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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
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For perhaps the first time in recorded history, labor market
the 2F' century are comprised of memberdafr

generations Thissituation presentsery real challenges and
opportunities to organizations and how theddress issues o
talent engagemenlteadership developmeand people
management.

Associetycontinues to adapt to the prevalence of a migenerational workforceit is it
essential thatompanies proactively address this nga and applyghe same inclusive
philosophieghey ofterexhibited with regard to other forms of diversity, to ge@erational
diversitytrends

All companies havan opportunity to leveraga generationally diverse workforce as a
competitive advantagky employing a new set efigagemertbols and practicesThis paper
highlights current research supporting our assertion and introduces practical solutions for
addressing generationaind life. stageopportunities.

Vertical diversity between age groups-is just
cultural, gendetbased, or differences anchored in disabiiitg nd many companies d
pipeline of future leaders to accommodate the dramatic sociedales that have taken place

over the last fewears.
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Introduction

Businesses around the worldare currently facing demographi@l and societal changes,
economic landscape alterations, globalization, and the ongoing rise of the knowledge
worker that are leadingus to a workplacein the United Statesvhere members of four
generations sit sideby-side, for the first time.

This is bothan opportunity and a challenge forbusinesses of all sizes

In this paper, wewould like to introduce the four different generations and provide
immediately relevant recommendationsfor employee engagement across tlseage groups
and associatedife-stages. Our primary goal is to highlight techniques for better targeting
the needs of specifigenerations andlife-stages, while honing engagement practices that
may formally have beemgeindependent.

We have intentionally taken a fairly broad appr oach with this paper and provided
several recommendations which should be carefully tailored to an organization &
unique needs.

Information consumption habits aside, we hope thaby presenting a relatively large
amount of information was can ignite this mportant discussion and highlightthe forces at
work and how they might be addressed.

PR N

differenceis best explained with an example. At age 2&8nd employee might wantmore

time off from work . At age 40many people are morefocused on family than on taking time

off fromwork8 4 E A Qife-stdg®A AGE AOAADADEBOEAIGAOT 60 1 AOOAO
AT 0T ET OEA p wyyndikely share <intlak bepaviarsi 6 @' AT AOAOET T Al 6
difference might be that a 22 year old entering the work forcéoday would know how to

use a computer or has a cellphone whereas a 22 year old in 1960 was not as technologically
savvywith these new devices We believe both of thesdifferences offer opportunities,yet

feel that manylife-stagedifferencesare oftenincorrectly classified as generationak E 08 O A

very fine line. Much ofthe data does not makehis distinction, and we ask the reader keep

this in mind.

Four Generations of Workers in the 21 st Century

O#1 OPT OAOA 'i AOEAA EO AO AEOAOOA AO AbchOs8 !
of the four generationsz Traditional, Baby Boomers, Gen Xers and Generatiory ére

working alongside one another and bringing their own vales, goals and communication
approaches to the workplace. Such generational dynamics in the workplace affect morale,



productivity, recruitment and retention. Employers are facing immediate challenges when
it comes to optimizing productivity, protecting proEE OO AT A C Ol xETi¢ OEAEO

The makeup of formalz and informal - organizations
has always mirrored that of society as a whole. As
societal demographics shift, organizations have no
choice but toconsume the transformatior8  ailure 10 /&
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.& This will leave the organization
unprepared to competez for talent or in the
marketplace - eventually leading to its demise We are
confident that businesses willreact to societal changes,
but are advocating thatieadersbe more proactive in
addressing generational dversity.

According to Jamie Notter from Notter Consulting, a firfocused on diversity issues
iscussions of workplace diversity in the United States tend to start with the topics of
race, ethnicity, gender, sexual orientation, and disabilit§8 n@tter slice that is not always
included in typical diversity discussiors, however, is generational diversity. In any large
organization, you are bound to findgroups 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. &

Companies ofterview generational differences as inevitable, unavoidablend abstract but
research shows thatm the 21st century, companiesthat proactively addressthese issues
will be more successful than those that do noThey will leverage the significant shift in
societal demographics to build better and more relevant products, create moegtractive
work environments, and recruit better talentz leading directly to customer satisfaction,
and then to shareholder satisfaction.

1 http://www.hrmreport.com/article/Engagding-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
4
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Why this is Urgent and Important

I +h AE indstorgdni2aiions arealready global, diverse, andbpen-minded. They
already care deeply abut diversity and view everyone the same, regardless dlfieir
differences.

