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ABSTRACT

	Aims: To examine the characteristics of work values among lectures from different generations in private universities and to explore the generational differences in these values. Additionally, it examines the characteristics of work values among employees of different genders, marital statuses, and levels of education.
Study design: A cross-sectional survey was conducted among faculty members from three private universities in Guangxi, China (N = 332).
Place and Duration of Study: Three private universities in Guangxi, China; between
September–December 2025.
Methodology: A questionnaire survey was conducted among 332 lecturers from private universities to examine the characteristics of their work values and to explore generational differences in work values among teachers from different generations.
Results: A total of 332 respondents were included in the analysis. ANOVA results indicated significant generational differences in two dimensions of work values. Specifically, the mean score for comfort and security increased from Generation X (M = 3.745, SD = 0.621) to Generation Y (M = 3.837, SD = 0.560) and Generation Z (M = 3.926, SD = 0.694) (F = 3.180, p = 0.043). Tukey post-hoc analysis showed that Generation Z scored significantly higher than Generation X (p = 0.050). For ability and growth, Generation Y reported the highest score (M = 3.866, SD = 0.839), followed by Generation Z (M = 3.781, SD = 0.838) and Generation X (M = 3.721, SD = 0.731) (F = 3.082, p = 0.047), with a significant difference between Generation X and Generation Y (p = 0.042). No significant generational difference was observed for status and independence (F = 0.403, p = 0.669).
Conclusion: Generation Z reported the highest score in the comfort and security dimension, whereas Generation Y showed the highest score in ability and growth. For the status and independence dimension, Generation Z again recorded the highest mean score.
Additionally, gender, marital status, and level of education significantly influence work values. These findings contribute to a deeper understanding of the work value orientations of faculty members from different generational cohorts and provide practical implications for administrators of private universities to formulate more targeted management strategies. However, as this study relies on cross-sectional data, it is unable to capture the dynamic changes in work values across Generation X, Generation Y, and Generation Z over time.
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1. INTRODUCTION
The development and success of any nation are heavily reliant on its education system, where private higher education institutions play a crucial role (Zhang,2025; Liang et al.,2025). However, private universities in China are facing a significant challenge with lecturers’ turnover (Zhang & Zhu, 2023; Xie,2022). Research suggests that work values have a significant impact on employees' inclination to leave their jobs (Fang et al., 2022；Li et al., 2023). This highlights the importance of continuous research into the work values and organizational behaviors of employees across different generations within organizations, enabling effective human resource management strategies (Costanza et al., 2023).
Work values represent the reflection of values within the work environment and therefore hold a central position in career decision-making (Busque-Carrier et al., 2022). They can be defined as "beliefs concerning the relative desirability of various aspects of work (such as salary, autonomy, working conditions) and work-related outcomes (such as achievement, sense of fulfilment, prestige)" (Papavasileiou & Lyons, 2015). Hence, understanding which work values employees prioritize is crucial for comprehending what motivates individuals to work (Papavasileiou & Stergiou, 2023).
However, in contemporary organizations, people from different generations work together, and their work values vary based on the characteristics of the period in which they were born. Generations have an impact on individuals' perceptions and attitudes towards organizations (Smola and Sutton, 2002). As the Millennials become the largest part of the workforce, and Generation Z gradually enters the labor market, mass media promotes significant differences between these younger generations and the older generations in the workplace, leading managers to form stereotypes about the younger generation (Parry & Urwin, 2011; Sullivan, Forret). Subsequently, employers have expressed concerns about managing younger employees, perceiving them as having overly high expectations and questioning their performance in the workplace (Campione, 2015). The attention to this issue also reflects in the relevant research on work values. However, most of these works are based on Western samples (Cennamo & Gardner, 2008). Despite China's increasing importance in the global market, empirical research on Chinese work values is limited (Liang et al.,2025), and there is also little research on changes in Chinese work values or generational differences (Zhang,2025). 
Based on this situation, this study aims to investigate the generational differences in work values among Chinese employees. Specifically, we will examine the generational differences in work values among lectures in Chinese private universities, aiming to explore what the work values of lecturers in Chinese private universities are like and how they differ across generations. Additionally, we will explore the differences in work values among employees of different genders, marital statuses, and levels of education. Ultimately, this study will deepen our understanding of the different work motivations and behaviors among teachers in private universities, providing valuable insights for managers to formulate targeted management decisions.

