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Background: The lack of consideration for individual employees’ needs can result in many obstacles
for HR professionals. This study empirically examined the multigenerational differences among
employees, their impact on work motivators, and their implications for HR managers. Materials and
Methods: Applying Twenge et al.’s model, the quantitative study developed a self-administered
closed survey to investigate the significant multigenerational differences of 23 motivational factors
across the generations categorized by their date of birth using a Likert scale of 5 points. The study
employed a cluster sampling technique to select 348 respondents from a population of 3236
healthcare workers in one medical complex and nine primary healthcare centers in North Jeddah. The
questionnaires were sent to the respondents via email. A post hoc Tukey test was performed on the
data after a one-way analysis of variance (ANOVA). The study used SPSS for the ..., and Excel for
descriptive data. Result: The study’s findings indicate the significance of intrinsic rewards; it shows a
statistically significant difference with a p-value (.000), less than 0.05. So the study will reject the null
hypothesis and accept the hypothesis. But no significant difference among the other work motivators,
leisure rewards, showed no statistically significant differences (p-value is 0.668), more than 0.05. So,
the study accepts the null hypothesis and rejects the hypothesis. In Altruistic rewards, it shows no
statistically significant differences as the p-value (.806) is more than 0.05. So the study will accept the
null hypothesis and reject the hypothesis. Social rewards show no statistically significant differences
with a p-value (.736) greater than 0.05. So, the study will accept the null hypothesis and reject the
hypothesis. Extrinsic rewards show no statistically significant difference with a p-value (.096) more
than 0.05. So, the study will accept the null hypothesis and reject the hypothesis. Finally, job stability
shows no statistically significant differences with a p-value (.205) more than 0.05. So, the study will
accept the null hypothesis and reject the hypothesis. These findings and their implications for HR
managers are described and discussed in the present article. The significance is suitable for MOH
transformation leaders; this means smaller generation gaps. Conclusion: Multi-generational impacts
on work motivators and detected statistically significant among generations on Intrinsic rewards work
motivator is good for MOH transformation leaders; smaller generation gaps. There is no significance
on the other five work motivator.
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INTRODUCTION

The ministry released a new way of communication among staff and
developed several electronic transformation strategies regarding HR

The lack of consideration for individual employee needs can result in
many obstacles for human resource (HR) professionals. Many
researchers have found adverse organizational outcomes, such as
intergenerational ~ workplace conflict, —misunderstanding and
miscommunication, poor working relationships, lack of employee
productivity, low employee morale, low innovation, and fewer
organizational citizenship behaviors when these differences are not
recognized (Adams, 2000). Although there were no declared
strategies by the Saudi ministry of health (MOH) regarding human
resources, MOH has changed several policies regarding its human
resource management within its e-health strategy as part of the 2030
vision strategy.

activities to enhance employee loyalty, engagement, and satisfaction,
all in favor of MOH transformation to healthcare privatization. These
efforts have brought to our attention that a better knowledge of the
strategies’ target population is required to manage human resources’
transformation efficiently in MOH healthcare entities. This study
focused on measuring the multigenerational impact on work
motivational drivers among Saudi MOH employees. Utilizing
generational studies enables us to have a deeper understanding of the
workforce overall and individual differences. In particular, utilizing
the two-factor motivation theory will also allow us to focus on the
workplace rather than on broad differences in motivators.
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MATERIALS AND METHODS

The descriptive quantitative experimental study utilized Twenge et
al.’s model questionnaire; the 23-item tool measured the significance
of six work motivators among multigenerational MOH employees.
The study obtained primary data through a closed online self-
administered survey distributed via email. The data were analyzed
using Excel and SPSS to measure the variance by one-way analysis of
variance (ANOVA). A post hoc Tukey test was performed afterward
to interpret the findings. The variables were selected based on the
previous research publication to report the study outcomes. The
Methodology was used to describe and analyze the multigenerational
significant impact on work motivators. The total population for this
research was 3236 public sector employees in one medical complex
and nine primary healthcare centers. And the selected sample is 348
healthcare workers of all categories with a confidence interval of 5%
and confidence level of 95%. The study employed a cluster random
sampling technique for sample selection. The selected respondents
were distributed according to their date of birth into the generational
classifications using excel. Data were analyzed using the SPSS
statistic program, a one-way analysis of variance (ANOVA), and a
post hoc Tukey test.

RESULTS

Through descriptive and inferential statistics, the study assessed the
research variables to identify the multigenerational impact on work
motivators and job stability. Finally, by comparing the means of all
generation groups, the findings reveal the variance and significance of
the work motivators captured in the 23-item survey instrument.

Table-1: Descriptive Statistics for the Participants.

Table-1 Shows that most (67%) of the participants were female, 64%
hold a bachelor's degree, 95% are medical complex or hospital staff,
33% nurses, and 78 % of the respondents are Gen Y. Data show an
unequal sample size for each generation.

Gender N %
Male 110 33%
Female 222 67%
Education Level

High school 9 3%
Bachelor degree 214 64%

Master degree or equivalent 59 18%
Doctoral degree or equivalent 24 7%

Professional degree 26 8%
Working Place

Medical complex or hospital 314 95%
Primary healthcare center 9 3%
Dental center 9 3%
Job Category

Physician 50 15%
Nursing 110 33%
Allied supportive services 69 21%
Administrative 83 25%
Engineer 4 1%
Other 16 5%
Generation

BB 5 2%
Gen X 49 15%
GenY 259 18%
Gen Z 19 5%

Table-2 Displays the percentage of the generations regarding the first
motivator, Leisure rewards. Majority of participants (74%) across the
four generations ‘strongly agree’ or ‘agree’ with having a vacation of
14 days and more. Also, 209 out of 332 (63%) of the total sample
strongly agree or agree with a job that leaves a long time for the
employee to do other things with their time. However, in the third
statement about taking a job with an easy pace that lets them work
slowly, they are divided into two groups, where 35% agreed, and 32%
disagreed, including 4 of the 5 BB generation, and 33% of the sample
chose neutral.

