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[bookmark: _Toc183190419]Introduction
The report has two primary components: analyzing workplace motivation through Herzberg’s two-factor theory and assessing the influence of hygiene elements across generations.
[bookmark: _Toc183190420]Generational Motivation
The motivating factors between a typical Traditionalist and Generation Z-er are very different, businesses find it challenging to determine exactly what these other age groups want from their labor (Basalamah and As’ad, 2021) . Every generation possesses unique experiences, values, and interests that influence their employment expectations. Using Herzberg’s Two-Factor Theory to assess the demands of each generation enables firms to more effectively customize their strategies to attract and retain personnel (BIELIŃSKA-DUSZA, 2022). For instance, Baby Boomers may remain with a company that provides robust job security and retirement benefits, whereas Generation Z may be attracted to companies that emphasize social issues and technical advancement. Comprehending these generational disparities in the workplace is essential for managers seeking to improve employee engagement and satisfaction (Andrea, Gabriella and Tímea, 2022) . 
[bookmark: _Toc183190421]Overview of Herzberg Motivational Theory
Herzberg's two-factor theory is a prominent motivational framework in corporate management. The theory consists of two elements: incentive and hygiene. Motivational factors, including a sense of accomplishment and accountability (M.D.I. Eragani, 2019) , seek to inspire and engage people. Hygiene variables, including remuneration and working circumstances, are essential for employees to sustain job contentment. The presence or absence of these characteristics can profoundly influence employee motivation and engagement, while various combinations of these factors might affect employees' job satisfaction levels. Moreover, Herzberg states that hygiene factors might lead to dissatisfaction due to the absence of them, but their presence doesn't assure higher motivation or satisfaction alone because of existence (Abdulkhamidova, 2022). Motivators are the fundamental needs of employees to be satisfied and motivated at work. Understanding the theory will benefit the analysis of how different generations respond to factors, at work and what every group wants as value for job satisfaction and motivation.
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Figure 1:Herzberg's Two Factor Theory

Baby Boomers (born 1946-1964)
Baby Boomers value job security, stability and recognition for their experience and integrity. For this generation, hygiene factors such as job security, stable benefits, and a respectful work environment are important to prevent dissatisfaction (Herley, 2009). They are motivated by appreciation, employer loyalty, and a structured environment that acknowledges their experience. However, poor retirement benefits, lack of acceptance, or changes to undermine stability can be major distractions (Bradford R. Glaser, 2023)  . 
Hygiene factors such as job security and benefit stability are particularly influential for baby boomers. According to Herzberg, although these factors enhance motivation, their absence can lead to dissatisfaction (Marita M. Heyns, 2023). For Baby Boomers, the absence of these features can be very frustrating, while their presence satisfies and preserves them.
Generation X (Born 1965-1980)
More than any other generation, Generation X wants to have autonomy, work-life balance, and the opportunity to develop their careers. They were the children of an economic downturn and therefore are naturally skeptical about rigidity (Wong et al., 2024). Whereas hygiene factors such as flexibility in working conditions, clear communication, and work-personal life balance keep them from becoming dissatisfied, micromanaging, inflexibility, and ineffective management policies make them demotivated. This generation likes to have some amount of independence and is result-oriented towards work culture (Abdulkhamidova, 2023).
Generation X prefers flexibility and autonomy, quite reflective of Herzberg's motivators, such as responsibility and accomplishment. However, hygiene factors like flexible schedules and open communication might prevent them from being dissatisfied (Kian Tan, 2024), though control over their work and opportunities for individual growth motivate them much more.
Millennials (Born 1981-1996)
Millennials are recognized for pursuing purpose-oriented employment, ongoing feedback, and possibilities for personal growth (Mitsakis et al., 2022). They are driven by purposeful employment that corresponds with their ideals, prospects for advancement, and regular acknowledgment. Hygiene aspects such as work-life balance, contemporary work environments, and an emphasis on diversity significantly contribute to their satisfaction (Yousaf, 2020). Conversely, the absence of professional growth opportunities, inflexible frameworks, or inadequate communication can be disheartening.
Herzberg’s theory posits that motivators enhance job happiness, and for Millennials, factors such as recognition, feedback, and growth opportunities are crucial for maintaining engagement beyond mere avoidance of displeasure (Mehrad, 2020).  