2. literature review 

2.1 Generation
The term "generation" is used to refer to a group of individuals who not only share the same birth year but also experience similar "significant life events during key developmental stages" (Kupperschmidt, 2000). Social scientists employ the term "generation" to describe a cohort of individuals born at a particular time and place. Karl Mannheim's generational theory (1952) typically debates the theoretical framework that argues for or predicts different values resulting from unique social and/or economic conditions for each generation. For a review of relevant literature, see Twenge (2010). The theory suggests that experiencing disruptive social events (such as wars, changes in social customs), economic events (recessions or economic growth), or technological events (like the advent of automobiles or the internet) (Mannheim, 1952; Pilcher, 1994) shapes individuals' values, future expectations, relationships, responsibilities, and perceptions of societal obligations (Abramson & Inglehart, 2009; Gilleard, 2004; Inglehart & Abramson, 1995; Inglehart & Norris, 2003; Lyons & Kuron, 2014; Mannheim, 1952; Wey Smola & Sutton, 2002). Collective attitudes and behaviors are created in response to shared historical events (Joshi et al., 2011; Rogler, 2002; Schuman & Scott, 1989), resulting in generational differences in values, perspectives, viewpoints, social behavioral patterns, societal evaluations, and lifestyles (Eyerman & Turner, 1998; Laufer & Bengtson, 2010), all of which are carried into the workplace. 
Research on intergenerational values, using large convenience samples, generally supports the notion of generational value differences. For example, in the United States, generations are divided into the "Silent Generation" (Americans born between 1925 and 1945) (Strauss and Howe, 1991), the "Baby Boomer Generation" (those born between 1946 and 1964), and the "Millennial Generation" (born in 1991) (Wey Smola and Sutton, 2002; Twenge, 2010).In South Korea, generations are divided into the Baby Boomer Generation (born between 1950 and 1959), the 386 Generation (born in the 1960s), Generation X (born between 1970 and 1980), and the Millennial Generation (born between 1981 and 1993) (Park and Park, 2018).
In China, over just the past half-century, the Chinese people have experienced a series of significant life events, including economic and policy changes. Based on the widely agreed-upon framework that a person's core values are largely fixed in late adolescence (e.g., Inglehart, 1997), Ralston et al. (1999) devised a logical division of generations in China, considering the country's political history. The first group comprises those born before the establishment of the People's Republic of China (before 1948). The second group encompasses those born during the establishment of the PRC and the consolidation of communism (1949–1965). The third group consists of individuals who experienced the Cultural Revolution during their youth (1966–1978). Many of them were sent to rural areas for manual labor instead of receiving education, leading to significant challenges in their work and life (Chen, 1999). The fourth group comprises those who grew up during the era of social reform and opening up (1979–1991). The fifth group represents the generation that came of age during China's rapid economic and social development era (1992-present). Notable historical events during this period include Deng Xiaoping's southern tour in 1979, which set the direction for China's reform and opening up, and 1992 marked the beginning of the second phase of China's reform and opening up, after which the Chinese economy experienced rapid growth. These generational divisions align broadly with those in other countries worldwide and previous research.
In this study, based on the reality in China, the main focus is on three generations: Generation X, the generation that experienced the Cultural Revolution during their youth (approximately born between 1966 and 1978); Generation Y or the Millennial Generation, the cohort that came of age during China's era of social reform and opening up (approximately born between 1979 and 1991); Generation Z or the Post-Millennial Generation, those born during China's rapid economic and social development era (approximately born between 1992 and 2000).
2.2 Work Values
Work values represent beliefs related to expected outcomes or aspects of work (Busque-Carrier et al., 2022; Elizur et al., 1991; Judge and Bretz, 1992; Lukeš et al., 2019; Ros et al., 1999), serving as criteria for individuals to assess job attributes, activities, and job performance. They can be defined as "a person's relative belief in the desirability of various aspects of work (e.g., pay, autonomy, working conditions) and work-related outcomes (e.g., achievement, sense of accomplishment, prestige)" (Papavasileiou & Lyons, 2015). Consequently, they can be expressed as preferences, goals, and expectations (Elizur et al., 1991; Ros et al., 1999; Cennamo and Gardner, 2008). They are associated with many work-related attitudes and behaviors, including job choice decisions (Judge and Bretz, 1992), career intentions (Hirschi and Fischer, 2013), entrepreneurial motivations (Lukeš et al., 2019), and job satisfaction (Chow et al., 2017).
In previous studies, various classification methods for work values have been proposed (Harding and Hikspoors, 1995; Lyons et al., 2010; Ros et al., 1999; Elizur, 1984; Sagie et al., 1996), encompassing dimensions such as intrinsic, extrinsic, status, freedom, social, and altruistic values (Giacalone et al., 2012; Ros et al., 1999; Lyons et al., 2010). To understand generational differences, we adopt a well-established three-dimensional framework of work values, distinguishing intrinsic values (related to the meaningfulness and interest of the work itself), extrinsic values (material benefits such as pay and security), and social values (sense of belonging and relationships with colleagues and supervisors) (Ros et al., 1999; Twenge et al., 2010; De Cooman and Dries, 2012).
The self-determination model in the workplace posits that social backgrounds and individual differences shape external and internal motivations, which affect employees' job behaviors and their well-being (Vansteenkiste et al., 2008). Furthermore, Self-Determination Theory (SDT) suggests that different value orientations are associated with different work outcomes. In comparison to extrinsic work values (such as financial success), intrinsic values (such as personal growth and community contribution) have a positive impact on work behaviors (Kasser, 2002; Vansteenkiste et al., 2008). Employees who prefer intrinsic work values tend to have higher job satisfaction and lower turnover intentions (Kasser, 2002). The current study, based on SDT, argues that adopting a social environment influences the formation of generation-based work values (extrinsic/intrinsic), ultimately affecting the work behaviors of generational groups (Kasser, 2002).
2.3 Intergenerational Differences in Work Values
[bookmark: OLE_LINK15]Research has found widespread differences in work values among different generational cohorts (Egerová, Komárková & Rotenbornová 2023). For instance, compared to older generations, younger generations are more likely to be individualistic, with external values and a lifestyle-centered orientation, and are less likely to engage in social interactions at work and make work-centric decisions (Fuchs, O. et.al., 2024). Millennials, compared to Baby Boomers, place more importance on autonomy in their work (Cennamo & Gardner, 2008), as they can engage in social interactions and their work receives high recognition from others (Dingwall, J. R.et al., 2018). They also seek jobs that offer external rewards, are interested in work-life balance (Safarudin, M. S. et al. 2025), and emphasize job readiness (confidence, training, and willingness to work) more than Generation X (Winter & Jackson, 2016). Millennials also value working in innovative, creative, and dynamic environments and leadership opportunities more than previous generations (Wang, D. L., & Che, W. L. 2024). Additionally, Millennials prioritize leisure time more than earlier generations and are more willing to quit when unhappy (Deloitte Global.,2024).
[bookmark: OLE_LINK18]Generation X values advancement speed and achievement more than Baby Boomers; intrinsic work provides psychological rewards to Generation X compared to Baby Boomers and Millennials (Palao, C. A. V. et al,2023); their work provides more security and independence compared to Baby Boomers and Millennials (Tavares, M. C.,2023). Some researchers found that South Korea's 386 Generation exhibits more liberal and progressive tendencies than Baby Boomers, as this cohort experienced significant economic and political changes in their early twenties. Specifically, this group has formed a unique collective consciousness related to political mobilization and ideology (Yi, S. B. et al., 2020). Baby Boomers, compared to Millennials and Generation X, prioritize personal growth through work(Tavares, M. C.,2023), intrinsic rewards (King et al., 2017), helping others and society, opportunities to learn new things beyond the Generation X, honesty, sincerity, work engagement (Singh et al., 2021), and a high level of commitment and meaningful work (Tang, N. et al., 2024).
3. Methodology