That said, n the case of generational diversityit is very important we acknowledge
differences in work styles, attitudes and work preferences and we work to understand
them thoroughly and integrate them in tothe culture.

The societal demographic changes A 6 O A a@eAdy& tecnic plates thaare andwill
continue to shake the foundation ofthe workplace as we know it We do notcurrently
understand the magnitude of these generational differencegfor customers, markets, and
employees- and can build on our momentum toproactively to address them We all need
to become students of generational and life stage differences.



Cognitive Attriti on and the Disengaged Worker

One of the biggest challenges in thodern workplace is employee engagementAn
organization that struggles to keep employees engaged faces an onset of cognitive or
mental attrition. So why do we need engaged employeeEfAgaged 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

O E A@ingds 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-
guartile business units also have 12%
higher customer metrics, 18% higher
productivity, and 16% higher profitability than business units in the bottom quartie.&

Engaged employees work with passion and feel a profound
connection to their company. They drive Innovation and move
the organization forward.

Not Engaged employees are essentially "checked out."
They're sleepwalking through their workday, putting time -- but
not energy or passion - into their work

at work; they're busy acting out their unhappiness. Every day,
these workers undermine what their engaged coworkers can
accomplish.

l ACtiVEIy Disengaged employees aren't just unhappy

Figure 1 - Gallup - Types of Employee Engagement

Asthe age of the workforce changesso do the things required to engage employees. The 25
year old wants time off, the 40 year old wantsnsurance to coverpink medicine for ear
infections for infants, and the 60 year old wants talo work that leaves a legacy.The
changingdesiresand needspresent firms an opportunity to increase employee

engagement levelsacross the generational levels ats workforce.

The cognitive attrition that comes with a lack of engagement is an area whebesinesses
can improve, and learning how to engage a generationally diverse audiencanlead to
growth in the marketplace. There are many studies that show the relationship between
employee-customer-shareholder satisfaction.

According to a Partner from Great Place® Work institute, the company that provides data
El O &1 OO0OT A - ACAUETAOG pnn "AOGO #1711 PATEAO

OAOEOAEZAAOEIT EO 600600 E OEA x1 OEPI AAA 8

5 http://gmj.gallup.com/conten t/142859/Right.aspx
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generational diversity will lead to trust in the organization and peers amongemployees of
AEOAOOA CA1T AOAOQETT 0o

Why is engagement so important these days?

Building a culture that fully engages employees of varying generations wgkrve toensure

that as the economy turnscompanies ae able to retaintheir future leaders. According to

OEA %ATTT11EOO Oi ATACAOO xEI1 EAOA O1 1 AEA Al
motivated in times of economic downturn, to prevent an exodus of young talent once the
economy improveso Bhe ramifications of not improving the enagigement 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 gubportionate 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
gap? there simply aren't enough to fill the shoage.

This shortfall is coming because the number of baby boomers born within agek8 period,
from 1946 to 1964, was so huge78 million people. And U.S. birth rates have been on a
steady decline since the late 1970s. Citizens of ebédring age just @&n't having enough
kids to meet the country's need for future workers.

,TTEETC TT1U AO OEA ACA 50pgercénEokthexcirenfwaikioréeAh E OGBS
would prefer to retire in the next 10year$.! T T OEAO DOT Al Al xA6OA & O1 /
companiesthat folks are often staying longeiinstead ofretiring, since theirneeds as

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

It is clear thatwe face some significant challenges with engagirmpth these segments of
the workforce.

When it comes togenerational diversity, the risk of inactionis significant:

1) Corporations standto lose more employees through lack of engagement in the
short-term and head count attrition over the long termasthe economy stabilizes

2) Corporations will lose opportunities to capture experiential learning and
institutional knowledge buried in the minds of aur veterans, before they retire.

61 T AAAT OAl g 31T AEAOGU 1T &£ (01 AT 2A01 OOAA - AT ACAT A1 69 O' OAA
Human Resource Management Management Conference, 2010

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

8 http://www.disruptivedemographics.com/2010/03/disruptive  -demographicsin-workplace_06.html
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3) Our future leaders, Gen dnd Gen Xwill not develop and remain focused on their
careersat their current companies- instead their focus will be aroundwhere to go
for their next job.

4) Veteransz or more significantly z the experienced boomers who rach their late
vmtd O Alwh spermd thélast of their years waiting to retire, collecting a (big)
paycheck,and yet, by Gallup terms, aredisengagedr worse, andcompanieswill
lose out on the opportunity for these folks tanentor, teach, learn from, and engage
with the younger generationto developa new andimproved corporate culture.

