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CHAPTER 2: LITERATURE REVIEW 

Employees aged between 26 and 39, collectively referred to as millennials or 

Generation Y, have often been slated for being a cohort lacking literacy skills, having 

a short attention span and possessing a low level of employer loyalty (Bennett, 

Beehr, and Ivanitskaya, 2017; Weber, 2017). Older, Generation X workers are 

annoyed and confused by millennials, citing their high degree of transparency, 

narcissism, and sense of entitlement as some of the main issues (Anderson, Baur, 

Griffith, & Buckley, 2017; Laird, Harvey, & Lancaster, 2015; Weber, 2017). Despite 

this negative sentiment, millennials have also been praised for their creativity, 

technological prowess, exigency for connectedness and sense of immediacy with 

regards to access to information (Weber, 2017; Zhang, Omran, & Cobanoglu, 2017). 

Of importance are millennials’ strong sense of autonomy, a need for independence 

and peer acceptance when compared to previous generations (Gomes and Deuling, 

2019). 

With the rising number of millennials surpassing Baby Boomers as the largest cohort 

in the burgeoning workforce (Brownstone, 2014; Fry, 2018; Statistics South Africa, 

2019), and the ever-expanding gap between them and their older counterparts 

(Anderson et al., 2017), it is important to understand how effective millennial leaders 

(MLs) are at leading Generation X.  

Baby Boomers, who previously represented the largest generational cohort, is either 

on or preparing for retirement (Eversole, Venneberg, & Crowder, 2012), giving way 

for millennials to take the reins as the future leaders of organisations. Lesser 

attention has been given to millennials as leaders in organisations (Butler et al., 2020; 

Williams and Turnbull, 2015) with a paucity of literature relating to the dynamics that 

exist between MLs and Generation X subordinates. The retirement of Baby Boomers 

also marks the emergence of millennials and Generation X as the majority of the 

workforce, thus bringing to the fore, the great need for organisations to prioritise 

understanding and managing the dynamics that exists between these groups 

(Murphy, 2012).  

This study investigated the nature of intergenerational dynamics in the workplace, 

specifically those that exists between MLs and Generation X subordinates. This 

study also aims to uncover strategies MLs use and should start using to lead older 

generations more effectively. Of further interest is the leadership characteristics 
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valued by both generations as being the most effective and recognising the 

characteristics that both believe are ineffective. 

The literature review is a critical analysis of the related literature currently available. 

This review was conducted with the intent to 1) gain insight to and an overview of the 

myriad of literature related to this topic, 2) identify and recognise key experts in this 

field of study, 3) provide context and justification for the research, 4) identify  research 

gaps, and 5) to consider opposing sides of the argument the researcher will present 

(Saunders & Lewis, 2012). 

This chapter begins by describing the generational theory, establishing the various 

generations and the group memories and factors which influence each generational 

cohort. Of interest to this research are millennials and Generation X, and this chapter 

describes this cohort, drawing attention to their characteristics and the need to 

understand them as leaders and subordinates respectively. The chapter then 

discusses leadership schemas within the context of generational cohort theory, 

theories for the management of intergenerational tension and concludes in a 

discourse of leadership theories.  

1. Generational cohort theory 

Mannheim's (1952) theory of generations, also referred to as the sociology of 

generations, underpinned future studies of generational cohorts and is utilised to 

describe a cohort born between the same date range, sharing similar cultural 

experiences at critical developmental stages and is also used as a method of 

understanding the differentiating characteristics of these groups (Pilcher, 1994). 

According to Mannheim (1952), people are strongly influenced by their socio-

historical environment, in particular, events of their youth in which they were actively 

involved. These experiences give rise to social cohorts with shared experiences 

which in turn influence future generations (Mannheim, 1952). 

Generational theory, which originated in sociology, identified generations as a tool 

which could guide the understanding of the structure of social and intellectual 

movements (Parry & Urwin, 2011). Parry and  Urwin (2011) argue that the concept 

of generations is not fixed, comparing the concept to that of class in society, where 

the individual member is not aware of the physical or mental proximity of, nor do they 

have knowledge of each other; they further the argument that the concept of 

generations is social in nature.  
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The existence of generations is possible due to five characteristics, as identified by 

Mannheim, which includes 1) the emergence of new participants in the cultural 

process, 2) the disappearance of former cultural participants, 3) the ability for the 

members of society to participate in a time-bound section of the historical process, 

4) the transmittance of cultural heritage, and 5) the continuous transition from one 

generation to the next (Parry & Urwin, 2011). 

Though members of the same generation share the same year of birth Mannheim 

(1952) argues that individuals cannot be classified to a generation simply because 

they share a year of birth. The ability for these individuals to participate in common 

experiences is key and solidifies the generational group. It can therefore be argued 

that generations need two qualifying conditions; 1) they have to share a common 

birth year, and 2) they have to have a consciousness of that period in time, the events 

that shaped it and their response and experience of it (Parry & Urwin, 2011). This 

argument is further strengthened by the concept of ‘collective memories’, which 

suggests that individuals are shaped through their adolescence by significant events, 

both nationally and internationally, which affects their future behaviours, preferences 

and attitudes, and is also referred to as ‘generational imprinting’ (Parry & Urwin, 

2011). As an example, in the South African context, this may be the collective 

memory of Apartheid, the first democratic election or the 2019 win at the Rugby 

World Cup. 

Utilising this generational framework as a tool, the generations have been identified. 

The Silent Generation, born between 1925 and 1945, is the oldest of the five 

generations (Zhang et al., 2017). The next generations include Baby Boomers, born 

between 1945 and 1960; Generation X, born between 1961 and 1980; and 

Generation Y (millennials), born between 1981 and 1995 (Weber, 2017). A new 

generation has since been identified as Generation Z, also referred to as the internet 

generation (iGen) or Gen Z, born from 1995 (Hampton & Keys, 2016).  

Millennials are often characterised as being disloyal, impatient, ego-centric (Porter, 

Gerhardt, Fields, & Bugenhagen, 2019), arrogant, abrasive, entitled (Stewart, Oliver, 

Cravens, & Oishi, 2017), lacking literacy skills, and having a short attention span 

(Bennett et al., 2017; Weber, 2017). Despite these negative traits, they are also 

praised for being ambitious, curious (Porter et al., 2019), and compared to previous 

generations they are more educated (MacKenzie & Scherer, 2019), autonomous and 

independent (Gomes & Deuling, 2019). 
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As they represent the largest proportion of the workforce it is important to understand 

whether these perceptions contribute to generational tension, when leading 

Generation X. 

This research focussed on millennials, aged between 26 and 39 years of age (as at 

2020) currently in leadership positions, within an organisation. The population also 

included Generation X subordinates, aged 40 to 59 years of age (as at 2020). 

