Adapting to Change: How Generational Differences Shape Workplace Dynamics in Logistics Sector

Abstract
This Research examines the influence of generation differences on worker engagement, retention, and job satisfaction within the logistics sector in India, with reference to Baby Boomers, Generation X, Millennials, and Generation Z. Utilizing a mixed-methods study design, a survey was conducted among 387 workers utilizing stratified sampling to collect information on learning needs and intra-workplace interests. The results present four essential workplace dynamics: work engagement, job satisfaction, organizational commitment, and career development, while technical skills and leadership training have been established as priority development areas for employees. Factor analysis along with a high Kaiser-Meyer-Olkin Measure of Sampling Adequacy score confirms the existence of different generational needs and preferences which shape workplace behavior. The conclusions of this study indicate that HR managers and logistics leaders must install tailored training schemes, inclusive policies, and promote intergenerational collaboration to construct a cohesive and adaptive workforce. By acknowledging and addressing the special traits of every generation, companies can improve employees' satisfaction and retention, finally resulting in enhanced performance in the logistics industry.
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1. Introduction
A generation is a distinct set of individuals who share a common chronological birth year and the events that shape their formative years. Attitudes and beliefs are greatly influenced by events that occur across multiple generations. Employees from different generations work together in the office, and their varied experiences have shaped them into traits that are unique to their generation (Nnambooze & Parumasur, 2016). Generations differ in their expectations of leaders in the workplace, as well as in their views on authority, communication techniques, and personal values (Stanley, 2010). Members of the Baby Boomer generation, defined as those born between 1946 and 1964, exemplify the importance of hard work, creativity, and aspiration. People often say that they are driven, ambitious, and competitive in their pursuit of professional achievement. Their leadership, knowledge, and strong work ethic are assets to any company (Becton et al., 2014). Conversely, Gen Xers are stereotyped as being adaptable, resourceful, and self-reliant. Generation X views change as inevitable; they are characterized by an openness to new experiences, a carefree attitude, a can-do attitude, a tendency to be self-reliant, and a pragmatic approach to problem-solving (Kian & Yusoff, 2014). Common adjectives for these people include technical prowess, flexibility, and a commitment to work-life balance. They bring creativity, problem-solving skills, and an openness to change to an organizational setting. If they are unhappy with their working circumstances, this generation is not afraid to quit their jobs and seek a better work-life balance (Lewis & Wescott, 2017). Members of Generation X want to be included in all that the company does, want chances to grow in their careers on a regular basis, and want to be recognized and rewarded quickly. Opportunities that provide greater challenges, more earning potential, and better perks are pursued by this group, who value personal goals over professional ones (Jones, 2018). Gen Xers, according to Saileela and Thiruchanuru (2017), value job stability very highly and often choose public sector jobs because of this. They facilitate communication between more conventional and more contemporary approaches to work, and they often promote efficiency and work-life balance (Chiwisa & Mpundu, 2024). In a multigenerational workforce, members of different generations work side by side, bringing a wide range of life experiences and perspectives to the table. Workplace synergy and employee retention may be greatly improved by recognizing generational differences, and this variety creates a dynamic work environment (Kaifi et al., 2012). Adaptations in organizational behavior have resulted from the fact that employees of different generations now work side by side. Managers nowadays are interacting with a younger workforce that approaches work in a different way than their more seasoned counterparts. It's only now that organizations and experts are starting to deal with age-related issues that could have a big impact on the leadership and success of the group. That is a fascinating truth. (Lester, 2012). As more and more businesses expand globally, skilled workers from a broad range of cultural backgrounds are in high demand, and the logistics sector plays an increasingly crucial role in making global commerce possible. Multiculturalism is amplified when people of different generations work side by side, bringing their own perspectives, skills, and work ethic to the table. By being cognizant of this relationship, logistical operations may be made more cooperative and successful. A logistics employee works for a company that specializes in logistics or for an organization's logistics department. They are accountable for providing support in the areas of planning, coordinating, executing, and monitoring the organization's supply chain activities. They could be in charge of the shipping and receiving divisions or help the logistics manager with all things pertaining to the warehouse. (Ananya B & Vimala M, 2023). The success of the freight logistics business is influenced by the quality of the service provided by the company. Staff members that interact directly with customers are mostly responsible for the service's quality. Workers in the freight transportation industry often vent their frustrations on customers when they are unhappy with their bosses. A decrease in customer satisfaction and loyalty impacts the company's financial performance and overall success. Then, the most important thing is to focus on how happy freight logistics company workers are so that management can easily get data on how to make the company better (Mafini, 2015). Research on the dynamics of multigenerational workforces is on the rise, but studies examining the logistics sector in India are few and far between. While research exists on generational differences in workplaces globally, the unique challenges of India's logistics sector remain underexplored. To fill this knowledge vacuum, this study analyses the dynamics of the logistics workforce in India across generations. 
1.1 Why this Research Matters
This study is pertinent to several stakeholders, including logistics managers, HR experts, policymakers, and academics, as it provides an enhanced comprehension of generational workforce dynamics in logistics operations. By recognizing the distinct learning and skill development requirements of various generational cohorts, businesses may execute focused training initiatives that improve worker proficiency and effectiveness. Moreover, addressing generational disparities in work satisfaction and engagement might enhance employee retention, hence decreasing turnover-associated expenses. The study also contributes to the broader discourse of workforce management in the logistics sector by proposing models of intergenerational collaboration that can potentially increase organizational performance and sustainability. Practical findings are provided to help logistics businesses build a more diverse, adaptable, and high-performance workforce.
2. Literature Review
The logistics sector, which is crucial to global business, is currently experiencing a substantial demographic change that is occurring. Generation Y, Generation Z, Baby Boomers, and Generation X are living closer together in the workforce than ever before across generations (Burton, 2019). The cross-generational workforce brings challenges and opportunities for logistics firms looking to retain and engage a top-performing workforce. For effective development of successful human resource initiatives that engage, inspire, and retain people, it is imperative to possess a strong conceptualization of the differences in values, work habits, and expectations of various generations (Jones, 2018). 