Finally, regarding the fourth statement on a job that leaves you mostly
free of supervision by others, a total of 59% chose ‘strongly agree’ or
‘agree,” and 22% were neutral. Ten of the 19 Gen Z disagreed or
strongly disagreed out of the overall 19% of the total sample. The
current study assumes homogeneity variances because the Levene test
value is 1.461, and the p-value, 0.225 for leisure rewards, is greater
than 0.05. Although Hench has a variance between groups, the study
applied the Welch test. It showed there are no statistically significant
differences (p-value is 0.668), more than 0.05. So, the study accepts
the null hypothesis and rejects the hypothesis. One-way ANOVA also
shows that there is no relation between generation type and leisure
rewards variable. Table-3Displays the percentage of the generation
regarding the second motivator, Intrinsic rewards, and found that most
of all four generations agreed with the statements; all five BB agreed
or strongly agreed with each statement. Ninety-two percent of all
respondents agreed or strongly agreed to a job that lets them use their
skills and abilities and do the things they can do best. Most of them
(91%) also agreed or strongly agreed to a job where they can see the
results of what they do and learn new things and skills. The same for
the statements about jobs that they find interesting to do and can be
creative with; both statements scored 87%. For a job with skills that
will not go out of date, 86% agreed or strongly agreed. To a job where
you do not have to pretend to be a type of person that you are not,
with 6% difference 79% agreed, and 9% of the respondents
disagreed or strongly disagreed.

Where the other statements in intrinsic rewards disagreement were
only between the totals 3% to 4% for all (BB, X, Y, Z) as
demonstrated in the table. The current study assumes homogeneity
variances because the Levene test value is 2.340 and the p-value is
0.073 for Intrinsic rewards, greater than 0.05. Although Hench has a
variance between groups, the study applied the Welch test, and it
shows that there is a statistically significant difference with a p-value
(.000), less than 0.05. So the study will reject the null hypothesis and
accept the hypothesis. Table-4 Displays the percentage of generations
regarding the third motivator, altruistic rewards, and found that
majority of all four generations agreed with the statements. All five
baby boomers agreed or strongly agreed with each statement. A total
of 90% agreed or strongly agreed to a job that gives them an
opportunity to be directly helpful to others, and 8§7% to a job that is
worthwhile to society. Only 3% of all four generations disagreed or
strongly disagreed.  The current study assumes homogeneity
variances because the Levene test value is .893, and the p-value of
0.445 for altruistic rewards is greater than 0.05. Although Hench has a
variance between groups, the study applied the Welch test, and it
shows that there are no statistically significant differences as the p-
value (.806) is more than 0.05. So the study will accept the null
hypothesis and reject the hypothesis.

Table-5 Displays the percentage for the generations regarding the
fourth motivator, social reward, and found that most of the four
generations of MOH employees agreed or strongly agreed with the
statements. Seventy-two percent were neutral to a job that gives them
a chance to make friends, comprising two of the five BB, eight of Gen
X, and 54 of Gen Y. To the second statement about a job that permits
contact with many people, 67% were neutral, including 23% of BB,
11 of Gen X, 61 of Gen Y, and three of Gen Z. The current study
assumes homogeneity variances because the Levene test value is
1.423 and a p-value of 0.236 for social reward, greater than 0.05.
Although Hench has a variance between groups, the study applied the
Welch test, which shows no statistically significant differences with a
p-value (.736) greater than 0.05. So, the study will accept the null
hypothesis and reject the hypothesis of the one-way ANOVA for the
social reward variable. Table-6 Displays the percentage for the
generation regarding the fifth motivator, extrinsic rewards, and found
that most of all four generations agreed or strongly agreed with the
statements. The highest to lowest percentage of respondents who
agreed or strongly agreed are as follows: Eighty-seven percent for a
job where the chances for advancement and promotion are good, 86%
for a job that has high status and prestige, 85% for a job that provides
a chance to earn a good deal of money, and 79% for a job that most
people look up to and respect.
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The current study assumes homogeneity variances because the
Levene test value is 2.074 with p-value of 0.104 for extrinsic rewards,
greater than 0.05. Although Hench has a variance between groups, the
study applied the Welch test and it shows that there is no statistically
significant difference with a p-value (.096) more than 0.05. So, the
study will accept the null hypothesis and reject the hypothesis. Table-
7 Displays the percentage for the generations regarding the sixth
motivator, job stability. And found the majority of all four generations
agreed and strongly agreed with three statements. The highest to
lowest percentage of respondents who agreed or strongly agreed were
as follows: Eighty-eight percent for a job that offers a reasonably
predictable, secure future, 83% for a job that includes them in
decision-making, and 78% for a job that allows them to establish
roots in a community and not have to move from place to place. And
at last came the statement About staying on the same job for most of
their adult life had the lowest with a 47%, and natural scored the
highest with 28% for the statement. Four of the five baby boomers
would like to stay in the same place for most of their adult life. Forty-
five percent of Gen X agreed, and 33% were neutral, while Gen Z
were equally divided between those who agreed and disagreed. The
current study assumes homogeneity variances because the Levene test
value is 3.116, and the p-value is 0.026 for job stability, greater than
0.05. However, Hench, there is a variance between groups; the study
applied Welch test and it shows no statistically significant differences
with a p-value (.205) more than 0.05. So, the study will accept the
null hypothesis and reject the hypothesis.

