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My Generation   

Employee Engagement across Four Distinct Generations   

For Public Release  

Each generation imagines itself to be more intelligent than the one that went before it, and 

wiser than the one that comes after it.  - George Orwell 

Bennett Hornbostel, Prem Kumar, and Ross Smith   - July 2011 

For perhaps the first time in recorded history, labor markets in 

the 21
st
 century are comprised of members of four 

generations. This situation presents very real challenges ï and 

opportunities - to organizations and how they address issues of 

talent engagement, leadership development and people 

management. 

 

As society continues to adapt to the prevalence of a multi-generational workforce, it is it 

essential that companies proactively address this change and apply the same inclusive 

philosophies they often exhibited with regard to other forms of diversity, to the generational 

diversity trends.  

 

All companies have an opportunity to leverage a generationally diverse workforce as a 

competitive advantage by employing a new set of engagement tools and practices. This paper 

highlights current research supporting our assertion and introduces practical solutions for 

addressing generational and life-stage opportunities.  

 

Vertical diversity between age groups is just as impactful to a companyôs future as the cross-

cultural, gender-based, or differences anchored in disability ï and many companies donôt have a 

pipeline of future leaders to accommodate the dramatic societal changes that have taken place 

over the last few years. 
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Introduction   
 

Businesses around the world are currently  facing demographical and societal changes, 

economic landscape alterations, globalization, and the ongoing rise of the knowledge 

worker that are leading us to a workplace in the United States where members of four 

generations sit side-by-side, for the first time.  

This is both an opportunity and a challenge for businesses of all sizes.  

In this paper, we would like to introduce the four different generations and provide 

immediately relevant recommendations for employee engagement across these age groups 

and associated life-stages. Our primary goal is to highlight techniques for better targeting 

the needs of specific generations and life-stages, while honing engagement practices that 

may formally have been age-independent. 

We have intentionally taken a fairly broad appr oach with this paper  and provided 

several recommendations which  should  be carefully tailored  to an organization ȭs 

unique needs .  

Information consumption habits aside, we hope that by presenting a relatively large 

amount of information was can ignite this important discussion and highlight the forces at 

work and how they might be addressed. 

We will refer to ÔÈÅÓÅ ÄÉÆÆÅÒÅÎÃÅÓ ÕÓÉÎÇ Ô×Ï ÔÅÒÍÓȡ ȰLife-stageȱ ÁÎÄ Ȱ'ÅÎÅÒÁÔÉÏÎȱȢ 4ÈÉÓ 

difference is best explained with an example. At age 25, and employee might want more 

time off from work . At age 40, many people are more focused on family than on taking time 

off from workȢ 4ÈÅÓÅ ÁÒÅ ȰLife-stageȱ ÃÈÁÒÁÃÔÅÒÉÓÔÉÃÓ ɀ ÁÎÄ ÉÔ ÄÏÅÓÎȭÔ ÍÁÔÔÅÒ ÉÆ ÙÏÕ ×ÅÒÅ 

ÂÏÒÎ ÉÎ ÔÈÅ ρωυπȭÓ ÏÒ ÔÈÅ ρωψπȭÓ ɀ you likely share similar behaviors. ! Ȱ'ÅÎÅÒÁÔÉÏÎÁÌȱ 

difference might be that a 22 year old entering the work force today would know how to 

use a computer or has a cellphone whereas a 22 year old in 1960 was not as technologically 

savvy with these new devices.  We believe both of these differences offer opportunities, yet 

feel that many life-stage differences are often incorrectly classified as generational ɀ ÉÔȭÓ Á 

very fine line. Much of the data does not make this distinction, and we ask the reader keep 

this in mind.  

Four Generations of Workers in the 21 st Century  

Ȱ#ÏÒÐÏÒÁÔÅ !ÍÅÒÉÃÁ ÉÓ ÁÓ ÄÉÖÅÒÓÅ ÁÓ ÅÖÅÒȢ !Î ÕÎÐÒÅÃÅÄÅÎÔÅÄ ÎÕÍÂÅÒ ÏÆ ×ÏÒËÅÒÓ ÆÒÏÍ each 

of the four generations ɀ Traditional, Baby Boomers, Gen Xers and Generation Y ɀ are 

working alongside one another and bringing their own values, goals and communication 

approaches to the workplace. Such generational dynamics in the workplace affect morale, 
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productivity, recruitment and retention. Employers are facing immediate challenges when 

it comes to optimizing productivity, protecting proÆÉÔÓ ÁÎÄ ÇÒÏ×ÉÎÇ ÔÈÅÉÒ ÂÕÓÉÎÅÓÓÅÓȢȱ1  

The makeup of formal ɀ and informal - organizations 

has always mirrored that of society as a whole. As 

societal demographics shift, organizations have no 

choice but to consume the transformationȢ  ! ȰÆailure to 

respond to the demographic changes of society will 

make it difficult, if not impossible, for the modern 

organization to meet employee needs and productively 

move forward.ȱ2 This will leave the organization 

unprepared to compete ɀ for talent or in the 

marketplace - eventually leading to its demise.  We are 

confident that businesses will react to societal changes, 

but are advocating that leaders be more proactive in 

addressing generational diversity.  