2.1 Logistics Workers' Generational Cohorts
Generational cohorts are notoriously hard to define because there are many methods and characteristics that are often used interchangeably. The four generations present in the workforce of the logistics industry today are Millennials (Generation Y), Generation Z, Baby Boomers, and Generation X. For the sake of this research, we will consider all four generations. Their learning approaches, career aspirations, and competencies have been influenced by the varied technical, social, and economic conditions that each generation has faced during their formative years (Morandini et al., 2023). These differences play a critical role in the training and development options provided in the logistics sector.
Baby Boomers (born 1946-1964)
The Baby Boomer generation entered the workforce during a period when employment was generally stable and technical progress was happening at a slower rate. The traditional methods of training, including mentoring and instructor-led training, tend to be favored by their learning preferences (Morandini et al., 2023). Nonetheless, they might require support in adapting to new technologies and digital platforms, even though they might have significant expertise and tacit knowledge that is extremely critical in the logistics sector (Ras et al., 2017). Furthermore, their understanding of the continuously evolving regulatory compliance needs and the necessity for continuous professional development could be enhanced through specialized training programs. Owing to the precarious nature of job in the logistic sector, in some cases one might be compelled to employ particular methods to sustain this skilled aspect of labor force (Damilola Emmanuel Ogedengbe et al., 2024). 
Generation X (born 1965-1980)
Individuals who were members of Generation X joined the workforce at a time when there was a greater degree of economic unpredictability and technological change. The independence, flexibility, and familiarity with technology that they exhibit are often defining characteristics of them (Morandini et al., 2023). Nevertheless, in order to fulfill the requirements of Industry 4.0, which includes the use of technologies such as augmented reality (AR) and data analytics in logistics operations, their skill sets would need some upgrading. Although they may be adept with the technologies that are now available, it is necessary that they get training that focuses on the incorporation of these technologies into the logistical operations (Ras et al., 2017). In addition, it would be useful to have programs that concentrate on leadership and management abilities in order to assist younger generations within teams (Bailey et al., 2017). 
Millennials (Generation Y) (born 1981-1996)
The millennial generation is special because they are the first to have had continual access to the internet and other digital resources since birth. They tend to be tech-savvy and thrive in classrooms where they can work together. Although they prioritize work-life balance, it is important to design training programs that can adapt to their needs. These programs should include digital learning platforms, opportunities for peer-to-peer learning, and interactive elements. Additionally, development programs should help them become better problem solvers and thinkers, so they can handle the increasingly complex tasks in the logistics industry. Specialized training is needed to fill the skills gap in areas like data analytics and using AI to make decisions in logistics operations (Morandini et al., 2023).
Generation Z (born 1997-2012)
Due to their early exposure to technology, members of Generation Z are considered to be the most "digital natives”. Generally speaking, they are proficient in technology and prefer learning experiences that are condensed, concentrated, and make use of technology. The majority of the time, their preferred modes of education are mobile devices and interactive digital platforms (Morandini et al., 2023). However, considering it is possible that their abilities may be improved in areas that require critical thinking, problem-solving, and teamwork, especially in situations that include many professionals (Aldriwesh et.al., 2022). One of the primary goals of training programs should be to help participants improve their communication skills and their capacity to collaborate successfully across different teams. The training should use these tools to improve engagement and information retention, with a particular emphasis on the practical application of artificial intelligence and automation in logistics (Licardo et.al., 2024). Given their expertise with sophisticated technology, the training should incorporate these tools. Due to the fast rate of technological change, it is necessary to implement ongoing programs for upskilling and reskilling in order to ensure that this generation remains at the forefront of development in the sector (Morandini et al., 2023).

