Sains

Full paper

Humanika
Work Values, Emotional Intelligence, Work Environment and Career
Commitment among Generation Y: A Proposed Framework
Nur Damayanti , Khulida Kirana Yahya *, Tan Fee Yean
School of Business Management, Universiti Utara Malaysia, 06010 UUM Sintok, Kedah, Malaysia
*Corresponding author: khulida@uum.edu.my
Article history: Received 25 February 2019 Received in revised form: 05 April 2019 Accepted: 28 May 2019 Published online: 29 August 2019

Abstract
This article reviews the relationship between work values, emotional intelligence, work environment and career commitment in the banking industry. In future,
the banking industry will be dominated by the new workforce, millennial generation or Generation Y, a generation whose behaviors and characteristics is
different from the older generation before them. Generation Y is known as a very expressive generation, who as employees are confident but lacks career
commitment and not interested in meticulous details; they present different views on work and duties. Generation Y, unlike employees of previous generations,
tend to think that they have the competitive edge; no emotional connection or workplace loyalty. When job expectations are not met, they are more likely to
switch jobs. The proposed study will be useful for all leaders and managers in the banking industry to gain a greater understanding of the work values of
Generation Y employees. Consequently, this study may contribute useful knowledge in gaining career commitment among the Generation Y workforce.
Keywords: Career commitment; work values; emotional intelligence; work environment; generation Y

Abstrak
Artikel ini mengkaji hubungan antara nilai kerja, kecerdasan emosi, persekitaran kerja, dan komitmen kerjaya dalam industri perbankan. Tenaga kerja industri
perbankan di masa hadapan akan didominasi oleh generasi milenium atau Generasi Y yang mempunyai tingkah laku dan ciri-ciri yang berbeza dari generasi
sebelumnya. Generasi Y dikenali sebagai generasi yang sangat ekspresif; sebagai pekerja, mereka berkeyakinan tinggi tetapi tidak mempunyai komitmen
kerjaya dan tidak berminat dengan perkara metikulus; mereka mempunyai pandangan yang berbeza mengenai kerja dan tugas. Generasi Y, tidak seperti tenaga
kerja terdahulu, cenderung untuk berfikir bahawa mereka mampu berdaya saing;tiada hubungan emosi atau kesetiaan kepada organisasi. Apabila jangkaan
kerjaya mereka tidak dipenuhi, mereka akan menjurus kepada pekerjaan lain. Kajian yang dicadangkan adalah berguna untuk para pemimpin dan pengurus di
dalam organisasi perbankan, menawarkan pemahaman yang lebih baik mengenai nilai kerja pekerja Generasi Y. Oleh itu, kajian ini menyumbang pengetahuan
yang berguna bagi tujuan memperkasa komitmen kerjaya di kalangan Generasi Y.
Kata kunci: Komitmen kerjaya; nilai kerja; kecerdasan emosi; persekitaran kerja; generasi Y
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1.0 INTRODUCTION
The current workforce consists of three separate generations, namely the Baby Boomer generation (born between 1943 and 1960) the
Generation X (born between 1961 and 1979), and most notably, the Generation Y (born from 1980 to 2000) (McCrindle, 2014) who is
dominating the current labor market. Researchers (Kessler Berglund, Demler, Jin, Merikangas & Walters, 2005; Twenge, Zhang & Im, 2004;
Wells & Twenge, 2005; Twenge & Campbell, 2008) posited that these generations are characterized in a number of different ways, namely
personality character, behavior, psychological health, and attitude. The banking industry will be dominated by the new workforce, the
Generation Y or millennials which has different behaviors and characteristics in comparison to previous ones. In the next few years, Gen Y
will eventually be the new workforce replacing the previous generation. In addition, the retirement of aging workforce which resulted in
talent crisis has indeed, been made within several studies; for instance, (Twenge, 2010; Hyuber, 2011; Cogin, 2012; Marais, 2013; Nizam,
Ruzainy, Sarah & Idayu, 2016; Queiri & Dwikat, 2016) highlighted the rise of Generation Y in the global workforce.
Generation Y is generally labeled as individualistic; members of Generation Y like to express themselves, they want work autonomy,
work identity and difficult tasks (Johnson, 2002). Generation Y refers to the generation of people born in the 1980s and because of different
life experiences, they embrace different work values. This is in good agreement with Macky, Gardner and Forsyth, (2008), Krahn and
Galambos (2014), Cogin (2012) who posited that Gen Y employees have work values, faith, personality traits and distinction in career
attitudes as compared to other generations. Research in the Western world (Yankelovich, 1994; Van de Velde, Feiji & Emmerik, 1988;
Jurkiewicz & Brown, 1998; Zuboff & Maxmin, 2002) also confirmed the above contention. Twenge (2010) stated that the different
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experiences encountered by Generation Y will result in different expectations of work values and new preferences to the workplace.
Empirical research on work values has found that work values predict job
Different work values between labor forces have been empirically observed by using longitudinal studies that isolate career impacts
from generation effects (Twenge, Gentile, DeWall, Ma, Lacefield & Schurtz, 2012). The differences in beliefs and work values of Generation
Y employees can cause conflict in the work, miscommunication, misunderstanding, and thus reducing job satisfaction and employee
productivity (Cennamo & Gardner, 2008; Macky et al., 2008). Therefore, it is of vital importance to understand fully the value of work of
Generation Y so that it will not cause conflict in the workplace among the generation. Additionally, work values were found to have a positive
impact on career commitment of Generation Y academicians (Ching & Kee, 2012).
Today, Generation Y has difficulty in determining career interests; they are often confused in choosing a career that suits their desires.
This could be triggered by the feeling of being easily bored, wanting to try new things, will ultimately lead to dysfunctional emotions.
Complex managerial work, such as demands and pressure from superiors as well as negative work environment will cause stress and unstable
emotions. Emotional intelligence allows people to effectively manage their stress, thus avoiding its negative impacts on an individual's
attitude (Goleman, 2006). Additionally, emotional intelligence has been found to be a predictor of human behavior (Mayer et al., 2000). It
is the capability to understand and acknowledge feelings and the ability to assimilate emotions within the mind, feeling and reasoning with
emotions, and managing emotions in oneself and others (Mayer et al., 2000). Generation Y has emotional intelligence and is expected to be
able to manage, acknowledge and use their emotions to get rid of these obstacles; people with higher emotional intelligence perform better
than those with lower emotional intelligence (Carmeli, 2003).
Meister and Willyerd (2010) stated that Generation Y expects a strong and positive work environment; for instance, an environment
that can stimulate brainstorming and induce innovative thinking to generate creative ideas. Generation Y seeks a pleasant work environment,
a physical and social place that supports their work with the hope that the they are provided with opportunities to learn, socialize and work
(Aruna & Anitha, 2015). However, Jahn, Riphahn and Schnabel (2012) commented that organizations often face difficulties to find the right
balance between building a work environment that is suitable for young employees and their senior counterparts, particularly who help them
to maintain their knowledge and abilities. It is most challenging for senior employees to adapt in their work environment with their fellow
juniors because senior employees present a very different work values and they consider young employees to be disloyal. Despite their
reputation as a bunch of job hoppers, Generation Y can be the most loyal employees when they find organizations that best understand their
desires. A comfortable and conducive work environment which facilitates the needs of employees is a source of employee motivation; for
instance, employees are more committed to their work, not only they are motivated and but they are also satisfied with their work (Danish,
Sidra & Farid, 2013).
In line with the above statement, the biggest challenge that an organization might encounter with the Generation Y employees is what
seems to be their lack of commitment (Kompas, 2017) because Generation Y employees have the tendency to change careers and it very
difficult to make them stick with their career. If they feel that their expectations are not met, they will simply switch jobs; they are often
influenced by shallowness, self-interest and narcissism (Merari & Suyasa, 2015). In other words, attracting and retaining committed young
workers, especially Generation Y has become the biggest challenge today. Therefore, organizations will need to consider having a human
resource strategy in place, as means to improve employee’s engagement and to recognize talents who are fluent with technologies,
independent, optimistic, entrepreneurial, young and energetic (Huybers, 2011).
From the above explanation, Generation Y work values, emotional intelligence and work environment are likely to influence work
commitment. The banking institutions need to compete against each other in order to provide conducive working environment; the need to
fully understand the work values of Gen Y and to develop employee’s emotional intelligence are all expected from each institution to
minimize job hoping. Thus, the lack of work commitment in the banking industry needs great attention because an organization’s success
and competitiveness relies on its ability to develop its human resource, particularly the Generation Y. If an organization wants Generation Y
to be committed to their work, the organization must understand their characters, desires, and needs. The organization also needs to change
its conventional strategies, policies, and procedures to make it easier for them to keep their job.
The objective of this paper is to examine work values, emotional intelligence and work environment as antecedents of career
commitment among Gen Y in the Indonesian banking industry.
2.0 LITERATURE REVIEW
Career Commitment
Career commitment is an individual’s belief, feeling, and acceptance of organizational goals and values as dispositions to belong to the
organization to strengthen their career advancement in the organization (Yahya & Yean, 2015; Vandenberg & Scarpello, 2004). Similarly,
as stated by Costa et al. (2015), people are committed to their careers because of emotional feelings that resulted in strong identification with
the profession, feeling motivated in their work because they felt they had chosen the right profession; while entrenched individuals continue
to work for their needs or lack of alternatives.
Meanwhile, Mcketin, Livingston, Chalmers and Bright (2014) defined career commitment as the involvement and identification of
individual professionals but consider that professional competence, as an important dimension in career commitment, However, Bakker,
Demerouti, Oerlemans and Sonnentag (2013) considered career commitment as the intensity of individual work motivation in the chosen
role. Similarly, Kadji-Beltran, Zachariou and Stevenson (2012) showed career commitment as individuals who identify and engage in
selected work and development characteristics and involvement for career goals. An individual who is committed to their career tends to
make more efforts to reach the objectives of their career. Herachwati and Rachma (2018) defined career commitment as an effective concept
that is used to identify a series of related tasks in a particular field with behavior overcoming disappointment in an effort to pursue career
objectives.
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Work Values
Work values are expressions of needs or goals sought by individuals to be achieved through financial and individual achievements of their
professions (Kuron, Lyons, Schweitzer, & Ng, 2015). These values focus on what people need from work rather than the general results of
the work itself (Twenge et al., 2010; Hauff & Kirchner, 2015). Meanwhile, Kekesi and Agyemang (2014) defined work values as closely
related to attitudes and behavior in the workplace and can be categorized into types of personal values. Work values are about increasing
employment and helping to generate better involvement in the tasks assigned, which benefits companies to understand their employees well
(Liao et al., 2012).
Furthermore, work values play a central role in career development and career choices (Choi et al., 2013). It has also been noted that
conformity between work values and types of work can promote positive results of individuals and organizations, such as planning and
recruitment of organizational labor, individual career decision-making, work choices and, adjustments (Wöhrmann, Fasbender & Deller,
2016). The study by Ching and Kee (2012) found that work values affect the career commitment of Generation Y academics in Malaysia, as
it indicates that academics prefer work values which are related to security and the environment.
Emotional Intelligence
Spano-Szekely, Griffin, Clavelle and Fitzpatrick, (2016) defined emotional intelligence (EI) as the capability of people to acknowledge their
abilities and others, to distinguish between different feelings and labels correctly by using emotional information to guide their thinking and
behavior. Emotional intelligence is important in a multigenerational workplace because employees who have emotional intelligence can
control their emotions in resolving work conflicts and the demands of work. This can increase employee productivity so that it can create
reciprocal relationships between employees and employers’, employee happiness, job satisfaction, and increase career commitment and
employee leadership skills towards an organization (Njoroge & Yazdanifard, 2014). Meanwhile, Gayathri et al (2014) defined emotional
intelligence as the ability to recognize emotions themselves, self-management to manage or regulate one's emotions, social awareness to
understand other people's emotions or concern for others and relationship management to interact in developing, maintaining relationships
and managing conflict.
The study by Chika and Emanuel (2014), revealed that emotional intelligence correlates with career commitment of bank employees.
This development shows that for employees to enjoy their work and commit to it, they need to develop emotional intelligence competencies.
Working in a bank requires a banker to have the ability to understand their customers' emotions, feelings, and sensitivities toward their verbal
and nonverbal attitudes and behaviors. If this quality is lacking, bankers can often experience frustrating conflicts with their customers and
this can negatively affect their commitment to their work. This makes a banker think of switching careers because they cannot stand the
pressure to face customers. Thus, emotional intelligence has been found to be a predictor of human behavior (Chika & Emanuel, 2014). This
is the human ability to recognize their capabilities and that of others, to distinguish between different feelings and labels correctly and to use
emotional information to guide their thinking and behavior (Spano-Szekely et al., 2016).
Work Environment
Mehboob and Bhutto (2012) defined work environment as a place in which individuals work. The physical, psychological and social aspects
that characterize work conditions are a comprehensive work environment concept. Khuong and Le Vu (2014) showed that employees who
are comfortable with their work environment tend to work more effectively and enjoy the work process as compared to those who feel
uncomfortable in their work environment. Therefore, supervisors must improve the aspects of work environment to ensure the welfare of
their employees.
According to Agbozo et al. (2017) an attractive and supportive work environment is very important for employee job satisfaction which
will ultimately lead to employee performance and improvements in productivity. On the other hand, many organizations fail to achieve their
goals because they fail to foster a positive and conducive work environment (Raziq & Maulabakhsh, 2015). Similarly, Coopersmith (2017)
explained that work environment impacts greatly on employees’ productivity towards negative or positive results. Majority of employees
spend more than 50% of their time at their workplace and this affects their mental health, abilities, and performance (Ogunyemi et al., 2015).
Therefore, it is vital to provide the best possible workplace environment that allows employees to work in peace, keeping them focused; a
good physical environment doesn't just affect e employee morale, but also improves their physical and emotional well-being, thus increases
their performance and productivity.
Oludeyi (2013) found that work environment is a vital factor that influences career commitment among school teachers; they are
committed to their careers because they enjoy working in a comfortable environment. Butt, Khan, Rasli and Iqbal (2012) also found that
work environment had a positive impact on nurses' career commitment in hospitals. Onuka (2012) also stated that one of the factors that
significantly influence career commitment is work environment, regardless of the work scope itself. Ali, Rehman, Ali, Yousaf and Zia (2010)
found that employees are happy to come to work when their work environment is positive and comfortable; motivated employees can lead
to increased productivity. Frequent and open communication is needed to make employees happy and productive (Akintanyo, 2010).
Organizations that provide employee-friendly work environment promote good trust; employees feel that organizations care about them, a
major factor closely related to career commitments. Hence, the positive effects of an organization's work environment can change employee’s
career commitment (Cicek, Sehitoglu & Karaboga, 2016).
3.0 THEORETICAL FRAMEWORK
Work values, emotional intelligence, and work environment were chosen because these variables have strong impacts on the career
commitment of Generation Y. This combination has yet been used to examine the career commitment of Generation Y employees,
particularly in the Indonesian banking industry. This study proposes that work values, emotional intelligence and work environment have
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direct relationships with career commitment. Work values, emotional intelligence, and work environment are the independent variables while
career commitment being the dependent variable. The objective of this study is to examine the influence of work values, emotional
intelligence, and work environment on career commitment. This concept is further explained in Figure 1.

Work Values
Emotional Intelligence

Career Commitment

Work Environment

Figure 1 Research framework.
4.0 METHODOLOGY
This conceptual paper proposes the use quantitative research method through questionnaires, as an instrument, to collect data from
respondents and to test the relationships between variables. The population for the study consists of Gen Y (born between 1980 and 2000)
employees. The data will be analyzed using the SPSS (Statistical Package for the Social Sciences) version 25 software. This study will use
four types of measurement scales to measure the independent variables (work values, emotional intelligence, and work environment) and the
dependent variable (career commitment). This study will adopt the 17 items scale designed by Colarelli and Bishop (1990) to measure career
commitment, 22 items scale designed by Elizur (1984) to measure work values, 16 items scale designed by Law, Wong and Song, (2004) to
measure emotional intelligence, and 16 items scale designed by Broadfoot and Ashkanasy, (1994); Cammann, Fichman, Jenkins and Klesh,
(1979); Smith, (1976) to measure work environment.
5.0 CONCLUSION
This conceptual paper proposes a framework to illustrate the relationships between work values, emotional intelligence, work environment
and career commitment. The objective of this study is to examine the association of career commitment with work values, emotional
intelligence, and work environment.
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