According to Jamie Notter from Notter Consulting, a firm focused on diversity issues, 

ȰDiscussions of workplace diversity in the United States tend to start with the topics of 

race, ethnicity, gender, sexual orientation, and disabilityȱ3Ȣ Ȱ!nother slice that is not always 

included in typical diversity discussions, however, is generational diversity. In any large 

organization, you are bound to find groups where at least 

four distinct generations are working side by side. 

Sociologists, psychologists, and everyday managers 

have identified important differences betwe en these 

generations in the way they approach work, work/life 

balance, employee loyalty, authority, and other 

important issues. ȱ4 

Companies often view generational differences as inevitable, unavoidable, and abstract; but 

research shows that in the 21st century, companies that proactively address these issues 

will  be more successful than those that do not. They will leverage the significant shift in 

societal demographics to build better and more relevant products,  create more attractive 

work environments, and recruit better talent ɀ leading directly to customer satisfaction, 

and then to shareholder satisfaction.  

                                                        

1 http://www.hrmreport.com/article/Engaging-the-Multi-generational-Workforce/  
2http://www.associatedcontent.com/article/1057728/changes_in_workplace_demographics_the.html?cat=1
7  
3 http://www.multiculturaladvantage.com/recruit/group/mature/Generational -Diversity-in-Workplace.asp 
4 http://www.multiculturaladvantage.com/recruit/group/mature/Generational -Diversity-in-Workplace.asp  

http://www.hrmreport.com/article/Engaging-the-Multi-generational-Workforce/
http://www.associatedcontent.com/article/1057728/changes_in_workplace_demographics_the.html?cat=17
http://www.associatedcontent.com/article/1057728/changes_in_workplace_demographics_the.html?cat=17
http://www.multiculturaladvantage.com/recruit/group/mature/Generational-Diversity-in-Workplace.asp
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Why this is Urgent and Important  

/+ȟ ÆÉÎÅȣ ÂÕÔ most organizations are already global, diverse, and open-minded. They 

already care deeply about diversity and view everyone the same, regardless of their 

differences. 

That said, in the case of generational diversity, it is very important  we acknowledge 

differences in work styles, attitudes and work preferences and we work to understand 

them thoroughly and integrate them in to the culture.  

The societal demographic changes ×ÅȭÒÅ ÓÅÅÉÎÇ are huge tectonic plates that are and will 

continue to shake the foundation of the workplace as we know it. We do not currently  

understand the magnitude of these generational differences ɀ for customers, markets, and 

employees - and can build on our momentum to proactively to address them. We all need 

to become students of generational and life stage differences.  
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Cognitive Attriti on and the Disengaged Worker  
 
One of the biggest challenges in the modern workplace is employee engagement.  An 

organization that struggles to keep employees engaged faces an onset of cognitive or 

mental attrition. So why do we need engaged employees? Engaged employees are happier, 

more productive and more efficient. 

Gallup does a survey every year on employee engagement, identifying three types of 

employees.  Their research shows 

ÔÈÁÔ Ȱbusiness units in the top 

quartile of Gallup's engagement 

database have 37% less 

absenteeism, 25% less turnover in 

high-turnover organizations (such 

as retail), 49% less turnover in low-

turnover organizations, 27% less 

shrinkage, 49% fewer safety 

incidents, and 60% fewer product 

defects when compared to business 

units in the bottom quartile. Top-

quartile business units also have 12% 

higher customer metrics, 18% higher 

productivity, and 16% higher profitability than business units in the bottom quartile.ȱ5 

As the age of the workforce changes, so do the things required to engage employees. The 25 

year old wants time off, the 40 year old wants insurance to cover pink medicine for ear 

infections for infants, and the 60 year old wants to do work that leaves a legacy. The 

changing desires and needs present firms an opportunity to increase employee 

engagement levels across the generational levels of its workforce.  

The cognitive attrition  that comes with a lack of engagement is an area where businesses 

can improve, and learning how to engage a generationally diverse audience can lead to 

growth in the marketplace. There are many studies that show the relationship between 

employee-customer-shareholder satisfaction. 