1.1. Silent Generation 

The Silent Generation, also commonly referred to as Veterans, Matures or 

Traditionalists are born between 1925 and 1945 (Meister & Willyerd, 2010; Parry & 

Urwin, 2011; Zhang et al., 2017). The vast majority of this cohort are enjoying 

retirement and are therefore not active members of the workforce. This generation, 

therefore, does not form part of this study.  

1.2. Baby Boomers 

Born between 1945 and 1960, it is argued that Baby Boomers changed politics 

(Meister & Willyerd, 2010). Following World War II, there was a marked surge in the 

number of births during this period, which was also referred to as a Baby Boom (Van 

Bavel & Reher, 2013). Most notably, they are characterised by their loyalty to their 

employers, however, they also suffered the inability to manage their work-life balance 

(Bennett et al., 2017; Zabel, Biermeier-Hanson, Baltes, Early, & Shepard, 2017). 

Similar to the Silent Generation, this cohort is also of retirement age with the minority, 

still forming part of the workforce. They hold leadership positions and for the most 

part lead millennials (Murphy, 2012). This generational cohort will also not be the 

focus of this study. 

1.3. Generation X 

This cohort, born between 1961 and 1980 (Weber, 2017) is most commonly referred 

to as Generation X. They are, however, also referred to as Generation Xers and Gen 

X (Kuron, Lyons, Schweitzer, & Ng, 2015; Lyons, Schweitzer, & Ng, 2015; Parry & 

Urwin, 2011; Weber, 2017). Interestingly, they are sometimes referred to as the 

‘latchkey generation’ as a result of reduced adult supervision, when compared to 

previous generations, resulting from the increased divorce rates and greater 

participation of females in the workforce (Zabel et al., 2017). 
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The first of Generation X joined the workforce in the early 1980s, facing close to 

double the unemployment rate faced by Baby Boomers. This period was further 

characterised by the saturation in the job market, a recession and retrenchments 

(Lyons et al., 2015). 

Although this generation can also be characterised by their loyalty, they do not suffer 

the same perils of Baby Boomers. They have, however, been found to have higher 

levels of job mobility than that of Baby Boomers (Lyons et al., 2015). 

This generation formed part of the focus of this study, specifically Generation X in 

subordinate roles with direct or indirect experience of millennial leaders. 

1.4. Millennials 

Literature has referred to this generation using various names, however, the most 

commonly used title is millennial (Brownstone, 2014; Lyons et al., 2015; Meister & 

Willyerd, 2010; Murphy, 2012). Millennials are also commonly referred to as Gen(Me) 

(Anderson et al., 2017), Generation Y (Anderson et al., 2017; Eversole et al., 2012; 

Gomes & Deuling, 2019; Kuron et al., 2015), Nexters (Hampton & Keys, 2016; Kuron 

et al., 2015; Williams & Turnbull, 2015) and Digital Natives (Zhang et al., 2017). For 

the purpose of this research, the researcher has adopted the more commonly used 

title of millennials when referring to this generation. 

Extensive research has been conducted, relating to the work values of millennials 

and their impact on the workforce (Kuron et al., 2015; Papavasileiou & Lyons, 2015; 

Twenge, Campbell, Hoffman, & Lance, 2010), with an emergent theme defining a 

marked difference in the work values per generation.  

Lesser attention has been given to millennials as leaders in organisations (Butler et 

al., 2020; Williams & Turnbull, 2015) with a with a paucity of literature relating to the 

dynamics that exist between MLs and Generation X subordinates. The retirement of 

Baby Boomers also marks the emergence of millennials and Generation X as the 

majority of the workforce, thus bringing to the fore, the great need for organisations 

to prioritise understanding and managing the dynamics that exists between these 

groups (Murphy, 2012). 

Millennials, as leaders, are therefore the focus of this study. 
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1.5. Generation Z 

Referring to the cohort born from 1995, Generation Z is the most common name 

given to this generation (Hampton & Keys, 2016; Kuron et al., 2015). They are, 

however, also referred to as the internet generation (iGen) or Gen Z, born from 1995 

(Hampton & Keys, 2016). Accounting for 27% of the global population, this 

generation is characterised by a time of inclusivity and diversity, complexity, the 

global recession, and socioeconomic uncertainty (Hampton & Keys, 2016).  

Generation Z has characteristics similar to millennials. They are, however, more 

diverse than previous generations from both an ethnic and cultural perspective. They 

also have greater respect for authority, have a sense of community, and are generally 

more ‘we’ than ‘me’ oriented (Hampton & Keys, 2016). They have a work ethic akin 

to Baby Boomers, a sense of responsibility and resilience shared by their Generation 

X parents, and a technology prowess exceeding the ability of millennials (Hampton 

& Keys, 2016).  

For the purposes of this study, Generation Z does not form part of the focus. 

2. Leadership schemas and generation cohort theory 

There has been a shift in focus to understand the efficacy of leadership from the 

perspective of followers (Huettermann, Doering, & Boerner, 2014; Salvosa & 

Hechanova, 2020). Schemas, as described by Piaget & Cook (1952), refers to the 

way in which people make sense of situations through representations of the world. 

Within the context of the workplace this approach is adopted in the evaluation of 

leaders and followers, specifically the evaluation of expectation versus the reality of 

the experience of that leader. 

A study, which evaluated leadership traits from the perspectives of different 

generation cohorts, revealed that the perception of leadership was heavily influenced 

by differences in generations on the dimensions of values, motivation, preferences 

in work style, the meaning of leadership and what is meant by good leadership 

(Sessa, Kabacoff, Deal, & Brown, 2007). As a result of these influences, this study 

revealed that each generation valued and ranked leadership traits differently. 

Focusing on Generation X and millennials, these cohorts placed similar emphasis on 

a leader’s ability to listen and focus. Generation X, however, valued credibility, trust 

and dependability higher than millennials did. Millennials, in contrast, value 
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dedication, encouragement and optimism high than Generation X (Sessa et al., 

2007).  

One of the concerns of this research, is the efficacy of millennials as leaders. 

Leadership schemas therefore provides a theoretical anchor in understanding how 

the perception of effective and ineffective leadership is formed. The study aimed to 

understand what characteristics the cohorts valued in order to identify similarities and 

discrepancies between the generational cohorts. 

3. Theory for the management of intergenerational tension 

The theory of leadership schemas is underpinned by the concept of perception. It is 

the perceived variance between expectation and reality that influences the view 

someone holds of another person (Sessa et al., 2007). Perception, in turn, also has 

a direct influence on intergenerational tension, with generations setting an 

expectation of what to expect from their own and other generations  (Cadiz et al., 

2015). 

In their study, Urick, Hollensbe, Masterson, and Lyons (2017) argue that 

intergenerational tensions are either values-based, behaviour-based, or identity-

based. In response to these tensions, they recommend strategies which are either 

achievement-oriented, image-oriented, or ego-oriented. 

