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Determinants of Employee Intention to Stay. A generational multigroup analysis

Abstract

Design/methodology/approach: This study follows a quantitative approach based on
cross sectional survey data. The respondents were X, Y, and Z generations workers.
Data was analysed using partial least squares structural equation modelling and

multigroup analysis.

Purpose: The objective of the study is to investigate the differences between
generational groups (specifically, generations X, Y, and Z) in terms of variables that
affect organizational commitment and the intention to stay within an organization. The
aim is to fill the research gap in understanding how different factors influence

commitment and retention across different generations.

Findings: The findings of the study indicate several relationships between variables and
organizational commitment/intention to stay. Person-organization fit is positively
associated with organizational commitment, and work-life balance is positively
associated with both organizational commitment and intention to stay. The mediation of
organizational commitment shows a positive relationship with person-organization fit and
work-life balance. Additionally, there are positive relationships between organizational
culture and both organizational commitment and intention to stay, as well as a positive
relationship between person-organization fit and intention to stay. Furthermore, all three
generations (X, Y, and Z) show positive relationships between organizational

commitment and intention to stay.

Implications: The implications of the study are twofold. First, it provides theoretical
contributions by wuncovering the relationships between various variables and
organizational commitment/intention to stay. Second, it offers practical implications for
organizations by highlighting the importance of person-organization fit, work-life balance,
and organizational culture in fostering commitment and retention among employees

across different generations.

Originality/value: The originality and value of this study lie in its exploration of the
differences between generational groups in terms of variables affecting organizational
commitment and intention to stay. By addressing this research gap, the study contributes

to the existing literature on organizational commitment and retention. The detailed



presentation of theoretical contributions, practical implications, limitations, and

suggestions for future research enhances the overall value of the study.

Keywords: organizational commitment, intention to stay, generations, person-

organization alignment, organizational culture, work-life balance.

1. Introduction
The market nowadays is highly competitive and is in continuous evolution, so
organizations and human resources department pursue to create a high level of
performance, productivity and low levels of absenteeism and turnover. In this way,
organizations and human resources need to be more “open system” and be able to face
this change and grow to create a more resilient company (Bilhim, 2008). One of the
factors that is a key for achieving this goal is organizational commitment. The concept of
organizational commitment is considered a connection between employees and
organizations, and it can be affective, normative and continuance. In this way, this

connection has a significant impact on the individual to remain or leave the company.

The responsibility of managers and human resources in the 215 century have increased
when it comes to motivating and retaining individuals (Idris, 2014). The globalization that
we are facing with the evolution of technology and telecommunication has created
obstacles for managers to be able to attract and provide a good workplace, that lead
individuals to stay for a long period of time (Singh & Gupta, 2015). In several studies,
employees’ organizational commitment has been viewed as a predictor of employee
retention (Suliman & lles, 2000; Nimri et al, 2020). Thus, low levels of intention to stay,
employee commitment (Angle & Perry , 1981) (Meyer, Paunonen, Gellatly, Goffin, &
Jackson, 1989) and employee engagement (Markos & Sridevi, 2010) can lead to

significant results on individual and organizational performance.

With organizations adapting to this new world, less attention has been given to the
diversity of generations. There are some differences from recent generations than the
previous, for instance newer generations have a much longer education resulting
individuals to start working later than previous generations (McGuire, By, & Hutchings,
2007). Aligned with this are also the generations’ stereotypes associated with them, for
instance, Millennials are good with technology or individuals from baby boomer
generation tend to stay in the organization for a long period (Urick, 2014). Currently we
assist at three generations (Generation X, Y and Z) working in one organization and with

this, Human Resources and the managers must deal with different attitudes, work beliefs



and values. (Becton, Walker, & Jones-Farmer, 2014). These differences may lead to
intergenerational conflict that can compromise the performance of the organization,
which is not fully explored in the literature (Abdullah & AL-Abrrow, 2023). Also, previous
research provides that if an organization can’'t be resilient and fail to adjust these
generational differences, then can affect employee productivity leading to affect the
intention to stay of individuals (Westerman & Yamamura, 2007). However, as argued by
Garcia et al. (2019) and Frye et al. (2021) several industries are experiencing a high
turnover effect due to hiring young people whose working behaviour is not fully
understood. Generations X, Y and Z are three generations who are currently an
important labor force, and they represent different attitudes and approaches to their job.
It is important to study these two generations as they offer valuable insight into how
people work and the preferences they have when it comes to their job (Garcia et al.
2019). By understanding the factors that lead to their willingness to stay in their current
firm, employers can better evaluate their current staffing needs and create a work culture
that values individual qualities, while also ensuring job security (Schroth, 2019).
Additionally, companies can use this knowledge to develop better retention strategies
and offer competitive compensation packages for their employees to ensure they remain
loyal and committed to the company (Sanchez-Cardona et al., 2021). As such, we posit
that by studying the work behaviour of Generations X, Y and Z, employers can gain
valuable insights that can help to create a more productive and satisfying work

environment.

Having this into consideration, this study has the underlying question of “What are the
differences of generations in organizational commitment and intention to stay” and has
the following objectives: (i) to understand the variables that can influence organizational
commitment and intention to stay; (ii) analyse the influence across generation s X, Y and
Z of several organizational dimensions (Organizational Culture, Person-Organization Fit
and Work-life Balance) on organizational commitment and intention to stay. The
contribution is threefold. First, we identified the factors that are common to the three
generations regarding willingness to stay in the organization, namely organizational
commitment and work-life balance. Second, we identified the mediating effect of
Organizational Commitment between variables, Organizational Culture, Person-
Organization Fit and Work-life Balance with Intention to Stay. This means that the
variables Organizational Culture, Person-Organization Fit and Work-Life Balance might
affect Intention to Stay through the influence of Organizational Commitment. Third, by

conducting a multigroup analysis to evaluate the differences of the generational groups



(XvsY,XvsZandY vs Z), this study shed light regarding the differences between these

three generation working behaviour.

2. Literature Review

2.1. Organizational Culture
In these days, organizations rely on the employees to reach their work and goals. These
requires a good leadership and an appropriate culture to meet the demands of the
changing environments that we are facing. According to Denison et al. (2012)
organizational culture refers to a succession of values, beliefs, protocols, and
assumptions which are intrinsic in the organization (Denison, Hooijberg, Lane, & Lief,
2012). Also, Denison and Mishra (1995), classify organizational culture as four attributes:
involvement, consistency, adaptability, and mission (Denison & Mishra, 1995). These
attributes are consisted in a model called “Denison Model of Organizational Culture”, that
measures the behaviour by the beliefs and assumptions that are intrinsic in
organization’s culture. So, the mission reflects, “Do we know where we are going?”;
Adaptability “Are we responding to the marketplace/external environment”; Involvement
“Are our people aligned and engaged?”; Consistency “Do we have the values, systems
and processes in place to create leverage?” (Denison, 2022) . This model helps
organizations to follow these attributes so it can be more effective, competitive and

correspond to individuals’ expectations.