According to a Partner from Great Places to Work institute, the company that provides data 

ÆÏÒ &ÏÒÔÕÎÅ -ÁÇÁÚÉÎÅÓ ρππ "ÅÓÔ #ÏÍÐÁÎÉÅÓ ÔÏ 7ÏÒË &ÏÒ ȰÔÈÅ ÎÕÍÂÅÒ ÏÎÅ ÔÈÉÎÇ ÔÉÅÄ ÔÏ ÊÏÂ 

ÓÁÔÉÓÆÃÁÔÉÏÎ ÉÓ ÔÒÕÓÔ ÉÎ ÔÈÅ ×ÏÒËÐÌÁÃÅ ȣ ɍÁÎÄɎ ÂÕÉÌÄÉÎÇ ÉÎ ÍÅÃÈÁÎÉÓÍÓ ÆÏÒ ÁÄÄÒÅÓÓÉÎÇ 

                                                        

5 http://gmj.gallup.com/conten t/142859/Right.aspx   

Figure 1 - Gallup - Types of Employee Engagement 

http://gmj.gallup.com/content/142859/Right.aspx
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generational diversity will lead to trust in the organization and peers, among employees of 

ÄÉÖÅÒÓÅ ÇÅÎÅÒÁÔÉÏÎÓȱ6.  

Why is engagement so important these days? 

Building a culture that fully engages employees of varying generations will serve to ensure 

that as the economy turns, companies are able to retain their future leaders. According to 

ÔÈÅ %ÃÏÎÏÍÉÓÔ ȰÍÁÎÁÇÅÒÓ ×ÉÌÌ ÈÁÖÅ ÔÏ ÍÁËÅ ÁÎ ÅØÔÒÁ ÅÆÆÏÒÔ ÔÏ ËÅÅÐ ÔÈÅ Ȱ.ÅÔ 'ÅÎÅÒÁÔÉÏÎȱ 

motivated in times of economic downturn, to prevent an exodus of young talent once the 

economy improvesȱȢ The ramifications of not improving the enagagement of our various 

generations has implications on future staffing, leadership development and retention as 

well as making the most of our current staff. 

With baby boomers filling most executive positions, there is a disproportionate amount of 

leadership talent and knowledge vested in employees who will soon be leaving the workforce. 

Not only are younger employees insufficiently prepared to fill the knowledge and leadership 

gapɂthere simply aren't enough to fill the shortage.  

This shortfall is coming because the number of baby boomers born within an 18-year period, 

from 1946 to 1964, was so hugeɂ78 million people. And U.S. birth rates have been on a 

steady decline since the late 1970s. Citizens of child-bearing age just aren't having enough 

kids to meet the country's need for future workers. 7 

,ÏÏËÉÎÇ ÏÎÌÙ ÁÔ ÔÈÅ ÁÇÅ ÏÆ ÔÈÅ ×ÏÒËÆÏÒÃÅȟ ÉÔȭÓ ÌÉËÅÌÙ ÔÈÁÔ 50 percent of the current workforce 

would prefer to retire in the next 10 years8. !ÎÏÔÈÅÒ ÐÒÏÂÌÅÍ ×ÅȭÖÅ ÆÏÕÎÄ ÁÔ ÍÁÎÙ 

companies that folks are often staying longer instead of retiring, since their needs as 

Veterans are not being adequately addressed, they are not fully engaged.  

It is clear that we face some significant challenges with engaging both these segments of 

the workforce.  

When it comes to generational diversity, the risk of inaction is significant:  

1)  Corporations stand to lose more employees through lack of engagement in the 

short-term and head count attrition over the long term as the economy stabilizes. 

2)  Corporations will lose opportunities to capture experiential learning and 

institutional knowledge buried in the minds of our veterans, before they retire. 

                                                        

6 !ÎÅÃÄÏÔÁÌȡ 3ÏÃÉÅÔÙ ÏÆ (ÕÍÁÎ 2ÅÓÏÕÒÃÅ -ÁÎÁÇÅÍÅÎÔȡ Ȱ'ÒÅÁÔ 0ÌÁÃÅÓ ÔÏ 7ÏÒËȱ 0ÒÅÓÅÎÔÁÔÉÏÎ ÁÔ 3ÏÃÉÅÔÙ ÏÆ 
Human Resource Management Management Conference, 2010 
7 http:// www.pipmag.com/feature_print.php?fid=200807fe02  
8 http://www.disruptivedemographics.com/2010/03/disruptive -demographics-in-workplace_06.html 

http://www.pipmag.com/feature_print.php?fid=200807fe02
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3)  Our future leaders, Gen Y and Gen X will not develop and remain focused on their 

careers at their current companies - instead their focus will be around where to go 

for their next job. 