3.1 Participants and Procedure
This study employed a purposive sampling strategy to select faculty members working in private universities in China. The inclusion criteria were as follows: (1) currently holding a formal position in a private university; and (2) possessing at least one year of work experience. The exclusion criteria included individuals engaged solely in part-time or temporary employment, as well as those with less than one year of tenure.
Prior to the formal data collection, the researchers established contact with the human resource departments of the participating private universities and obtained the necessary organizational approval. Before administering the survey, participants were provided with a brief explanation of the research objectives, the principles of confidentiality, and the voluntary nature of participation. Informed consent was obtained before the distribution of the questionnaires. Additionally, the voluntary participation principle was explicitly stated in the questionnaire instructions.To enhance data integrity and mitigate common method bias associated with social desirability, the survey was conducted anonymously, and no personally identifiable information was collected. This procedure ensured both the confidentiality and authenticity of the responses.
The survey collected information on gender, generational cohort, educational attainment, marital status, income level, and work values. A total of 332 questionnaires were collected, of which 322 were deemed valid for analysis. Among the 322 participants, 54.35% were male and 45.65% were female. In terms of generational distribution, 28.57% belonged to Generation X, 42.55% to Generation Y, and 28.88% to Generation Z. Table 1 presents the demographic characteristics of the survey participants.

