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Abstract: This study explores the impact of
generational differences on human resource
management. With the rapid development of
society, the employee groups within
enterprises are becoming increasingly diverse.
There are significant differences between
different generations in work values, work
motivation, work attitudes and needs, which
in turn have a profound impact on human
resource management practices such as
recruitment, selection, training, and salary
incentives. Evidence indicates that the
differences in the needs of baby boomers,
Generation X, Generation Y and Generation
Z in terms of job stability, flexibility, work-life
balance, and career development force
companies to make personalized and flexible
changes while formulating human resource
management strategies. Generational
differences also have a strong impact on
employees' work behavior, performance, and
organizational commitment, which leads
companies to innovate and change
management strategies to accommodate the
universal interests of multi-generational
employees. To this end, companies are
required to adopt diversified strategies in
recruitment, training, and salary incentives,
and provide a flexible and inclusive working
environment to increase employee satisfaction
and the overall company's performance.
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1. Introduction

1.1 Research Background and Significance
With the speeding up of globalization and
technological progress, generational diversity in
the workplace has become one of the most
pressing concerns in corporate human resource
management (HRM). Significant differences

exist in the values, work attitudes, needs and
expectations of different generational cohorts,
affecting the construction of the work
environment and employees' behavior.
Especially in today's workplaces where multiple
generations coexist, how to effectively manage
these generational differences has become a
complex challenge in modern human resource
management. Studying the impact of
generational differences on HRM helps to reveal
the differences between generations in
communication, collaboration, work motivation,
etc., thereby providing companies with more
precise management strategies (Parry & Urwin,
2021) [1]. In addition, generational differences
may also have a profound impact on a
company's job satisfaction, organizational
commitment, employee mobility, etc. (Benson &
Brown, 2011) [2]. Therefore, exploring the
impact of generational differences on human
resource management can not only provide
theoretical support for enterprises to formulate
effective employee motivation, recruitment and
training strategies, but also provide practical
guidance for improving employees' work
experience and enhancing corporate
performance.

1.2 Definition and Classification of
Generational Differences
Generational differences refer to the differences
in life experience, social environment,
educational background and cultural heritage
between groups born in different generations,
which affect their behavior and values ​ ​ at
work (Parry & Urwin, 2021)[1]. Generally,
generational differences are divided into four
main generational groups: Baby Boomers,
Generation X, Millennials or Generation Y, and
Generation Z. Each generation grows up in a
specific social and historical context, which
shapes their work attitudes and expectations for
work. Baby Boomers generally focus on stability
and loyalty, Generation X pays more attention to
work-life balance, Generation Y pursues
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flexibility and innovation, and Generation Z is
mainly characterized by technology-driven
(Eberz, 2020)[3]. These differences are not only
reflected in individual work attitudes, but also
have a profound impact on leadership style,
corporate culture, and technology application
(Lasierra et al., 2015) [4].

1.3 Research Purpose and Methods
The main purpose of this study is to explore how
generational differences affect human resource
management practices, especially in core HR
functions such as recruitment, training and
development, compensation and incentives. By
analyzing the differences between different
generational groups in work attitudes, work
motivation, leadership preferences, etc., this
study will provide theoretical basis and practical
suggestions for multi-generational employee
management. In addition, this study will also
discuss how to balance the challenges and
opportunities brought about by generational
differences to promote effective cooperation
among different generational groups. In terms of
research methods, this paper adopts a literature
review method to widely collect and analyze
relevant research results on generational
differences and human resource management at
home and abroad, and combines the latest
empirical research to provide reference for
further HRM practice (Ng & Parry, 2016) [5].