4)  Veterans ɀ or more significantly ɀ the experienced boomers who reach their late 

υπȭÓ ÁÎÄ φπȭÓ - will spend the last of their years waiting to retire, collecting a (big) 

paycheck, and yet, by Gallup terms, are disengaged or worse, and companies will 

lose out on the opportunity for these folks to mentor, teach, learn from, and engage 

with the younger generation to develop a new and improved corporate culture. 

Research Hypothesis 

Methodology  

The information in this paper is derived from five primary sources: 

Á Formal Focus Groups  

Á Listening tours  

Á Phone Interviews with employees from Facebook, Amazon, Boeing and two 

Seattle-based startup companies 

Á External Research  

Key Findings  

Á Vertical diversity between age groups is just as impactful to Á ÃÏÍÐÁÎÙȭÓ future 

as the cross-cultural, gender-based, or differences anchored in disability ɀ and 

ÍÁÎÙ ÃÏÍÐÁÎÉÅÓ ÄÏÎȭÔ have a pipeline of future leaders to accommodate the 

dramatic societal changes that have taken place over the last few years. 

Á Due to an unprecedented number of workers from four generations working 

alongside one another, generational dynamics in the workplace affect morale, 

productiv ity, recruitment, retention and engagement - Corporations have  an 

opportunity to draw upon past successes in embracing diversity to be a 

leader in the generational diversity space and use their diverse workforce 

as a competitive advantage through engagement ; it is critical that all 

employees understand the climate and make proactive efforts to embrace it. 

Á With attrition rates holding steady in an unstable economy, companies need to 

focus their efforts to prevent cognitive attrition and increase engagement. 

Á Benefits, both formal and informal are one way to improve employee 

engagement. At most companies, there is a large discrepancy between the 

breadth of benefits offerin gs and employee awareness ɀ one way to improve 

benefits communications, and increase benefits awareness is by targeting 

content based on generation and life-stage.   
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Á Employee engagement is a two way street ɀ not only does an organization have 

to adapt its practices in a generational diverse setting, but employees must be 

proactive in understand ing their own tendencies, desires, and triggers as it 

relates to their generation and life -stage, and proactively seek out 

opportunities to engage  with the organization  as they move through life -

stages. 

Á Globally the fastest growing segment of the population is aged 60 and over, so 

engaging the older workforce is just as important as engaging younger 

employees. At many corporations ÆÏÌËÓ ÁÒÅÎȭÔ ÒÅÔÉÒÉÎÇ ×ÈÅÎ Ȱretirement ÒÅÁÄÙȱȟ 

making it crucially important that companies work hard to engage these 

employees ÔÈÁÔ ÁÒÅ ÓÔÁÙÉÎÇ ÌÏÎÇÅÒ ÔÈÁÎ ÅØÐÅÃÔÅÄȟ ÁÎÄ ÐÒÏÖÉÄÅ ȰÆÒÉÅÎÄÌÙ ÅØÉÔȱ 

opportunities  with higher ROI to the company.  

Á Ultimately , attrition  and engagement are most influenced by an emplÏÙÅÅȭÓ 

direct management chain. 

Á Reverse Mentoring is a tangible way companies can better utilize their multi-

generational workforce, increase engagement between workers, both young and 

old, and bridge generational gaps.  

The Multi -generational W orkplace  
 

Before generational differences can be adequately addressed it is 

important to have a high-level understanding of the four generations 

that share our workplace; Generation Y, Generation X, Boomers and 

Veterans. 

ȰArmed with an improved 

knowledge of the motivators and 

disincentives that drive its 

employees, an organization is more likely to develop the 

recruitment and retention strategies that others only 

ÄÒÅÁÍ ÁÂÏÕÔȢȱ9 The same can be said about engagement 

strategies.  

 

 

                                                        

9 http://www.delawareemploymentlawblog.com/2008/10/how_to_use_reverse_mentoring_a.html 
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Generation Y, Generation X, Boomers and Veterans  

Four Generations ȰÒÏÕÇÈÌÙȱ Defined 10 
 

Veterans  (or Traditionalists  or Matures ) 

The Veterans (ie, people born approximately between 1922 and 1943 ) were children of 

the Great Depression and World War II. They lived through the Korean War and are 

recognized for their strong traditional views of religion, family, and country. Their core 

values include respect for authority, loyalty, hard work, and dedication. They make up 

about 10 percent of the U.S. workforce: They grew up in tough economic times during the 

Great Depression and World War II. Veterans tend to value hard work. They are dedicated, 

and not just to doing a good job or making themselves look good, but also to helping the 

organization succeed and getting customers what they need. They are great team players, 