DISCUSSION

The sample for this study was selected from among MOH employees
from all job categories in North Jeddah healthcare clusters. Baby
boomers represent 2% of the sample, 15% are Gen X, 78% are Gen
Y, and the youngest generation in the workforce, Gen Z, represent
6%. Studies internationally have argued the impact of generations on
work motivators. This study investigated the multigenerational
significance on work motivators and job stability among MOH
employees and considered individual differences and similarities
using a 23-item survey tool. There was no statistical significance on
the five work motivators and job stability. However, this study found
that most of all four generations of MOH employees, including all
five BBs, agreed or strongly agreed with each statement, indicating
significant similarities in intrinsic rewards. Intrinsic rewards are
intangible incentives that show an underlying passion for the task,
motivating one to work for the sake of the work itself. Unlike
previous literature where this motivator is what sets Yers apart, this
study shows that the Yers also value and view work as more
important than financial rewards. Yers have always measured skills to
the market, looking for learning opportunities and doing things their
way. Furthermore, Yers are open, express their opinions and speak
their minds; everything can be customized to their need with as many
options and products that surround them. According to Deal, Baby
Boomers’ common complaints about Yers (millennials) are that they
can be challenging to communicate with, are entitled, and excessively
service-oriented. Although there is no significance, the findings
highlighted some priorities from the sample in the other five work
motivators.

First, the Leisure motivators are the benefits that allow for a work-life
balance, such as flexible schedules and independence from
supervision. According to a literature review in the US, Gen X were
the ones who came up with the work-life balance concept in the
employment scene. Xers are family-oriented; they value and protect
their leisure time; eighty-hour work weeks are not the norm (Smith,
2010). Unlike the previous Gen BB who were career-oriented—work
first, life second—this study has shown that the majority of all four
generations would prioritize work-life balance, choosing more than14
days of leave and opt for a job that gives them time to do other things
in their life. On freedom from supervision, multigenerational
differences were detected on whether the respondents would take a
job at a slow pace that lets them work slowly. Unlike in the US,
where Gen X and Y would like constant supervision and feedback;

the results from this study indicate that more than half of the Saudi
MOH employees, from the BBs to Gen X and Y, would like to be free
from supervision by others. Nevertheless, about half of Gen Z would
like to be supervised by others. Considering Gen Z being the latest
recruits to join the MOH workforce, further studies are needed on
Zers at a different point in their career. Social/Affiliation motivators
are emotional benefits that meet the urge to connect with others, such
as interpersonal interactions in work teams. The millennials are team
players, self-assured, and positive. The Xer is the generation whose
customer perception and adult-interaction skills were greater,
according to Howe and Strauss (1993). However, this study found
that the majority of all four generations of MOH employees agreed
that to a job that gives them a chance to make friends and permits
contact with many people. Altruistic rewards are intangible benefits
that fulfill the desire to serve others and contribute to society. This
study found that the majority of all four generations, including all five
baby boomers, agreed to work a job that gives them an opportunity to
be directly helpful to others and be worthwhile to society. Extrinsic
motivators include salary, promotion opportunities and status, which
motivate individuals to work. The results show that the Yers look for
constant development, the Xers understand the opportunity for career
development, while the BBs need professional identity and careers as
they consider it a representation of who they are. Most of the
respondents favored a job with opportunities for advancement and
promotion, which indicates that career development holds high value
for all generations. This is also true for a high status and prestigious
job. These results would imply that Saudi MOH employees value
their professional identity, even the younger generations. The implicit
high value attached to the health care sector might not be unconnected
to these responses. Job stability is the inductor for job security and
predictability to stay in the same place and not move around. Gen Y
values job security, although they may take a different job if the
opportunity arises. Gen X is hard to retain and views moving from
one job to another as an advantage and may not be loyal to a single
employer. The BB generation tends to feel pessimistic about job
changes and their effect on one’s career (Sandeen,2008 ). In this
study, majority of all four generations agreed to a job that offers a
reasonably predictable and secure future. Furthermore, most of them
also desired to have a job that includes them in the decision-making
process and provides opportunities for establishment in the
community. Job security, inclusivity, and establishments are some of
the factors researchers have stated can boost employee retainment and
reduce attrition rates. However, the Gen Z were equally divided
between moving and staying. This might indicate that post-2030
vision generations might be different from the post-oil workforce.

Conclusion and recommendation

This study empirically examined the multigenerational differences
that impact work motivators and job stability among four generations
of the Saudi Ministry of Health public employees. The survey results
reject the null hypothesis for the research questions related to the
generations (baby boomer, X, Y, Z) impact on the work motivators;
Leisure rewards, altruistic rewards, social rewards, extrinsic rewards,
and job stability; there were no statistically significant differences.
But the results showed statistically significant differences among the
generations on the work motivator, Intrinsic rewards. The significance
is a good sign for MOH transformation leaders; this means smaller
generation gaps. Moreover, by measuring the significant impact
among four generations on work motivators, we understand that
generation Y represented the majority of the workforce produced by
the oil boom. The study also compared the similarities and differences
from previous literature. This chapter discusses the main result and
highlights the priorities for each work motivator and job stability for
the generations investigated. The chapter recommends a proposal to
improve some HR plans and processes.

DISCUSSION

Because good management begins with knowing who you are
managing, it is important to grasp the individual needs of different
generational groups working in modern organizations. Consideration
of the employees’ needs and differences in the market-driven
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healthcare system of the 2030 vision economic model would ensure
that modifications in the system and strategies align. Hence,
organizations under the umbrella of privatization must develop
policies and processes that understand the current MOH workforce.