Achievement-oriented strategies focusses on the way individuals adjust how they 

communicate and demonstrate their achievements based on the way other 

generations value them. These are categorised as communication style and 

performance proficiency strategies (Urick et al., 2017). 

Being visible, as an image-oriented strategy, recommends focusing work efforts and 

being present at work, for others to notice. Managing information to control image, 

as the second image-oriented strategy, relates to the control someone exercises in 

managing a positive individual or generational image (Urick et al., 2017). 

Lastly, ego-oriented strategies include the protection of needs and removing self. As 

a strategy, when individuals focus on their own needs in engagements with others, 

it is referred to as protection of needs. Removing self, refers to the separation of self 

from unproductive engagements through avoidance or the termination of a 

relationship (Urick et al., 2017). 
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As part of this study, it is of interest to understand whether millennials and Generation 

X experiences similar tensions. Additionally, the study also aims to understand 

whether MLs make use of similar strategies in managing intergenerational tension.  

4. Leadership theories 

A number of research theories exist, each improving or disregarding preceding 

theories. These theories shed light on the behaviours exhibited by leaders. The 

evolution of these leadership theories is therefore viewed as a “flexible development 

process” (Khan et al., 2016, p. 1). Of the most cited leadership theories, practitioners 

and researchers alike, have placed great emphasis on five theories.  

4.1. The great man theory 

The great man theory positions that leaders are born and not developed. First 

discussed in the 19th century, this theory views leadership as an inherent quality with 

leaders exemplifying natural qualities of confidence, charm, intelligence, courage 

and intuition (Borgatta et al., 1954; Spector, 2016).  

4.2. Behavioural theory 

Behavioural theory, however, argues against this notion, favouring a person’s 

environment over natural abilities as the key to their leadership characteristics. Core 

to this theory is the concept of conditioning, which highlights the influence 

environmental responses has on a person’s proclivity to lead in a certain style 

(Conger and Kanumungo, 1987; Yuki, 1971).  

The great man theory argues that leaders are born with certain traits, however, 

although trait theory contends that these natural qualities create good leaders it also 

states that these qualities does not qualify someone as a good leader (Colbert et al., 

2012; Khan et al., 2016). Where some leaders may possess confidence and strong 

communication skills, this does not qualify them as excellent leaders. 

4.3. Transactional theory 

Transactional theory, also referred to as management theory, views leadership as a 

system of penalties and rewards. For leaders to be considered effective, they should 

place greater importance on results and hierarchies. Such leaders therefore value 

structure and order over creativity (Antonakis and House, 2014; Odumeru and 

Ogbonna, 2013).  
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4.4. Transformational leadership theory 

In contrast, transformational leadership theory forgoes hierarchy in favour of oneness 

with the team. Also referred to as the relationship theory, this theory views effective 

leaders as those who are able to establish positive relationship with their team 

members. They do so through their ability to inspire the team through their passion 

and enthusiasm. In addition, they are fair, in that they hold themselves to the same 

standard that they expect from their team (Dionne et al., 2004; DuBrin, 2013). 

Transformational leadership impacts at an individual, group and organisational level 

(Yeşil & Sözbilir, 2017). As an instrument of change, transformational leaders 

motivate their followers to do better, often exceeding what they thought was originally 

possible resulting in higher overall performance. Yeşil and Sözbilir (2017) further 

describes transformational leadership as influential and associate this with high 

individual and organisational performance. 

First conceptualised by Bass (1985), transformational leadership is concerned with 

four factors of leadership; their charisma, motivation through inspiration, intellectual 

stimulation and their consideration of the individual (Yeşil & Sözbilir, 2017). 

Transformational leadership refers leaders’ ability to effectively utilise either one or 

more of these four factors in order to achieve excellent results. 

A charismatic leader serves as a role model to their follower, with the need for them 

to identify with their respected and trusted leaders (Yeşil & Sözbilir, 2017). Leaders 

can also use inspiration to motive their followers by instilling and nurturing the idea 

that employees can accomplish far more if they realise their potential through 

additional effort. As an intellectual stimulus, leaders question followers assumptions, 

take new approaches to old problems, and promote the further understanding of 

problems in an effort to stretch followers and develop their abilities (Yeşil & Sözbilir, 

2017). Lastly, transformational leaders foster employee growth by establishing an 

environment that is conducive to growth and creating opportunities for new learnings; 

this is all due to the ability of transformational leaders to appreciate employee 

differences (Yeşil & Sözbilir, 2017). 

4.4.1. The qualities of transformational leaders 

DuBrin (2013) argues that transformational leaders share the same personal 

characteristics as that of effective leaders, with a number of studies converging in 

nine qualities of transformational leaders. 



 

10 
 

Transformational leaders are charismatic, which is enhanced by their agreeableness 

and extraversion, which has the highest impact on relationships. Their degree of 

optimism and ability to embrace the viewpoints of others also contribute to their 

charisma (DuBrin, 2013). Emotional intelligence is another quality of transformational 

leaders, as they possess the ability to navigate situations by reading others emotions. 

In doing so, they elicit respect, confidence and loyalty of the group (DuBrin, 2013).  

Transformational leaders lead through vision, by clearly articulating this they create 

guidelines through values which motivate the group (DuBrin, 2013). Relating to the 

four factors of transformation leadership, these leaders also support staff 

development, recognising that performance is likely to increase when you develop 

its group members (DuBrin, 2013; Yeşil & Sözbilir, 2017). Another quality, which is 

shared with the four factor transformational framework, is that of innovative thinking. 

Transformation leaders not only encourage innovative thinking but they also 

challenge staff through projects, assignments and the like (DuBrin, 2013; Yeşil & 

Sözbilir, 2017). 

Staff empowerment is another key quality, which sees transformational leaders 

involving the team members in key decision making activities (DuBrin, 2013). They 

also lead by example, which is aligned to the argument by Yeşil and Sözbilir (2017) 

that followers need to be able to identify with their leaders, and want to be able to 

trust and respect them (DuBrin, 2013). Furthermore, transformational leaders set 

themselves apart from transactional leaders through their moral reasoning. In a study 

conducted, those managers who are perceived to be transformational by 

subordinates, scored higher when evaluating the moral reasoning of leadership 

(DuBrin, 2013).  

Of critical importance is Dubrin’s argument that leaders do not need to possess all 

nine qualities to be considered transformational (DuBrin, 2013). 

A sustainable competitive advantage is achieved through great leadership and Bass 

noted the paradigm shift from transactional to transformational leadership in which 

leaders can achieve greater organisational performance by motivating and 

influencing individuals (Bass, 1985; DuBrin, 2013; Yeşil & Sözbilir, 2017). It is for this 

reason that the transformational leadership theory is a key framework which 

underpins this research as the objective and motivation for leaders is to achieve 

greater individual, group and organisational performance(Yeşil & Sözbilir, 2017). The 
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same can be said for millennials, as they transition to leadership roles within 

organisations. 