ÃÁÒÒÙ ÔÈÅÉÒ ×ÅÉÇÈÔ ÁÎÄ ÄÏÎȭÔ ÌÅÔ ÏÔÈÅÒÓ ÄÏ×ÎȢ  

Baby Boomers 

The Baby Boomers (ie, people born between 1943 and 1960 ) did not experience the 

same difficulties as their parents. They grew up during a time of great economic growth 

and prosperity. Their lives were influenced by the civil rights movement, women's 

liberation, the space program, the Cold War, and the Vietnam War. They place a high value 

on youth, health, personal gratification, and material 

wealth. Baby Boomers are optimistic and believe their 

generation changed the world. They make up almost half 

the U.S. workforce (46 percent): They grew up during an 

era of economic prosperity and experienced the tumult 

of the 1960s at an impressionable age. They are driven, 

love challenge and build stellar careers. Because they 

have had to compete with each other at every step of 

their careers, they can be highly competitive. 

Generation X 

Generation Xers (ie, people born between 1960 and 1980 ) sometimes are referred to as 

the misunderstood generation. They are the product of self-centered, work-driven Baby 

Boomer parents. Watergate, the advent of MTV, single-parent homes, and latchkey 

experiences played influential roles in their development. They were the first generation to 

embrace the personal computer and the Internet. They welcome diversity, are motivated 

                                                        

10 http://findarticles.com/p/articles/mi_m0FSL/is_3_78/ai_109352507/  
 

http://findarticles.com/p/articles/mi_m0FSL/is_3_78/ai_109352507/
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by money, believe in balance in their lives, are self-reliant, and value free time and having 

fun. Gen X makes ÕÐ ςω ÐÅÒÃÅÎÔ ÏÆ ÔÈÅ ×ÏÒËÆÏÒÃÅȡ 'ÅÎ 8ÅÒÓ ×ÉÔÎÅÓÓÅÄ ÔÈÅÉÒ ÐÁÒÅÎÔÓȭ 

ÅØÐÅÒÉÅÎÃÅÓ ×ÉÔÈ ÃÏÒÐÏÒÁÔÅ ÄÏ×ÎÓÉÚÉÎÇ ÁÎÄ ÒÅÓÔÒÕÃÔÕÒÉÎÇ ÉÎ ÔÈÅ ρωχπÓ ÁÎÄ ȬψπÓȢ 2ÁÉÓÅÄ ÉÎ 

an era of two-ÅÁÒÎÅÒ ÈÏÕÓÅÈÏÌÄÓȟ ÍÁÎÙ ÏÆ ÔÈÅÍ ÇÏÔ Á ÃÈÉÌÄȭÓ-eye view of work-centric 

parenting. They value flexibility, work/life balance and autonomy on the job and appreciate 

a fun, informal work environment. They are constantly assessing how their careers are 

progressing and place a premium on learning opportunities. They are technologically 

savvy, eager to learn new skills and comfortable with change at work. 

 
 
 

    

Generation Y (or Millen nials, Nexters, Generation Next) 

Generation Y -- are those people born between 1980 and 2000 . (4) They have no 

recollection of the Reagan era, do not remember the Cold War, and have known only one 

Germany. Their world has always had AIDS, answering machines, microwave ovens, and 

videocassette recorders. This generation includes more than 81 million people, 

approximately 30%, of the current population. Generation Y makes up just 15 percent of 

the U.S. workforce. However, over the next two decades that percentage will grow to 

approach that of the baby boomers in their prime.  

Gen Y tends to be well organized, confident, and resilient and 

achievement oriented. They are excellent team players, like 

collaboration and use sophisticated technology with ease. They want 

to work in an environment where differences are respected and 

valued, where people are judged by their contributions and where 

talent matters. 

Ȱ4ÈÅÉÒ ÄÅÆÅÎÄÅÒÓ ÓÁÙ ÔÈÅÙ ÁÒÅ ÍÏÔÉÖÁÔÅÄȟ ÖÅÒÓÁÔÉÌÅ ×ÏÒËÅÒÓ ×ÈÏ ÁÒÅ ÊÕÓÔ ×ÈÁÔ ÃÏÍÐÁÎÉÅÓ ÎÅÅÄ 

ÉÎ ÔÈÅÓÅ ÄÉÆÆÉÃÕÌÔ ÔÉÍÅÓȢ 4Ï ÏÔÈÅÒÓȟ ÈÏ×ÅÖÅÒȟ ÔÈÅ ÍÅÍÂÅÒÓ ÏÆ Ȱ'ÅÎÅÒÁÔÉÏÎ 9ȱȣare spoiled, 

narcissistic layabouts who cannot spell and waste too much time on instant messaging and 

Facebook. Ah, reply the Net Geners, but all that messing around online proves that we are 

computer-literate multi -taskers who are adept users of online collaborative tools, and natural 

ÔÅÁÍ ÐÌÁÙÅÒÓȢ !ÎÄȟ ×ÈÉÌÅ ÙÏÕ ÁÒÅ ÏÎ ÔÈÅ ÓÕÂÊÅÃÔ ÏÆ ÍÅȟ ) ÎÅÅÄ Á ÍÏÎÔÈȭÓ ÓÁÂÂÁÔÉÃÁÌ Ôo 

recalibrate my personal goalsȱ11. 