Leisure Rewards

The study has shown the MOH employee generations hold high value
for the leisure rewards presented in work-life balance where they
would have more than 14 days of job leave that would allow them to
have a personal life. On freedom from supervision, minor
multigenerational differences were detected. Unlike the US, where
generations X and Y would like constant supervision and feedback,
more than half of the Saudi MOH employees from Gen (BB, X, Y)
would like to be free from supervision.

Nevertheless, half of Gen Z chose otherwise and would like to be
supervised by others. Considering Zers are the latest recruits who
joined the MOH workforce, further studies are needed on Zers at a
different point in their career. Also, regarding working with a slow
pace: the generations were divided into two groups from Gen X, Y,
and Z. BB would choose a fast base job.

Intrinsic Rewards: Unlike the international literature, all four Saudi
generations have significant similarities in intrinsic rewards, which
indicates a lack of generation gap influence on this motivator. All
generations want a career that puts their skills and abilities to use,
allowing them to perform what they do best. A job where they can see
the fruits of their efforts and a position in which they can learn new
things and develop new talents. A job that is exciting to them and
gives them the opportunity to be creative and a career where the
abilities they gain will not become obsolete. Finally, they will not
have to pretend to be someone they are not.

Altruistic Rewards: Saudi MOH employees across the four
generations value a profession that allows them to be immediately
beneficial to others. A career that is beneficial to society is what sets
Gen Y apart from the other generations. Gen Y would prefer mission-
driven organizations, while the earlier generations are community-
driven and motivated by the desire to serve people and improve the
environment (Strauss and Howe, 2007). The Saudis operate in a
community and family-driven tribal society and prefer jobs that allow
them to establish themselves in the communities where they work.
They place a high value on their professional image and seek ways to
serve their family and communities through their jobs.

Social/Affiliation Motivators: This study found that majority of all
four generations of MOH employees agreed with a career that allows
them to meet new friends and interact with a large number of people,
although it had the lowest priority among other drivers.

Extrinsic motivators: Saudi MOH employees across the generations
hold high value for career development. Followed by professional
identity, a job with high status and prestige is a motivator even for the
younger generations. This might be because of the nature of the health
care sector and the influence of the Saudi culture. Money and a
chance for good financial gain and a job that most people look up to
and respect are rewarding motivators.

Job Stability: The majority of Saudi MOH employees need a
reasonably predictable job-secured future, an opportunity to be
involved in decision-making, followed by a profession that allows
people to build roots in a community and not have to travel from
place to place. Finally, to remain in the same employment for most of
their professional lives, baby boomers would want to remain in the
same location for the majority of their adult lives. However, for Gen
X, almost half the sample would preferably move, unlike Gen Z, half
of whom would like to stay, and the other half would move. This
might indicate that post-2030 vision generations might be different
from the post-oil workforce. Further studies are needed on Gen Z
when they are at a different career point.

Recommendations

Moving within the Saudi MOH can be difficult due to the nature of
the healthcare sector and the MOH regulations and centralized
system. An employee can find themselves in a job that does not suit
their abilities and skills. Therefore, the HR should consider setting
proper human resources planning that evaluates employees’ skills and
abilities and coinsures them. Improvement projects to the recruitment
and utilization of human resources should be considered to serve the
organization and employee needs. Furthermore, the education plans
in MOH are restricted and centralized. The MOH should conduct a
thorough education needs assessment to meet educational needs. We
have seen MOH create a department specializing in creativity
management and an internal communication department that aims to
enhance employees’ experiences. Further studies are needed to utilize
and direct these departments to meet employees’ needs to serve as
instructive work motivators. Furthermore, clear career development
strategies should be considered due to job security and high stability
in the public sector, which addresses the job stability work motivators
and affects extrinsic motivators. A clear career path should be in place
for all positions, opportunities for career development should be
planned and announced, and a job succession plan can be used as a
retention factor. In alignment with these, the MOH should enhance
the benefits policies and develop the dispensing procedures. Though it
is timely and fixed, however, the dispense of the benefits takes years
in some cases. Transformation leaders should consider the importance
of job security and stability in the transition period to privatization.
Saudi employees highly value job security and stability, so the MOH
should provide leisure work motivators, especially for the BB
generation and the majority of the Yer workforce. They should also
consider strategies for Xers and Zers to move quickly within MOH as
it can be a factor in employee engagement, retention, and satisfaction.
Saudis place a high value on the need to help others and contribute to
society due to the nature of healthcare. Therefore, regarding altruistic
motivators, community social responsibility programs should be in
place and a good healthcare plan for their families that allows them to
have the same access to services available in private plans. Strategies
to develop the future generation of employees should also be in place.
Further studies are needed to evaluate Gen Z at an advanced point in
their career.

Contribution

This study will help policymakers and leading stakeholders in the
healthcare transformation and privatization plan to understand the
current workforce’s individual needs and differences and utilize this
knowledge in developing strategies and policies to work best for
MOH employees in a market-driven healthcare sector. In addition,
this study also demonstrated how generational differences
significantly impact work motivators. Therefore, it can serve as a
baseline for future investigations about the impact of generational
differences on work motivators when Saudi MOH employees are at
the same age or same point in their career under a different economic
model influenced by the 2030 vision.

Limitations

The first limitation is the methodology; generational studies should
use cross-sectional research and collect longitudinal data. The second
limitation was depending on western literature to identify when a
generation starts or ends. Although the succession of a generation is a
challenge, the previous literature outlined a pattern of generations that
reflects Saudi generations. Further generational studies are needed in
the Kingdom for the post-oil economic model generation and the
post-2030 vision generation, who will grow under a different socio-
economic model.