Table 1: Demographics of respondents（N=322 ）
	Project
	Option
	Number 
	Percentage 

	Gender
	Male
	175
	54.35

	
	Female
	147
	45.65

	Age group
	1979-1980
	92
	28.57

	
	1980-1989
	137
	42.55

	
	1990-1999
	93
	28.88

	Education level
	College
	4
	35.4

	
	bachelor
	21
	38.2

	
	Master
	290
	11.49

	
	PHD
	7
	2.17

	Marital status
	Unmarried
	60
	18.63

	
	Married
	262
	81.37


[bookmark: OLE_LINK6]
3.2 Measures
In conducting empirical analysis, this study adopts the categorization method proposed by Manhardt (1972) et al., dividing work values into three dimensions: Comfort and Security, Competence and Growth, and Status and Independence. This scale is in accordance with the national conditions of China and has been utilized as a research foundation for work values by many domestic scholars. The questionnaire design consists of 21 items based on the aforementioned three dimensions. These items underwent translation and adjustments, and were analyzed by two senior HR managers and two HRM scholars. Subsequently, they were pilot-stduy with 10 students to assess their adequacy, comprehensibility, and wording, followed by minor adjustments.
The scale consists of three aspects: Comfort and Security, Competence and Growth, and Status and Independence. Respondents use a five-point Likert scale ranging from 1 (Not Important) to 5 (Very Important) to answer 21 items related to work values.
After testing, the Cronbach's α coefficient of the scale was found to be 0.901, with Cronbach's α coefficients representing Comfort and Security at 0.813, Competence and Growth at 0.846, and Status and Independence dimensions at 0.818, meeting the criteria for reliability analysis and indicating satisfactory reliability coefficients for the scale.
To confirm the fit of the questionnaire's factor structure with the collected data, as well as the reliability and validity of the measurements, this study employed IBM® SPSS® AMOSTM 24.0 to conduct a confirmatory factor analysis (CFA) on the 322 responses. The maximum likelihood method was utilized to estimate the population parameters of the sample data as it maximizes the probability of the model's results being derived from the observed data (Kline, 2011). Table 2 demonstrates that the model of observable variables fits the data well.
Table 2: Fit Indices of the Questionnaire
	Fit Indices
	X2／df
	SRMR
	RMSEA
	GFI
	NFI
	IFI
	CFI

	value
	1.879
	.084
	.041
	.837
	.901
	.809
	.808



4. results and discussion

4.1 Differences in the Three Dimensions of Work Values Among Three Generations
Using analysis of variance (ANOVA) to analyze the research variables, Table 3 displays the means and standard deviations. The statistical results indicate that, in terms of comfort and security, Generation Z scored the highest (Mean:3.926, SD: 0.694); in terms of ability and growth, Generation Y scored the highest (Mean:3.866, SD:0.839); in terms of status and independence, Generation Z scored the highest (Mean:3.883, SD:0.543). Additionally, there are generational differences observed among Generation X, Generation Y, and Generation Z in the dimensions of comfort and security, as well as ability and growth. However, from this table, it is not evident which specific group the differences are reflected in. Therefore, the Tukey post hoc test was employed to validate the specific differences among the three generations. As shown in Table 4, the results indicate significant differences between Generation X and Generation Z in the dimension of comfort and security. In the dimension of ability and growth, significant differences exist between Generation X and Generation Y.
Table 3: Generational Differences in Work Values among Generation XYZ
	Dimensions
	Generation
	M
	SD
	F
	P

	Comfort and security
	Generation X
	3.745 
	0.621 
	 3.180 
	.043*

	
	Generation Y
	3.837 
	0.560 
	
	

	
	Generation Z
	3.926 
	0.694 
	
	

	Ability and growth
	Generation X
	3.721
	0.731 
	 3.082
	 .047*

	
	Generation Y
	3.866  
	0.839 
	
	

	
	Generation Z
	3.781
	0.838 
	
	

	Status and independence
	Generation X
	3.543 
	0.554 
	 0.403
	 .669 

	
	Generation Y
	3.682 
	0.398 
	
	

	
	Generation Z
	3.883 
	0.543 
	
	


*P<0.05.