As mentioned before, organizational culture is one of the biggest important factors to
lead to organization’s effectiveness and is also important to form the organization norms
and values. Some studies revealed that is possible to see that organizational culture
influences positively the organizational effectiveness (Levering, 2016). Also suggest that
the employees’ acceptance of change in the workplace can lead to positive outcomes of
organizational culture. In this way, employees can be satisfied, have a good performance
at work and have a good interaction with the colleagues. It contributes to exist a positive
environment in the workplace as well in the organizational performance and
effectiveness (Naveed, Alhaidan, Halbusi, & Al-Swidi, 2022).

However, while shaping the culture, values and goals is also crucial for organizations to
ensure the employees’ commitment, because it will lead to the success of organizations.
According to Cohen (2000) there’s a relationship between organizational culture and
organizational commitment (Cohen, 2000) (Hofstede, 1980). Therefore, organizational
culture could increase the level of organizational commitment and lead to company’s

success. Also, some studies prove that there is a strong correlation between organization



culture and intention to stay. This means, that when employees work in an organization
with a positive culture, will motivate them to make decisions, improve their
professionalism and help them with conflict resolution. In this way, they will feel more
commitment, and tend to stay in the organization for a long time (AbuAlRub & Nasrallah,
2017).

To conclude, when individuals feel happy about the culture in the company, they will
become more connected emotionally and psychologically (Sathe, 1983). Also, if
employees feel that they are part of the “family”, they will be comfortable, happier and
the commitment and intention to stay will increase. It's important that the needs and
goals of employees are aligned with the goals of the organization, so that a positive
environment can be created, and the organization can be more effective. As such, the

following hypotheses can be proposed:

H1.a. Organization culture positively relates with Intention to Stay

H1.b. Organization culture positively relates with Organizational Commitment.

2.2. Organizational Commitment
The definition of organizational commitment is about the objectives, wishes that an
employee identifies with the organization and become a variable with a huge impact to
the work performance. The word “commitment”, according to Angle & Perry (1981) is the
willingness of the individual to try while working in the organization and is a sense of
being proud of working in their organization. Also, an author defines organizational
commitment as, 1) Strong willingness to stay as a group member; 2) Willingness to hard
work as the organizational aspiration; 3) A certain willingness to accept the values and

goals of the organization “ (Luthans, 2002; Eliyana, et al. 2019).

The authors Meyer and Allen (1997) develop an organizational commitment theory, that
consists of the proposal of three topics: affective, normative and continuity. Affective
commitment measures the feelings and emotions. It brings satisfaction to organization
and would be expected for individuals to be motivated and perform their best (Rodriguez-
Rad & Rio-Vazquez, 2023). According to, Mowday et al (1982), Meyer & Allen (1997),
Klein et al (2009) this would help to decreased turnover, absenteeism, and increased
productivity (Mowday, et al. 1982; Meyer & Allen, 1997; Becker et al. 2009; Gutierrez, et
al. 2012). The normative commitment is about individual’s values, for instance, respect,
awareness, and formality (Rodriguez-Rad & Rio-Vazquez, 2023). It means the group of
individuals that want to be in organization without feeling obligated (Gutierrez, et al.

2012). Continuance commitment consists in the effort, time and resources that the



individual invested, the loss of investment and what was achieve if the individual leaves
(Rodriguez-Rad & Rio-Vazquez, 2023).

According to Meyer, Stanley, Herscovitvh and Topolnytsky (2002), throughout the time,
organizational commitment has a positive relation with employee intention to stay and a
negative relation with turnover intention or intention to leave (Meyer, et al. 2002; Uraon,
2018) and with employee satisfaction (Rachman, et al. 2022). Employees who present
a higher organizational commitment have a less probability to leave the company
compared with individuals with low organizational commitment (Allen & Meyer, 1990)
(Tett & Meyer, 1993) (Uraon, 2018). Furthermore, Abdullah and Al-Abrrow (2022) also
found that organizational commitment plays a mediating role between organisational
justice, support and identity on task performance and organizational citizenship. So, if
individuals are comfortable and happy working in the organization, they will spend more
time and effort to give their best and achieve organization goals. This means, there’s a

higher commitment and a higher intention to stay.
In this way, it will be explore the following hypotheses:
H.2- Organizational commitment relates positively with Intention to Stay

2.3. Person-Organization Fit
Person-Organizational Fit is a concept that combines an individual and organization
characteristics. Some studies say that if the characteristics of an individual matches the
organizational characteristics, the individual will have a more positive attitude and
behaviour, and will lead to job satisfaction, commitment, and positive performance
(Almeida, et al. 2013; Oh, et al., 2013; Pee, 2012).
Person -Organization fit can be defined as supplementary and complementary fit. The
supplementary is related with how the individuals’ characteristics are similar to
organizations’. The complementary is how the individual’s characteristics can
complement the company’s characteristics (Kristof, 1996; Zhao, et al. 2022).
Person-Organization fit is a key resource that makes easier the daily routine of
individuals. It means that, if an individual is attracted to an organization, which the
members share similar values and beliefs, he will feel comfortable to work in there
(Sorlie, Hetland, Bakker, Espevik, & Olsen, 2022). So, if an individual feels comfortable
in the organization, his knowledge intensifies, he can be more productive and his
commitment and satisfaction increases (Shen, Li, & Sun, 2015) (Ambrose, Arnaud, &
Schminke, 2007).
Organizational commitment can increase the individual's perspective of person

organization fit. When the commitment increases, the feelings of employees for the



company also increases (Valentine, Godkin, & Luceo, 2002). According to Schneider,
Goldstein and Smith (1995), the relationship between person-organization fit and
organization commitment, can be translated into a framework called ASA (attraction-
selection-attrition), which means that individuals prefer organizations that associate with
their own characteristics (Schneider, Goldstiein, & Smith, 1995). If person-organization
fit increases, then the improve of commitment to the company would also increase the
individual’s perceptions regardless their personal and company’s values (Valentine,
Godkin, & Luceo, 2002). This also suggest that person-organization fit will be associated
also with a high intention to stay, because employees having a high bond with their
company, it will be harder to leave (Jackson, et al., 1991) (Jin, McDonald, & Park, 2016).