CONCLUSION

This study examined the multigenerational impact on work motivators
and detected statistical significance among the generations on
intrinsic rewards work motivator is good for MOH transformation
leaders; smaller generation gaps. There is no significance on the other
five work motivator.



22378

International Journal of Current Research, Vol. 14, Issue, 09, pp. 22374-22383, September, 2022

Acknowledgement

Thank you, Allah, for enabling me to start and complete this project. I
also wish to acknowledge Dr.Bourie for his contribution.This project
is devoted to my parents, who motivate me limitlessly and push me to
achieve my goals. It is also dedicated to the health services and
hospital administration at KAU. As a result of their support and
encouragement, [ was able to meet the challenges of graduation. It has
been a privilege to be your student since the beginning of my journey.

Declaration

We hereby declare that the project entitled “Multigenerational Impact
on Work Motivators of Saudi Ministry of Health Employees”
submitted to the International Journal under the guidelines of
postgraduate Research, at King Abdulaziz University, Jeddah. This
work has not previouslybeen submitted to any other journalfor
publication.

REFERENCES

Adams, S.J. (2000), Generation X: How Understanding this
Population Leads to Better Safety Programs. Professional Safety,
45,26-29.

Wong, M., Gardiner, E., Lang, W., and Coulon, L.
(2008).Generational Differences in  Personality  and
Motivation.Journal of Managerial Psychology, 23(8), 878-890.
https://doi.org/10.1108/02683940810904376

Al-Asmari, M. (2008). Saudi Labor Force: Challenges and Ambitions.
Journal of King Abdulaziz University-Arts and Humanities,
16(2), 19-59. https://doi.org/10.4197/art.16-2.2

Lamadah, Sahar. (2014). Challenges Facing Nursing Profession in
Saudi Arabia.Journal of Biology, Agriculture and Healthcare.

Al-Kheshaiban, A. (2002). Principal Selection Policy in Saudi
Arabia’s Educational Districts: A Study of District Factors and
the Implementation Of Selection Criteria and Process Steps
(Doctoral Dissertation)

Arnett, J. J. (2010). Oh, Grow up! Generational Grumbling And The
New Life Stage Of Emerging Adulthood—Commentary On
Trzesniewski& Donnellan. Perspectives on Psychological
Science, 5, 89-92

Bukhari, F., and Denman, B. (2013). Student Scholarships In Saudi
Arabia: Implications And Opportunities For Overseas
Engagement. In L. Smith & A. Abouammoh (Eds.), Higher
education in Saudi Arabia: Achievements, Challenges, and
Opportunities p 151-158). Dordrecht:
Springer.http://dx.doi.org/10.1007/978-94-007-6321-0_14

Champion, D. (1999). The Kingdom of Saudi Arabia: Elements of
Instability Within Stability. Middle East Review of International
Affairs, 3(4), 49-73. http://www.la.utexas.edu/ users/ chenry/
global/coursemats/2006/champion.pdf

Champion, D. 2003. The Paradoxical Kingdom. London, Hurst.

College of Nursing ,Taibah University, Kingdom of Saudi Arabia, &
AKMAAAA-GNAMAMAASPAAAD.SMS.AS.
(2016). WHY DO SAUDI NURSES LEAVE BEDSIDE
NURSING: FINDINGS FROM A PILOT STUDY .International
Journal of Nursing Student Scholarship (IJNSS), 3(2291-6679),
1.https://journalhosting.ucalgary.ca/index.php/ijnss/article/downlo
ad/56800/42934

Deal, J.J., Altman, D.G., and Rogelberg, S.G. (2010), Millennials at
Work: What We Know and What We Need to Do (If Anything). J
Bus Psychol 25, 191-199 https://doi.org/10.1007/s10869-010-
9177-2

Fakeeh, M. (2009).Saudization as a Solution for Unemployment: The
Case of Jeddah Western Region. Ph.D. thesis, University of
Glasgow.

Gallup, Fakhreddine, J., & Owen, T. (2015, August 19). Given a
Choice, Saudis Prefer Government  Jobs. Gallup.
https://news.gallup.com/businessjournal/184745/given-choice-
saudis-prefer-government-jobs.aspx

Giancola, F. (2006). The Generation Gap: More Myth Than Reality?
Human Resource Planning, 29, 32-37.

Gibson, J. L., Ivancevich, J. M., Donnelly Jr., J. H., and Konopaske,
R. (2006).Organizations: Behavior, Structure, Processes (12th
ed.). New York: McGraw-Hill/Irwin

Gibson, J. W., Jones, J. P., Cella, J., Clark, C., Epstein, A., and
Haselberger, J. (2010). Ageism And The Baby Boomers: Issues,
Challenges, And The TEAM Approach. Contemporary Issues in
Education Research (CIER), 3(1), 53.https://doi.org/ 10.19030/
cier.v3il.161

Hauw, S., and Vos, A. (2010). Millennials’ Career Perspective and
Psychological Contract Expectations: Does the Recession Lead to
Lowered Expectations? Journal of Business & Psychology, 25(2),
293-302.

Howe, N. and B. Strauss. (1993). 13th Gen: Abort, Retry, Ignore,
Fail? New York: Vintage Books.

Howe, N. and W. Strauss. (2007). Millennials Go to College, 2nd ed.
Life Course associates

Jurkiewicz, C. E., and Brown, R. G. (1998). GenXers vs. Boomers
vs. Matures: Generational Comparisons of Public Employee
Motivation. Review of Public Personnel Administration, 18: 18-
37.