[bookmark: _Hlk159346421]Table 4 Differences in Work Values among Different Generation 
	Dimensions
	Generation
	SE
	P

	comfort and security 
	X
	Y
	.528
	.822

	
	
	Z
	.523
	.050*

	
	Y
	X
	.528
	.822

	
	
	Z
	.472
	.139

	ability and growth
	X
	Y
	.812
	.042*

	
	
	Z
	.814
	.210

	
	Y
	X
	.812
	.042*

	
	
	Z
	.727
	.683


*P<0.05.

The results show that in the dimension of comfort and security in work values, Generation Z is significantly higher than Generation X and Generation Y. Moreover, significant differences were found only between Generation X and Generation Z, with no significant differences observed between Generation X and Generation Y, or between Generation Y and Generation Z.
These three generations grew up in different periods of China's economic development. Generation X grew up during a time when China's economic foundation was very weak, while Generation Y witnessed China's implementation of reform and opening up. By the time Generation Z came of age, China had entered the process of modernization, resulting in them enjoying better material living conditions from birth to adulthood. Additionally, due to China's "one-child" policy, they received care from six individuals, including grandparents and parents, which prevented them from accepting poor material living conditions. This is also a significant factor contributing to the largest differences between Generation X and Generation Z in the consumption field.
In the dimension of ability and growth, Generation Y surpasses Generation X and Generation Z. Meanwhile, among the three generations, significant differences were found only between Generation X and Generation Y, while no significant differences were observed between Generation X and Generation Z, or between Generation Y and Generation Z. Considering that Generation Y is currently in the stage of career advancement, they are striving for their professional success. In Chinese universities, this stage is crucial as they strive for the titles of associate professor and professor, thus their emphasis on growth is not surprising. As for Generation X, they may have already reached the peak of their careers and obtained the title of professor, or some teachers may choose to maintain their careers at the level of associate professor.
Surprisingly, in the dimension of status and independence, there were no significant differences among the three generations. However, Generation Z scored higher than Generation X and Generation Y. This may be related to the profession of teaching. In China, compared to other professions, the characteristics of being a university teacher include stability, relatively flexible time, generally moderate income, and less career competition pressure. This has become one of the most important reasons for many people to choose to become university teachers.

4.2 Differences in Work Values across Demographic Profiles

To further investigate the variables, analysis of variance (ANOVA) was used to examine differences in work values based on gender, marital status, and education level, as shown in Table 5. The results indicate significant differences in generational perspectives regarding comfort and security and ability and growth. Specifically, in terms of comfort and security, females scored higher than males (M=3.921, SD=0.551 vs. M=3.751, SD=0.763, p<0.001), married individuals scored higher than unmarried individuals (M=3.873, SD=0.476 vs. M=3.799, SD=0.776, p<0.05), and those with a college degree scored the highest (M=3.918, SD=0.217, p<0.05). Regarding ability and growth, those with a PhD scored significantly higher than those with a Master's, Bachelor's, and college degree (M=3.851, SD=0.467, M=3.811, SD=0.517, M=3.784, SD=0.744, M=3.738, SD=0.226, p<0.05). However, there were no significant differences observed between males and females, between married and unmarried individuals.

Table 5 Differences in Work Values across Demographic Profiles
	
	Dimensions
	Item
	N
	M
	SD
	F
	P

	Gender
	comfort and security 
	Male
	225 
	3.751
	0.763 
	 13.693 
	.000***

	
	
	Female
	278 
	3.921
	0.551 
	
	

	
	ability and growth
	Male
	225 
	3.835 
	0.745 
	.094 
	 .760 

	
	
	Female
	278 
	3.757 
	0.598 
	
	

	
	status and independence
	Male
	225 
	3.713 
	0.590 
	.444 
	 .505

	
	
	Female
	278 
	3.693
	0.635 
	
	

	marital status
	comfort and security 
	Married
	262
	3.873
	0.476 
	 4.159 
	 .042* 

	
	