Therefore, individuals will be motivated to achieve their goals and the organization.
In this way, it will be explore the following hypotheses:
H3.a: Person organization fit relates positively with organizational commitment

H3.b: Person organization fit relates positively with intention to stay

2.4. Work life balance

According Daipuria and Kabar (2013), work-life balance is the balance between work
and life and feeling enjoyable with both work and family commitments (Daipuria & Kakar,
2013). This concept was created having in consideration that work and personal life are
complementary of each other and bring quality to the individual life. Authors studied that
this balance that exists between work and life can lead individuals to feel more
comfortable, motivated, productive and less stressful (Byrne, 2005). For companies who
apply a work-life balance they will be viewed by potential employees as an organization
of their choice, because individuals realized that in that organization is possible to

balance the work and family and it's not a topic to be stressed (Johanim & Yean, 2018).

Organizations are starting to implement work-life balance policies and practices as part
of their efforts to increase employee commitment and decrease turnover. These
practices can include, flexible scheduling, childcare services and employee assistance
programs. Also, these practices help to moderate the impact of high job demand,
because the employees feel less stressful and can manage both work and non-work
demands, for instance, family. When employees are asked to work more hours at their
workplace, their time is reduced and their energy to do social and family activities is less.
However, if the employee is working in a more flexible job, it's easier for him to have

more time to do things outside of work and lead increase the motivation. If the
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organization gets the work-life balance easier it will also increase the job satisfaction and

create a positive climate in the organization (Chiang, Birtch, & Kwan, 2010).

Work-life balance is referred as the satisfaction of an individual and can improve self-
efficacy. Also, work life balance presents anticorrelation with the number of working
hours, because the more uncommon hours an individual works, the more it will affect
their personal life, willingness to stay and the productivity at work. According to Chan et
al. (2019), organization commitment has a positive impact in work life balance. There are
some organizations that implement work life balance practices to improve the satisfaction
of the individuals, organization commitment, intention to stay, reduce stress, family
conflicts and turnover intention. A variance between work and individual’s personal life
can cause an increase of stress that might lead to an increase of employee’s turnover
intention (Kumara & Fasana, 2018) (Smith & Gardner, 2007) (Chang, Hsieh, Lan, &
Chen, 2019).

In this way, it will be explore the following hypotheses:
H4.a Work life balance relates positively with intention to stay
H4.b Work life balance relates positively with organization commitment

2.5. The Mediating Effect of Organizational Commitment
The mediating effect represents a model which the effect of an independent variable, in
this study are Organizational Culture, Person-Organization fit and Work-life Balance, on
a dependent variable, which is Intention to Stay, is transfer through a third variable, a

mediating variable, in this study is Organizational Commitment.

According to Choi et al. (2015), believes that organization commitment represents the
values, mission, vision, objection, and goals of the organization that the individual
accepts and can work there and continue to be part of the enterprise (Choi, Oh, &
Colbert, 2015). Having in consideration the previous literature the variables
organizational culture, person-organization fit and work life balance show positive effects
in intention to stay and in organizational commitment. This leads for individuals to be in
a more comfortable workplace, having high levels of satisfaction and productivity. As

such:

H5.a. Organizational commitment mediates the relationship between organization

culture and intention to stay

H5.b. Organizational commitment mediates the relationship between person

organization fit and intention to stay



H5.c. Organization commitment mediates the relationship between work life balance and

intention to stay

2.6. Generations
A generation can be defined as “group of individuals born within the same historical and
socio-cultural context, who experience the same formative experiences and develop
unifying commonalities as a result” (Pilcher, 1994) (Mannheim, 1952) (Lyons & Kuron,
2013).

Nowadays at the workplace it's present different types of generations, leading to different
types of values, ambitions, views and mind-sets. This have been a popular topic in the
last two decades in the organizations (Lyons & Kuron, 2013). According to, Dencker et
al. (2008), refer that if organizations comprehend the generations, it can lead to better
‘recruitment, retention, progression management, communication, employee
engagement and conflict resolution” (Dencker, Joshi, & Martocchio, 2008) (Lyons &
Kuron, 2013). It's important that organizations know that each generation has specific
opportunities and experiences, that is important for the future attitudes and behaviours,

this shapes them in terms of the way they think and act.

The generations that will be addressed in this dissertation are Generation X, Generation
Y or Millennials and Generation Z. Generation X from 1965 to 1980, this generation
witnessed unemployment and family relocations. It's a more independent and
individualistic generation, they are more loyal to organizations and tend to stay there for
years, as we can see through our parents, for instance. It's a generation that have been
through technology changes and it's used to that world. Also, they are not work-centric

and they value work-life balance (Park & Gursoy, 2012).

The Millennials or Generation Y, the individuals born between 1981 and 1999, is a
generation characterized by having advanced knowledge of technology. Another
characteristic of this generation is that they value freedom and work-life balance. They

give importance to organization that give more days of vacation (Park & Gursoy, 2012).

The Generation Z, from 1996 until now, is considered as net generation, because we are
facing a digital era. It's important that the organizations can talk with this generation in
an efficient way, try to fit them into the community and the organizational culture (Elmore,
2014) . One of the important goals of this generation is the work-life balance and a stable

workplace. Comparing to the previous generations, this one worries about the



unemployment, or if they stay in the same job for a long time and they can’t grow in their
career (Bencsik & Horvath-Csikos, 2016).

In this study, the variable generations, it will be analysed through two approaches. First
run a multigroup analysis, which means evaluate the differences of the generational
groups (X vs Y, X vs Zand Y vs Z) and study if the independent variables have any
relation with Organizational Commitment and Intention to Stay. The second approach is
analysing the relations of each generation, which means analysing which independent
variables can have significant relations with Organizational Commitment and Intention to

Stay.

3. Research Model
Based on the literature review, Figure 1 presents the research framework for
investigating the relationship between, organization culture, person-organization fit, work
life balance, organizational commitment, intention to stay and generations. Within this
framework, the independent variables are organization culture, person-organization fit
and work-life balance; intention to stay is a dependent variable; organizational

commitment is a mediator variable.

| H1l.b
e N "
Organizational @
Culture
& J H5.a
( - H5b | -
Person-Organization Organizational H2 .
- e . Intention to stay
Fit -a Commitment
~ / H5.c
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Balance H4.a
\ | J
H4.b

Figure 1- Conceptual Model

Note: Dashed lines represent the mediating effects.



4. Methodology

4.1. Sample
Considering the objective of the present study, the target population was characterized

aged between 20 and 60 years old, who found themselves working currently in an
organization in Portugal. Considering the age range, the average age of the participants

was 33,09 years old.

A total of 105 valid responses were obtained, corresponding to a response rate of 39%.
Based on the remaining sociodemographic data collected, it is characterizing the present
sample as being most female participants 66% (n=70). In terms of where they live, about
43.4% (n =46) live in Metropolitan area of Lisbon. In terms of academic about 71.7%
(n=76) participants have Higher Education. Finally, in terms of occupancy, there were
very diverse answers, from Bank officer, shopkeeper, human resources, administrator,

among others.