Katherine T. Smith (2010) Work-Life Balance Perspectives of
Marketing Professionals in Generation Y. Services Marketing
Quarterly, 31:4, 434-447, DOI: 10.1080/15332969.2010.510724

Keepnews, D. M., Brewer, C. S., Kovner, C. T., & Shin, J. H. (2010).

KPMG.(2019, May).The future of HR (Ist edition). kpmg.com.sa.
https://home.kpmg/content/dam/kpmg/sa/pdf/2019/FutureOfHR St
udy2019DIGITAL.PDF

Kupperschmidt, B. R. (2000). Multigenerational Employees:
Strategies for EffectiveManagement. The Health Care Manager,
19, 65-76.

Lancaster, L.C. and Stillman, D., (2004, March). When Generations
Collide: How to Solve the Generational Puzzle at Work.In The
Management Forum Series (pp. 1-5).

McCrindle, M., (2006), Word Up: A lexicon of Generations Y & Z: A
guide to communicating with them. Australia: The ABC of XYZ,
Principal Matters, vol 55,8

McKinsey Global Institute Report (2015). Saudi Arabia Beyond Oil:
The Investment and Productivity Transformation: McKinsey
Global Institute.

Milegi E., Selim A., (2013), Saudi Nursing Student’s Attitudes
Towards The Nursing Profession. WEI International Academic
Conference Proceedings.

The internet in the Mideast and North Africa - country profiles-Saudi
Arabia.(1999, June). Retrieved February 19, 2021, from
https://www.hrw.org/legacy/advocacy/internet/mena/saudi.htm

Habbash, M. (2011). Status change of English and its role in shaping
public education language

Tayan, B. M. (2017). The Sauditatweer Education Reforms:
Implications of Neoliberal Thought to Saudi Education Policy.
International Education Studies, 10(5),
61.https://doi.org/10.5539/ies.v10n5p61

Policy and practice in Saudi Arabia: A Postmodernist Critical
Perspective. Unpublished Doctoral Dissertation, University of
Exeter, Exeter.

Ministry of Health Saudi Arabia.(2018, September).Digital Health
Strategy  Update 2018 (No. 2).Ministry of Health.
https://www.moh.gov.sa/en/Ministry/vro/EHealth/Documents/Mo
H-Digital-Health-Strategy-Update-2018.pdf

MOH, (2019) Financial Report Outcome

Needleman, S. E. 2008. April 29. The Latest Office Perk: Getting
Paid to Volunteer. Wall Street Journal, pp. 25-26. Retrieved
December 2, 2008, from http://www.onlinewsj.com

Ng, E. S., and Parry, E. (2016).Multigenerational Research in Human
Resource Management.Research in Personnel and Human
Resources Management, 34, 1-41, https://doi.org/10.1108/S0742-
730120160000034008

One Hundred Best Companies To Work For. (2008). Fortune.
Retrieved December 2, 2008, from http://money.cnn.com/
magazines/fortune/best companies/2008/full_list/



22379

Aisha Faisal Bataweel and Hussein Bourie, Multigenerational impact on work motivators of saudi ministry of health employees

Sandeen, C. (2008). Boomers, Xers, and Millennials: Who are They

and What Do They Really Want from Continuing Higher
Education? Continuing Higher Education Review, 72, 11-31.
Strauss, W., and N. Howe. (1991). Generations: The History of

America’s Future 1584 to 2069. New York: William Morrow and

Company.

Takase, M., Oba, K., and Yamashita, N. (2009). Generational
Differences in Factors Influencing Job Turnover Among Japanese

Nurses: An Exploratory Comparative Design.
Studies,

Journal of Nursing

46(7),

https://doi.org/10.1016/j.ijnurstu.2007.10.01

Appendix A. Data Table

International

957-967.

Timonen,

v,

and Conlon,

C.

(2015).

Beyond Mannheim:

Conceptualising how People’ Talk and ‘Do Generations in
Contemporary Society. Advances in Life Course Research, 24, 1-

9.

Twenge, J. M., Campbell, S. M., Hoffman, B. J., and Lance, C. E.

(2010). Generational Differences in Work Values: Leisure and

Extrinsic Values

Increasing,

Social

Decreasing. Journal of Management, 1, 1-26

and Intrinsic Values

Van Dyk, d. (2008) “Who's Holding the Handbag? A new Generation

of American Luxury Consumers is Telling Mom What to Buy."
Time Magazine Style and Design Supplement, Spring 2008.

Table-2: Multigenerational Differences in the First Work Motivator Leisure Rewards

Generation Type | Strongly Agree (5) | Agree (4) | Neutral (3) | Disagree (2) | Strongly Disagree (1)
Q1: A job where you have more than two weeks’ vacation
Baby Boomers 3 1 0 0 1
Generation X 26 6 8 5 4
Generation Y 148 47 44 13 7
Generation Z 10 5 4 0 0
Total 187 59 56 18 12
56% 18% 17% 5% 4%
Q2: A job that leaves a lot of time for other things in your life
Baby Boomers 4 0 1 0 0
Generation X 30 7 8 2 2
Generation Y 160 51 32 8 8
Generation Z 15 0 2 0 2
Total 209 58 43 10 12
63% 17% 13% 3% 4%
Q3: A job with an easy pace that lets you work slowly
Baby Boomers 1 0 0 1 3
Generation X 11 2 19 7 10
Generation Y 44 53 82 45 35
Generation Z 4 3 9 2 1
Total 60 58 110 55 49
18% 17% 33% 17% 15%
Q4: A job that leaves you mostly free of supervision by others
Baby Boomers 2 1 2 0 0
Generation X 16 12 11 8
Generation Y 92 65 60 27 15
Generation Z 7 1 1 5 5
Total 117 79 74 40 22
35% 24% 22% 12% 7%
Leisure rewards N Average' Std. Deviation” | Variance' P-Value’
Baby Boomers 5 3.6500 78262 3.6500
Generation X 49 3.6888 .89345 3.6888 .668
Generation Y 259 3.8185 79701 3.8504
Generation Z 19 3.7632 1.02900 3.7632