Generation Z
Generation Z, the latest available workforce cohort, born from 1997 onwards, is what an actual digital native should be and has a workplace that engages in technology and has some flexibility. This generation is concerned about social impact, and an engaging employer who supports diversity, inclusivity, and sustainability motivates them (Holston-Okae and Mushi, 2018). Hygiene factors for this generation are primarily access to advanced digital tools, flexible schedules, and a company culture that is friendly to the individual and promotes what they value. On the contrary, they may well be demotivated by out-of-date technology, lack of social responsibility, or the rigid structures at work that don't provide any room for creativity and innovation (Bundtzen, 2020).
[bookmark: _Toc183190422]WFH, RTO, and Job Satisfaction
McGregor's theories are not absolute; rather, they provide a lens through which to study various management styles and their effects on employee behaviour. Organizations may exhibit components of both theories, depending on their work environment, culture, and leadership style.
[bookmark: _Toc183190423]Overview of McGregor's Theory X and Theory Y
Douglas McGregor, a leading management expert, developed Theory X and Theory Y in his 1960 book The Human Side of Enterprise. These theories offer two divergent views of human motivation and strategies at work (Kopelman, Prottas and Falk, 2022). Theory X assumes that employees are lazy, lack ambition, and need active supervision to achieve organizational goals. On the other hand, Theory Y believes that employees are naturally motivated, and responsible, and given the right environment, they are self-directed and creative (Mehrad, 2020).   Theory X is based upon a principle that most people have an inherent desire for security along with rewards. The managers who believe in theory X stress more on control, authority, and discipline. They even suspect that subordinates need coercion along with close monitoring to perform their tasks efficiently. Such management style often leads to rigidly hierarchical relationships where managers decide how tasks are to be done and expect employees to comply (Lixcel Q. Lantican, 2021). In contrast, Theory Y regards employees as valuable assets who are organically motivated to perform well. Individuals are naturally drawn to work, according to McGregor, and they can be motivated by higher-level desires such as personal growth, success, and self-fulfilment. Managers that belong to Theory Y believe in empowering people by creating a supportive work atmosphere that values autonomy, trust, and collaboration. Under this paradigm, leaders promote creativity and innovation, resulting in a more adaptable and dynamic organizational structure. 
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Work From Home: Aligning with Theory Y
The concept of working from home (WFH) has gained popularity in recent years, particularly during the COVID-19 pandemic. According to McGregor's Theory Y, WFH exemplifies the concept that employees are capable of self-direction and self-motivation when given the necessary resources and flexibility. Employees in a remote work environment are generally given more control over their schedules, allowing them to better combine personal and professional duties (Galani et al., 2022). This autonomy is consistent with Theory Y's ideas, as it demonstrates trust in individuals to manage their own time and productivity. The WFH model encourages managers to shift from a micromanagement and process-oriented approach, where people are encouraged to focus on results rather than processes. This enables organizations to create an empowerment culture, whereby Theory Y, results in increased job satisfaction, engagement, and innovation. In addition, for remote workers, the setting of work reduces stress related to commuting and permits employees to organize a workspace that suits their needs may increase motivation and creativity (Markwell, 2021).
However, the success of WFH in achieving therory Y alignment depends on the organization’s ability to provide appropriate support systems, such as communication tools, virtual collaboration platforms, and mental health resources (Bass, 2024). However, if organizations adopt the principles of Theory Y in a WFH environment, they can harness the intrinsic motivation of their employees, leading to greater productivity and job satisfaction. 
[bookmark: _Toc183190425]Return to Office: Reflection of Theory X
The RTO model can be seen through the eyes of McGregor's Theory X in organizations that demand strict in-office attendance with close supervision. This model assumes that employees function better when they are physically present and directly supervised by the managers. Employers working according to Theory X believe that without this kind of control, the employees would not take responsibility and would thus be less efficient and productive (LtDrLKSingh, 2019). However, RTO policies are not inherently consistent with theory Y. Where organizations promote a supportive and pleasant work environment, employees can enjoy benefits such as access to resources, camaraderie, and real-time collaboration to drive their motivation high. Back-to-work rehabilitation for organizations driven by theory promotes employee well-being, growth, and community rather than mere compliance This balance requires a well-thought-out approach to create a workplace culture that values ​​and redeems employee autonomy.
[bookmark: _Toc183190426]Conclusion
In the end, generational reasons for implementing management theories such as Herzberg's Two-Factor Theory and McGregor's Theory X and Theory Y would have a significant impact on employee engagement and productivity. Using these ideas to match work settings (WFH or RTO), firms can better address the individual demands of their workforce, resulting in an even more pleased and engaged workforce.
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