2.2 Generational Differences in Workplace Dynamics
Work Engagement
One of the definitions of job engagement is "a pleasant, rewarding mental state characterized by vigor, devotion, and absorption in one's work" (Hisel, 2019), is a key driver of employee retention and productivity (Bailey, 2017). Work engagement is mainly responsible for the achievement of an organization. It has been established, through research carried out by Hisel (2019), that different generations could exhibit different levels of job engagement, which could be influenced by the work environment and organizational culture of themselves. As an example, it has been found that Baby Boomers may experience lower burnout and stress than generations X and Y (Stevanin, 2018). This may be related to the different expectations they have for their careers and how successful they are in coping with these expectations. However, other research studies also have shown that individuals do not change their preferences from one generation to the next as far as intrinsic and extrinsic drivers (Heyns, 2018). In summary, this suggests that the impact of generational differences on job engagement may not be as straightforward as previously believed. Similarly, the characteristics of the logistics industry, including long working hours, physically demanding efforts and working under a tight deadline, can have different impacts on the levels of work engagement among different generations (Motyka, 2018).
Reward Preferences
Importantly, awards and remuneration play an integral role in defining employee involvement and not to mention, retention. Different generations react to compensations, benefits, and public recognition differently (Smit, 2015; Chawla, 2017). According to Coetzee (2017) traditional benefits such as pensions and health insurance may be held in higher esteem by Baby Boomers compared to Millennials and Generation Z who may be more motivated by flexible working arrangements, opportunities for promotion and public recognition. In the logistics sector, where compensation systems tend to vary by work functions and geography, these differences are further compounded by the industry's unique requirements for which they are designed. To develop compensation plans that can recruit and retain employees of all generations, it is essential to gain a complete understanding of such preferences. Keep in mind that the majority of research on reward preferences between generations has employed a cross-sectional design, which means they cannot draw conclusions regarding cause and effect (Bailey, 2017). Longitudinal studies are necessary to understand the dynamic nature of reward options and how they interact with other factors influencing staff retention.
Communication and Leadership Styles
In logistics, there is a need for effective communication and leadership skills to maintain a positive and effective work culture. Team dynamics and workplace morale can be influenced significantly by the generational communication style and preferences (Singh, 2020). The Millennials and Generation Z, on the other hand, might prefer more informal communication channels, such as social media and instant messaging, over the more disruptive channels that might be used by the Baby Boomers (Burton, 2019). As with generational differences between one leadership style or style that is effective for one group may be ineffective with the next, and again the other way around. They might prefer more hierarchical and authoritative leadership styles (Baby Boomers) and they might prefer more collaborative and empowering leadership styles (Burton, 2019). In order to communicate effectively with diverse generation staff, logistics managers have to adjust their leadership and communication styles to build an atmosphere of acceptance and comprehension. The effectiveness of these approaches is influenced by several factors, such as generational differences, organizational culture, and individual personalities (Bailey, 2017).
Impact of Technology