4.5. Situational theory of leadership 

Finally, the situational theory of theory of leadership does not promote one style of 

leadership over the others. Instead, this theory argues that effective leaders are 

those who are able to understand a situation, evaluate the competence level of their 

team and adapt their leadership style accordingly. Leaders are therefore flexible in 

meeting the needs of the organisations (Graeff, 1983; G. Thompson and Glasø, 

2018). 

These leadership theories have unique characteristics and leadership styles. As 

respondents have identified the characteristics effective and ineffective leaders, in 

the workplace with intergenerational dynamics and tensions, the leadership theory 

will be utilised to put forward leadership theories best suited to millennial leaders, 

within this context. 
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CHAPTER 4: RESEARCH METHODOLOGY 

5. Choice of methodology 

The purpose of this chapter is to justify the choice of methodology for this study. This 

qualitative, exploratory study aimed to gather deep insight and explore emergent 

patterns of millennials when leading non-millennials. The purpose of this research is 

to investigate the influence millennial leaders have on non-millennial subordinates in 

organisations. Of importance is understanding whether generational theory has any 

impact on the ability of millennials to influence non-millennials. 

Table 1 below summarises the study’s research methodology.  

Table 1. Summary of research methodology 

Research methodology 

Purpose Exploratory 

Philosophy Interpretivism 

Approach Inductive 

Methodological choice Mono method, qualitative study 

Research strategy Focus groups 

Time horizon Cross-sectional 

 

5.1. Philosophy 

This study made use of an interpretivist philosophy. It aimed to gain understanding 

of the dynamics that exist between social actors, millennial leaders and Generation 

X subordinates, in a work setting (Saunders & Lewis, 2012). Interpretivism, as argued 

by Saunders & Lewis (2012), is best suited to studies relating to organisational 

behaviour, which includes leadership. As this study was focused on the dynamics of 

social actors in a business setting, it represented the coming together of these actors 

at a particular time giving rise to a “unique social phenomenon” (Saunders & Lewis, 

2012, p. 109), as is the case of the intergenerational dynamics of MLs and 

Generation X subordinates. 

5.2. Approach 

This study utilised an inductive approach, with a need to identify relationships and 

patterns that exist in the data gathered. Saunders and Lewis (2012) advocates the 

use of this approach to gain insight into the meanings that humans ascribe to events, 
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as is the case of leadership in organisations. The researcher gained a deeper 

understanding of the phenomenon by using the patterns to create inferences and to 

further investigate these. This is done with the objective of reaching general 

conclusions relating to the research problem (Saunders and Lewis, 2012). 

Within the context of this study, the researcher aimed to uncover those patterns that 

exist within these generational groups as well as understand patterns in perception 

and how these perceptions, both negative and positive, either assist or detract from 

MLs’ ability to lead Generation X subordinates effectively within organisations.  

5.3. Methodological choices 

This study took the form of a qualitative, mono-method study utilising focus groups 

as a means of soliciting information from MLs and Generation X subordinates. 

5.4. Purpose of research design 

Since the topic of millennial leadership has received lesser attention, with a greater 

focus given to millennials as followers or subordinates, an explorative research 

design was best suited to the topic (Williams and Turnbull, 2015). This study aimed 

to discover information and uncover patterns for the identification of potential areas 

of future research. Saunders and Lewis (2012) purport that an exploratory study 

lends itself to qualitative research to gain new insight. 

5.5. Strategy 

Data was gathered using focus groups, which encouraged open sharing through 

storytelling with a purpose of overcoming superficial responses and probing beneath 

the surface to understand the complexities of attitudes, experiences and the 

behaviours of generational cohorts (Saunders and Lewis, 2012). 

Focus groups are predominantly used by sociologists, however, there is an 

increased use of this qualitative method across other disciplines, including the 

sociology of work (Morgan, 1996). When considering the best suited method, it is 

important to note that data could also be gathered using the more frequently used 

qualitative methods. 

Surveys, as an example, are a popular choice for business management research 

(Saunders and Lewis, 2012). Morgan (1996), in his comparison of surveys and focus 

groups, noted that focus groups offer greater depth of discussion, required far fewer 
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participants to arrive at the same conclusion, promoted the discussion of more 

sensitive topics, and allowed for more open-ended discussions related to the topic. 

Morgan (1996) furthers the argument for the use of focus groups by comparing it to 

individual interviews. Focus groups are more efficient in producing ideas, as Morgan 

references a study by Fern which suggest that two eight-person focus groups 

produced as many ideas as ten individual interviews (Morgan, 1996). Furthermore, 

the study by Crabtree, Yanoshik, Miller and O’Connor (1993) addressed the issue of 

comparability of results, which argued that individuals who first participated in an 

individual interview and then a focus group would have a far greater degree of 

discrepancies when compared to those who participated in focus groups first, which 

gave similar accounts of the details when interviewed thereafter (Morgan, 1996). 

The strength of focus groups, when compared to other methods, is its ability to not 

only explore a topic but to provide insight into complex situations and motivations 

(Morgan, 1996; Morgan and Krueger, 1993). Focus groups also offer direct 

interactions, also referred to as ‘the group effect’. This reduces the number of vague 

statements as participants can question and explain themselves to each other 

(Morgan, 1996). Focus groups also offer a unique advantage as the researcher is 

able to gather data on the extent of consensus (agreement) or diversity 

(disagreement) among participants (Morgan, 1996; Morgan and Krueger, 1993). 

5.6. Time horizon 

The research will be conducted at a particular point in time, 2020, and as such will 

not be concerned with the change over a period of time (as is the case for longitudinal 

studies). As a result, this study will be cross-sectional in nature (Saunders & Lewis, 

2012). 

5.7. Techniques and procedures 

The researcher made use of focus groups, to engage the respondents and 

encourage a level of feelings, attitudes and reactions relating to the phenomenon of 

intergenerational dynamics, which is otherwise not possible through structured, 

semi-structured, unstructured interviews, self-completed or interviewer completed 

questionnaires (Saunders and Lewis, 2012).  

Respondents were identified using volunteer sampling and a preliminary 

questionnaire. This identified MLs and Generation X subordinates, who were then 
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invited to partake in this study, in one of seven focus groups: four for MLs and three 

for Generation X subordinates. 

The Covid-19 pandemic limited the way in which researchers would traditionally 

engage in a focus group. To manage the health risk to participants, focus groups 

were conducted using Microsoft Teams (MS Teams). This collaboration platforms 

allowed participants to engage in group discussions without the need to be physically 

located at the same venue, thereby eliminating any risk of Covid-19 infection as a 

result of participation. 

Respondents consented to the session being recorded with their cameras enabled. 

Once completed, the focus group discussions (FGDs) were transcribed verbatim. 

This process involved the converting of the audio into text (King and Horrocks, 2010). 

This transcription allowed the researcher to get more engrossed with the data 

(Langdridge and Hagger-Johnson, 2009). The video recordings, transcripts and 

coded data was securely stored on Microsoft OneDrive, a file hosting service, using 

a password. 

Once transcribed, the focus group data was analysed utilising constant comparison 

analysis, developed by Glaser and Strauss (Glaser, 1965; Glaser and Strauss, 

1967). This analysis technique, first used in grounded theory research, involved three 

stages. First, data was separated into key quotes and descriptors, also referred to 

as codes, were assigned to give these meaning. In the next step, these codes were 

grouped into categories based on their similarity or subject matter. In the final step, 

the researcher developed themes which identified the content of the groups (Dye et 

al., 2000; Onwuegbuzie et al., 2009). 

6. Population 

A population, as defined by Saunders and Lewis (2012, p. 138), refers to “the 

complete set of group members”. A population is not limited to a group of individuals 

but is seen as a complete set of the sample (subgroup) and can therefore include 

organisations, places, and so forth (Saunders & Lewis, 2012). 

The population, relevant to this study, was the employees of organisations who 

operate in the financial services sector, in South Africa. This research focussed on 

millennial leaders with leadership experience, as well as Generation X subordinates, 

aged 40 to 59 (as at 2020). 
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7.  Unit of analysis 

A unit of analysis is described by Vogt and Johnson (2015, p. 463) as, “the persons 

or things being studied”. In research, this is often the individual but could also be 

groups, and could even include reaction times and perceptions.  

The purpose of this research is to explore the influence that millennials, as leaders, 

have on non-millennial subordinates in organisations. For this reason, the views and 

perceptions of the individual participants will form the unit of analysis for this study. 

8. Sampling method and size 

Due to reasons of practicality, the sampling (sub-group) technique was selected for 

data gathering, as opposed to the entire population. This is done with the aim of 

attaining correctly positioned participants, with a millennial leader and non-millennial 

subordinate relationship. The researcher will make use of purposive sampling, as 

this non-probability technique will allow the researcher to exercise their discretion in 

selecting participants best suited for the focus groups (Saunders & Lewis, 2012). 

The researcher will select ten millennial leaders (across the millennial age spectrum) 

and ten non-millennial subordinates from multiple organisations. The ten millennial 

leaders will form a focus group and the non-millennial subordinates will form another.  

Should there be no evidence of data redundancy and saturation at the end of the 

initial focus groups, further participants will be identified to participate and additional 

focus groups will be established.  

9. Access 

The sample was accessed through a Human Resources Business Partner (HRBP) 

of Old Mutual Limited, an Executive Head at Standard Bank, and consultants for 

iOCO (also known as EOH), Liberty Group Holdings, Datonomy, Analyze Consulting 

and Capsource. All of which form part or consult to the financial services industry. 

10. Measurement instrument 

The measurement instrument was in the form of FGDs as the researcher sought to 

obtain data from a group of people at the same time. Due to the nature of the study 

and the negative sentiment of the older generations toward millennials, the focus 

groups was structured in such a way that it seperated millennials from Generation X, 

with each group not exceeding ten participants. 
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Through these focus groups, the researcher aimed to cover the following areas: 

 The dynamics (both negative and positive) existing between Generation X 

and millennials 

 The influence of the preconceived perceptions of millennials, held by 

Generation X 

 Strategies best suited to managing intergenerational dynamics 

 Perceived efficacy of millennial leaders from the perspective of both millennial 

leaders and Generation X subordinates 

 The generational barriers that exist for millennials to lead effectively within 

organisations 

 Most desired and valued leadership characteristics 

11. Data gathering process 

Data was collected by means of seven FGDs. Consideration was made for the use 

of additional FGDs, should saturation not have been reached, however in both the 

millennial and Generation X focus FGDs, saturation was reached at the third FGD.  

FGDs were conducted in English with the use of prompt questions, with each group 

comprising between four and six participants each. FGDs lasted approximately 90 

minutes and was conducted and recorded online.  

An interview schedule was utilised and served as the foundation for the FGD 

(Biggerstaff & Thompson, 2008). This schedule was distributed to respondents prior 

to the session to allow them sufficient time to consider the various scenarios related 

to these questions. In addition, questions were open-ended so as to solicit an open, 

honest conversation. Further probing was utilised where participants left any 

statements unclear or responded vaguely. 

11.1. Rationale for focus group discussion 

Described as a group of people sharing similar experiences, a focus group is 

however not constituted as an existing social group. To overcome the potential 

shortcomings of interviews, focus groups allowed the ability to stimulate discussion 

and encourages the open, honest expression of views through the interaction of the 

group (Krueger & Casey, 2000). Allowing for multiple voices to be heard, focus 

groups draw a larger sample into a smaller number of data collection efforts or events 

(Smith, Flowers, & Larkin, 2009). 
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In addition to overcoming the shortcoming of stimulated conversations, focus groups 

are also appropriate in addressing potential individual discomforts which arise as a 

result of one-on-one interviews with strangers thus allowing these individuals to 

contribute more freely in a group setting (Bloor, Frankland, Thomas, & Robson, 

2001). 

12. Analysis approach 

Following the collection of the qualitative data during the FGDs, the researcher 

transcribed, validated and performed the analysis of the data. Making use of the 

ATLAS.ti software, specifically designed as an aid for qualitative data analysis, the 

researcher organised the data into codes, code groups or categories to perform 

thematic analysis. This was done to uncover trends within the data whilst at the same 

time highlighting potential points of disagreement (Saunders & Lewis, 2012). 

The focus group data was analysed utilising constant comparison analysis, 

developed by Glaser and Strauss (Glaser, 1965; Glaser and Strauss, 1967). This 

analysis technique, first used in grounded theory research, involved three stages. 

First, data was separated into key quotes and descriptors, also referred to as codes, 

were assigned to give these meaning. In the next step, these codes were grouped 

into categories based on their similarity or subject matter. In the final step, the 

researcher developed themes which identified the content of the groups (Dye et al., 

2000; Onwuegbuzie et al., 2009). 

13. Quality controls 

Qualitative research presents a risk of the trustworthiness of the study which is 

achieved through credibility, transferability, dependability and conformability as this 

may be compromised by the bias of both the researcher and participants. To mitigate 

the risk of compromised quality, the four-stage process was adopted. This process 

required the researcher to 1) ensure absolute clarity when designing the questions, 

so that it aligns to the data required, 2) ensure that there is no ambiguity which could 

compromise the way in which respondents decode the question, 3) ensure that 

respondents answer all questions, and 4) decode the responses in a way that the 

respondent intended (Saunders & Lewis, 2012). 
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13.1. Credibility 

There is an element of researcher bias, as the researcher is responsible for the data 

collection and interpretation. To safeguard the credibility of this study, the researcher 

made use of member checks as recommended by Shenton (2004). To ensure that 

participants are honest, they were afforded the opportunity to refuse participation in 

this research; therefore the participants included in this study were willing 

participants who offered their data freely. Participants were also be requested not to 

disclose any details discussed in the FGDs, in order to encourage open, honest 

conversations.  

Participants were also encouraged to offer their honest opinions with a reassurance 

of confidentiality, whilst at the same time allowing them to withdraw from the study at 

any stage without the need for any explanation (Shenton, 2004). 

Through peer scrutiny of this research project, the researcher aimed to further 

address any potential issues of credibility by welcoming their research supervisor to 

provide feedback over the duration of the research project, allowing them to provide 

a new perspective to the researcher that has been so closely involve with the study 

(Shenton, 2004). 

13.2. Transferability 

Transferability refers to the ability to apply findings from one study to other situations 

(Shenton, 2004). Qualitative research, however, is specific to a small number of 

participants within a specific environment, which therefore makes it difficult to 

demonstrate the application of its findings to other populations or situations 

(Shenton, 2004). Shenton (2004) refers to the work of Stake and Denscombe, which 

argues that transferability in qualitative research should not be automatically 

rejected. Where practitioners can draw similarities between their situation and the 

research study they may be able to apply these findings to their context.  

Shenton’s (2004) framework required the researcher to disclose information related 

to six areas of their study. In accordance with this framework the researcher has 

provided the following information: 1) employees across multiple organisations will 

be partaking in this study, 2) both leaders and subordinates will partake in this study, 

with the exclusion of the Silent Generation, Baby Boomers, and Generation Z, 3) a 

minimum of 20 participants will be included in the study, 4) the data collection 

methods are outlined within this document, 5) the final number and length of the data 
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collection sessions will be included in the final report, and 6) the data was collected 

in the year 2020. 

13.3. Dependability 

To ensure dependability, the researcher was required to prove that if the research 

were to be repeated within the same context, utilising the same methods and 

participants, the research would yield similar results (Shenton, 2004). The nature of 

qualitative research, however, makes this problematic. To address the issue of 

dependability, the researcher outlined in detail, the processes within this study to 

allow a future researcher to repeat this work. 

14. Limitations 

There is no common definition and agreement among researchers of the 

generational cohorts in terms of start and end years. Focussing on Generation X and 

millennials, a review of literature revealed differences in start and end years for these 

cohorts. 

Table 2. Birth year comparisons: Generation X and millennials 

Source Generational cohort 

Generation X Millennial 

Gottman et al (1998) Late 1970s – early 1980s Early 1980s – late 1990s 

T. Zhang and Acs (2019) 1965 - 1979 1980 - 1994 

Weber (2017) 1965 - 1980 1981 - 1995 

Kuron, Lyons, Schweitzerand and Ng 

(2015) 

1965 - 1979 1980 - 1994 

Anderson et al. (2017) - 1982 - 1999 

Lyons, Schweitzer and Ng (2015) 1965 - 1979 1980 - onwards 

 

Table 2 compares the range of birth years for Generation X and millennials. This 

illustrates that although there is no clear agreement on the periods, there is 

commonality in terms of the range within these periods. This lack of agreement 

undermines the transferability and comparability of generational studies. 

14.1. Additional limitations 

a. Due to the explorative nature of qualitative research, there are a number of 

limitations to this research, and due to the subjective nature the findings of 

this research are influenced by biases (Saunders & Lewis, 2012). 
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b. At the time of the research, the researcher may have included bias as he 

himself is a millennial leader. 

c. The data collection, transcription and coding was performed by the 

researcher, which potentially presents the limitation of bias in the analysis and 

interpretation of the results of this study. 

d. The researcher selected millennial leaders and Generation X subordinates to 

conduct the FGDs. This selection was not representative of the South African 

Financial Services Industry, nor is it representative of all generations of South 

Africa and may therefore not be generalised to South African millennials nor 

can it be generalised to the Financial Services Industry. 

e. Qualitative research poses the issue of transferability. The researcher has 

made every effort to disclose information which will assist practitioners to 

draw similarities and enable them to apply these findings to their context. 

f. Due to the cross-sectional time horizon of this study, the findings are 

representative of a point in time and will not provide any insight into the 

development of this phenomenon. 
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or self-archiving, route. As soon as your article is published, you can make the author 

accepted manuscript (the version accepted for publication) openly available, free 

from payment and embargo periods.  

For UK journal article authors - if you wish to submit your work accepted by us to 

REF 2021, you must make a ’closed deposit’ of your accepted manuscript to your 

respective institutional repository upon acceptance of your article. Articles accepted 

for publication after 1st April 2018 should be deposited as soon as possible, but no 

later than three months after the acceptance date. For further information and 

guidance, please refer to the REF 2021 website. 

You can find out more about our open access routes, our APCs and waivers and 

read our FAQs on our open research page.  

Find out about open 

  

https://www.emeraldgrouppublishing.com/products/open-research-emerald
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Transparency and Openness Promotion (TOP) Guidelines 

We are a signatory of the Transparency and Openness Promotion (TOP) Guidelines, 

a framework that supports the reproducibility of research through the adoption of 

transparent research practices. That means we encourage you to: 

 Cite and fully reference all data, program code, and other methods in your 

article. 

 Include persistent identifiers, such as a Digital Object Identifier (DOI), in 

references for datasets and program codes. Persistent identifiers ensure 

future access to unique published digital objects, such as a piece of text or 

datasets. Persistent identifiers are assigned to datasets by digital archives, 

such as institutional repositories and partners in the Data Preservation 

Alliance for the Social Sciences (Data-PASS). 

 Follow appropriate international and national procedures with respect to data 

protection, rights to privacy and other ethical considerations, whenever you 

cite data. For further guidance please refer to our research and publishing 

ethics guidelines. For an example on how to cite datasets, please refer to the 

references section below. 

Prepare your submission 

Manuscript support services 

We are pleased to partner with Editage, a platform that connects you with relevant 

experts in language support, translation, editing, visuals, consulting, and more. After 

you’ve agreed a fee, they will work with you to enhance your manuscript and get it 

submission-ready. 

This is an optional service for authors who feel they need a little extra support. It does 

not guarantee your work will be accepted for review or publication. 

Visit Editage 

Manuscript requirements 

Before you submit your manuscript, it’s important you read and follow the guidelines 

below. You will also find some useful tips in our structure your journal submission 

how-to guide. 

https://authorservices.emeraldpublishing.com/
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Format Article files should be provided in Microsoft Word format 

While you are welcome to submit a PDF of the document alongside the Word 

file, PDFs alone are not acceptable. LaTeX files can also be used but only if 

an accompanying PDF document is provided. Acceptable figure file types 

are listed further below. 

Article length / word 

count 

Articles should be between 4000  and 6000 words in length. This includes all 

text, for example, the structured abstract, references, all text in tables, and 

figures and appendices.  

Please allow 280 words for each figure or table. 

Article title A concisely worded title should be provided. 

Author details The names of all contributing authors should be added to the ScholarOne 

submission; please list them in the order in which you’d like them to be 

published. Each contributing author will need their own ScholarOne author 

account, from which we will extract the following details: 

 Author email address. 

 Author name. We will reproduce it exactly, so any middle names 

and/or initials they want featured must be included. 

 Author affiliation. This should be where they were based when the 

research for the paper was conducted. 

In multi-authored papers, it’s important that ALL authors that have made a 

significant contribution to the paper are listed. Those who have provided 

support but have not contributed to the research should be featured in an 

acknowledgements section. You should never include people who have not 

contributed to the paper or who don’t want to be associated with the 

research. Read about our research ethics for authorship. 

Biographies and 

acknowledgements 

If you want to include these items, save them in a separate Microsoft Word 

document and upload the file with your submission. Where they are included, 

a brief professional biography of not more than 100 words should be supplied 

for each named author. 

Research funding Your article must reference all sources of external research funding in the 

acknowledgements section. You should describe the role of the funder or 

financial sponsor in the entire research process, from study design to 

submission. 
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Structured abstract All submissions must include a structured abstract, following the format 

outlined below. 

These four sub-headings and their accompanying explanations must always 

be included: 

 Purpose 

 Design/methodology/approach 

 Findings 

 Originality 

The following three sub-headings are optional and can be included, if 

applicable: 

 Research limitations/implications 

 Practical implications 

 Social implications 

You can find some useful tips in our write an article abstract how-to guide. 

The maximum length of your abstract should be 250 words in total, including 

keywords and article classification (see the sections below). 

Keywords Your submission should include up to 12 appropriate and short keywords 

that capture the principal topics of the paper. Our Creating an SEO-friendly 

manuscript how to guide contains some practical guidance on choosing 

search-engine friendly keywords. 

Please note, while we will always try to use the keywords you’ve suggested, 

the in-house editorial team may replace some of them with matching terms 

to ensure consistency across publications and improve your article’s 

visibility. 

 

Article classification During the submission process, you will be asked to select a type for your 

paper; the options are listed below. If you don’t see an exact match, please 

choose the best fit: 

 Research Paper 

 Practitioner Paper 

You will also be asked to select a category for your paper. The options for 

this are listed below. If you don’t see an exact match, please choose the best 

fit: 

Research paper. Reports on any type of research undertaken by the 

author(s), including: 

 The construction or testing of a model or framework 

 Action research 

 Testing of data, market research or surveys 

 Empirical, scientific or clinical research 

 Papers with a practical focus 

Viewpoint. Covers any paper where content is dependent on the author's 

opinion and interpretation. This includes journalistic and magazine-style 

pieces. 

 

https://www.emeraldgrouppublishing.com/services/authors/author-how-guides/make-your-research-easy-find-seo
https://www.emeraldgrouppublishing.com/services/authors/author-how-guides/make-your-research-easy-find-seo
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Technical paper. Describes and evaluates technical products, processes or 

services. 

Conceptual paper. Focuses on developing hypotheses and is usually 

discursive. Covers philosophical discussions and comparative studies of 

other authors’ work and thinking. 

Case study. Describes actual interventions or experiences within 

organizations. It can be subjective and doesn’t generally report on research. 

Also covers a description of a legal case or a hypothetical case study used 

as a teaching exercise. 

Literature review. This category should only be used if the main purpose of 

the paper is to annotate and/or critique the literature in a particular field. It 

could be a selective bibliography providing advice on information sources, or 

the paper may aim to cover the main contributors to the development of a 

topic and explore their different views. 

General review. Provides an overview or historical examination of some 

concept, technique or phenomenon. Papers are likely to be more descriptive 

or instructional (‘how to’ papers) than discursive. 

Headings Headings must be concise, with a clear indication of the required hierarchy.  

The preferred format is for first level headings to be in bold, and subsequent 

sub-headings to be in medium italics. 

Notes/endnotes Notes or endnotes should only be used if absolutely necessary. They should 

be identified in the text by consecutive numbers enclosed in square brackets. 

These numbers should then be listed, and explained, at the end of the article. 

Figures All figures (charts, diagrams, line drawings, webpages/screenshots, and 

photographic images) should be submitted electronically. Both colour and 

black and white files are accepted. 

There are a few other important points to note: 

 All figures should be supplied at the highest resolution/quality 

possible with numbers and text clearly legible. 

 Acceptable formats are .ai, .eps, .jpeg, .bmp, and .tif. 

 Electronic figures created in other applications should be supplied 

in their original formats and should also be either copied and pasted 

into a blank MS Word document, or submitted as a PDF file. 

 All figures should be numbered consecutively with Arabic numerals 

and have clear captions. 

 All photographs should be numbered as Plate 1, 2, 3, etc. and have 

clear captions. 

Tables Tables should be typed and submitted in a separate file to the main body of 

the article. The position of each table should be clearly labelled in the main 

body of the article with corresponding labels clearly shown in the table file. 

Tables should be numbered consecutively in Roman numerals (e.g. I, II, 

etc.). 
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Give each table a brief title. Ensure that any superscripts or asterisks are 

shown next to the relevant items and have explanations displayed as 

footnotes to the table, figure or plate. 

References All references in your manuscript must be formatted using one of the 

recognised Harvard styles. You are welcome to use the Harvard style 

Emerald has adopted – we’ve provided a detailed guide below. Want to use 

a different Harvard style? That’s fine, our typesetters will make any 

necessary changes to your manuscript if it is accepted. Please ensure you 

check all your citations for completeness, accuracy and consistency. 

Emerald’s Harvard referencing style 

References to other publications in your text should be written as follows: 

 Single author: (Adams, 2006) 

 Two authors: (Adams and Brown, 2006) 

 Three or more authors: (Adams et al., 2006) Please note, ‘et al' 

should always be written in italics. 

A few other style points. These apply to both the main body of text and your 

final list of references. 

 When referring to pages in a publication, use ‘p.(page number)’ for 

a single page or ‘pp.(page numbers)’ to indicate a page range. 

 Page numbers should always be written out in full, e.g. 175-179, 

not 175-9. 

 Where a colon or dash appears in the title of an article or book 

chapter, the letter that follows that colon or dash should always be 

lower case. 

 When citing a work with multiple editors, use the abbreviation ‘Ed.s’. 

At the end of your paper, please supply a reference list in alphabetical order 

using the style guidelines below. Where a DOI is available, this should be 

included at the end of the reference. 

For books Surname, initials (year), title of book, publisher, place of publication. 

e.g. Harrow, R. (2005), No Place to Hide, Simon & Schuster, New York, NY. 

For book chapters Surname, initials (year), "chapter title", editor's surname, initials (Ed.), title of 

book, publisher, place of publication, page numbers. 

e.g. Calabrese, F.A. (2005), "The early pathways: theory to practice – a 

continuum", Stankosky, M. (Ed.), Creating the Discipline of Knowledge 

Management, Elsevier, New York, NY, pp.15-20. 

For journals Surname, initials (year), "title of article", journal name, volume issue, page 

numbers. 

e.g. Capizzi, M.T. and Ferguson, R. (2005), "Loyalty trends for the twenty-

first century", Journal of Consumer Marketing, Vol. 22 No. 2, pp.72-80. 

For published  

conference proceedings 

Surname, initials (year of publication), "title of paper", in editor’s surname, 

initials (Ed.), title of published proceeding which may include place and 

date(s) held, publisher, place of publication, page numbers. 

e.g. Wilde, S. and Cox, C. (2008), “Principal factors contributing to the 

competitiveness of tourism destinations at varying stages of development”, 
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in Richardson, S., Fredline, L., Patiar A., & Ternel, M. (Ed.s), CAUTHE 2008: 

Where the 'bloody hell' are we?, Griffith University, Gold Coast, Qld, pp.115-

118. 

For unpublished  

conference proceedings 

Surname, initials (year), "title of paper", paper presented at [name of 

conference], [date of conference], [place of conference], available at: URL if 

freely available on the internet (accessed date). 

e.g. Aumueller, D. (2005), "Semantic authoring and retrieval within a wiki", 

paper presented at the European Semantic Web Conference (ESWC), 29 

May-1 June, Heraklion, Crete, available at: http://dbs.uni-

leipzig.de/file/aumueller05wiksar.pdf (accessed 20 February 2007). 

For working papers Surname, initials (year), "title of article", working paper [number if available], 

institution or organization, place of organization, date. 

e.g. Moizer, P. (2003), "How published academic research can inform policy 

decisions: the case of mandatory rotation of audit appointments", working 

paper, Leeds University Business School, University of Leeds, Leeds, 28 

March. 

For encyclopaedia entries  

(with no author or editor) 

Title of encyclopaedia (year), "title of entry", volume, edition, title of 

encyclopaedia, publisher, place of publication, page numbers. 

e.g. Encyclopaedia Britannica (1926), "Psychology of culture contact", Vol. 

1, 13th ed., Encyclopaedia Britannica, London and New York, NY, pp.765-

771. 

(for authored entries, please refer to book chapter guidelines above) 

For newspaper  

articles (authored) 

Surname, initials (year), "article title", newspaper, date, page numbers. 

e.g. Smith, A. (2008), "Money for old rope", Daily News, 21 January, pp.1, 3-

4. 

For newspaper  

articles (non-authored) 

Newspaper (year), "article title", date, page numbers. 

e.g. Daily News (2008), "Small change", 2 February, p.7. 

For archival or other 

unpublished sources 

Surname, initials (year), "title of document", unpublished manuscript, 

collection name, inventory record, name of archive, location of archive. 

e.g. Litman, S. (1902), "Mechanism & Technique of Commerce", 

unpublished manuscript, Simon Litman Papers, Record series 9/5/29 Box 3, 

University of Illinois Archives, Urbana-Champaign, IL. 

For electronic sources If available online, the full URL should be supplied at the end of the 

reference, as well as the date that the resource was accessed. 

Surname, initials (year), “title of electronic source”, available at: persistent 

URL (accessed date month year). 

e.g. Weida, S. and Stolley, K. (2013), “Developing strong thesis statements”, 

available at: https://owl.english.purdue.edu/owl/resource/588/1/ (accessed 

20 June 2018) 

Standalone URLs, i.e. those without an author or date, should be included 

either inside parentheses within the main text, or preferably set as a note 

(Roman numeral within square brackets within text followed by the full URL 

address at the end of the paper). 
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For data Surname, initials (year), title of dataset, name of data repository, available 

at: persistent URL, (accessed date month year). 

 

e.g. Campbell, A. and Kahn, R.L. (2015), American National Election Study, 

1948, ICPSR07218-v4, Inter-university Consortium for Political and Social 

Research (distributor), Ann Arbor, MI, available at: 

https://doi.org/10.3886/ICPSR07218.v4 (accessed 20 June 2018) 
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16. Appendix 2 – Example article 
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17. Appendix 3 – Interview schedule 

Research Question Millennial Group Generation X Group 

1. What is the nature of 

intergenerational 

dynamics in the 

workplace? 

1. How would you describe the 

generation you belong to? 

1. How would you describe the 

generation you belong to? 

2. How would you describe older 

generations? 

2. How would you describe the 

Millennial generation? 

3. How do you think someone from 

an older generation would describe 

your generation? 

3. How do you think the Millennial 

generation would describe you? 

4. Tell me about a positive work 

interaction you had with someone 

from an older generation? 

4. Tell me about a positive work 

interaction you had with a Millennial 

leader? 

5. Tell me about a negative 

interaction you had with someone 

from an older generation? 

5. Tell me about a negative work 

interaction you had with a Millennial 

leader? 

6. How has these interactions 

(positive and negative) influenced 

how you lead as a Millennial? 

6. How has these interactions 

(positive and negative) influenced 

how you engage with Millennial 

leaders? 

2. What strategies do 

Millennial leaders use to 

best manage 

intergenerational 

conflict? 

1. As a Millennial, tell me about a time 

when you had to adapt your 

leadership approach to suit a 

situation in which you led non-

Millennials? 

1. Tell me about a time when you 

observed a Millennial leader 

adapting their approach when 

leading different generations? 

2. What key insights can you share, 

regarding leading non-millennials? 

What do you believe is effective and 

ineffective? 

2. How do you believe Millennial 

leaders encourage cohesion in a 

team? 

3. What about leading non-

millennials was surprisingly 

unexpected? 

3. What do you believe Millennial 

leaders do well, when leading multi-

generational teams? 

4. How has the perceptions of older 

generations towards Millennials 

influenced the way in which you 

lead? 

4. What do you believe Millennial 

leaders need to adjust to lead multi-

generational teams more 

effectively? 

3. What is perceived to 

be the most effective 

and ineffective leadership 

behaviours, exhibited by 

Millennials?   

1. What do you believe makes a great 

leader? 

1. What do you believe makes a 

great leader? 

2. What characteristics do you 

believe makes you an effective 

leader? 

2. What characteristics do you 

believe make Millennials effective 

leaders? 

3. What characteristics do you 

believe makes you ineffective as a 

leader? 

3. What characteristics do you 

believe make Millennials ineffective 

leaders? 
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4. How do you receive feedback 

regarding your leadership style? 

4. From your experience, how do 

Millennial leaders receive feedback 

(positive and negative) regarding 

their leadership style? 

Exit Question 1. What do you feel was most 

important about what we discussed 

today? 

1. What do you feel was most 

important about what we discussed 

today? 
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