4.2. Instrument and Variables
The survey instrument comprised five different groups: Work-Life Balance, Person-

Organization Fit, Organization Culture, Organizational Commitment and Intention to
Stay. To assess these constructs were adapted from prior studies’ validated measures.
These scales have been successfully used in the past and are suggested to be good
indicators. The first group had twelve questions, the second group three questions, the
third group four questions, the fourth group five questions, the final the group three
questions and Sociodemographic data, which resulted in a total of 33 questions through

the whole questionnaire (Table 1).

4.2.1. Organizational Culture

The Organizational Culture group was based using four dimensions (cla, ad-hocracy,
market and hierarchy) in line with Quinn and Rohrbaugh’s, with modified measures of
Deshpandé (Quinn & Rohrbaugh, 1983) (Deshpandé , Farley, & Webster, 1993).
According to this model, the dimension clan and adhocracy focus on flexibility and
responsiveness. The dimensions hierarchy and market focus on stability and control.
Each dimension of culture included three items related to the company characteristics
and strategies. It was used a five-point Likert scale varying from strongly agree (5) to

strongly disagree (1) , this was used for the 12 indicators.

4.2.2. Person-Organization Fit
The Person-Organization Fit group was inspired by the three-item scale used by
Chatman (1989) and Lauver and Kristof-Brown (2001) (Chatman, 1989) (Lauver &
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Kristof-Brown, 2001). The group consists in 3 items, measured using a 5-point response

scale, strongly agree (5) to strongly disagree (1), it was used for all indicators.

4.2.3. Work-life Balance

The Work-life balance group was based on Brough et al (2014). It's composed by four
items, which one of them is negatively written, which is “I have difficulty balancing my
work and non-work activities” (Brough, et al., 2014). The items asked to participants had
the goal to evaluate the balance they have between work and non-work demands. It was
used a five-point Likert scale varying from strongly agree (5) to strongly disagree (1) it

was used for the 4 items.

4.2.4. Organizational Commitment

The Organization Commitment group was inspired by Blau & Boal (1987), Randall,
Fedor, & Longenecker (1990). It was operationalized with five items. These items have
the goal to assess the attachment of individuals to the company. It was used a five-point
Likert scale varying from strongly agree (5) to strongly disagree (1) it was used for the 5
items (Blau & Boal, 1987) (Randall, Fedor, & Longenecker, 1990).

4.2.5. Generations

Related to Generations group, it's composed by the generations X, Y and Z. In the
questionnaire was evaluated through the sociodemographic group asking the age of the
participants. Based on the current year, the year range of the participants was for
generation X: 1965 to 1980; generation Y: 1981 to 1995; and generation Z: 1996 until

now.

4.2.6. Intention to Stay

The Intention to Stay group, was comprehend of a four-item scale consisting of questions
adapted from the Michigan Organizational Assessment Questionnaire based on
Cammann et al. (1979) and Seashore et al. (1982). These items have the purpose to
analyse the intentional of willingness of individuals in the company. It was used a five-

point Likert scale varying from strongly agree (5) to strongly disagree (1).

Organizational culture

Clan Culture

My company has a family-like atmosphere

My company considers solidarity and a feeling of oneness as important




My company considers working as a team important

Adhocracy culture

My company encourages change and innovation

My company fairly compensates innovation

My company gives more incentive to creative people

Market culture

My company emphasizes competition and outcome excellence

My company believes ability related to a task is the most important requirement for

employees

My company evaluates employee performance on the basis of actual outcomes

Hierarchy culture

My company emphasizes formalization and structure

My company takes a one-way, top-down approach to communication

My company emphasizes formal status and roles in the organization

Person-organization fit

The things that | value in life are very similar to the things that my organization values.

My personal values match my organization’s values and culture.

My organization’s values and culture provide a good fit with the things that | value in

life

Work-life balance

I currently have a good balance between the time | spend at work and the time | have

available for non-work activities

I have difficulty balancing my work and non-work activities (-)

| feel that the balance between my work demands, and non-work activities is currently

about right

Overall, | believe, that my work and non-work life are balanced

Organizational Commitment

| would like to continue working at my company by considering my company as a

workplace for life

| am pleased to choose my company as a workplace

Even if the opportunity to choose work again is given to me, my company will be

considered a priority

| accept my company's future and fate as mine

| think my company is the best workplace to me

Intention to Stay

| plan to work at my present job for as long as possible

13



I will most certainly look for a new job in the near future (reversely coded)

| plan to stay in this job for at least two to three years

Generations

Generation X (1965 to 1980)
Generation Y (1981 to 1995)
Generation Z (1996 until now)

Table 1-Items of each group based on the scales.

4.3. Data collection
Data collection started on the day 15t of March 2023 it was disclosed online, with a

response time of approximately 5 minutes, through a specific link, on social networks,

more specifically Facebook, also it was shared with family and friends.

It's important to consider that the participants, when accessing the survey, had to read
an introduction of the study, which contained the objectives and the instructions
necessary to complete. This introductory note also contained information regarding
anonymity and confidentiality data, requiring validation of informed consent by the

respondent.

The collection ended on 10" of April 2023 in total it was obtained 105 answers. The
sampling criteria were defined as, (1) the subjects surveyed would have to be older than
18 years old. (2) must work in an organization in Portugal. In this way, it is a non-

probabilistic convenience sample.

5. Results
5.1. Statistical analysis

Before testing the quality of the constructs and model, we tested for the common method
bias (CMB) since our data came from a single source, as recommended by Kock et al.
(2021). Following the procedures from Marcoulides and Raykov (2019), we estimated
the Variance Inflation Factor (VIF) values for the latent variables which were all lower
than the threshold on 5. For additional testing we measured Harman’s single factor test
revealing that the variance of a single factor was 38.57% inferior to 50% as

recommended by Podsakoff and Organ (1986). Both tests reveals that the is no CMB.

The present study employed a structural equation modelling (SEM), which the goal is to
investigate the data and check the hypotheses. More concretely, it was used partial least
squares (PLS), which is a model with the goal of estimating models with latent variables
and their relationships, by means of SmartPLS 3 software (Hair Jr, et al., 2021). To

analyse and interpret the results, it was used two approaches. The first one the reliability,



and validity to measure the model and the second approach to evaluate the structural
model (Hair, et al., 2021).

