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Abstract. Generation Y has important role in construction projects and will
dominate the Indonesia demographic bonus period. Each generation has unique
characteristics that impact ethics, work relations, attitudes toward change, and
organization view. The purpose of this research is to analyze generation Y
characteristics in Surabaya construction projects. Understanding its characteristics
may maximize the potency and overcome the generation gap. The research begins
with finding variables relate to generation Y characteristics. Data analysis is done
by descriptive, inferential and factor analyses. According to generation Y, the
highest characteristics that they agree is like to develop continuously. Generation
Y in consultant and contractor companies has different perspectives toward their
characteristics. Generation Y characteristics can be grouped into five groups,
namely short-term thinking, creative, multitasking, detailed work instruction, and
individualist. Mentoring and guidance is one of the methods that can be done to
manage generation Y.
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1. Introduction

Generation Y has important role in construction project because it in touch with project and
will dominate Indonesia demographic bonus period. Nowadays business is not just compete
for more customer, but instead to obtain knowledge worker for sustain organization
performance [1]. High level of employee turnover could decline organization productivity and
profit. Many companies in America must bear the costs of $ 350 billion due to employees who
are not committed to the company [2]. Characteristics of generations have an influence on the
lives of these generations, ranging from how to use money, attitudes towards superiors and
organizations, desires to work, and marriage [3]. Human resource management need to improve
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its role in organization and develop strategies in managing workers that the project does not
experience losses related to employee problems. Demographic bonus could turn into a disaster
if it is not well prepared [4]. When it is associated with Indonesian demographic bonus,
millennial generation appearance is another bonus for Indonesia's demographics [5].
Generation Y has characteristics that are useful for developing project performance, but the
project manager does not have the ability to handle it because it is new and unique in the
project. Knowledge about generation Y should help leader in organization in shaping policies
relating to human resources. The lack of generation Y research in construction may lead to
generation gaps not being managed properly and turn into conflict between generations in the
workplace. This conflict may lead into loss of productivity which results in time and material
losses. Knowing the characteristics of generation Y in the construction industry is important
because the characteristics of the generation affect many aspects, including aspects related to
work and organization. By knowing generation Y characteristics in the construction industry,
it is expected to open up human resource management insights in managing generation Y.
Human resource management will be ready to manage generation Y in Indonesia's
demographic bonus period and estasblish bridge to generation gap, that the demographic bonus
can be utilized to the full.

1.1. Generation Theory

Generation is a group of people born in a span of about twenty years, or during one phase
of life (childhood, young adulthood, middle age, and old age), experiencing historical events
and the same social trends especially in childhood and young adults, thus forming the same
beliefs and behaviors [6]. Generation is defined as a group of people based on the identification
of the same age group (birth year), including similarity in location, and significant life events
that occur during critical life development stage that form a shared perspective toward the
world [7].

1.2. Generation Characteristics

Each individual who comes from the same generation has the characteristics of a generation
that impact on perspective, relations, ethics in work, habits, motivation, how to work together,
communication, perspective on the organization and how to deal with change [8]. Each
generation has unique characteristics and it has an impact on ethics and work relations, how
that generation behaves towards change, and the generation's views on positions in the
organization [9]. Not every individual from a particular generation has similarities, but the
majority of these generations share the same traits, characteristics and values [10]. Each
generation group has different characteristics, therefore to find out the generation
charactersistics that formed from demographic trends, cultural phenomena, and things that
occur during the birth of these generations are important things [1]. That certain generations
groups experience can shape its group characteristics. Although each individual has their own
characteristics its can generalized into generations characteristics. The generation
characteristics have an impact on personal, social, and way of work in the organization.

1.3. Definition of Millenial Generation (Generation Y)

Millennial generation identified as generation that born in span of year 1978 to 1989 [11].
Generation Y, or now better known as the millennial generation, is a generation that born in
1982 to 2000 period [12]. Today there are four generations in the world of work namely
generation matures born between 1920-1939, boomers born from 1940 to 1959, Xers from
1960 to 1979, and Gen Y or millennial born from 1980 to 2000 [13]. Some researchers do not
use the exact same year in determining the beginning and end of millennial births period, but
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it can be seen that most researchers used the early 1980s as the first year of the millennial
generation period and ended in the mid to late 1990s to 2000.

1.4. Generation Y Characteristics

There are similarities and debates in several studies conducted on generation Y
characteristics. All characteristics based on previous research are summarized into 28
characteristics, namely egoistical, short-term thinking, virtual relation, rivalry, easily to bored,
tech savvy, flexible, uncommitted, ambitious, broad knowledge, creative, individualist, lack of
respect, lack of soft skill, lack of emotional quontient (EQ), digital communication, like to be
mentored, high self-esteem, desire to develop, constant feedback, detail-oriented, open minded,
independent, multitasking, variation in job, fun job, meaningful job, and work-life balance [1],
[71, [9], [12], [14], [15], [16], [17], [18], [19], [20], [21], [22], [23], [24], [25]. The overall
research compilation results on the generation Y characteristics both in general and in the
context of construction are presented in framework (see Fig. 1) to see the whole picture of the
literature studies that have been carried out.

Generation Y

v

Characteristics

4
- Egoistical - Lack of respect - Variation on work
- Short-termthinking - Lack of soft skill - Fun on job
- Virtual relation - Lack of EQ - Meaningful job
- Rivalry - Digital communication - Work-life balance
- Easily bored - Like to be mentored
- Tech savvy - High self esteem
- Flexible - Desire to develop
- Uncommitted - Constant feedback
- Ambitious - Detail-oriented
- Broad knowledge - Open-minded
- Creative - Independent
- Individualist - Multitasking

Figure 1. Generation Y Characteristic Framework Based on Previous Study

2. Research Methods

The study conducted by analyzing the questionnaire that distributed to the respondents. The
questionnaire consists of two parts, the first part contains respondent data which includes (1)
Name / mnitials of the respondent, (2) Name of company, (3) Type of company, (4) Position of
respondent, (5) Background education, and (6) Year of birth (1980-2000). The second part
contains observations of millennial generation characteristic variables obtained from literature
studies, respondents were asked to give a check mark (V) to the alternative answers according
to the scale that has been listed for each characteristic that exists. Data measurement techniques
were carried out using a Likert scale range. Scores on the choice of answers for the
questionnaire submitted are as follows: 1 = Strongly Disagree 2 = Disagree 3 = Doubt 4 =
Agree 5 = Strongly Agree.

2.1. Generation Y Characteristics

Generation Y characteristics operationalized into 28 observation variables (see Table 1)
based on previous studies to facilitate respondents in understanding the given questionnaire.
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Table 1. Generation Y Characteristics Observation Variable

Generation Y Characteristics CODE
Concerning personal interests (egoistical) CHAR_1
Short-term thinking in decision making CHAR_2
Active in a virtual world such as social media CHAR_3
Rivalry in work place CHAR_4
Easily bored in workplace CHAR_5
Skilled at using technology CHAR_6
Flexible at work CHAR_7
Uncommitted in organization CHAR_S
High ambition in work CHAR_9
Have board knowledge CHAR_10
Creative in work CHAR_11
Prefer to work alone rather than in group (individualist) CHAR_12
disrespect to authority and previous generation CHAR_13
Lack of soft skill at work CHAR_14
Lack of emotional quontient (EQ) at work CHAR_15
Communicate with digital message CHAR_16
Like to be mentored with older generation CHAR_17
Have high self esteem CHAR_18
Desire to develop CHAR_19
Want constant response at work CHAR_20
Preferred detailed work instruction CHAR_21
Open minded towards culture CHAR_22
Independent at work CHAR_23
Multitasking at work CHAR_24
Prefer work with variation CHAR_25
Like to do fun job CHAR_26
Chose meaningful job CHAR_27
Desire balance in work and life CHAR_28

2.2. Quesionnaire

. Questionnaires filled out by respondents were analyzed by descriptive, inferential, and
factor analysis. The questionnaire will be analyzed in general, based on the group of
respondents, and based on variables. Descriptively, the questionnaire will be analyzed by
means and frequency analysis. Mean and frequency analysis to be carried out are:

Descriptive analysis entirety respondent to view whole sample under study.
Descriptive analysis based on type of respondent company to view the sample based on
contractor and consulting company.

Descriptive analysis based on respondent position in company to view the sample based
on management hierarchy (top, middle , and first line).

Descriptive analysis based on respondent educational background to view the sample
based on the educational background of civil engineering and architecture

Analysis based on respondent's birth year to view the sample based on the birth year
1980-2000 which is divided into four groups every five years (1980-1984, 1985-1989,
1990-1994, and 1995-2000) based on one education phase (four years) plus a one year
estimating work waiting period.

Inferential analysis used was t-test and ANOVA. T-test was used to analyze perspective
difference within type of company and educational background group and ANOVA analysis
used within position and year of birth group. Based on the variables, the research will be
analyzed using factor analysis to classify the variable into smaller group. Research conducted
with Microsoft Excel software and IBM SPSS statistics 25. Quesionaire analysis method
presented in Fig. 2.
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Questionnaire

- In general
- Company type
- Position

- Year of birth

- Education Background

Descriptive (Mean and Frequency)

- Company type
* T-test
- Position

- Education

* T-test
- Year of birth

* ANOVA

* ANOVA

Inferential

Factor Analysis

Figure 2. Analysis Framework

3. Results and Discussions

There were totally 77 resopondent questionnaires that can be analyze (See Table 2). 59
respondents (76.62%) from contractor companies and 18 (23.38%) from consulting firm. 12
(15.58%) are top management, 21 (27.27%) are middle management, and 44 (57.14%) are first
line management. Based on educational background,57 (74.03%) had a civil engineering
education background and 20 (25.97%) had an architectural background. Based on the year of
birth, 11 (14.29%) were born between 1980 and 1984, 15 (19.48%) were born between 1985
and 1989, 35 (45.45%) were born between 1990 and 1994, and 16 (20.78%) were born between

1995 and 2000.

Table 2. Respondent Based on Group

No Respondent Group | Quantity | Percentage
1 Company Type
Contractor 59 76,62%
Consultant 18 23,38%
2 Position
Top Management 12 15,58%
Middle Management 21 27,27%
First Line Management 44 57,14%
3 Education Background
Civil Engineering 57 74,03%
Architecture 20 25,97%
4 Year of Birth
1980-1984 11 14,29%
1985-1989 15 19,48%
1990-1994 35 45,45%
1994-2000 16 20,78%
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3.1. Descriptive Analysis in General

From Table 3 can be seen the overall generation Y agree that its characteristics is CHAR_19
(desire to develop) with the largest mean value of 4.4 and dissagree with CHAR_2 ( Short-
term think in decision making) with the smallest mean value of 2.0.

Table 3. Mean and Frequency Whole Respondent

CHAR Frequency (%) Mean | Dev. Mean Graph
1 2 3 4 S 1 2 3 4 5
CHAR_1 13,0 33,8 |127,3 | 22,1 3,9 2,7 1,1 i 2.7
CHAR_2 39,0 | 351|156 | 104 | 0,0 2,0 1,0
CHAR_3 2,6 14,3 | 22,1 37,7 23,4 3,6 1,1
CHAR_4 10,4 31,2 | 14,3 37,7 6,5 3,0 1,2
CHAR_5 11,7 40,3 | 18,2 22,1 7,8 2,7 1,2
CHAR_6 0,0 1,3 | 7,8 50,6 | 40,3 4,3 0,7
CHAR_7 1,3 9,1 9,1 42,9 37,7 4,1 1,0
CHAR_8 16,9 42,9 | 16,9 14,3 9,1 2,6 1,2
CHAR_9 3,9 10,4 (23,4 | 41,6 20,8 3,6 1,0

CHAR_10 | 0,0 7,8 |23,4 | 50,6 | 18,2 3,8 0,8
CHAR_11| 0,0 39 |13,0 | 55,8 | 27,3 4,1 0,7

CHAR_12 10,4 39,0 122,1 | 23,4 5,2 2,7 1,1
CHAR_13 7,8 33,8 122,1 | 31,2 5,2 2,9 1,1
CHAR_14 22,1 53,2 | 14,3 7,8 2,6 2,2 0,9 2.2
CHAR_15 22,1 49,4 | 16,9 | 11,7 0,0 2,2 0,9 22
CHAR_16 13,0 41,6 (18,2 | 18,2 9,1 2,7 1,2
CHAR_17 6,5 20,8 | 18,2 | 44,2 | 10,4 3,3 1,1

CHAR_18 0,0 52 |18,2 | 57,1 | 19,5 3,9 0,8
CHAR_19 0,0 1,3 | 1,3 50,6 | 46,8 4,4 0,6
CHAR_20 0,0 0,0 | 2,6 64,9 | 32,5 4,3 0,5
CHAR_21 1,3 3,9 (11,7 | 51,9 | 31,2 4,1 0,8
CHAR_22 0,0 1,3 |11,7 | 51,9 | 35,1 4,2 0,7
CHAR_23 1,3 7,8 (26,0 | 48,1 | 16,9 3,7 0,9
CHAR_24 1,3 3,9 (28,6 | 50,6 | 15,6 3,8 0,8
CHAR_25 0,0 9,1 |14,3 | 519 | 24,7 3,9 0,9
CHAR_26 1,3 7,8 (13,0 | 46,8 | 31,2 4,0 0,9
CHAR_27 1,3 7,8 (20,8 | 44,2 | 26,0 3,9 0,9
CHAR_28 1,3 9,1 |15,6 | 37,7 | 36,4 4,0 1,0

Total Mean 3,5

Based on other highest mean value, generation Y agrees that one of the characteristics is
desire to develop, this generation feels lack of knowledge and abilities even though they are
seen as high educated and have broad knowledge, they still have desire to develop it. The low
mean indicates respondent disagree that its generation thinks short in making decisions,
respondents consider that generation Y takes a decision by considering its impact in the future.
Another characteristics agreed by respondents are being skilled at using technology and
wanting a constant response at work. Respondents agreed that generation Y actively applies
technology in work, quickly adapts with new technology, and wants a constant response from
superiors or co-workers for each completed job. Another character that is not approved by all
respondents is lack of EQ and lack of soft skills at work. Respondents disagree that the its
generation was less sensitive in understanding coworkers and their own fellings and often gave
wrong responses, and respondents disagree that the generation Y lacked soft skills such as
leadership, critical thinking, and negotiating.

21



Widjaja, Alfonsus. et al. / Millenial Generation ... / ACESA, Vol. 2, No. 1, March 2019, 16-26

3.2. Descriptive Analysis in Group

When compared between the contractor and consultant, difference perspective found in
CHAR_28 (desire balance in work and personal time) dan CHAR_19 (desire to develop). The
difference shows that the generation Y in the consultant company is more concerned with the
balance of work time and personal compared to the generationY in the contractor company and
respondent on contractor company more concerned with self development.

Between groups of positions (top, middle, and first line), respondent have the highest
average value on same variable at CHAR_19 (desire to develop), and the lowest average value
on the same variable at CHAR_2 ( short-term thinking in decisions making).

The architecture group has the same highest mean value with civil engineering, which is
agreeing on the character desire to develop and the lowest average value is the same in short-
term thinking in making decisions.

Four of the three group in birth year posses a high mean value for the character desire to
develop, this shows that the majority of birth groups agree that the generation Y feels that they
lack of knowledge and abilities and desire to develop it. Each group comparison can be seen in
Table 4.

Table 4. Respondent Group Comparison
Highest Mean Lowest Mean

No Respondent Group CHAR Score CHAR Score
1 Company Type
Contractor CHAR_19 4.4 CHAR_2 2,0
Consultant CHAR_28 4,6 CHAR_2 2,0
2 Position
Top Management CHAR_19 47 CHAR_2 1,8
Middle Management CHAR_19 45 CHAR_2 1,8

CHAR_19 4,3 CHAR_2 2,1
CHAR_6 4,3

First Line Management

3 Education Background
Civil Engineering CHAR_19 4.4 CHAR_2 2,0
. CHAR_19 4,6 CHAR_2 1,8
Architecture
CHAR_20 4,6
4 Year of Birth
1980-1984 CHAR_19 43 CHAR_2 1,8
CHAR_20 43
1985-1989 CHAR_20 43 CHAR_2 2,0
1990-1994 CHAR_19 4.5 CHAR_2 2,1,
1994-2000 CHAR_19 4.6 CHAR_2 1,9

CHAR_14 1.9

3.3. Descriptive Analysis in Group

Based on the results of the Levene's test of equality of variance analysis (see Table 5), the
Sig (2-tailed) value < a (0.1), then Ho is rejected, there are differences characteristics
perscpective between generation Y in the contractor and the consulting company.
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Table 5. Levene's Test of Equality of Variance Type of Company
Sig (2-
F Sig. t. df tailed)
Equal variance assumed | 0,159 | 0,62 _1 913 75 0,06
Mean Eoual - . :
qual  variance no -
assumed 2,028 31,03 | 0,051

Based on the results of the Kruskal-Wallis analysis (see Table 6), the Asymp value is Sig>
a (0,1), then Ho is accepted, there is no difference in characteristics perspective between
generation Y with top, middle, first line management positions.

Table 6. Kruskal-Wallis Analysis Respondent Possition

Mean
Kruskal-Wallis H | 0,773
df 2
Asymp. Sig. 0,679

Based on the results of the Levene's test of equality of variance analysis (see Table 7), the
Sig (2-tailed) value> 0.1, then Ho is accepted, there is no difference characteristics perspective
between the generation of graduates of civil and architectural engineering.

Table 7. Levene's Test of Equality of Variance Education Background

F Sig. t. df Sig (2-tailed)
Equal variance assumed 0,195 | 0,660 | 0,333 75 0,740
Mean
Equal variance not assumed 0,313 30,006 | 0,757

Based on the results of the ANOVA test (see Table 8), the Sig. > a (0.1), then Ho is accepted,
there is no difference in characteristic perspective between the generation Y with the years born
from 1980-1984, 1985-1989, 1990-1994, and 1995-2000.

Table 8. ANOVA Test Basen on Birth Year Group

Sum of Squares df Mean Square F Sig.
Between Group 0,186 3 0,062 0,612 0,609
Within Group 7,412 75 0,102
Total 7,598 76

3.4. Factor Analysis

From the process carried out, variables CHAR_1, CHAR_3, CHAR_4, CHAR_5, CHAR_S8,
CHAR_9, CHAR_13, and CHAR_17 are eliminated and 20 variables are analyzed. Factor
analysis calculation results are, group 1 consisting of five members, group 2 consisting of five
members, group 3 consisting of six members, group 4 consisting of two members, and group
5 consisting of two members (see Table 9). The groups name based on variable with highest
factor loading score as surrogate for its group.
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Table 9. Factor Analysis Result

Component
2 3 4 5
0,104 | 0,118 | 0220 | -0,040
0234 | 0150 | 0,023
0,071 | 0,182
0,142 | 0427
0052 | 0032 | 0290
0030 | o107 [NOGION
0413 | 0113 | 0038 | 0189
0,168 | 0,102 | 0023 | 0041
0172 | 0088 | -0,142

CHAR 6 | 0229
CHAR 7 | 0,021
CHAR_10 | 0,284
CHAR_11
CHAR_I2
CHAR_14
CHAR_15
CHAR_16
CHAR_18| -0,130
CHAR_19 | -0,081
CHAR 20 | -0,361
CHAR 21 | 0,027 0,007 0,026
CHAR_22 [JEOIGI0N 0,091 0,130
CHAR 23 | 0,167 | 0242 0,242
CHAR 24 | 0372 | 0,020
CHAR 25 | 0219 | 0082
CHAR 26 | 0,125 0,296
CHAR_27 | -0234 | 0391 0,170 | -0,224
CHAR 28 | 0,105 0,142 0,053 0,195

Extraction Method: Principal ~ Component  Analysis.
Rotation Method: Varimax with Kaiser Normalization.?
a. Rotation converged in 13 iterations.

-0,243 -0,022
0,354 0,243
0,414 -0,195

Five groups formed are named, short-term thinking, creative, multitasking, work instruction,
and individualist based on its loading factor score.

Short-term Thinking: Short-term thinking in making decisions, lack of soft skills at
work, lack emotional quontient (EQ) at work, communicate with digital messages, and
open-minded towards culture.

Creative: Skilled at using technology, have board knowledge, creative in work, high
self-esteem, and desire to develop.

Multitasking: Flexible in work, multitasking in work, preffer work with variation, like
to do fun job, chose a meaningful job, and desire balance in work and personal time.
Work Instruction: Wants constant response at work and preferred detailed work
instructions.

Individualist: Prefer to work alone rather than in group (individualist) and independent
in work.

4. Conclusions

Based on research we can conclude that generation Y characteristics based on its perspective
generally is “desire to develop”. Generation Y seen that their knowledge and skill are not
sufficient even though generation Y known as highly educated generation compared with
previous generation. Different prespective found in generation y on contractor and consultant
firm. If seen in possition, education background, and year of birth, its posses same perspective
towards generation Y characteristics. Characteristics of generation Y in Surabaya construction
industry can be reduced into five groups, namely:
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e Short-term Thingking consists of short-term thinking in making decisions, lack of
soft skills at work, lack of emotional quontien (EQ), communicating with digital
messages, and having an open-minded mind towards culture.

e Creative consists of skilled at technology, have board knowledge, creative in work,
high self-esteem, and desire to develop.

e  Multitasking consists of flexibility at work, multitasking at work, prefer work with
variation, like to do fun job, chose a meaningful job, and desire balance in work
and personal time.

e Work Instruction consists of wants constant response at work and preferred
detailed work instructions.

e Individualist consists of prefer to work alone rather than in group (individualist)
and independent in work.

References

1.

10.

11.

12.
13.

Ahmad, H., & Ibrahim, B., “Leadership and the Characteristic of Different Generational
Cohort Towards Job Satisfaction”, Social and Behavioral Sciences, Procedia, Vol. 204,
2015, pp. 14-18.

Osborne, S., Employee Engagement and Organizational Profitability, Walden University,
2016.

Kupperschmidt, B. R., “Multigeneration Employees: Strategies for Effective
Management”, The Health Care Manager, Vol. 19(1), 2000, pp. 65-76.

Badan Kependudukan dan Keluarga Berencana Nasional., Bonus Demografi menjadi
Bencana Jika Tidak Dipersiapkan dengan Baik, 2017, Retrieved April 22, 2018, from
https://www.bkkbn.go.id/detailpost/bonus-demografi-menjadi-bencana-jika-tidak-
dipersiapkan-dengan-baik

Yulianto, A., Generasi Millenial, UMKM, dan Media Pemasaran Digital, 2017,
Retrieved April 22, 2018, from http://www.republika.co.id/berita/jurnalisme-
warga/wacana/17/05/15/  opziw5396-generasi-millenial-umkm-dan-media-pemasaran-
digital

Howe, N., & Strauss, W., Generations: The History of America's Future, 1584 to 2069,
William Morrow & Company, New York, 1991.

Andiyasari, A., Si, M., Pitaloka, A., & Si, M., “Persepsi Kepemimpinan Otentik dan Work
Engagement pada Generasi X & Y di Indonesia”, Jurnal Universitas Paramadina, Vol.
7(1), 2010. pp. 371-388.

Hernaus, T., & Poloski Vokic, N., “Work Design for Different Generational Cohorts:
Determining Common and Idiosyncratic Job Characteristics”, Journal of Organizational
Change Management, Vol. 27(4), 2014, pp. 615-641.

Glass, A., “Understanding Generational Differences for Competitive Success”, Industrial
and Commercial Training, Vol. 39(2), 2007, pp. 98-103.

Hayes, B. R., The Implications of Multigenerational Differences Within the Workforce,
Southern Illinois University Carbondale, Illinois, USA, 2013.

Martin, C. A., & Tulgan, B., Managing the Generation Mix: From Collision to
Collaboration, HRD Press, 2002.

Howe, N., & Strauss, W., Millennials Rising: The Next Great Generation, Vintage, 2002.
De Meuse, K., & Mlodzik, K., “A Second Look at Generational Differences in the
Workforce: Implications for HR and Talent Management.” People & Strategy, Vol. 33 (2),
2010, pp. 50-58.

25


https://www.bkkbn.go.id/detailpost/bonus-demografi-menjadi-bencana-jika-tidak-dipersiapkan-dengan-baik
https://www.bkkbn.go.id/detailpost/bonus-demografi-menjadi-bencana-jika-tidak-dipersiapkan-dengan-baik
https://en.wikipedia.org/wiki/Illinois

14.

15.

16.

17.

18.

19.

20.
21.
22.
23.
24.

25.

Widjaja, Alfonsus. et al. / Millenial Generation ... / ACESA, Vol. 2, No. 1, March 2019, 16-26

Bencsik, A., & Machova, R., “Knowledge Sharing Problems from the Viewpoint of
Intergeneration =~ Management”, ICMLG2016-4th  International ~ Conferenceon
Management, Leadership and Governance, ICMLG, 2016, pp. 42.

PrincetonOne, “Understanding Generation Y — What You Need to Know About the
Millennials.”  PrincetonOne, 2013, Retrieved July 31, 2018, from
www.princetonone.com/news/PrincetonOne%20White%20Paper2.pdf

McGaw, H., “Marketing of the Quantity Surveying Profession in Australia.” ICostE, 2007.
Retrived April 28, 2018 from http://www. icoste. org/ICMJ% 20Papers/AIQS_McGaw.
pdf

Sprague, C., “The Silent Generation Meets Generation Y: How to Manage a Four-
Generation Workforce With Panache”, Talent Strategy, Human Capital Institute White
Paper, 2008.

Fernandez-Cosials, K., & Barbas, A., “What do the CEOs Expect from Us?(If They Expect
Something)”, Energy Procedia, Vol. 127, 2017, pp. 127-138.

Chandra, D. O., Hubeis, A. V. S., & Sukandar, D., “Kepuasan Kerja Generasi X dan
Generasi Y terhadap Komitmen Kerja di Bank Mandiri Palembang”, Jurnal Aplikasi
Bisnis dan Manajemen, JABM, Vol. 3(1), 2017, pp. 12.

Suryadi, B., Generasi y: Karakteristik, Masalah, dan Peran Konselor, Fakultas Psikologi
Universitas Islam Negeri (UIN) Syarif Hidayatullah, Jakarta, 2015.

Kyles, D., ”"Managing Your Multigenerational Workforce”, Strategic Finance, Vol. 87(6),
2005, pp. 52.

Blanchard, K., & Blanchard, M., “Retain Key Talent”, Leadership Excellence, Vol. 22
(7), 2005, pp. 7.

Rottier, A., “Gen 2001: Loyalty and Values”, Workforce, Vol. 80(10), 2001, pp. 23.
Trombitas, P., & Hoover, S., “Millennials in Construction- Learning to Engage a New
Workforce.” FMI, 2015, Retrieved April 2, 2018, from Ip.fminet.com/rs/583-MEF
388/images/MillenialsSurveyReport2015_ FINAL.pdf

Piper, C., & Madadi, V., “Are We on the Same Jobsite? Expectations of Millennial
Students vs. Construction Industry Employees”, The European Conference on the Social
Science, IAFOR, 2015.

26


http://www.princetonone.com/news/PrincetonOne%20White%20Paper2.pdf