1=Tukey Table 2=Descriptive Table 3=Robust Tests of Equality of Mean Table

Table 3. The Multigenerational Differences in the Second Work Motivator. Intrinsic Rewards

Generation Type | Strongly Agree (5) | Agree (4) | Neutral (3) | Disagree (2) | Strongly Disagree (1)
Q1: A job that is interesting to do
Baby Boomers 5 0 0 0 0
Generation X 33 10 4 0 2
Generation Y 174 51 24 7 3
Generation Z 15 2 0 1 1
Total 227 63 28 8 6
68% 19% 8% 2% 2%
Q2: A job where you can learn new things, learn new skills
Baby Boomers 5 0 0 0 0
Generation X 35 12 0 1 1
Generation Y 182 51 17 8 1
Generation Z 14 3 1 0 1
Total 236 66 18 9 3
71% 20% 5% 3% 1%
Q3: A job where the skills you learn will not go out of date
Baby Boomers 3 2 0 0 0
Generation X 31 14 3 0 1
Generation Y 164 53 34 7 1
Generation Z 14 3 0 1 1
212 72 37 8 3
Total 64% 22% 11% 2% 1%
74% 17% 6% 1% 2%

Continue....
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Q4: A job that leaves you mostly free of supervision by others
Baby Boomers 2 1 2 0 0
Generation X 16 12 11 8 2
Generation Y 92 65 60 27 15
Generation Z 7 1 1 5 5
Total 117 79 74 40 22
35% 24% 22% 12% 7%
Leisure rewards N Average' Std. Deviation’ | Variance' | P-Value’
Baby Boomers 5 3.6500 78262 3.6500
Generation X 49 3.6888 .89345 3.6888 .668
Generation Y 259 3.8185 79701 3.8504
Generation Z 19 3.7632 1.02900 3.7632

1=Tukey Table 2=Descriptive Table 3=Robust Tests of Equality of Mean Table

Table 3. The Multigenerational Differences in the Second Work Motivator. Intrinsic Rewards

Generation Type | Strongly Agree (5) | Agree (4) | Neutral (3) | Disagree (2) | Strongly Disagree (1)
Q1: A job that is interesting to do
Baby Boomers 5 0 0 0 0
Generation X 33 10 4 0 2
Generation Y 174 51 24 7 3
Generation Z 15 2 0 1 1
Total 227 63 28 8 6
68% 19% 8% 2% 2%
Q2: A job where you can learn new things, learn new skills
Baby Boomers 5 0 0 0 0
Generation X 35 12 0 1 1
Generation Y 182 51 17 8 1
Generation Z 14 3 1 0 1
Total 236 66 18 9 3
71% 20% 5% 3% 1%
Q3: A job where the skills you learn will not go out of date
Baby Boomers 3 2 0 0 0
Generation X 31 14 3 0 1
Generation Y 164 53 34 7 1
Generation Z 14 3 0 1 1
Total 212 72 37 8 3
64% 22% 11% 2% 1%
Q4:A job where you can see the results of what you do
Baby Boomers 5 0 0 0 0
Generation X 36 10 2 0 1
Generation Y 191 44 18 3 3
Generation Z 14 3 1 0 1
Total 246 57 21 3 5
74% 17% 6% 1% 2%
Q5:A job that uses your skills and abilities—Ilets you do the things you can do best
Baby Boomers 5 0 0 0 0
Generation X 38 8 2 0 1
Generation Y 188 48 20 2 1
Generation Z 15 2 1 0 1
Total 246 58 23 2 3
74% 17% 7% 1% 1%
Q6:A job where you do not have to pretend to be a type of person that you are not
Baby Boomers 4 1 0 0 0
Generation X 33 10 0 5 1
Generation Y 161 39 37 13 9
Generation Z 12 4 1 0 2
Total 210 54 38 18 12
63% 16% 11% 5% 4%
Q7:A job where you have the chance to be creative
Baby Boomers 5 0 0 0 0
Generation X 36 10 2 0 1
Generation Y 175 47 27 5 5
Generation Z 13 2 3 0 1
Total 229 59 32 5 7
69% 18% 10% 2% 2%
Intrinsic rewards N Average' | Std. Deviation® | Variance' P-Vsalue®
Baby Boomers 5 4.9143 12778 4.9143
Generation X 49 4.5627 71095 4.5627 000
Generation Y 259 4.4959 .68837 4.4959 ’
Generation Z 19 4.4662 1.00660 4.4662

1=Tukey Table 2=Descriptive Table; 3=Robust Tests of Equality of Mean Table
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Table-4 The Multigenerational Differences in the Third Work Motivator Altruistic Rewards

Generation Type | Strongly Agree (5) | Agree (4) | Neutral (3) | Disagree (2) | Strongly Disagree (1)
Q12: A job that gives you an opportunity to be directly helpful to others
Baby Boomers 3 2 0 0 0
Generation X 34 13 1 0 1
Generation Y 182 49 20 6 2
Generation Z 14 2 2 0 1
Total 233 66 23 6 4