Research has shown that 401ks, salaries and other forms of monetary compensation are 

less important to Generation Y retention than fruitf ul collaboration with peers, recognition 

of workȟ ÏÐÐÏÒÔÕÎÉÔÉÅÓ ÆÏÒ ÇÒÏ×ÔÈ ÁÎÄ ÔÈÅ ÉÄÅÁ ÏÆ ȰÂÅÉÎÇ Á ÐÁÒÔ ÏÆ ÓÏÍÅÔÈÉÎÇȱ. These young 

                                                        

11 http://www.economist.com/node/12853955?story_id=12853955  
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employees are less averse to change and will tirelessly seek environments that promote 

these activities, leaving those ÔÈÁÔ ÄÏÎȭÔȢ  

 

Figure 2 ɀ 2010 US Workforce  by Generation 12 

 
 
Differences in Life -stage 

 

Spiritual Denouement (66 and beyond) 

Key Issues  Self-Image  Goal Focus  Relationships  Community  

Hope vs. 
Despair, 

Accepting self as 
dependent on a 
wisdom greater 
than one's own, 
recognizing that 
wisdom as 
benevolent, and 
submitting one's 
self and life to 
that wisdom's will 

Tying things up 
and completing 
the development 
of the 
person/spiritual 
being we want to 
become 

Accepting others 
and recognizing/ 
respecting 
humankind's 
diversity as part of a 
greater wisdom's 
plan 

Recognizing that life is only 
part of a larger, more 
enduring spiritual 
community and helping 
others understand that 

Survival of Spirit 
vs. Mortality, 

Surrender vs. 
Control 

                                                        

12 http://findarticles.com/p/articles/mi_m0FSL/is_3_78/ai_109352507/  
 

10% 

46% 
29% 

15% 

Veterans

Baby Boomers

Gen X

Nexters

http://findarticles.com/p/articles/mi_m0FSL/is_3_78/ai_109352507/
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Leaving a Legacy (49-65) 

Key Issues  Self-Image  Goal Focus  Relationships  Community  

Contribution vs. 
Personal Benefit, 
Other vs. Self-
Centered, Social 
vs. Independent 
Accomplishments 

Letting go of 
earlier inaccurate 
ego images and 
accepting oneself 
as a worthwhile 
being with 
weaknesses as 
well as strengths 

Making the best of 
the time one has 
left to help others 
and leave a 
positive legacy 

Settling into more 
realistic and 
rewarding 
relationships based 
on recognizing/ 
forgiving each 
other's imperfections 
as human and 
helping each other 
grow 

Re-engagement on a 
deeper, more objective, 
less driven and more 
productive, level with 
family, friends, and society 

 
Mid-Life Transition (40-48) 

Key Issues  Self-Image  Goal Focus  Relationships  Community  

Resolving Key 
Polarities 

Re-examining 
realities of 
projected ego 
and image vs. 
true self and 
struggling to 
define/accept 
true self 

Questioning the 
dream whether or 
not it was achieved 
and developing a 
more mature sense 
of what is really 
important 

Recognizing/ 
acknowledging one's 
own negative and 
positive impact on 
relationships and 
correcting course for 
deeper, more 
authentic 
connections 

Disengaging from group 
and cultural 
pressures/norms to re-
evaluate and restructure 
priorities 

  

Immortality vs. 
Mortality, 

Making Commitments (32-40) 

Key Issues  Self-Image  Goal Focus  Relationships  Community  

Master vs. 
Apprentice, 

Firming 
up/establishing a 
more permanent 
sense of self and 
who/what we 
want to become 

Deciding a life 
direction and 
defining/aggressively 
pursuing a dream of 
what we want to 
accomplish in life 

Making more 
permanent 
commitments to love 
relationships, 
friends, and peers 

Establishing more 
permanent connections 
and community ties/ 
responsibilities 

Permanent vs. 

Tentative 
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Choices 

 

Young Adult Transition (27-31) 

Key Issues  Self-Image  Goal Focus  Relationships  Community  

Turmoil vs. 
Certainty, 

Questioning 
sense of self and 
who/what we 
want to become 

Re-assessing 
initial life style and 
making more 
permanent 
choices/ 
commitments 

Sorting out and 
deciding which 
relationships will 
become more 
permanent 

Re-thinking and 
evaluating commitments 
and connections 

Settling Down vs. 
Keeping Things 
Open 

Autonomy / Tentative Choices (18 - 26) 

Key Issues  Self-Image  Goal Focus  Relationships  Community  

Autonomy vs. 
Dependence, 

Developing 
sense of 
personhood as 
separate from 
parents and 
childhood peer 
groups 

Defining self as an 
individual and 
establishing an 
initial life style 

Testing out new 
relationships (e.g., 
love interests, peer 
groups, and friends) 

Realigning focus from 
family of origin to new 
peers and groups 

  

Tentative vs. 
Lasting Choices 

Table 1 - Personal and Lifestyle Characteristics by Generation 13 

Cross-Generational Engagement  

Á The Younger Workforce 

Á The Older Workforce 

Generational and life-stage issues affect us both consciously and subconsciously every 

single day. 

! ÓÕÒÖÅÙ ÂÙ ,ÅÅ ÁÎÄ (ÅÃÈÔ (ÁÒÒÉÓÏÎ ÔÅÌÌÓ ÕÓ ÔÈÁÔ ȰχπϷ ÏÆ ÏÌÄÅÒ ÅÍÐÌÏÙÅÅÓ ÁÒÅ dismissive of 

ÙÏÕÎÇÅÒ ×ÏÒËÅÒÓȭ ÁÂÉÌÉÔÉÅÓ ÁÎÄ ÎÅÁÒÌÙ ÈÁÌÆ ÏÆ ÙÏÕÎÇÅÒ ÅÍÐÌÏÙÅÅÓ ÁÒÅ ÄÉÓÍÉÓÓÉÖÅ ÏÆ ÔÈÅ 

abiliti es of their older co-×ÏÒËÅÒÓȱ14.  

                                                        

13 http://www.career -test.biz/stages_assessment.htm 
14 http://www.usatoday.com/money/workplace/2005 -11-06-gen-y_x.htm 

http://www.career-test.biz/stages_assessment.htm
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 Even at the most progressive of companies, these trends often ÐÅÒÓÉÓÔȢ )ÔȭÓ ÉÍÐÏÒÔÁÎÔ ÔÏ 

address them head-on to win the battle of engagement.  

For organizational purposes ×ÅȭÌÌ ÓÐÌÉÔ ÔÈÅ ÃÏÎÖÅÒÓÁÔÉÏÎ ÉÎÔÏ ÏÎÅ ÁÂÏÕÔ 9ÏÕÎÇÅÒ 7ÏÒËÅÒÓ 

(Generations X and Y) and Older Workers (The Baby Boomer Generation and Veterans), 

present the unique traits that folks of these various life-stages and generations share and 

provide recommendations and tips for addressing these differences.  

 

The Younger Workforce   

Á Building a Pipeline of Future Leaders  

Á Younger Managers 

With regards to the younger workforce a huge engagement challenge for many 

companies  lie s in missi ng out on opportunities to grow  future leaders  

One of the biggest historical challenges in the tech workplace is effectively motivating and 

engaging top young talent. Human Resources plays a huge role in bringing this talent  in but 

engaging and developing it is a responsibility all employees share.  

Gen Y and Gen X are our current and near term future leaders. Employers need to invest in 

efforts to engage these future leaders in a positive way, at the risk of losing them and their 

influence on their peers. 

 

Common Background Characteristics 15 
Characteristics  Generation Y Generation X 
Core Values Realism, Confidence, Extreme fun, 

social 
Skepticism, Fun, Informality 

Family Merged families Latch-key kids 

Education an incredible expense A way to get there 

Communication 
Media 

Internet, picture phones, email Cell phones, call me only at work 

Dealing with Money Earn to spend Cautious, Conservative, Save, 
Save, Save 

Generational Attitudes  
Area Generation Y Generation X 

Attitude toward 
work -life balance 

I want to integrate work and 
leisure 

Let me create a schedule that 
allows time for work and home 

                                                        

15 4ÅÎ 4ÈÉÎÇÓ 9ÏÕ .ÅÅÄ ÔÏ +ÎÏ× !ÂÏÕÔ 'ÅÎÅÒÁÔÉÏÎÁÌ "ÅÎÅÆÉÔÓ 0ÒÅÆÅÒÅÎÃÅÓȱ "ÅÎÅÆÉÔÓ 2ÏÕÎÄÔÁÂÌÅȟ #ÏÒÐÏÒÁÔÅ 
Executive Board corporation 
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Attitude toward risk  Relatively high risk tolerance Relatively moderate risk 
tolerance 

Degree of 
intellectual curiosity 

I want to learn transferable 
skills 

I want to learn the latest and 
greatest new skills 

Dependent 
obligations 

Now- few or none; reliant on 
boomer parents 
 
Future ɀ obligation will grow as 
Gen Y marries 

Now- Responsible for a spouse 
and one or more children 
Future- Obligations increase due 
ÔÏ ÐÁÒÅÎÔÓȭ ÅÌÄÅÒ ÃÁÒÅ ÎÅÅÄÓ 

 

 

 

 

 

 

 

 

Common Gen Y and Gen X Weaknesses 

 

Gen Y 

ωAbsence related to 
lifestyle decisions  

ωRespectful 
communication  

ωFunctional literacy  

ωThe consequences of 
their lifestyle or risk-
taking behavior  

Gen X 

ωCareer development  

ωConflict resolution and 
office politics  

ωMultigenerational team 
projects  

ωBalancing work and 
family  
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Buildi ng a Pipeline of Future Leaders  

Whether leadership is measured by title or influence, organizations need to proactively 

address the leadership potential Gen Y and Gen X, and engage them in a way that prevents 

cognitive attrition.  

Companies are losing leaders at a much faster 

pace than they are producing them, say 

Douglas R. Ready and Jay A. Conger, co-

authors of a recent MIT Sloan Management 

Review article titled "How to Fill the Talent 

Gap." "More than 30 million managers and 

leaders will be retiring within the next five 

years," they report.16 

 

The respect for gender or cultural diversity and the programs to build pipelines for future 

leaders in these areas helps corporations see opportunities  they might otherwise miss in 

these arenas, but they ÄÏÎȭÔ always have that in place for generational diversity. This is one 

area where organizations can stand to greatly improve. so as to not lose their future 

leaders to attrition, or lack of engagement. 

According to a Taleo study conducted in 2008, 43% of college graduates stayed in their first 

job less than two years and 19% of 18-34 years olds wanted to quit their first job every 

day, compared to 3% of those 55 years and over17.  

The focus on keeping younger talent will become even more important when the economy 

turns. !ÃÃÏÒÄÉÎÇ ÔÏ ÔÈÅ %ÃÏÎÏÍÉÓÔ ȰÍÁÎÁÇÅÒÓ ×ÉÌÌ ÈÁÖÅ ÔÏ ÍÁËÅ ÁÎ ÅØÔÒÁ ÅÆÆÏÒÔ ÔÏ ËÅÅÐ ÔÈÅ 

Ȱ.ÅÔ 'ÅÎÅÒÁÔÉÏÎȱ ÍÏÔÉÖÁÔÅÄ ÉÎ ÔÉÍÅÓ ÏÆ ÅÃÏÎÏÍÉÃ ÄÏ×ÎÔÕÒÎȟ ÔÏ ÐÒÅÖÅÎÔ ÁÎ ÅØÏÄÕÓ ÏÆ ÙÏÕÎÇ 

ÔÁÌÅÎÔ ÏÎÃÅ ÔÈÅ ÅÃÏÎÏÍÙ ÉÍÐÒÏÖÅȱȢ 4ÈÉÓ ÉÓ ÁÔÔÒÉÂÕÔÅÄ ÔÏ Á ÃÁÐÒÉÃÉÏÕÓ ÑÕÁÌÉÔÙ ÐÒÅÓÅÎÔ ÉÎ ÔÈÅ 

ÌÁÔÅÓÔ ÇÅÎÅÒÁÔÉÏÎ ÏÆ ÐÒÏÆÅÓÓÉÏÎÁÌÓȟ 'ÅÎÅÒÁÔÉÏÎ 9 ɉÏÒ ÔÈÅ Ȱ.ÅÔ 'ÅÎÅÒÁÔÉÏÎȱɊȢ  

The great news for many tech companies , if they are  able to adequately engage these 

folks  technological savvy is a core skill for every college recruit ɀ whether the job is writing 

code, developing an ad campaign, or doing corporate tax work.   

Growing up in a tech savvy environment also means that during development, Gen 
9ȭers may actually approach problem solving differently than workers of other 
generations. They are after instant gratification and recognition and often value the 
speed of a solution o ver its comprehensiveness. They are used to getting things now, 

                                                        

16 http://www.pipmag.com/feature_print.php?fid=200807fe02   
17 http://ir.taleo.com/releasedetail.cfm?releaseid=397261 

http://www.pipmag.com/feature_print.php?fid=200807fe02





























