Research Hypothesis

Meth odology
The information in this paper is derivedfrom five primary sources:

A Formal Focus Groups

A Listening tours

A Phonelnterviews with employees fromFacebook,Amazon, Boeing and two
Seattlebased startup companies

A External Research

Key Findings

A Vertical diversity between age groups is just as impactful td AT | EfiaureU & O
as the crosscultural, gender-based, or differences anchored in disability and
i AT U AT I bAhateAQipelink of futhre leaders to accommodate the
dramatic societal ctanges that have taken place over the last few years.

A Due to an unprecedented number of workers from four generationsvorking
alongside one anothergenerational dynamics in the workplace affect morale,
productivity, 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 understad the climate and make proactive efforts to embrace it.

A With attrition rates holding steadyin an unstable economygcompanies need to
focus their efforts to preventcognitive attrition and increase engagement.

A Benefits, both formal and informal are one way to improve employee
engagementAt most companiesthere is a large discrepancy between the
breadth of benefits offerin gs and employee awareness z one way to improve
benefits communications, and increase ben#$ awareness is by targeting
content based on generation andife-stage



A Employee engagement is a two way street not only does anorganization have
to adapt its practices in a generational diverse setting, b@mployees 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.
A Globally thefastest growing segment of the populatio is aged 60 and oveyrso
engaging the older workforce is just as important asngagingyounger
employees At many corporations/El 1 EO AOAT 6 Qeti®@AedtOARIAQ 6°hE Al
making it crucially important that companieswork hard to engage these
employeesOEAO AOA OOAUET C 11T CAO OEAT A@bAAOA
opportunities with higher ROI to the company
A Ultimately, attrition and engagementire most influenced by an enpli UAA S O
direct management chain
A Reverse Mentoring is a tangible way compaes can better utilize their muli-
generational workforce, increase engagement between workers, both young and
old, and bridge generational gaps.

The Multi -generational W orkplace

Before generational difference can be adequately addressed it is
important to have ahigh-level understanding of the four generations
that share our workplace; Generation Y, Generation X, Boomers and
Veterans.

Q\rmed with an improved
knowledge of the motivators and
disincentives that drive its
employees, an organization is more likely to develop the
recruitment and retention strategiesthat others only
AOAAIT AThé sAriegdn 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 O O1 O Chefineédae

Veterans (or Traditionalists or Matures )

The Veterans (iepeople 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 ofreligion, family, and country. Their core

values include respecfor authority, loyalty, hard work, and dedcation. 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 IMeteranstend to value hard work. They are dedicated,

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

organization succeed and getting customers what they need. They are great team players,
AAOOU OEAEO xAECEO AT A AiT180 1AO 1T OEAOO AT x1 8
Baby Boomers

The Baby Boomers (iepeople born between 1943 and 1960 ) did not experiencethe
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 ghhialue
;- on youth, health, personal gratification, and material
wealth. Baby Boomers are optimistic and believe their
| generation changed the worldThey make up almost half
& the U.S. workforce (46 percent): They grew up during an
era of economic prosperityand experienced the tumult
of the 1960s at an impressionableage. They are driven,
y 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

Geneimtion Xers (ie,people born between 1960 and 1980 ) sometimes are referred to as
the misunderstood generation. They are the product of setfentered, work-driven Baby
Boomer parents. Watergate, the advent of MTV, singparent 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://ffindarticles.com/p/articles/mi_mOFSL/is_3_78/ai_109352507/
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by money, believe in balance in their lives, are seléliant, and value free time anchaving
fun.Gen X make®D c¢w DPAOAAT O T £ OEA xI1 OEA&AI OAAdq ' AT 8A
AobAOEAT AAO xEOE AT OPT OAOA Al x1 OEUET ¢ AT A OAO
aneraoftwcAAOT AO ET OOAET I AOh I[-dyéwewbfmorieenkit CcI1 O A A
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¢anologically

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

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

Generation Y-- are thosepeople 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 millopeople,
approximately 30%, of the current population.Generation Ymakes 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 wellrganized, 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 jdged by their contributions and where
L\ talent matters.

/

O4EAEO AAEAT AAROO OAU OEAU AOA 11T OEOAOAAR OAOO
ET OEAOA AEEEEAOI O OEI A0G8 41 1 Omkediled EI x AOAON
narcissisticlayabouts 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, andunalt

OAAI DI AUAOO8 '1T Ah xEEIT A Ul O AOA Tio OEA OOAEA
recalibrate my personal goal$!.