70% 20% 7% 2% 1%
Q13: A job that is worthwhile to society
Baby Boomers 4 1 0 0 0
Generation X 30 14 2 2 1
Generation Y 179 45 30 2 3
Generation Z 12 3 3 0 1
Total 225 63 35 4 5

68% 19% 11% 1% 2%
Altruistic rewards | N Average' Std. Deviation” | Variance' P-Vsalue®
Baby Boomers 5 4.7000 44721 4.7000
Generation X 49 4.5204 74972 4.5204 306
Generation Y 259 4.5405 74793 4.5405 :
Generation Z 19 4.3947 1.02169 4.3947

1=Tukey Table 2=Descriptive Table 3=Robust Tests of Equality of Mean Table

Table 5. The Multigenerational Differences in the Fourth Work Motivator Social Rewards

Generation Type | Strongly Agree (5) | Agree (4) | Neutral (3) | Disagree (2) | Strongly Disagree (1)
Q14: A job that gives you a chance to make friends
Baby Boomers 2 1 2 0 0
Generation X 22 14 8 2 3
Generation Y 121 66 54 13 5
Generation Z 10 2 5 0 2
Total 155 83 69 15 10

47% 25% 21% 5% 3%
Q15: A job that permits contact with a lot of people
Baby Boomers 3 2 0 0 0
Generation X 17 15 11 3 3
Generation Y 114 58 61 22 4
Generation Z 11 2 3 1 2
Total 145 77 75 26 9

44% 23% 23% 8% 3%
Social Rewards N Average! | Std. Deviation’ | Variance' P-Value®
Baby Boomers 5 4.3000 .67082 4.3000
Generation X 49 3.9184 1.11031 3.9184 0736
Generation Y 259 4.0444 .95080 4.0444 ’
Generation Z 19 3.9737 1.31734 3.9737

1=Tukey Table 2=Descriptive Table 3=Robust Tests of Equality of Mean Table

Table 6. The Multigenerational Differences in the Fifth Work Motivator Extrinsic Rewards

Generation Type | Strongly Agree (5) | Agree (4) | Neutral (3) | Disagree (2) | Strongly Disagree (1)
Q1: A job that has high status and prestige
Baby Boomers 5 0 0 0 0
Generation X 35 10 3 0 1
Generation Y 167 54 28 9 1
Generation Z 14 0 3 1 1
Total 221 64 34 10 3
67% 19% 10% 3% 1%
Q2: A job that most people look up to and respect
Baby Boomers 5 0 0 0 0
Generation X 30 12 5 0 2
Generation Y 143 55 45 14 2
Generation Z 13 3 1 1 1
Total 191 70 51 15 5
58% 21% 15% 5% 2%
Q3: A job that provides you with a chance to earn a good deal of money
Baby Boomers 4 0 1 0 0
Generation X 33 10 4 1 1
Generation Y 177 41 28 8 5
Generation Z 14 1 2 1 1
Total 228 52 35 10 7
69% 16% 11% 3% 2%
Q4: A job where the chances for advancement and promotion are good
Baby Boomers 4 1 0 0 0
Generation X 33 11 2 2 1
Generation Y 184 40 20 9 6
Generation Z 14 2 1 1 1
Total 235 54 23 12 8
71% 16% 7% 4% 2%
Extrinsic Rewards N Average' Std. Deviation Variance' P-Value®
Baby Boomers 5 4.8500 33541 4.8500
Generation X 49 4.4898 74120 4.4898 096
Generation Y 259 44131 76229 4.4131 ’
Generation Z 19 4.3684 1.08771 4.3684

1=Tukey Table 2=Descriptive Table 3=Robust Tests of Equality of Mean Table
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Table 7. The Multigenerational differences in the second work motivator Job stability

3,90+

3.857

3.50

3757

Mean of LEISURE_REWARDS

3704

3,657

Generation Type | Strongly Agree (5) | Agree (4) | Neutral (3) | Disagree (2) | Strongly Disagree (1)
Q1: A job that offers a reasonably predictable, secure future
Baby Boomers 3 2 0 0 0
Generation X 35 11 2 0 1
Generation Y 174 53 21 7 4
Generation Z 15 0 2 1 1
Total 227 66 25 8 6
68% 20% 8% 2% 2%
Q2: A job that allows you to establish roots in a community and not have to move from place to place
Baby Boomers 3 2 0 0 0
Generation X 26 15 7 1 0
Generation Y 138 63 43 10 5
Generation Z 10 3 5 0 1
Total 177 83 55 11 6
53% 25% 17% 3% 2%
Q3: I would like to stay in the same job for most of my adult life.
Baby Boomers 1 3 0 0 1
Generation X 11 11 16 6 5
Generation Y 61 60 73 29 36
Generation Z 5 3 3 4 4
Total 78 77 92 39 46
23% 23% 28% 12% 14%
Q4: A job where you get a chance to participate in decision making
Baby Boomers 5 0 0 0 0
Generation X 30 12 6 1 0
Generation Y 144 72 30 7 6
Generation Z 11 3 4 0 1
Total 190 87 40 8 7
57% 26% 12% 2% 2%
Job stability N Average' | Std. Deviation” | Variance' P-Vsalue’
Baby Boomers 5 4.1888 .65258 4.4500
Generation X 49 4.0878 75756 4.1888 205
Generation Y 259 3.9474 1.04940 4.0878 ’
Generation Z 19 4.1002 .75835 3.9474
1=Tukey Table 2=Descriptive Table 3=Robust Tests of Equality of Mean Table
Appendix B. Mean plot for all generation on work motivator
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Figure 4.1: Mean plot for all generations in Leisure rewards
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Figure 4.2: Mean Plot for all Generations in Intrinsic Rewards
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