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Introduction Literature Review Methodology

+ Studies have shown a declining trend of employee engagement °* Studies suggest that generational gaps occur due The Assessment:
in recent years, all of which leads to unsustainable organizational to historical, economic, and social experiences ¢ Measures 5 employee engagement practices consisting of 2

behavior (Deloitte, 2018). that individuals encounter at a young age questions each.
* Many employers perceive value and/or purposed based practices (Baldonado, 2013: Smola & Sutton, 2022). * The assessment was measured on a 5-Point Likert scale (1:

as a strategy that many young entrants seek. * All these combined led to cognitive gaps that alter lowest, 5 highest).
« Employee engagement is defined as “the two-way exchange of individual perceptions regarding attitudes, Data Collection:

effort between employees and employers” including values, and motivation (Angeline, 2011). * Utilize Amazon MTurk as a crowdsourcing tool

commitment, enthusiasm, and emotional attachment to a * Variabilities cause different misinterpretation of * The assessment is limited to employees with full-time jobs

company (Markos & Sandhya Sridevi, 2010) what employers mean when implementing The data collected included Boomers, Gen-X, Gen-Y, and Gen-
This research seeks to determine which employee engagement employee engagement strategies. Z, but the analysis focuses on Gen-X and Gen-Y due to data
practice is most valued by different generations. limitations.
Results Discussion
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