There are fresh challenges and opportunities in having a workforce that involves numerous generations with the speedy growth of technology, which is transforming the logistics sector. Generation Z has a high level of technology proficiency, which is most useful in the logistics and transport sector, which is getting increasingly data-driven and automated (Hoek, 2020). This is due to the fact that Generation Z grew up in an environment that was natively digital. Nevertheless, a gap in skills might occur within the firm if older generations need more assistance and training in order to implement new technologies (Lambrechts, 2021). Also, the rise in automation and robots can create some worry for employees about their roles. People in the work end of career might not be fully prepared to take on new roles due to lack of training or experience (Lambrechts, 2021).; Contributing towards bridging the technology skills gap and alleviating fears about job displacements through such technology means that logistics companies have to invest in training sessions and mentoring exercises.. This will make all generations feel embraced and empowered in the constantly evolving world of technology. For the management of a workforce that includes many generations, the use of technology like augmented reality (AR) (Lagorio, 2022) and self-driving cars (Kim, 2022) introduces a new set of possibilities and challenges that are unique to it.
Despite extensive research that has been done regarding the dynamics of multigenerational workforces, there has been comparatively less research that is focused on the unique issues with which the logistics sector is contending in respect of skill creation, employee involvement, and worker retention. Currently, there is limited research on practical approaches to training and development that tackle training methods by industry sectors and age groups. Little research exists on generational leadership style expectations, work-life balance, and job satisfaction in the logistics industry. This research aims to address these knowledge gaps and to explore workforce solutions that meet the specific needs of logistics firms in regards to engagement, learning and retention of their employees.
3. Objectives
· To evaluate the differential learning and skills development needs of various generational workforce segments within logistics operations.
· To identify the primary reasons for generational differences in workplace dynamics and their impact on employee engagement and retention.
4.  Research Questions
· What are the specific learning and skills development needs of different generational groups in the logistics industry?
· How do generational differences influence workplace dynamics, including job satisfaction and employee engagement?
5. Research Methodology
The aim of this study is to examine the impacts of age differences on workplace dynamics in the logistics sector and employee growth. The question that guides this study is as follows: What impacts do generational differences have on workplace dynamics and employee growth? The research is structured in terms of two key research objectives to address this question: (1) To evaluate the differential learning and skills development needs of different generational workforce segments of logistics operations; and (2) To identify the primary reasons for generational differences in logistics workplace dynamics. In order to give a comprehensive understanding of the phenomena under research, a mixed-methods study design has been employed, mixing quantitative and qualitative approaches. Workers of logistics companies, including supply chain management, storage, transportation, and distribution companies, comprise the target audience. Baby Boomers (born 1946–1964), Generation X (born 1965–1980), Millennials (born 1981–1996), and Generation Z (born 1997–2012) are the four main generational groups that are the subject of the research. A stratified sampling strategy is used to guarantee that each generation is adequately represented. Participants are chosen from a variety of positions, including operations managers, supply chain coordinators, warehouse employees, and transportation professionals, with a sample size of around 387 respondents thought to be enough to preserve statistical validity. A systematic questionnaire that is intended to capture three essential elements : demographic information, preferences for learning and skill development, and elements affecting employee engagement, job satisfaction, and retention, is used to gather data. Henry Garrett ranking analysis is used to assess how different generations vary in their needs for learning and skill development in order to achieve the first study goal. In order to uncover generational differences in training preferences, respondents rate different training methods and skill development requirements according to their preferences. Weighted scores are then calculated using Garrett's ranking methodology. To identify the key factors that contribute to generational differences in workplace dynamics within the logistics sector, factor analysis is employed. The data analysis for this research is conducted using SPSS software.
6. Results & Discussion
4.1 Respondent Distribution by Job and Demographic Factors
Table 1 : Respondents' Demographics and Job Occupation
	Category
	Group
	Frequency
	Percent

