First, incompatible work values within the organization can undoubtedly exist as a source of conflict between generations. According to (5.597), work values are the underlying preferences and beliefs that should be satisfied in people’s career choices and hence work values affects job behavior. It is apparent that a difference in work values is the fundamental basis for the diverse nature of work attitudes in the 21st century. “Boomers see Xers as lazy, cynical and all but illiterate whiners. The Xers see the preceding generation as smug workaholics who play corporate politics and who are out of touch with current economic realities. (7.752). This suggests that, the variance of corporate behavior is precedent of the multi-generation workplace. 

In addition, the perceptions of work attitudes held by one generation of another, may lead to a burgeoning potential case of conflict within the internal organization. Failure to integrate the various work behaviors may cause misunderstandings, miscommunications, and mixed signals. (4.363). 

Moreover, work conditions in an organization may have direct influence on job involvement. Baby boomers are staying in the workforce longer – and they are on a collision course with the generation X kids now flooding into the offices. These two very different groups can start an all out war. (7.752) According to Tjosvold (1986), a company’s success depends on the combined energy and skill of its employees and departments and managers need methods to foster cooperation rather than competition. (7.752). This proposes that job involvement reveal mediating effects on the relationship between generational differences and conflicts in workplace. Therefore, in order to avoid unnecessary disagreements, the manager should act as a moderator between the cohorts and actively encourage cohesion between employees. 

Second, the different levels of organizational commitment among employees may serve to de-emphasize the importance of ownership towards the company, leading to high turn over rate. The term “organizational commitment” must frequently refers to the “strength of an individual’s identification with and involvement in a particular organization” (2.1847) Daboval (1998) found that organizational commitment was higher for Boomers compared to GenXers, a phenomenal Tulgan labeled as GenXers’ commitment phobia. (2.1848). Hence, differing levels of commitment to the company, with boomers more dependable on a job compared to GenXers and millennials, can possibility lead to an overall decrease in sense of belonging between employees. This is critical because employee’s identification with the organization may ultimately affect the organization’s corporate citizenship and efficacy. 

Level of commitment may also impact job satisfaction. “There is a strong suggestion in much of this research that Boomers are more satisfied in their jobs and are more committed to their organization, while GenXers are more likely to quit (behavioral commitment). (2.1848) Since evidence suggests that there is a positive correlation between job satisfaction and level of commitment, low levels of commitment would result in an unhealthy phenomenon within the organization. 

Furthermore, Baby Boomer generations are very loyal to the company and expect the company to be loyal to them. (3.452) Generation X tend to distrust big instutions and assume that every job is a stepping stone. (3.452) Like the Xers, the millennials are also not very loyal. They tend to be “here today and gone tomorrow”. Generation X and Millennial Generation bring skills that some Baby Boomers may not possess. (3.1). This evidence highlights the importance of retaining and attracting younger generations because a high turn over rate is detrimental to the organization’s future opportunities. Therefore, in order to cultivate a suitable level of job satisfaction, among employees, managers should habitually seek to generate commitment across generations. 

Undoubtedly, the implications due to generational differences between employees are inevitable, it should be highlighted that other factors such as age, gender, ethnicity and culture are additional sources of disharmony in the work place. 

In conclusion, this paper contends that co-worker conflicts and disassociation of organization commitment are direct implications from a multi-generation work place. Though it should be pointed out that there is no definite or prominent attribute for the causes and implications of differences in generations. 

As evidence suggests, a misconstruction of the different generations between one another is portrayed and perceived with growing misunderstanding and resentment amongst employees. Decline in job involvement due to the dissenting values and cumulative conflicts also minimize the performance of an individual. It is also important to note that discordant levels of organization commitment results in a consequence of lower job satisfaction, employee’s identification and devotion to the organization and high turn over rate. Thus it is key for managers to recognize the need to actively manage and engage intergenerational employees to establish and retain competitive advantage in the market. 

Managing diversity is not just about how to manage effectively relationships between people and different national cultures. It is also concerned about developing appropriate approaches to managing differences in gender, age, abilities, sexuality, and ethnicity.