2. Theoretical Basis of Intergenerational
Differences

2.1 The Formation Mechanism of
Intergenerational Differences
The formation mechanism of intergenerational
differences stems from the combined effects of
social and historical background, economic
environment and cultural atmosphere (Figure 1).
Each generation grows up in a specific social
environment, which has a profound impact on
their values, attitudes and behaviors during their
growth (Feng-xiang, 2012) [6]. In particular,
factors such as social change, technological
progress, and changes in the education system
have shaped the unique characteristics of
different generational groups. For example, the
baby boomers grew up in a period of relatively
stable social economy and tended to pay more
attention to job stability and social responsibility,
while Generation X and Generation Y lived in
the context of rapid development of information

technology and globalization. Their work values
​ ​ tended to emphasize work-life balance,
flexibility and self-realization (Smola & Sutton,
2002) [7]. In addition, the formation of
generational differences is also affected by
different growth stages. As individuals age, their
work values ​ ​ may change, but differences
between generations are still one of the main
factors affecting work behavior and
organizational behavior.

Figure 1. The Formation of Intergenerational
Differences

2.2 The Impact of Generational Differences
on Behavior and Values
Generational differences not only affect
individual work attitudes, but also largely shape
the behavior patterns and values ​ ​ of different
generational groups (Queiri et al., 2014) [8]. For
example, compared with the baby boomers,
Generation Y pays more attention to personal
work-life balance, tends to choose more flexible
work arrangements, and desires more autonomy
and innovation space at work (Twenge, 2010) [9].
This difference directly affects their behavioral
performance at work, such as their level of
commitment to work, how they interact with
their superiors, and their participation in
teamwork. Generation X pays more attention to
job stability and economic security, which is in
sharp contrast to the personalized needs of
Generation Y. These behavioral differences
between generations pose different challenges to
various practices of human resource
management, such as recruitment, training, and
employee motivation strategies (Kinger &
Kumar, 2023) [10].
This diagram maps (Figure 2) key dimensions of
generational differences that impact human
resource management. It highlights the interplay
between four major factors: work-life balance,
adaptability in career choices, community
engagement, and technological proficiency.
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These factors shape the values and behaviors of
different generations in the workplace.
Specifically, work-life balance values are shaped
by social changes and growth stages, while
adaptability reflects both economic influences
and individual growth. Community participation
is driven by social and cultural environmental
changes, and technological aptness is strongly
rooted in economic conditions and cultural
contexts. Together, they form the foundation of
generational diversity that shapes recruitment,
training, and employee motivation.

Figure 2. Key Factors Affecting Generational
Differences

2.3 The Relationship between Generational
Differences andWorkAttitudes
Generational differences play a significant role
in employees' work attitudes, including work
motivation, job satisfaction and career
commitment. The literature has shown that
employees of different generations have
remarkable differences in work attitudes (Becton
et al., 2014) [11]. For example, baby boom
generation employees are more interested in job
stability and security in general, while
Generation Y would be more likely to pursue
self-realization and a sense of achievement in the
workplace. Such generational differences
significantly affect corporate performance
management. Specifically, Generation X
employees would be more likely to show higher
autonomy and independence in the workplace,
and they would be more likely to choose work
environments capable of providing a balance
between career development and flexibility
(Parry & Urwin, 2011) [12]. In actual work, such
a generational difference may lead to variations
among different generations in work task
allocation, leadership style and teamwork,
affecting the overall performance of the
enterprise and employee job satisfaction.

3. The Manifestation of Generational

Differences in Human Resource Management

3.1 Recruitment and Selection
Recruitment and selection is one of the most
vital functions of human resource management,
and employees from various generations have
various expectations and tendencies in this
matter. Generation Y and Generation Z tend to
look for job opportunities on the internet and
social media, while Generation X and Baby
Boomers tend to look for job opportunities from
traditional recruitment sources such as job fairs
or newspaper advertisements (Deshpande &
Golhar, 1997)[13]. Additionally, generational
differences also occur in the concern for job
stability and development. Generation Y is more
concerned with whether the company can
provide flexible working hours and space for
development, while Baby Boomers are more
concerned with the stability of the company and
salary (Li et al., 2016)[14]. These differences
have significant implications for the recruitment
and selection process. When formulating
recruitment plans, companies should consider
the needs of various generational groups so that
they can recruit the most suitable talents.