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

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

ofworkh T BDBT OO0OT EOEAO A& O COI xOE A1 AThésEyoung AAA T A

11 http://www.economist.com/node/12853955?story _id=12853955
11



employees are less averse to change and will tirelessly seek environments that promote
these activities, leavingthos©® EAO Al 1 6 08

m Veterans
m Baby Boomers
Gen X

m Nexters

Figure 2 72010 US Workforce by Generation 12

Differences in Life -stage

Spiritual Denouement (66 and beyond)

Key Issues Self-Image Goal Focus
Hope vs. Accepting self as  Tying things up
Despair, dependent on a and completing

wisdom greater the development
than one's own, of the
recognizing that  person/spiritual
wisdom as being we want to
benevolent, and become
submitting one's

self and life to

that wisdom's will

Survival of Spirit
vs. Mortality,
Surrender vs.
Control

Relationships

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

12 hitp://findarticles.com/p/articles/mi_mOFSL/is_3_78/ai_109352507/
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Community

Recognizing that life is only
part of a larger, more
enduring spiritual
community and helping
others understand that
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Leaving a Legacy (49-65)

Key Issues

Contribution vs.
Personal Benefit,

Other vs. Self-

Centered, Social
vs. Independent
Accomplishments

Self-Image

Letting go of

earlier inaccurate
ego images and
accepting oneself
as a worthwhile

being with

weaknesses as
well as strengths

Mid-Life Transition (40-48)

Key Issues

Resolving Key
Polarities

Immortality vs.
Mortality,

Self-Image

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

Making Commitments (32-40)

Key Issues

Master vs.
Apprentice,

Permanent vs.
Tentative

13

Self-Image

Firming

up/establishing a
more permanent
sense of self and

who/what we

want to become

Goal Focus

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

Goal Focus

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

Goal Focus

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

Relationships

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

Relationships

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

Relationships

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

Community

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

Community

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

Community

Establishing more
permanent connections
and community ties/
responsibilities




Choices

Young Adult Transition (27-31)

Key Issues Self-Image Goal Focus
Turmoil vs. Questioning Re-assessing
Certainty, sense of self and initial life style and

who/what we making more
want to become  permanent
choices/

commitments

Settling Down vs.
Keeping Things
Open

Autonomy / Tentative Choices (18 - 26)

Key Issues Self-Image Goal Focus
Autonomy vs. Developing Defining self as an
Dependence, sense of individual and

personhood as establishing an
separate from initial life style

parents and
childhood peer
groups

Tentative vs.
Lasting Choices

Table 1 - Personal and Lifestyle Characteristics by Generation 13

Cross-Generational Engagement
A The Younger Workforce
A The Older Workforce

Relationships

Sorting out and
deciding which
relationships will
become more
permanent

Relationships

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

Community

Re-thinking and
evaluating commitments
and connections

Community

Realigning focus from
family of origin to new
peers and groups

Generational and lifestage issues affect us both consciously andlsronsciously every

single day.

I OOO0OOAU AU , AA AT A
Ui 61T CAO x1 OEAOO8 AAE
abiliti es of their oldercex | OE #0006
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N z - z A

Even at the most progressive of companiethese trendsoftenD AOOE O O8 ) 06 O
address them headon to win the battle ofengagement

For organizational purposesx A1 1 OBPI EO OEA AT 1T OAOOAOQET I
(Generations X and Y) and Older Workers (The Baby Boomer Generation and Veterans)
presentthe unique traits that folks of these various fe-stages and generations share and
provide recommendations and tips for addressing these differences.

The Younger Workforce
A Building a Pipeline of Future Leaders
A Younger Managers

With regards to the younger workforce a huge engagement challenge for many
companies lie sin missi ng out on opportunities to grow future leaders

One of the biggest historical challenges in the tech workplace is effectively motivating and
engagingtop young talent. Himan Resourcesplays a huge role in bringing this téent in but
engaging anddeveloping it is a responsibility allemployeesshare.

Gen Y and Gen X are our current and near term future leadefEsnployers need to invest in
efforts to engage these future leaders in a gdive way, at the risk of losing them and their
influence on their peers.

Common Background Characteristics 1°
Characteristics Generation Y Generation X
Core Values Realism, Confidence, Extreme fy Skepticism, Fun, Informality
social
Family Mergedfamilies Latchkey kids
Education an incredible expense A way to get there
Communication Internet, picture phones, email | Cell phones, call me only at work
Media
Dealing with Money | Earn to spend Cautious, Conservative, