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Abstract

Purpose: This research was conducted with the aim of determining how generation X nurse managers working in different
hospitals perceive generation Y nurses under their management and the general characteristics defining generation Y
nurses in the work environment.

Methods: It is a descriptive study using open-ended questions. In the analysis of the data, descriptive analysis and content
analysis method were used. The sample of the study consisted of nurses served as administrators in four hospitals of a
university hospital (N = 25) between 15 January and 15 May 2016. Semi-structured interview technique was used. The
data were collected by two researchers by face-to-face interview technique with voice recording and researchers notes.
The data were analyzed with the coding technique into six main themes.

Results: According to the findings of this research, the perceptions of generation X nurse managers about generation Y
nurses are as follows: - low commitment to the institution, - high self-confidence, - courageous to change jobs, - constantly
questioning the behaviors of the manager, - their perception of respect is different from the old generation, - they widely
use technology in all fields, poor communication skills, impatient and egocentric.

Conclusion: Generation X nurse managers perceive generation Y nurses as a generation has high self-confidence, low
communication skills, courageous, impatient, egocentric, and using technology well.
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Introduction standard of judgments, attitudes, worldview, strengths and

weaknesses [2,4].
Today, work environments have a wide range of employees

of different age groups. This wider age range, expressed as a With the increasing diversity of workforce in recent
generation, causes differences in the professional perceptions ~ Years, managers have had to adapt to gender, ethnicity and

and business attitudes of the individuals working in the same  age differences [1]. Today, age differences can be a problem
business environment. when nurses belonging to 4 different generations, who can be

grandparents, parents, or children of each other, are working
Every human being is born into a community that will live

a similar life with itself and the lives that this community has
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developments are also an important factor playing a role '
in shaping a generation [4]. Because of global events,
technological developments, political-cultural structure
of societies, each generation has its own characteristics,
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together in the hospital environment [1,5-8]. Each generation
has easily identifiable values, cultural differences, thought
styles and behavioral patterns [9]. The attitudes, beliefs and
working habits of nurses from different generations shape the
role of the nurse in patient care and the nurse’s job-related
expectations [7].

The term “Generation” defines groups of people of similar
age groups born in a certain time period [9]. The concept of
generation is defined as a group of people who were born
in around the same years and who share the conditions of
the same age and therefore go through similar problems and
fates, sharing similar thoughts, beliefs, priorities and feelings
about their careers [10,11]. At workplace, a new generation,
or group of like-minded employees composed of similar ages,
arrives about every twenty years [8].

If nurse managers are embrace generation differences,
enable each generation to benefit from each other’s
experiences and knowledge, they can contribute to the
individual development of nurses and create more connected
and collaborative nurse teams [7]. In a multigenerational
working environment, knowing the characteristics of
generations is understanding each one will facilitate the
identification of potential issues of conflict. As well as, it
will provide different insights to recruitment and retention
strategies, and strategies on guidance and motivation [6,7].

Respect for differences strengthens commitment to
institution and profession by ensuring that each member
demonstrates his/her potential and ability [7]. Every
generationgivesanew perspectivetotheteam. Understanding
the small differences between generations will help nurse
managers create teams that will provide quality and patient-
centered care [12]. For this reason, nurse managers have
very important roles in creating a respectful, understanding
and interdependent work environment, promoting and
protecting institutional commitment and foster workforce
cohesion [1,13]. To be able to fulfill this role, nurse managers
should be able to understand the different characteristics of
generations as a long-term strategy [1].

This research was conducted with the aim of determining
how generation X nurse managers working in different
hospitals perceive generation Y nurses under their
management and the general characteristics defining
generation Y nurses in the work environment.

Methods
Study Design

It is a descriptive study using open-ended questions.
Descriptive research is a preferred technique in which
systematical investigations can be made on the meanings
born from the experience of people who are studied or
planned to be studied [14].

Setting and sample

Purposive sampling method was followed in the study.
Accordingly, interviews were conducted between 15 January
and 15 May 2016 with generation X nurse managers who
worked at Istanbul University hospitals (4 Hospitals). The

interviewees were nurse managers who considered to be
members of generation X (N = 25). Generally, it is accepted
that the X generation are people who were born between
1961 and 1980 [1].

Semi-structured indept interview technique was used
as the data collection method in the study. In the interview
guideline, there were questions on the demographic
characteristics of generation X nurse managers and five
open-ended questions about their opinions of generation Y.
Generally, Y generation is accepted as people who were born
between 1981 and 2000 [1].

In order to find the answers of the questions used in the
research, 25 nurse managers working in Istanbul University
hospitals were interviewed individually. The interviews were
conducted as face-to-face interviews in an environment
where the two researchers and participants were alone.
During the interview, the method of note taking and voice
recording was used with the consent of the participants and
only for being used in this research.

Ethical consideration

At the beginning of the study, ethical committee
permission from the Istanbul M University Ethics Committee
(Approval no. 14.07.2015/368) and written permission
from the hospitals included in the research were obtained.
The purpose and method of research was explained to the
nurse managers included in the sample, and the researcher
disclosure form was signed and research was conducted.

Data analysis

In the analyzes, a code number was assigned to the nurse
managers interviewed (referred to as the participant), and
this code number was used during the explanations (e.g.
Participantl= P1). In the analysis of the data, content analysis
method was used (Figure 1). The voice recordings obtained
after each interview were converted into text in the “Words
for Windows” software. In the obtained texts, observer
notes were added to the relevant sections. After all the data
were collected, each investigator reviewed the data. On
the computer, related words were grouped by repeatedly
searching with keywords. The data were coded at three
different levels (Figure 1).

While the coding system was being developed, the views
of all participants were examined one by one. In content
analysis; first the main words were determined. Smaller
categories of content were then created. The related
groups were determined then merged. Main themes were
created and then combined under six main themes. There
are two sub-themes of the “Commitment” theme and the
“Work Performance” theme, and three sub-themes of the
“Communication” theme.

Results

In this section, demographic characteristics, main themes
created by data analysis in line with the aim of the researchers,
and the answers given by nurse managers to the questions in
the questionnaire are presented.
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Figure 1: The Content Analysis Process of the Study

1. The conversations recorded on the audio
device were converted to text in the
"Word for Windows" software.

2. Observational notes kept by the observer
were converted into text in the "Word for
Windows" software.

3. Voice recorder texts and observer notes
were combined in "Word for Windows"
software.

4. All pages were numbered.

3. The data to be used in the research was
decided upon.

4. The data transcribed on paper were
divided into significant sections (coded).

5. A code list was created. "Open-ended
coding" method was followed for coding.

1. Expression/words with similar/same
meaning were determined in different
sections of the text, taking into account
the purpose and questions of the
research.

2. These expressions/words were classified.

1. Commonalities were found in sentences
with the same meanings.

2. Themes were created.

It was found that 17 nurse managers who participated
in the research were born between 1967-1976, 16 nurse
managers had graduate degrees, 17 nurses were married,
8 nurses had generation Y children, and their average
professional experience was 21.92 + 5.55 years.

Thematic categories 1 - commitment

When the statements of the participants were examined,
the theme of “Commitment” was divided “Commitment to
Institution” and “Commitment to Profession” sub-themes.

When examining the explanations of generation X nurse
managersonthegeneral characteristicsofgenerationY nurses,
it is seen that the most common substitute perception is not
feeling commitment to the institution and their profession,
looking for opportunities for job change, and continuing their
education in different fields for job change. It was seen that
the most commonly used expressions were; they are able to
resign easily (48.0%) and they still continue their education to
perform a different profession (40.0%) (Table 1).

Statements of nurse managers expressing this substitute
perception are as follows:

For Commitment to Institution:

P5: “They don’t have organizational culture, no loyalty.
Job assignments will be made soon, and at the moment they

are saying, “I will switch to the field of public health, it is more
convenient”. They openly say this. They want to switch to
institutions that offer better wages. They prefer places close
to their houses. They do not want to spend time on the road.
In our time, we came to the lodge the night before to arrive
early in the morning for our hospital watch, and we had a lot
of loyalty. They have no institutional loyalty.”

P10: “Our previous service had 4-5 nurses with 25-years of
experience. It was an advantage. Here people leave too soon.
There are only 2 senior nurses. People don’t have nursing
memory, they come and go. Their loyalty to the institution is
weak, they want to change their job, such as appointment,
marriage, pedagogical formation, workplace nurse, or be
transferred to a state institution.”

For Commitment to Profession:

P6: “They want to go to graduate schools and switch to
academia or to become a manager, want to change their
profession, there are more people studying in different
departments. No commitment to the job, they only work to
make money.”

Thematic categories 2 - work performance

When the statements of the participants were examined,
the theme of “Work Performance” was divided “Task
Performance” and “Contextual Performance” sub-themes.
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When generation X nurse managers were investigated
in terms of their evaluation of generation Y nurses on
professional knowledge and skills, it was seen that patient
care, holistic evaluation of the patient, desire for less work,
absenteeism for simple reasons, and not wanting extra
shifts in emergencies were indicated. Generation Y nurses
do not want to focus patients care, and they do not take
responsibility regarding the patients (72.0%) (Table 1).

Statements of nurse managers expressing this substitute
perception are as follows:

For Work Performance:

P6: “They are not interested in patient care. They focus on
nursing.”

P9: “They do not want to perform patient care, treatment
is enough for them. We no longer have patient care like we
used to. Now they leave it to caregivers. They don’t like patient
care. They have the knowledge and skills, but they don’t do it
because they don’t want to assume responsibility or take on
tasks. They don’t do it because they think that they will be
stuck with that task once they do it.”

P6: “They are not interested in patient care. They focus on
nursing.”

For Task Performance:

P22: “When we call someone else because a nurse is on
sick leave, the other person gets mad. However, that person is
also doing the same thing some other time.”

P10: “......They do not touch the patient.....”
For Contextual Performance:

P15: “They don’t know their duties, they do not question
[ A They do not have love and respect for their jobs.
A nurse who loves his/her job needs to focus on the job and
not himself/herself, and has to think, what can | do for the
care of this patient, what do | need to do. They don’t have
this mentality. They are individualistic; they don’t have team
spirit, a unity of purpose. They cannot come together like the
links of a chain.”

Thematic categories 3 - communication

When the statements of the participants were examined,
the theme of “Communication” was divided “Team
Communication”, “Communication with Patient” and
“Communication with Manager” sub-themes.

When generation X nurse managers were investigated
in terms of their evaluation of generation Y nurses on team
communication and communication with patients; nurse
managers indicated that their understanding of respect and
kindness was completely different than generation X, they
were not suitable for teamwork, they were egocentric and
intolerant, and they were unable to empathize with others.
It was seen that the most commonly used expression was
“Egoism” (56.0%) (Table 1).

Statements of nurse managers expressing this substitute
perception are as follows:

P4: “They don’t make dialogue with patients, they give
short answers like yes, yes. Just like chatting in whatsapp.”

P10: “...They interact minimally, communicate minimally.
They don’t even make eye contact. They talk without looking
at the patient in the face.”

P15: “They don’t like people either......."

P16: “They don’t want to communicate with the patient a
lot. Their tolerance is low, they get angry very quickly.”

P18: “They are egocentric, they put themselves ahead of
the institution. They are self-ordained, they make decisions on
everything by themselves.”

P19: “...... they can’t empathize.”

When the opinions of generation X nurse managers on
the relationship of generation Y nurses with their managers
were evaluated; it was found that questioning, willingness to
seek their rights, disliking criticism and taking orders were the
most prominent features. When the frequency distributions
of the expressions used by the participants when explaining
their thoughts related to the communication of generation
Y nurses with their managers, it was seen that the most
commonly used expressions were questioning all the
decisions of managers related to work (68.0%), and having a
tendency to seek their rights (64.0%) (Table 1).

Statements of nurse managers expressing this substitute
perception are as follows:

P6: “We are having more problems with those that have
joined the workforce within the last five years.”

P10: “They make no bones about these things. They say
you said so back when, but you are doing something else now.
......... they undermine your authority, show respect as they
wish. In the past we couldn’t even sit down before the head
nurse allowed us. ............ They don’t have obedience, they are
not like us. They need to be convinced.”

P19: “They confuse seeking their rights and being
obstinant. They treat everyone as if those people are going to
wrong them.”

P23: “They also show minimum
administration.”

respect to the

Thematic categories 4 - willingness to learn new
knowledge

When generation X nurse managers were investigated
in terms of their evaluation of generation Y nurses on their
willingness to learn new knowledge, they indicated that
generation Y nurses were generally not willing to learn. The
most common expression was “they are not willing to learn”
(52.0%) (Table 1).

Statements of nurse managers expressing this substitute
perception are as follows:

P3: “They watch everything on YouTube, but they don’t
want to learn new things. They don’t ask for sources, they
want ready information... ... ... ... ... They don’t want to make
any contributions to their profession.”
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Table 1: The opinions of generation x managing nurses on generation Y (N = 25).

Statements

Thematic Categories 1 - Commitment
Commitment to Institution

- Not feeling loyalty to the institution they work in

- The desire to move to an institution with the first chance they get, where they will work
more comfortably or be paid more

- Enjoying frequent job change (area or institutional change)
- Resigning easily

Commitment to Profession

- Wanting to obtain a graduate degree and be an academician or a manager

- Preferring desk jobs (Training Nurse, laboratory records, etc.)

- Preferring administrative jobs

- Wanting to be a manager when starting job

- Not feeling loyalty to their job.

- Not liking their job.

- Seeing their occupation as a means for making money

- Thinking “If | don’t do this, it’s fine, | can do something else to make money”
- Not wanting to remain as a nurse

- Once they start making money, continuing their education to be able to work in a
different occupation (Pedagogical formation, Workplace nursing certificate, etc.)

Thematic Categories 2 - Work Performance

Task Performance

- Thinking that nursing is limited to only treatment

- Doing treatment and follow-up, and doing patient care in the remaining time

- Do not want to touch the patient, do not want to take responsibility for the patient

- Doing only the things they are asked or told regarding patient care, not recognizing or
thinking about patient needs

- Wanting to provide care to less numbers of patients

- Wanting to get patient care applications done by auxiliary staff or patient relatives
- Making sudden decisions without thinking

- Not evaluating the patient and the family together, only dealing with the disease

- The desire to work less and earn a lot of money, money being the most important thing
for them

- The desire to take less responsibilities within the institution, and to get tired less
- Not wanting to work in the night shift

- Complaining about being tired quickly, taking coffee and meal breaks when they have
unfinished work

- The need to constantly check and remind them on whether they have fulfilled their
responsibilities

- Thinking that their salary is not enough for the job they are doing

- Being brave, courageous and having a high level of self-confidence.

Contextual Performance

- Not picking up the phone when they are asked to take on a shift during an emergency
- Not feeling responsibility for the problems in the work environment

- Taking sick leave easily and frequently. Using sick leave after shift leave

- Reflecting the problems of private life in the work environment

- Trying to adjust shift schedules according to busy or non-busy days or personal lives

- Having difficulties with adaptation to the team they are working in
- Complaining about physical work conditions.

Participant No
1-4-5-6-8-10-13-14-16-19
1-5-9-11-14-20-22-24

10-12-13-16-18-22-24
9-10-11-12-13-14-15-16-18-
20-22-24

1-3-4-6-9-11-12-19-25
1-2-18-21

1-8-14-18

2-4-14-18
3-4-6-8-10-11-15
1-2-4-15-20-22-23
2-3-6-11-20-22-24
4-11-12-24
2-3-6-8-19-21-22

1-2-3-4-6-7-10-16-22-25

1-6-15-18-22

1-2-12-16-18
1-2-3-4-6-7-8-9-10-11-12-15-
16-17-18-19-23-25
1-2-3-4-5-10-11-12-15-17-
18-19

1-5-9-10-16
1-3-4-9-10-11-16-17
14-15-24

3-13-15-16-22-25
3-4-5-9-10-16-17-18-19-20-
21-22-23-24-25
4-7-9-17-18-19-25
2-3-4-7-8-10-11-13-18-21-
22-23-25

5-6-14-15-17-18

1-2-3-4-7-11-12-15-16-19

3-10-13
1-3-4-5-6-8-9-10, 12-16-17-
22-21-24

4-16-19

12-15-19-25

1-3-4-6-19-25

5-3-15-16
3-5-7-9-10-11-12-13-15-16-
19-22

1-10-19

12-13-16-23-25

10

N P NN PO

10

10

14

Ao bW

%

40.0
32.0
28.0

48.0

36.0
16.0
16.0
16.0
28.0
28.0
28.0
16.0
28.0

40.0

20.0
20.0

72.0

48.0

20.0
32.0
12.0
24.0

60.0
28.0

52.0

24.0

40.0
12.0

56.0

12.0
16.0
24.0
16.0

48.0

12.0
20.0
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Thematic Categories 3 - Communication
Team Communication
- Difference in understanding of respect and kind behavior regarding age, experience and | 1-7-10-14-16-18-19-21-23-

their supervisors. 24-25 11 44.0
;jaN;';;i;tcepnng advanced age, medical report or pregnancy as an excuse to work during 18-19-22-23 4 16.0
- Criticizing easily, not having any concern about hurting the other person 9-14-16-24 4 16.0
- Being intolerant 5-6-12-14-16-17 6 24.0
- Not embracing teamwork 1-4-14-15-16-20 6 24.0
- Not having team spirit and unity of purpose 3-4-10-14-15-16-22 7 28.0
- Not collaborating within the team 1-3-15-16-22 5 20.0
- Not thinking about helping other nurses once they finish their own work 3-4-15-16-19-22 6 24.0
- Not empathizing with colleagues 2-4-10-19-22-25 6 24.0
Communication with Patient
- Not forming a therapeutic communication with the patient or giving them an opportunit
to express thgeir feelinpgs P sine PP Y 341619 4 160
- Not empathizing with patient 3-4-11-19-22-24-25 7 28.0
- Not accepting shift change for work friend 1-10-15-16-19-22-24 7 28.0
- Embracing the understanding of ‘separating work and friendship’ 15-16-19-22-24 5 20.0
- Communicating with a language of "I" and "me" 3-16-20 3 12.0
- A dominant view of "Me first". Individuality (Selfishness) is at the forefront 1_92__2?;)__42_5_9_10_14_15_16_18_ 14 56.0
- The view “I am always right” is very common. 1-3-9-20-23 5 20.0
Communication with Manager
- Thinking that the manager is not fair (arranging working hours, scheduling leave days, etc.) 11-14-21-24 4 16.0
- Not obeying the manager 10-12-14-21 4 16.0
. - 1-2-3-4-5-8-9-10-11-12-17-
- Having a tendency to fully seek their rights 19-21-22-23-24 16 64.0
- . . 1-2-3-4-5-8-9-10-11-12-16-
- Questioning all decisions of the manager regarding work 17-19-21-22-23-24 17 68.0
- Not wanting to be criticized, dislike of taking orders 1-4-10-14-15-16-17 7 28.0
- Having endless expectations from the workplace and the manager 8-15-16-21-23-24-25 7 28.0
- The desire to be continuously appreciated in the work environment, and to be pampered
by managers Y app Pampered '3 10-24 3 12.0
Thematic Categories 4 - Willingness To Learn New Knowledge
- Job orientation times are too long 3-4-6-7 4 16.0
. . 1-2-3-7-9-11-12-15-16-20-
- Not having the desire to learn 21-22-25 13 52.0
- Not wanting to do research, and attend training, symposium, congress, etc. events 1-3-4-5-12-21 6 24.0
Thematic Categories 5 - Self-evaluation
- When we got a job, we would not think about leaving. We thought our life would pass
like this. 11-12 2 8.0
- We did not see ourselves as equals with older nurses. 18-19 2 8.0
- Even if we had a problem with a colleague, we would solve it immediately. 18 1 4.0
- We did not talk informally to our managers even if they were younger than us. We were
more respectful. 2-10-11-16 4 160
- We were more patient to patients and patient relatives. 5-6-12-14-16-17 6 24.0
- Our work was important to us, here they and their families are more important. 4-15-20 3 12.0
- We had a much better understanding of team within the framework of respect. 10-15-16-23 4 16.0
- For us, the institution we worked for had priority. 15-20 2 8.0
- Those closer to our generation are nurses who research, successfully complete the work they
undertake, who are creative and can come up with solution proposals, and act ethically. 4-15-16-20 4 16.0
- We were treating the patient as a whole with his family. They only deal with the disease. 3-13-15-16-22-25 6 24.0
- We would only ask for shift changes for situations related to our children. 5-15 2 8.0
- We were more content with what we had. 5-13__2‘;_52_:-9_10-11_12-17_19- 14 56.0
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- | define my own generation as nurses who feel part of the institution they work in, who

are respectful, devoted, self-sacrificing, and love their profession.

- Our job orientation durations were shorter.

Thematic Categories 6 - Problem Solving

- Sending each nurse to congress, symposium, and trainings in turns
- Trying to be fair (equal working hours, flexible shift schedules)

- Organizing celebration meetings on special days such as birthday, new year etc.
- Listening everyone individually, one by one. If the problem is caused by interpersonal

relations, listening the people together, trying to find a solution together

- Engaging in verbal motivation (thanking, appreciation, etc.)

- Taking enough time to listen, trying to show that you are understood

- Explaining events or decisions and trying to convince people

- Facilitating people to take their leave on the dates they prefer

P7: “The knowledge of the beginners are alright, but they
are not willing to learn.”

Thematic categories 5 - self-evaluation

When generation X nurse managers were investigated in
terms of their self-evaluation, it was found that they generally
considered themselves to be better than generation Y nurses
in topics related to learning, view of profession and practicing
the profession. It was observed that the participants evaluated
themselves to be more content in terms of work / workplace
compared to generation Y (56.0%) (Table 1).

Statements of nurse managers expressing this substitute
perception are as follows:

P4: “Work was important to us. For them, they and their
families are more important.”

P8: “Old generation was more content. New generation is

rn

always searching for ‘why something is not happening’.

P12: “We tried to learn things we didn’t know, but they are
not like that.”

P13: “They are extremely casual, we used to be more
discrete. We used to have a unity of uniforms, we don’t have
that anymore.”

P20: “Those who are closer to our generation are the people
who have commitment to the institution, who are respectful,
devoted, self-sacrificing, and who love their profession. New
nurses are more impervious, they do not care, ...... ”

Thematic categories 6 - problem solving

When generation X nurse managers were investigated
in terms of what they do regarding problems they face with
generation Y nurses, it was found that they spent extra time
listening to generation Y nurses, took requests regarding
working hours into consideration, tried to convince them by
talking, and organize celebratory meetings on special days.
The most commonly used solution method was organizing
the shift schedule according to the requests of generation Y
nurses (64.0%) (Table 1).

Statements of nurse managers expressing this substitute
perception are as follows:

20-23 2 8.0
3-4-6-7 4 16.0
1-5-8-11-13-14-25 7 28.0
7-13-19-22-24 5 20.0
7-9-10-11-15-17-18-20-24 9 36.0
1-2-3-8-15-16-23 7 28.0
13-15-16-24 4 16.0
1-2-8-10-14-15-19-21-23-24 10 40.0
3-5-10-13-19-20-21-23-25 9 36.0
5-8-9-10-11-12-13-15-16-17-
18-19-20-22-23-24 16 64.0
P8: “We listen to everyone separately, one by one. ..... We

send them to trainings and conferences. We engage in verbal
motivation.”

P19: “First of all, I try to listen to them no matter what. ...
I try to be flexible when | make the shift schedules. I'm trying
to let nurses go for postgraduate education days, vocational
courses, special days (marriage, engagement, funeral, etc.) if
they tell me in earlier. | have to plan so as not to disrupt the
working system. | always try to be fair.”

P23: “I try to be fair and tell them why | do things a certain
way. ... ... .... l listen to them a lot, and | try to show them that
I understand.”

Discussion

In this qualitative research conducted with the aim of
determining the views of generation X nurse managers on
generation Y nurses, one of the prominent findings is that the
level of commitment (Thematic Categories 1) of generation Y
nurses to the institution and profession is perceived to be low.

According to literature, it is stated that generally Y
generation has low loyalty to the institution and profession
[11]. Whereas Generation X depends on the working
environment [15]. In the literature, it is stated that the
level of emotional commitment to the organization of the
X generation is higher than that of the Y generation [16,17].
According to our findings, generation Y nurses easily resigning
and changing jobs, and liking frequent changes indicate
that they do not feel loyalty to the institution. This finding
is consistent with the fact that generation Y is less loyal and
has a feature of changing jobs frequently. The idea that the
generation Y is generally “Here today, gone tomorrow” [18],
and the tendency to a close work area [18,19] are related to
low commitment. Because, Generation Y will not be afraid of
moving to another work field if they do not find a competitive
and also supportive work environment [1].

According to the findings of our study, it is seen that the
generation of Y generation nurses to don’t feel the devotion
to their institutions and professions, to look for opportunities
for job change and to continue their education in different
fields for job change (Thematic Categories 2) Generation
Y nurses want to specialize, continue their education, and
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decide on their workplace according to its prestige. In other
words, generation Y nurses choose the institutions and fields
they will work in on their own, according to the prestige of
the institution, the proximity of the workplace to their school
or homes, and the opportunities they offer for specialization
[20]. They are willing to change work every couple years to find
a more creative and intellectual occupation, a more flexible
work schedule, career development, feeling of satisfaction
and fulfilled expectations, a less stressful work environment
or a higher quality of life [21,22]. Based on these data, we can
be say that the Y generation nurses will always be in seek of
a new job because of their low adherence to the institution
and profession. In this context, nurse managers can develop
personal relationships at work by being sensitive to personal
characteristics of individuals, and consolidate institutional
loyalty among employees.

In our study, participants stated that their families were
more important for Y-generation nurses and they were trying
to organize their working plans according to their private
lives. This finding is consistent with the literature. Generation
Y attaches importance to flexible working conditions and
work life-social life balance [1,19,20]. Generation Y wants to
work, but they do not want their lives to consist only of work.
[21]. Some try to make their programs more flexible by telling
they are sick, or by demanding frequent changes [2]. For
generation Y, family and friends are a priority over work [19].
They want their schedules to be organized in a way they can
allocate time for their own lives and their families [2]. In our
study, most nurse managers have indicated that they organize
work schedules according to the requests of generation Y
nurses to address their desire of a flexible work schedule, and
to ensure work continuity. These findings will be useful for
the development of Y generation nurses’ strategy of ensuring
their commitment to the institution and profession.

In our research, generation X nurse managers have
highly expressed the desire of generation Y nurses to quickly
advance in their careers, making more money, continuing
their education to change careers, and to become a
manager as soon as they start working (Thematic Categories
1). Generation Y has a high level of self-confidence [19].
Therefore, it is not strange that soon after the completion
of their orientation generation Y nurses ask their managers
questions about career development [21]. New generation
nurses always have second options in case they cannot
get what they expect in their careers. Becoming a teacher,
establishing their own business, or simply changing their
workplace is among their future plans [20]. For this reason,
they prefer to go to courses that will enable them to work in
another career while continuing to work in the hospital [19].

According to our findings, generation X nurse managers
indicated that generation Y nurses do not want to come to
work for emergency calls, take sick leave more frequently,
always plan their working hours based on their personal lives,
and give more priority to personal life (Thematic Categories
2). Generation Y nurses expect their work schedule to be
catered around their personal needs rather then adjusting
their personal schedule to fit their work schedule [20].
Generation Y wish to have a life outside work [4]. They

can feel drowned due to fixed working hours [21]. For this
reason, managers working with members of generation Y
need to be extra careful when planning 12 hour shifts, night
shifts, weekend and holiday shifts [2]. In our study, the most
commonly preferred solution by nurse managers was to
schedule working hours or shift leaves according to the times
requested by generation Y nurses.

As indicated by generation Y nurses, the most basic
source of motivation is recognition, encouragement, and
appreciation [2,20]. If these inner feelings are not met, they
will seek other opportunities to fulfill job satisfaction [23].
When approaching generation Y, the correct method is to
approach them without a prejudiced attitude, to contribute to
their professional development, to guide them, and to support
them in their career development [24]. The results of our
study revealed that generation Y nurses expected behaviors
from generation X managers such as constant appreciation,
pampering, thanking, not criticizing them, and convincing
them (Thematic Categories 3). For this reason, generation X
managers who are able to adjust their management styles
play a key role in ensuring that generation Y nurses continue
their work.

In contrast to traditional forms of communication and
time-consuming face-to-face interviews, generation Y prefers
fast and efficient electronic communication methods such
as e-mail, social media, and messaging [5,21,22]. But many
still do not possess the manners of talking on the phone [4].
Our results indicated that the generation X nurse managers
participating in our study generally complained that
generation Y nurses did not establish a good communication
the patients and team members (Thematic Categories 3). This
finding is consistent with the fact that members of generation
Y have poor face-to-face communication skills.

Generation Y does not like hierarchy, have problems
agreeing with their superiors, and resist the leadership of their
superiors especially when their superiors are older than them
[9,11]. From this point of view, the findings of our research
indicating the perceptions of generation X nurse managers on
generation Y nurses such as questioning all the decisions of
their managers, fully seeking and protecting their rights, and
having endless expectation from their managers, etc. reflect
the truth. (Thematic Categories 4).

Generation Y does not think that they need to respect older
generations because of the age difference [8]. Generation
Y does not respect one by looking at age, experience, or
even institutional authority, and they are not afraid of these
people. They attach great importance to innovation, practical
intelligence, and contributions to the institution [2,4]. These
characteristics of generation Y are also supported by the
perception of nurse managers on generation Y as stated
in our research, “the understanding of respect of the new
generation is different, they do not obey, they are fearless”
(Thematic Categories 5). Older generations treat nurses of
new generations as their children, while young generations
act like teenagers with the desire to rebel against figures of
authority. However, the old generation expects respect and
reverence while the new generation expects equal treatment
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[8]. This disharmony can cause problems such as friction /
conflict at work.

The results of our study revealed that generation X nurses
perceived their own generation as more respectful, obedient,
content, more willing to learn, patient, and more inquisitive
(Thematic Categories 5). It is stated in the literature that
generation X is a generation that is motivated by education,
that can process many thoughts at the same time, multitask,
face many problems, adds many things to work life, is realistic
and produces practical solutions to problems [19]. Due to
the values, beliefs and attitudes of generation Y nurses and
the traditional business perceptions of nurse managers,
difficulties occur in work environments [24].

It is important to understand generation Y to ensure a
healthier work environment and appropriate communication
and teamwork [2]. Nurse managers who participated in our
research indicated that they applied certain methods for
solving the problems they encounter with generation Y nurses
such as trying to act fairly, individually meeting with people,
taking time to listen, and trying to show that they understand
(Thematic Categories 6).

Ways of satisfying and motivating generation Y and
ensuring their harmony are; - showing ethical leadership, -
establishing a safe and transparent environment, - providing
commitment, - providing guidance and counseling, - providing
opportunities of collaboration, - remembering, knowing
and rewarding [21]. From this point of view, the nurses
participating in the research seem to be applying the correct
methods.

One of the solutions we have identified in our study to
ensure the commitment of generation Y members to work is
flexibility of work schedule in the direction of their requests
(Thematic Categories 6). However, flexible work conditions
have not been found to affect professional continuity in
general as well as in terms of generations [11]. For this reason,
“right harmony” and “right time” should be emphasized
instead of adjusting working hours according to the demands
of generation Y nurses [2].

Conclusion and Recommendations

Generation X and Y have different perceptions and ideas
in terms of work and business understandings. For this
reason, it is important to know the characteristics of these
two generations in order to prevent conflicts in the business
environment, to create a peaceful work environment and to
achieve institutional success.

According to the findings of this research, the perceptions
of generation X nurse managers about generation Y nurses
are as follows: (1) low commitment to the institution and
profession, (2) high self-confidence, (3) courageous to
change jobs, (4) constantly questioning the behaviors of
the manager, (5) their perception of respect is different
from the old generation, (6) they widely use technology in
all fields, (7) unsuccessful in face-to-face communication, (8)
impatient, and (9) egocentric. It is important to know that
these characteristics of X generation nurses that are increase
their business performance, increase quality and create a

happy business environment. If the nurse managers know
the generation Y characteristics, they can make changes in
the way they manage to have happier employees. Egocentric,
impatient and disrespectful behaviors are not perceived
personally by managers, that is important for the prevention
of communication conflicts.

Given the changing landscape of nursing practice, it
is vital that the practical implications of this study are
addressed. According to this results, managers can develop
personal relationships at work by being sensitive to personal
characteristics of individuals, and consolidate institutional
commitment among employees.

New generations have always been criticized by older
generations, and it seems that this trend will continue in
the future. It is therefore quite important for leader nurses
to understand the unique generational characteristics of the
nurses, who come from different generations but are part of
the same teamwork and work side-by-side. These research’s
findings are reflected the important to know by leader
nurse to increase organizational trust and organizational
commitment.

When we look at sources related to generational and
institutional commitment, the common view is that the
commitment to institution creates a happier and more
productive work environment. In this context, managers can
develop personal relationships at work by being sensitive
to personal characteristics of individuals, and consolidate
institutional commitment among employees. Generation Y
attaches importance to flexible working conditions and work
life-social life balance. Therefore, nurse managers must take
into account the requests of generation Y nurses about work
schedules and their desire for a flexible work schedule to
ensure work continuity. Senior nurses should avoid thinking
that generation Y nurses are not team players and try to avoid
the task. These are adverse effects for teamwork.

In light of these results, it is recommended that must
be organized in-service training programs and research
about new generation' expectations about ideal working
conditions. Thus, leader nurses understand difference
between generation and develop awareness about happily /
ideal workers / workplaces and management.
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