3.2 Training and Development
Generational differences are also revealed in
employees' training needs and demands for
training and development. Younger generations,
such as Generation Y and Generation Z, are
more inclined to require technology-based and
flexible training methods, such as web-based
training and self-study, while Generation X and
Baby Boomers prefer face-to-face training or
classroom learning (Melchor, 2024)[15]. In
addition, Generation Y and Generation Z are
more concerned about long-term career planning
and personal development opportunities.
Therefore, when making training programs,
companies are obliged to provide more varied
learning platforms and pay attention to
employees' high expectation for skill
development and personal growth (Ismail Nor,
2018) [16]. From an HRM viewpoint, companies
should make flexible training plans based on
various generations of employees' training needs
to improve employees' learning enthusiasm and
working performance.

3.3 Compensation and Incentive Mechanisms
Compensation and incentive mechanisms also
vary significantly among different generational
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cohorts. Generation X and baby boomers pay
more attention to material rewards and fixed
salaries, and believe stable salaries and
long-term benefits to be important employee
attraction and retention factors (Shrestha et al.,
2023) [17]. Generation Y and Generation Z pay
more attention to non-material rewards, such as
work-life balance, flexible working hours and
personal development opportunities. This
generational cohort will more likely choose
companies that are able to provide
self-realization and career development
opportunities (Hosain, 2017) [18]. Therefore,
when companies design compensation and
incentive mechanisms, they must fully consider
the differences among generations in terms of
needs, such as flexibility and personalization,
and create more attractive and targeted
incentives to enhance employee loyalty and
satisfaction.

4. Conclusion and Suggestions

4.1 The Overall Impact of Generational
Differences on Human Resource Management
The impact of generational differences on human
resource management is multifaceted, especially
in core functions such as recruitment, training,
compensation and incentive mechanisms. As a
new generation of employees gradually enters
the workplace, companies face the challenge of
how to balance the needs of different
generational groups. There are significant
differences in values, work motivation, work
attitudes, etc. between employees of different
generations, which requires companies to
consider the impact of generational differences
when formulating human resource management
policies. For example, Generation Y and
Generation Z pay more attention to work-life
balance, flexibility and opportunities for
personal growth, while baby boomers pay more
attention to stability and benefits. Therefore,
companies need to treat different generational
groups in a more inclusive way during
recruitment, selection and training to ensure that
the needs of employees of all generations are
met, thereby maximizing employee potential and
job satisfaction.

4.2 Future Research Directions
Although existing studies have revealed the
impact of generational differences on human
resource management, there are still research

gaps in some areas. For example, there is still a
lack of systematic theoretical frameworks and
empirical research on the specific impact
mechanisms of generational differences on
leadership style, employee work motivation, and
how generational differences affect employee
performance management and organizational
commitment. In addition, future research can
further explore how generational differences
affect cross-cultural management in the context
of globalization, especially in multi-generational
teams of multinational companies, how to
promote collaboration and innovation among
different generations through effective human
resource management. In terms of research
methods, longitudinal research, mixed research
and other methods can be used in the future to
further verify the long-term impact of
generational differences on corporate
performance.

4.3 Practical Suggestions for Corporate
Human Resource Management
To cope with the impact of generational
differences on human resource management,
companies should adopt flexible and
personalized management strategies. Firstly, in
recruitment and selection, companies can
formulate corresponding recruitment channels
and selection standards based on the needs and
preferences of employees from different
generations. For example, the younger
generation prefers to submit job applications via
social media and online channels, while the
older generation prefers traditional recruitment
channels. Secondly, companies must adopt
diversified learning methods in training and
development, such as online learning and
face-to-face training, to cater to the learning
habits of employees from different generations.
In the meantime, companies must promote the
personal development and career development of
employees to improve their job satisfaction and
loyalty. Last but not least, compensation and
incentive mechanisms must also be upgraded
based on generational differences, providing
flexible compensation systems and personalized
incentive methods to stimulate the work
enthusiasm and innovation of employees from
different generations. Through adopting these
methods, companies can manage
multi-generational work teams better and
improve the overall performance and
competitiveness of the company.
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