To measure the model includes assessment of quality which consists of, reliability, which
refers to how consistency is the measure. Internal consistency reliability, which
determines the validity of similar items on a test. Convergent validity, which explains how
close a test is connected to other tests that measure the same (or similar). Finally,
discriminant validity, refers to the degree which a test is not connected to other tests that
measure different constructs. The results show that all items are above 0.6 (with a
minimum value of 0.62) and were all significant at p < 0.001, which support the individual
indicator reliability. The indicator internal consistency reliability was also confirmed
because all the values of Cronbach alphas and Composite Reliability transcend 0.7 (Hair
Jr, et al., 2021). In terms of the indicator convergent validity, all constructs have
composite reliability values higher than 0.70. The average variance extracted (AVE) have
values that exceed 0.5. So, all items mentioned before were positively and significant
(Hair Jr, et al., 2021).

The discriminant validity was validated using two approaches. The first one, was used
Fornell and Larcker criterion, which results the square root of AVE is larger than its
biggest correlation with any construct (Fornell & Larcker, 1981). The second approach it
was used the heterotrait-monotrait ratio (HTMT), as we can see in Table 2. According to
the results, above 0.90, suggest that discriminant validity has not been established
between two reflective constructs. However, the other results show that all HTMT ratios
are below 0,846 (Hair, Hult, Ringle, & Sarstedt, 2017) .

Before evaluating the structural model, it was checked for collinearity. So, the metric for
assessing indicator collinearity is the variance inflation factor (VIF). The VIF values
ranged from 1,605 to 3,78, which was below the indicative critical value of 5, which
means there is no collinearity. Then, to evaluate the structural model, was used the sign,
magnitude, and significance of structural path coefficients. In this way, it should be
considered the R?, namely coefficient of determination, which measures how well the
regression predictions approximate the real data points. The value of R? for the
endogenous variables of organizational commitment and intention to stay are 52% and
72%, respectively. These values exceed the value of 10% (Falk & Miller, 1992). The
Stone-Geisser's Q?, named the blindfolding-based cross-validated redundancy, which
measures weather a model has predictive relevance or not (> 0 is good). In this way, the
Q? values for the endogenous variables are 0,245 for intention to stay and 0,471 for

organization commitment, these values were above zero so indicates predictive
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relevance. It was a bootstrapping with 5000 subsamples to evaluate the significance of

the parameter estimates (Hair Jr, et al., 2021).

Table 2 -Composite reliability, average variance extracted, correlations, and discriminant validity

checks.

Constructs a CR AVE 1 2 3 4 5
Intention to stay 0,789 0,904 0,824 0,907 0428 0,944 0,542 0,582
Organization Culture 0,931 0,942 059 0,376 0,772 0,613 0,846 0,583
Organization Commitment 0,960 0,969 0,861 0,827 0,590 0,927 0,727 0,598
Person-Organization fit 0,962 0975 0,930 0475 0,808 0,699 10,964 0,632
Work-life balance 0,933 0957 0882 0,515 0,560 0,569 0,601 0,939

Note: a= Cronbach alpha ; CR= Composite Reliability; AVE= Average Variance Extracted; Bold numbers
are the square roots of AVE; Below the diagonal elements are the correlations between constructs. Above
the diagonal elements are the HTMT ratios

5.2. Quantitative Results
The results in Table 3 show that Organizational Culture (B= -0.125, p= 0.202) has a

negative direct effect on Intention to Stay. These results don’t support for H1.a

The results in Table 3 show that Organizational Culture (3=0.025, p=0.875) has a

negative direct effect on Organization Commitment. These results don’t support H1.b.

The results in Table 3 show that Organizational Commitment (=928, p< 0.001) has a
significantly direct positive effect on Intention to Stay. These results provide support for
H2.

The results in Table 3 show that Person-Organization Fit (= -0.166, p= 0.116) has a

negative direct effect on Intention to Stay. These results don’t support H3.a.

The results in Table 3 show that Person-Organization Fit (= 0.540, p= < 0.01) has a
significantly direct positive effect on Organization Commitment. These results provide

support for H3.b.

The results in Table 3 show that Work-life Balance (3=0.157, p= 0,046) has a significantly

direct positive effect on Intention to Stat. These results provide support for H4.a.

The results in Table 3 show that Work-life Balance (8=0.230, p=0,022) has a significantly
direct positive effect on Organization Commitment. These results provide support for
H4.b.

Path Standard T statistics P values
coefficient deviation
Org Cult-> Int_stal -0.125 0.098 1.277 0.202




Org_Cult->Org_comm 0.025 0.159 0.157 0.875

Org_comm-> Int_stal 0.928 0.061 15.333 0.000
Per-Org->Int_sta -0.166 0.106 1.570 0,116
Per-Org->0Org_comm 0.540 0.171 3.154 0,002
Work_bala->Int_stal 0.157 0.079 1.994 0,046
Work_bala->0rg_comm  0.230 0.101 2.286 0,022

Table 3- Structural model assessment

These results in Table 3 provide support for Intention to Stay and Organizational
Commitment affected by Organizational Commitment, Person-Organization Fit and Work
life Balance. Also, it's possible to see that Organization Culture doesn'’t affect positively
Intention to Stay and Organizational Commitment, and Person Organization Fit doesn’t

affect positively Intention to Stay.

In terms of the results in Table 4 provide support for Organizational Commitment being
positively affected by Person Organization Fit and Work-life balance. Organization
Culture doesn’t affect positively Organizational Commitment making as a mediator

variable.

The results in Table 4, provide support for Organizational Commitment, when acting as
a mediator for Person Organization Fit, having a direct positive effect (3= 0.501, p=

0.003) on Intention to Stay. These results provide support H5.a.

The results in Table 4 provide support for Organizational Commitment, when acting as
a mediator for Work-life Balance, having a direct positive effect (= 0.214, p =0.021) on

Intention to Stay. These results provide support for H5.b.

The results in Table 4 provide support for Organizational Commitment, when acting as
a mediator for Organizational Culture, having a direct negative effect (f= 0,023, p= 0876)

on Intention to Stay. These results don’t provide support for H5.c.

Path Standard T statistics P values
Coefficient Errors
Per-Org—> Org Commit—> Int_Stay 0.501 0.166 3.019 0.003
Work_Bala=>0rg Commit=>Int_Stay  0.214 0.092 2.315 0.021
Org Cult>0rg Commit-> Int_Stay 0.023 0.149 0.156 0.876

Table 4- Results of mediation organizational commitment

5.3.  Multigroup Analysis
After studying the mediation effects of Organizational Commitment. In this chapter it’s

analysed the multigroup analysis, which is a modern method consisted in Partial Least
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Squares Structural equation modelling and has the objective to provide awareness into
the path coefficients from different samples. It allows the analyst to see if there’s any
differences between specific groups. The data contains three groups (X vs Y, X vs Z and
Y vs Z), that will be compared with each other to see if any specific effects in the model

diverge for them.