	Age Group
	18-25 (Gen Z)
	111
	28.7

	
	26-41 (Millennials)
	125
	32.3

	
	42-57 (Gen X)
	98
	25.3

	
	Above 58 Year (Baby Boomers)
	53
	13.7

	Year of Experience
	Less than 1 Year
	99
	25.6

	
	1-5 Years
	118
	30.5

	
	6-10 Years
	88
	22.7

	
	Above 11 Years
	82
	21.2

	Job Role
	Warehouse Staff
	164
	42.4

	
	Transportation & Fleet Management
	86
	22.2

	
	Inventory & Supply Chain Management
	56
	14.5

	
	Administrative & Support
	51
	13.2

	
	Managerial/Leadership
	30
	7.8

	Educational Qualification
	High School Diploma
	85
	22.0

	
	Associate Degree
	82
	21.2

	
	Bachelor's Degree
	144
	37.2

	
	Master's Degree
	76
	19.6

	Type of Employment
	Full-time
	81
	20.9

	
	Part-time
	94
	24.3

	
	Contract-based
	114
	29.5

	
	Temporary
	98
	25.3


Source: Primary Source
The frequency table no 1 presents the distribution of respondents based on various demographic and employment characteristics within the logistics sector. Regarding age groups, the highest representation comes from Millennials (26-41 years) at 32.3%, followed by Gen Z (18-25 years) at 28.7%, Gen X (42-57 years) at 25.3%, and Baby Boomers (Above 58 years) at 13.7%. As for years of experience, the largest proportion of respondents have 1-5 years (30.5%), followed by those with less than 1 year (25.6%), 6-10 years (22.7%), and above 11 years (21.2%). In terms of job roles, Warehouse Staff forms the majority at 42.4%, with notable representation from Transportation & Fleet Management (22.2%), Inventory & Supply Chain Management (14.5%), Administrative & Support (13.2%), and Managerial/Leadership roles (7.8%). For educational qualifications, most respondents hold a Bachelor's Degree (37.2%), followed by a High School Diploma (22.0%), an Associate Degree (21.2%), and a Master's Degree (19.6%). Lastly, employment types are fairly distributed, with Contract-based employees representing the largest group (29.5%), followed by part-time (24.3%), temporary (25.3%), and full-time employees (20.9%). This detailed demographic analysis gives a clear picture of the diversity in the logistics labor force, showing diverse levels of experience, education, and types of employment.
4.2 Skill Development Rankings through Generations
The divergent learning and skill acquisition needs of diverse generational workforce segments in logistics operations were explored using Henry Garrett Ranking Method. The skill and learning needs requirements are 'Technical skills for the operation of logistics software and technology', 'Warehouse and inventory management training', 'Supply chain analytics and interpretation of data', 'Transportation and fleet management skills', 'Workplace safety and compliance training', 'Customer service and communication skills', 'Leadership and team management skills', 'Time management and workflow efficiency', 'Problem-solving and critical thinking in logistics operations' and 'Digital transformation and automation in logistics'.
Number of Respondents who ranked the Factors
Table  2 : Frequency of Learning and Skill Development Requirements
	Requirements/Rank
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10

	R1 - Technical skills for operating logistics software and technology
	29
	19
	26
	41
	53
	46
	44
	49
	49
	31

	R2 - Warehouse and inventory management training
	48
	45
	45
	62
	57
	19
	18
	19
	26
	48

	R3 - Supply chain analytics and data interpretation
	47
	15
	18
	14
	22
	45
	53
	63
	61
	49

	R4 - Transportation and fleet management skills
	23
	61
	56
	51
	46
	48
	53
	14
	18
	17

	R5 - Workplace safety and compliance training
	47
	48
	20
	20
	21
	26
	50
	62
	46
	47

	R6 - Customer service and communication skills
	49
	44
	48
	48
	31
	29
	17
	31
	40
	50

	R7 - Leadership and team management skills
	43
	61
	64
	57
	43
	44
	23
	10
	18
	24

	R8 - Time management and workflow efficiency
	48
	43
	47
	15
	21
	35
	34
	45
	53
	46

	R9 - Problem-solving and critical thinking in logistics operations
	20
	21
	20
	31
	46
	44
	46
	46
	56
	57

	R10 - Digital transformation and automation in logistics
	33
	30
	43
	48
	47
	51
	49
	48
	20
	18


Source : Primary Source
Percent position = 100(Rij-0.5)/Nj
Rij = 1st, 2nd, 3rd, 4th, 5th, 6th, 7th, 8th, 9th, 10th ranks
Nj = Total rank given by 387 respondents = 10
Table 3 : Percent Position Table of Learning and Skill Development Requirements
	Rank
	100(Rij-0.5)
	Percent position

	1
	100(1-0.5)/10
	5

	2
	100(2-0.5)/10
	15

	3
	100(3-0.5)/10
	25

	4
	100(4-0.5)/10
	35

	5
	100(5-0.5)/10
	45

	6
	100(6-0.5)/10
	55

	7
	100(7-0.5)/10
	65

	8
	100(8-0.5)/10
	75

	9
	100(9-0.5)/10
	85

	10
	100(10-0.5)/10
	95


Source : Primary Source
From Henry Garret table, Garret value is found for the percent position

Table 4 : Garret Value Table of Learning and Skill Development Requirements
	Rank
	Percent position value
	Garret Value

	1
	5
	82

	2
	15
	70

	3
	25
	63

	4
	35
	58

	5
	45
	52

	6
	55
	48

	7
	65
	42

	8
	75
	36

	9
	85
	29

	10
	95
	18


Source : Primary Source

For each rank, garret value is multiplied by given value in the table


Table 5 : Garret Score Calculation 
	Requirements /Rank
	1*82
	2*70
	3*63
	4*58
	5*52
	6*48
	7*42
	8*36
	9*29
	10*18

	R1 - Technical skills for operating logistics software and technology
	2378
	1330
	1638
	2378
	2756
	2208
	1848
	1764
	1421
	558

	R2 - Warehouse and inventory management training
	3936
	3150
	2835
	3596
	2964
	912
	756
	684
	754
	864

	R3 - Supply chain analytics and data interpretation
	3854
	1050
	1134
	812
	1144
	2160
	2226
	2268
	1769
	882

	R4 - Transportation and fleet management skills
	1886
	4270
	3528
	2958
	2392
	2304
	2226
	504
	522
	306

	R5 - Workplace safety and compliance training
	3854
	3360
	1260
	1160
	1092
	1248
	2100
	2232
	1334
	846

	R6 - Customer service and communication skills
	4018
	3080
	3024
	2784
	1612
	1392
	714
	1116
	1160
	900