	Unmarried
	60
	3.799
	0.776 
	
	

	
	ability and growth
	Married
	262
	3.810
	0.695 
	.042 
	 .138 

	
	
	Unmarried
	60
	3.782
	0.647 
	
	

	
	status and independence
	Married
	262
	3.704 
	0.632 
	 .837 
	.710 

	
	
	Unmarried
	60
	3.702
	0.608 
	
	

	education level
	comfort and security 
	College
	4
	3.918
	0.217 
	2.761 
	  .027* 

	
	
	bachelor
	21
	3.866
	0.454 
	
	

	
	
	Master
	290
	3.774
	0.552 
	
	

	
	
	PHD
	7
	3.786
	0.511 
	
	

	
	ability and growth
	College
	4
	3.738
	0.226 
	 2.077
	.053*

	
	
	bachelor
	21
	3.784
	0.744 
	
	

	
	
	Master
	290
	3.811 
	[bookmark: _Hlk155193233]0.517 
	
	

	
	
	PHD
	7
	3.851
	0.467 
	
	

	
	status and independence
	College
	4
	3.692
	0.374 
	 1.908 
	 .108

	
	
	bachelor
	21
	3.693
	0.208 
	
	

	
	
	Master
	290
	3.685
	0.553 
	
	

	
	
	PHD
	7
	3.742
	0.140 
	
	


Notes: *p < 0.05; **p < 0.01; ***p < 0.001
According to the results, Gender differences exist in the dimensions of comfort and security, ability and growth, and status and independence. Males tend to score higher than females in ability and growth and status and independence, while females score higher in comfort and security. This suggests that males generally prioritize work-related goals more than females, although females' workplace status in modernized China is gradually improving.
Regarding marital status, married and unmarried employees show significant differences in the dimension of comfort and security, with married employees scoring higher in all three dimensions compared to unmarried employees. Influenced by the Chinese saying, "first establish a family, then pursue a career," married employees tend to have a stronger sense of family responsibility and are more inclined to work hard to improve their families' lives.
About the education level: significant differences exist in the dimensions of comfort and security and ability and growth among employees with four different educational levels. In the dimension of comfort and security, employees with college and bachelor's degrees score significantly higher than those with master's and doctoral degrees. This could be due to the fact that employees with college and bachelor's degrees often hold administrative positions in universities, where their income levels are relatively low and stable, and opportunities for income increase are limited. Thus, they pay more attention to this dimension, which aligns with Maslow's hierarchy of needs theory. On the other hand, in the dimension of ability and growth, employees with master's and doctoral degrees score significantly higher than those with college and bachelor's degrees. This is because employees with master's and doctoral degrees generally have higher incomes in universities and have more opportunities for career advancement, leading to a greater focus on ability and growth. However, regarding the status and independence, there are no differences among employees with four different educational levels in the dimension of status and independence, which is consistent with the previous explanation.

5. Conclusion
This study has certain limitations. As the research employed a cross-sectional design, it is difficult to capture the dynamic changes in employees’ work values over time. Future studies could adopt longitudinal research designs to continuously examine the work values of the same group at different time points.
Despite these limitations, the study still offers important theoretical and practical implications. First, it reveals generational differences in the work values of faculty members in Chinese private universities. As teachers represent a professional group responsible for talent cultivation and knowledge dissemination, their work values may possess distinctive characteristics. The results indicate that, overall, Generation X reported relatively lower scores across the three dimensions of work values, Generation Y showed the highest scores in the ability and growth dimension, and Generation Z recorded the highest scores in the comfort and security as well as status and independence dimensions. However, the findings also suggest that the differences among generations are not as substantial as often portrayed in popular media, particularly in the status and independence dimension, where no significant differences were observed among the generational cohorts. Comparatively, Generation Y places greater emphasis on ability development and career growth, whereas Generation Z is more concerned with comfort and security in the work environment. In addition, the results show that male employees attach greater importance to ability and growth than female employees, while employees with lower educational attainment place more emphasis on comfort and security than those with higher educational levels.
From a practical perspective, these findings provide valuable insights for human resource management in private universities. University administrators may consider the generational characteristics of faculty members’ work values when formulating management strategies. For example, differentiated human resource management practices in areas such as employee training, team collaboration, and talent retention can help organizations more effectively attract, develop, and retain employees from different generational cohorts, thereby improving organizational efficiency and overall performance and ultimately achieving long-term strategic goals.
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