So, in Table 5 the group X vs Y, shows that the only variable that has a direct positive
effect is Organizational Culture with Organizational Commitment. Related to group X vs
Z, in table 6, it shows that there’s no variables that have any relation with Organizational
Commitment and Intention to Stay. Finally, in table 7, the group Y vs Z, there’s a relation
between Organizational Culture and Intention to Stay and Person-Organization Fit with

Intention to Stay.

Difference (X-Y)1 1-tailed (Xvs Y) p 2-tailed (X vs Y) p

value value
Org Cult-> Int_Stay -0,565 0,955 0,089
Org Cult -> Org Comm 0,868 0,015 0,029
Org Comm-> Int Stay 0,230 0,164 0,329
Per-Org->Int Stay 0,373 0,117 0,234
Per-Org ->0rg comm -0,648 0,951 0,098
Work Bala->Int Stay -0,082 0,649 0,703
Work Bala-> Org Comm -0,137 0,724 0,552

Table 5- Multigroup X vs Y results

Difference (X vs Z) 1-tailed (Xvs Z) p 2-tailed (X vs Z) p

value value
Org Cult-> Int_Stay 0,152 0,322 0,645
Org Cult -> Org Comm 0,452 0,153 0,306
Org Comm-> Int Stay 0,341 0,080 0,160
Per-Org->Int Stay -0,307 0,838 0,325
Per-Org ->0rg comm -0,190 0,672 0,655
Work Bala->Int Stay -0,233 0,827 0,346
Work Bala-> Org Comm -0,272 0,873 0,253

Table 6- Multigroup X vs Z results

Difference (Y vs Z) 1-tailed (Yvs Z) p 2-tailed (Y vs Z) p value
value
Org Cult-> Int_Stay 0,717 0,010 0,019
Org Cult -> Org Comm -0,417 0,951 0,099
Org Comm-> Int Stay 0,111 0,241 0,482
Per-Org->Int Stay -0,680 0,982 0,037
Per-Org ->0rg comm 0,458 0,066 0,132
Work Bala->Int Stay -0,151 0,757 0,486
Work Bala-> Org Comm -0,135 0,728 0,544

Table 7- Multigroup Y vs Z results



5.4. Analysis of each generation
After analysing the differences between the groups of generations. In this chapter it will
be analysed which variables have a significant relation with organizational commitment

and intention to stay in each generation.

In terms of Generation X, the results in table 8, provide a significant relationship between
Organizational Culture with Organizational Commitment, with f= 0,718 and p-
value=0,035. This relationship shows that having a positive culture in the workplace will
lead to develop creativity, more satisfied individuals and boost collaboration. (D'Incerti,
2022). In the literature also provide studies that support the significant relationship of

Organizational Culture with Organizational Commitment.

Additionally, in table 8 also provide a relationship between Organizational Commitment
and Intention to Stay, with f=1,124 and p-value = 0,000. As mentioned before in the
literature there are studies that provide this relationship. Individuals who are committed
to the organizational have more probability to accept the values and goals of organization
and maintain loyalty to organization (Mowday, Porter, & Steers, 1982) . Related to
Generation Y, the results in Table 9, provide a significant relationship between Person-
Organization Fit and Organizational Commitment. According to Valentine, Godkin &
Luceo (2002), if individuals feel compatible with the values, beliefs and ethics of
organizations’ the probability that they feel more committed is high (Valentine, Godkin,
& Luceo, 2002). There’s also a significant relationship between Organizational
Commitment and Intention to Stay. Finally, analysing the Table 10, the Generation Z,
there’s only the significant relationship between Organizational Commitment with

Intention to Stay.

Path Coefficient Standard Errors T statistics P values
Org Cult-> Int_Stay -0,225 0,239 0,939 0,348
Org Cult -> Org Comm 0,718 0,340 2,113 0,035
Org Comm-> Int Stay 1,124 0,216 5,216 0,000
Per-Org->Int Stay -0,087 0,232 0,375 0,708
Per-Org ->0rg comm 0,145 0,335 0,431 0,666
Work Bala->Int Stay 0,013 0,176 0,072 0,943
Work Bala-> Org Comm 0,025 0,183 0,139 0,889

Table 8- Generation X results
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Path Coefficient Standard Errors T statistics P values

Org Cult-> Int_Stay 0,341 0,238 1,433 0,151
Org Cult -> Org Comm -0,150 0,192 0,781 0,435
Org Comm-> Int Stay 0,894 0,123 7,283 0,000
Per-Org->Int Stay -0,460 0,243 1,896 0,058
Per-Org ->0rg comm 0,793 0,191 4,161 0,000
Work Bala->Int Stay 0,095 0,129 0,735 0,463
Work Bala-> Org Comm 0,163 0,148 1,097 0,273

Table 9- Generation Y results

Path Coefficient Standard Errors T statistics P values
Org Cult-> Int_Stay -0,376 0,213 1,764 0,078
Org Cult -> Org Comm 0,267 0,163 1,631 0,103
Org Comm-> Int Stay 0,784 0,119 6,631 0,000
Per-Org->Int Stay 0,220 0,223 0,985 0,325
Per-Org ->0rg comm 0,335 0,242 1,384 0,167
Work Bala->Int Stay 0,246 0,171 1,437 0,151
Work Bala-> Org Comm 0,297 0,158 1,885 0,060

Table 10- Generation Z results

6. Discussion
In this chapter it is important to reflect on the results previously presented and analysed

them according to the objectives of the present investigation.

Related to the hypotheses test, the hypothesis 1.a, which is the relation between
Organization Culture and Intention to stay and hypotheses 1.b. which is the relation
between Organization Culture and Organizational Commitment, there were no significant
and expected relationships of these hypotheses. These statements corroborate some
literary evidence that states that there’s a positive relationship between Organizational
Culture and Organizational Commitment (Acar, 2012). The culture of an organization is
an important instrument for increasing organizational commitment, in this way the
productivity will increase, the individuals will feel more comfortable and happier in the
workplace. However, the results don’t show this significant relationship, which might
indicate that the culture of an organization is not a big factor for individuals to be
commitment and to remain in their job. The results are interesting, because it makes
managers and human resources think “If shaping the culture is enough to keep
employees at the company?”. Also, in this study was found that there are other variables

that can influence Organizational Commitment and Intention to Stay.

According to theory, Organizational Commitment is the connection between employees

and organizations. Organizations that implement strategies of commitment have more



probability to have individuals with higher satisfaction, productivity and lower turnover
rates. Besides, committed individuals are physically and emotionally invested in the
company and will work until achieve the organization goals. This relation was tested in
hypotheses 2, which is the relationship between Organizational Commitment and
Intention to Stay, there is a significant and expected relationship. This means that we
can assume that Organizational Commitment influences employee’s intention to stay or
leave in an organization. Organizational Commitment is observed as an emotional bond
that individuals have with their organization (Meyer & Allen, 1997). If organizations
promotes commitment practices, it will lead to an increase of satisfaction and
performance and a decreased in employee turnover. The Human Resources can
implement some strategies to meet the goals of the employees, motivate them and
increase commitment. As an example, it can be job rotation, which allow the employees
to experience other roles in organization. Another example is, job enrichment, this is a
good form to take a regular job and add extra tasks that can make it more interesting,
this will develop employees’ skills and team bonding. With all this considered, if in the
organization there is a good environment, a workplace with resources that meet the
needs of individuals, it's easier for the company to retain them. If there is a supportive
environment in the company, employees will demonstrate more commitment, more

engagement, communication and have a long relation with the company.

In terms of hypothesis 3.a., which represents the relationship between Person-
Organization Fit and Intention to Stay, and there’s no significant and expected relation.
However, the study shows an interesting result relatively Person-Organization Fit,
although, not being directly correlated with Intention to Stay, the results showed that
Person-Organization Fit has a positive significant relation with Organizational
Commitment, which reveal to be the hypotheses 3.b. So, Organizational Commitment
can also associated to an individual’s perceptions of Person-Organization Fit. Individuals
usually prefer to work for companies that allow them to use their skills in the best way,
and at the same time provide an environment that match their personal characteristics
(Kristof A. , 1996) (Montgomery, 1996). In the literature, it is evidenced, that individuals
choose the company that best suit themselves and have a good reputation. Person-
Organization fit is a considered one of the key requirements and is defined as a good
relation between individuals and organizations (Valentine, Godkin, & Lucero, 2002). So,
Person Organization Fit is strongly associated with organization commitment and when
there’s high levels of Person-Organization fit will then create new ideas for individuals

and contribute to a more competitive company.
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In terms of hypotheses 4.a, represents the relation between Work-life balance and
Intention to Stay, there’s a significant and expect relationship. Also, hypotheses 4.b,
which is the relation between Work-life balance and Organizational Commitment, there’s
a significant and expect relationship. These statements means that developing the work-
life balance, will increase individual’s satisfaction, and with this improvement, individual’'s
will also increase the commitment to the organization and the intention to stay will also
improve (Chang, Liou, & Yang, 2010) (Noor, 2011). It's important for companies to
develop a culture of concern and kind for employee’s needs. In this way, companies
should re-examine Work-Life Balance policies and programmes to ensure that meet
individual’s needs. To create a good work- life balance the companies can, for instance,
investigate the number of working hours and implement flexible and remote work.
Another example, is that Work-Life balance policies should work with Human Resources
Management Practices, and should remodel jobs, in order to be effective and at the same
time be aware of individual’s wellbeing (Meyer & Maltin, 2010) (White, Hill, McGovern,
Mills, & Smeaton, 2003) (De Cieri, Holmes, Abbott, & Pettit, 2005) (Zheng, Mirshekary,
Molineux, & Scarparo, 2015).

In terms of hypothese h5.a, which represents the mediation of Organizational
Commitment between Person-organization Fit and Intention to Stay. This mediation was
tested, so it means that Person-Organization Fit (independent variable) can affect
Intention to Stay (dependent variable) through Organizational Commitment. Also, the
hypothese h5.b, was tested, which represents the meating role of Organizational

Commitment between Work-life Balance and Intention to Stay.

However, the hypothese h5.c., which is the meating role of Organizational Commitment
between Organizational Culture and Intention to Stay, was not tested. This means that

Organizational Culture can’t affect Intention to Stay through Organizational Commitment.

Then, analysing the multigroup analysis of generations, which allowed the researcher to
see weather there are differences between the generational groups; X vs Y, X vs Z and
Y vs Z. Comparing the first group, X vs Y, only the variable Organizational Culture has a
relationship with Organizational Commitment. The second group, which is X vs Z, it didn’t
have any relationship. Finally, the last group Y vs Z, the variables that showed
relationship were Organizational Culture with Intention to Stay and Person-Organization
Fit with Intention to Stay. These results in these two groups, although there are

relationships, they are not significant.

Finally, investigating the relations of each generation, It was possible to conclude that,

in generation X , there’s a significant relationship between Organizational Culture and



Organizational Commitment. Also, there’s a significant relationship between
Organizational Commitment and Intention to Stay. Both of these relations were already
been studied in the literature. This generation, make sure that the organization reach its
goals, they also know how to get efficiently to the business results, with this they can

inspired other generations (Reporter, 2017).

Related to the generation Y, it presented a significant relationship between
Organizational Commitment and Intention to Stay. Additionally, there’s the significant
relationship between Person-organization fit and Organizational Commitment.This
generation, presents some values and characteristics from the previous generations. It's

a generation that values flexibility and tend to be result-oriented (Herrity, 2023).

Finally, the generation Z, the only significant relation that presented was between
Organizational Commitment and Intention to Stay. This generation and the previous one,
they stand for organizations that make a positive societal or environmental impact.
Generation Z brings new perspectives and expectations to the organziation (Evans-
Reber, 2021).

7. Conclusion

The underlying research question of this thesis was “What are the differences of
generations in organizational commitment and intention to stay”, whereby the objective
was to understand the variables that can influence organizational commitment and

intention to stay in generations.

This study allows to confirm that variables, for instance, work-life balance, can influence
positively organizational commitment and intention to stay and the variable person-
organization fit can influence only organizational commitment. On the other hand, with
the results presented it was not possible to confirm that the variable organizational

culture can influence organizational commitment and intention to stay.

More findings of this study were that organizational commitment has a mediate role
between person-organization fit with intention to stay and work-life balance with intention
to stay. Although, the findings also show that organizational commitment didn’t have a

mediate role between organizational culture with intention to stay.

To finished, it was analysed the multigroup analysis of generations, which analysed the
differences of generational groups, and conclude that there’s some variables that
influence positively others. It means that, when studying the multigroup analysis,
comparing the groups of generations (X vs Y, X vs Z and Y vs Z), the group X vs Y,

presents differences, with the variable organizational culture influence positively
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organizational commitment. Finally, the group Y vs Z, there’s a relationship between
organizational culture and intention to stay and person-organization fit with intention to

stay.

To conclude, there are some differences between the generational groups, however
there are not significant differences. Its comprehension requires a consideration of
complex interactions of diverse variables, besides the ones studied in the work. The
results of the research emphasized that the variable work-life balance have a significant
relation with organizational commitment and intention to stay. The variable person-
organization it only has a significant relation with organizational commitment. In terms of
generations, it's possible to conclude that the differences between the groups
(multigroup analysis) there are relations, but there are not significant. When analysed

the differences between each generation there are some relations that are significant.

With this considered, there’s a lack of examination regarding organization commitment
and intention to stay practices for employees. Individuals who are devoted to their
company and job is less probable that they leave the company. So, human resources
are observed and managed having an impact on retaining and attracting individuals for
organization. It's important that organizations develop talent and support the strengths
of each generation. Human Resources play a crucial role in creating competitive
advantage by creating policies and strategies to integrate and retain the individuals in

work.

In conclusion, generational differences do exist, but understanding them requires the
consideration of complex interactions of multiple variables, beyond those discussed in
this paper. However, the importance of this topic is high; retention of individuals is still a
common problem nowadays. It is necessary to invest more in the areas/variables of
organizational commitment and intention to stay, so that this knowledge reaches more
companies and has a greater impact. So, it becomes important to understand the trends
and preferences of the various generations that may join the organizations. Further

recommendations will be given in the practical implications.

7.1. Theoretical contributions /implications

The main theoretical contribution of this study is the addition of further research in the
areas of organizational commitment, intention to stay and generations, where
improvement is worked on, not only from gaps. This research contributes to the
perception of the three generations in the same workplace and it is important for human
resources and managers to respond to their needs and create strategies to keep them

for a long time.



Previous research had already focused only in one generation, according to Putri
Nabahani and Setyo Riyanto, that studies the organizational commitment of generation
Z (Nabahani & Riyanto, 2020). The greatest value of this study abides in the combination
of the different generations, and the variables organizational culture, person-organization
fit and work-life balance that can influence organizational commitment and intention to

stay.

In the present study, and from a theoretical point of view, we can point out that all the
research developed, and the results presented appear as a continuity and
complementarity of the research already done in this field. It will thus be an invitation to
broaden and deepen the definitions, theorizing and research in this domain. There’s no
precedent in previous literature that examines the mediating effects of organizational
commitment in the relationship between organizational culture, person-Organization Fit
and work-life balance with intention to stay.There some previous studies focused on the
mediating role of organizational commitment between transactional/transformational
leadership and intention to stay. It studies how transformational and transactional
leadership have success in developing organizational commitment which is influenced
by leader-member exchange and might have high probability to retain the individuals and
increase the bond to the organizations (Chen & Wu, 2017) (Islam , Khan, & Ahmad,
2013) (Sobaih, Hasanein, Aliedan, & Abdallah, 2022). However, the greatest value of
this study is in the combination of different variables than can influence organizational
commitment and intention to stay, and the leaders and managers can have that in

consideration.

7.2. Managerial Implications

In terms of managerial implications, the results show the importance that these themes
have in the personal and professional lives of individuals. It was considered the
importance of variables like organizational culture, person-organization fit, work-life
balance, organizational commitment, generation, and intention to stay in a company. It's
important that organizations make sure that these concepts are well implemented, so it

can lead to high productivity, high satisfaction and low turnover rates.

In the working world, there’s currently three generations who work together and
harmonize within the workplace (Meret, Fioravanti, lannotta, & Gatti, 2018). In
consequence, in the workplace there are a range of expectations, values, characteristics
and preferences that human resources and managers must deal with. In this way,

Human Resources can create strategies to take these differences as opportunities to
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achieve competitive advantage. One example is intergenerational training, because
people learn more when listening from other people than the typical training/ coaching.
Another example is, create coach programs that align young employees with senior
employees, to work on specific goals, roles and it will be a win-win situation, because
the senior employee can teach what he knows, and the young individual can bring and
share innovative ideas, new perspectives, high productivity and new initiatives. Also, the
young generation grew up with technology, so it can help the older people at organization

about the power of the internet.

To conclude, as Cennamo and Gardner (2008) refer it's important to assume the
differences and similarities of the groups of generations. It's the role of human resources
and managers to develop strategies that will help them to be more satisfied, productive
and have a higher commitment and intention to stay (Cennamo & Gardner, 2008).
Individuals are more committed to an organization that gives more opportunities to them
to develop their own skills and achieve their goals. This allows managers to know how
to respond more adequately to complex questions, for instance, “what variables can
contribute to influence the organizational commitment and intention to stay for each

generation.”

7.3. Limitations and future/further research
Like all studies carried out in this area, this investigation has some limitations that must

be considered.

First, the method used in data collection may cause some limitations, because the survey
was published online. This may have increased the likelihood of response bias, as the
responses made by the participants were not controlled. The sample size was also
limitation because it was only conducted to people working in Portugal. In this way, for
further research, it's recommended a wider distribution to assure more accurate results.
So, it's not possible to generalize these results and assure these results applies to ever

individual of the population.

Related to data collection, it was found that the age of about more than half of the
answers is between 20 and 30 years old (60.9%), which means that most of them
perform functions, for instance, of trainees, interns and junior jobs, and the number of
responses raised by individuals with higher functions is not very expressive. In this way
occurs another possible limitation, related to lack of diversity in responses regarding
older people, with other jobs experiences and more experience working, which may

condition the results, mainly in the study of the commitment variable.



In terms of further research, it will be interesting to apply this study in the consultancy
sector, but to companies in specific areas such as, Human Resources. Also, it will be
interesting to analysed other possible variable as a mediator and other variables as
independent in the relationship between Organizational Commitment and Intention to

Stay.

The second proposed for future research it would be the need to make generational and
cultural comparisons in the face of the studied dimensions. For instance, comparing this
reality between countries with different habits and behaviours in their relationship with

work.

The third and final proposed would be analysing each generation in more detail, and
other variables that most influence each generation to stay in the company, for instance,

rewards, remote work, participate in the decision making.
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Appendix

Table A1. Descriptives and factor loadings

Mean Standard Factor
deviation loading
Intention to stay 3,20 1,42
Int_stall 0,927
Int_stal3 0,888
Organizational Culture 3,52 1,02
Org_Cultl 0,754
Org_Cultio 0,711
Org_Cult2 0,818
Org_Cult3 0,718
Org_Cult4 0,869
Org_Cults 0,841
Org_Culté 0,868
Org_Cult7 0,750
Org_Cult8 0,765
Org_Cult9 0,768
Organizational Commitment 3,35 1,24
Org_comml1 0,907
Org_comm?2 0,892
Org_comm3 0,954
Org_comm4 0,936
Org_commb5 0,950
Person-Organization Fit 3,23 1,16
Per-Org1 0,951
Per-Org2 0,976
Per-Org3 0,965
Work-life balance 3,22 1,15
Work_balal 0,932
Work_bala3 0,933
Work_balad 0,952