	R7 - Leadership and team management skills
	3526
	4270
	4032
	3306
	2236
	2112
	966
	360
	522
	432

	R8 - Time management and workflow efficiency
	3936
	3010
	2961
	870
	1092
	1680
	1428
	1620
	1537
	828

	R9 - Problem-solving and critical thinking in logistics operations
	1640
	1470
	1260
	1798
	2392
	2112
	1932
	1656
	1624
	1026

	R10 - Digital transformation and automation in logistics
	2706
	2100
	2709
	2784
	2444
	2448
	2058
	1728
	580
	324


Source : Primary Source
The totals are computed row by row.
Table 6 : Total sum of weighted values
	Factor /Rank
	1*82
	2*70
	3*63
	4*58
	5*52
	6*48
	7*42
	8*36
	9*29
	10*18
	Total

	R1
	2378
	1330
	1638
	2378
	2756
	2208
	1848
	1764
	1421
	558
	21975

	R2
	3936
	3150
	2835
	3596
	2964
	912
	756
	684
	754
	864
	20451

	R3
	3854
	1050
	1134
	812
	1144
	2160
	2226
	2268
	1769
	882
	17299

	R4
	1886
	4270
	3528
	2958
	2392
	2304
	2226
	504
	522
	306
	20896

	R5
	3854
	3360
	1260
	1160
	1092
	1248
	2100
	2232
	1334
	846
	18486

	R6
	4018
	3080
	3024
	2784
	1612
	1392
	714
	1116
	1160
	900
	19800

	R7
	3526
	4270
	4032
	3306
	2236
	2112
	966
	360
	522
	432
	21762

	R8
	3936
	3010
	2961
	870
	1092
	1680
	1428
	1620
	1537
	828
	18962

	R9
	1640
	1470
	1260
	1798
	2392
	2112
	1932
	1656
	1624
	1026
	16910

	R10
	2706
	2100
	2709
	2784
	2444
	2448
	2058
	1728
	580
	324
	19881


Source : Primary Source
The average score is obtained by dividing the total score by the number of respondents. Then, the highest average score is assigned the rank of I, while the lowest average score is assigned the rank of X.

Table 7 :  Henry Garret Ranking of Learning and Skill Development Requirements
	Factors
	Total
	Average Score
	Rank

	R1
	21975/387
	56.7829457
	I

	R2
	20451/387
	52.8449612
	IV

	R3
	17299/387
	44.7002584
	IX

	R4
	20896/387
	53.994832
	III

	R5
	18486/387
	47.7674419
	VIII

	R6
	19800/387
	51.1627907
	VI

	R7
	21762/387
	56.2325581
	II

	R8
	18962/387
	48.997416
	VII

	R9
	16910/387
	43.6950904
	X

	R10
	19881/387
	51.372093
	V


Source : Primary Source
From the table, it can be inferred that the requirement ‘R1 - Technical skills for operating logistics software and technology’ ranks I with an average Garrett score of 56.7829457, the variable ‘R7 - Leadership and team management skills ’ranks II with an average Garrett Sccore of 56.2325581, the vairbale ‘R4 - Transportation and fleet management skills’ ranks III with an average score of 53.994832, the variable ‘R2 - Warehouse and inventory management training’ ranks IV with an average score of 52.8449612, the variable ‘R10 - Digital transformation and automation in logistics’ ranks V with an average score of 51.372093, the variable ‘R6 - Customer service and communication skills’ ranks VI with an average score of 51.1627907, the variable ‘R8 - Time management and workflow efficiency’ ranks VII with an average score of 48.997416, the variable ‘R5 - Workplace safety and compliance training’ ranks VIII with an average score of 47.7674419, the variable ‘R3 - Supply chain analytics and data interpretation’ ranks IX with an average score of 44.7002584 and the vairable ‘R9 - Problem-solving and critical thinking in logistics operations’ ranks X with an average score of 43.6950904.

4.3 Impact of Generational Differences on Workplace Dynamics
Reliability Statistics for Constructs on Workplace Dynamics
	Table 8 : Reliability Statistics

	Constructs
	Cronbach's Alpha
	N of Items

	Workplace Dynamics
	.875
	15


Source: Primary Source

The degree to which the study's constructs are consistent with one another is called reliability. If the Alpha (⍺) value is higher than.70, then the construct can be considered credible (Hair et.al., 2013). Using Cronbach's Alpha, we evaluated the construct dependability. With fifteen items, the study showed that age differences have an effect on workplace dynamics in logistics businesses (⍺ =.875). 
	Table 9 : KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.812

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	2226.780

	
	df
	105

	
	Sig.
	.000


Source: Primary Source

Factor analysis can be performed on this dataset since the Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy score of 0.812 is within the appropriate range, indicating that the variables have enough shared variance. Furthermore, there are substantial correlations among the variables, as confirmed by Bartlett's Test of Sphericity, which is very significant (χ² = 2226.780, df = 105, p < 0.001). All of these findings point to factor analysis being the right tool to use when trying to uncover hidden patterns in the data.

	Table 10 : Total Variance Explained

	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings
	Rotation Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	5.480
	36.533
	36.533
	5.480
	36.533
	36.533
	2.357
	15.713
	15.713

	2
	1.455
	9.702
	46.235
	1.455
	9.702
	46.235
	2.304
	15.360
	31.073

	3
	1.173
	7.820
	54.055
	1.173
	7.820
	54.055
	2.291
	15.276
	46.349

	4
	1.099
	7.325
	61.380
	1.099
	7.325
	61.380
	2.255
	15.031
	61.380

	5
	.922
	6.148
	67.528
	
	
	
	
	
	

	6
	.837
	5.581
	73.109
	
	
	
	
	
	

	7
	.705
	4.700
	77.809
	
	
	
	
	
	

	8
	.657
	4.380
	82.189
	
	
	
	
	
	

	9
	.560
	3.733
	85.922
	
	
	
	
	
	

	10
	.528
	3.518
	89.440
	
	
	
	
	
	

	11
	.442
	2.944
	92.384
	
	
	
	
	
	

	12
	.389
	2.596
	94.980
	
	
	
	
	
	

	13
	.304
	2.028
	97.008
	
	
	
	
	
	

	14
	.230
	1.534
	98.542
	
	
	
	
	
	

	15
	.219
	1.458
	100.000
	
	
	
	
	
	


Source: Primary Source

Four components with eigenvalues larger than 1 are identified as important factors according to Kaiser's criterion in the Total Variance Explained table. The overall variation explained is 61.380%, with the first component accounting for 36.533%, the second for 9.702%, the third for 7.820%, and the fourth for 7.325%. These four components are well-represented in the factor structure, as confirmed by the Extraction Sums of Squared Loadings, which show that they maintain the same proportions of variance. The first component now accounts for 15.713%, the second for 15.360%, the third for 15.276%, and the fourth for 15.031%; maintaining a cumulative variance of 61.380%, the Rotation Sums of Squared Loadings further disperse the variance among the four components. This points to the presence of four separate underlying factors that together account for a large portion of the variance in the dataset.







Figure 1 : Scree Plot
[image: ]
Source: Primary Source

Finding the best amount of elements to keep in the analysis is made easier with the Scree Plot, which shows the eigenvalues of the principal components. The sharp decline from the first to the second component, known as the elbow point, indicates that the first component accounts for a substantial portion of variance. The curve continues to decrease gradually after the fourth component, suggesting that the remaining components contribute relatively less variance. Based on this pattern, the ideal number of factors to retain is four, as it marks the point where the slope begins to level off, aligning with the Kaiser’s criterion (eigenvalues greater than 1) and the Total Variance Explained table. This confirms that the dataset can be effectively explained using four underlying factors.

Table 11 : CFA Results of Workplace Dynamics
	Factor
	Work Place Dynamic - Items
	Factor loading

	Job Satisfaction
	I am happy with the work-life balance offered by my organization.
	.828

	
	My job provides me with opportunities for professional growth and development.
	.784

	
	I feel that my compensation and benefits are fair for the work I do.
	.648

	
	I am satisfied with the level of support and recognition I receive from my employer.
	.599

	Organizational Commitment
	I feel a strong sense of loyalty to my employer.
	.818

	
	I would recommend this organization as a great place to work.
	.653

	
	I rarely think about looking for a job elsewhere.
	.541

	
	I see myself working for this organization for the next five years.
	.517

	Work Engagement
	I feel motivated to go above and beyond in my job responsibilities.
	.809

	
	I feel a strong sense of connection with my colleagues and team.
	.724

	
	My work gives me a sense of purpose and fulfilment. 
	.576

	Career Growth
	I am enthusiastic about the future of my career in this organization.
	.823

	
	My organization provides enough incentives and career growth opportunities to retain me.
	.677

	
	My job aligns with my personal values and career goals.
	.640

	
	I actively contribute ideas and feedback to improve my workplace.
	.582


Source: Primary Source

The factor analysis of workplace dynamics reveals four key dimensions: Job Satisfaction, Organizational Commitment, Work Engagement, and Career Growth. Job Satisfaction is strongly associated with work-life balance (.828), followed by opportunities for professional growth (.784), fairness in compensation and benefits (.648), and employer support and recognition (.599). Organizational Commitment is marked by strong loyalty to the employer (.818), followed by recommending the organization as a great workplace (.653), rarely considering alternative employment (.541), and envisioning long-term tenure (.517). Work Engagement reflects motivation to exceed job responsibilities (.809), a strong connection with colleagues (.724), and deriving purpose and fulfilment from work (.576). Lastly, Career Growth is led by enthusiasm for future career prospects in the organization (.823), availability of incentives and growth opportunities (.677), alignment of the job with personal values and goals (.640), and proactive contribution to workplace improvement (.582). These findings highlight the interrelation of workplace dynamics and their influence on employee satisfaction, commitment, engagement, and career development.

7. Contribution to Literature and Industry
This research makes a contribution to the literature through its in-depth examination of the differences between generations in the logistics industry, a field previously underresearched with respect to workforce behavior. Through the determination of the special learning needs and working preferences of the Baby Boomer, Generation X, Millennial, and Generation Z employees, this research deepens the knowledge of how the differences between these generations affect employee engagement, retention, and overall organizational performance. In industry implications, the results provide practical recommendations for HR managers and logistics executives to create customized training programs and comprehensive policies that enable intergenerational collaboration. The method not only resolves the gap in skills within the workforce but also ensures a unified and flexible work culture, ultimately contributing to better employee satisfaction and lower turnover rates. Through the application of the suggestions developed from this research, organizations are able to strengthen their competitive edge in the fast-changing logistics environment.

Conclusion
The study emphasizes the need for adaptable measures to improve employee engagement, retention, and operational efficiency in the logistics sector, highlighting the important influence of generational diversity on workplace dynamics. Gen Z, Millennials, Baby Boomers, and Generation X all have different expectations, learning methods, and job preferences, therefore workforce management needs to be customized for everyone. Generation X places a premium on autonomy and adaptability, in contrast to the Baby Boomers' emphasis on tradition and stability in leadership. With many of these new generations of workers being technology-native such as the Millennial and Gen Z generations who thrive on work cultures which are collaborative and fact-based, enterprises have to adopt much more modern day training strategies. Workforce development in the logistics industry has to observe a generational-based learning mode according to research, thus focus area priorities must maintain focus on technical upskilling, leadership training and digitization. Differences among generations lead to differences in the workplace in terms of communication, workplace engagement, job satisfaction, and job design, thus require meticulous planning of HR interventions. To work towards reducing conflict potential and harnessing the diversity in the strength of employees across generations, mentorship programs, cross generation collaboration initiatives and diversity embracing work culture needs to be emphasized by the companies. Across generations, pay, career progression opportunities, and work-life balance are just as important in job satisfaction and retention. The report emphasizes the need for logistics companies to adopt a holistic workforce strategy that allows employees of any age to work in collaboration with each other, closing the generational gap and achieving higher performance. To remain competitive in the modern world market with volatility, logistics organizations must be different, appreciate the capabilities of different generations, and thereby generate innovation, efficiency, and sustainability. Future research may revolve around how technology and changing expectations of labor are impacting logistics.
Limitations 
This research is prone to few limitations that can influence the generality of its results. First, the research relies on a particular sample of 387 workers in the logistics industry in India, and hence it might not reflect the wider workforce of various industries or geographic locations. Second, using self-report data can bring biases into the research since subjects could give socially acceptable answers in place of their actual attitudes or experiences. Second, the study mainly addresses generational differences with no consideration for other variables like cultural, educational, or socioeconomic factors that also influence workplace dynamics. Lastly, the cross-sectional design restricts causal inferences about the association between generational differences and employee engagement outcomes. Future studies can overcome these limitations by using a more representative sample and longitudinal designs to explore the changing dynamics of the workforce.
Future Scope
The outcomes of this research provide a number of avenues for future investigation in the realm of workforce management in the logistics industry and beyond. Emerging technologies like artificial intelligence and automation could be looked at in future research for their effects on generational dynamics and staff engagement as these technologies continue to alter job functions and expectations. In addition, studies might analyze the impact of certain training programs and mentorship schemes that are aimed at overcoming intergenerational differences, measuring their long-term effects on employee retention and organizational effectiveness. Broadening the scope to various industries and geographical locations would allow for greater generalizability of results and a better understanding of intergenerational differences in the workplace. In addition, longitudinal research can be used to monitor the evolution of generational attitudes and tastes across periods, especially with new cohorts entering the workforce and current workers moving through various points in their careers. This continuous research could help guide adaptive HR initiatives that are still applicable in an increasingly changing labor market.
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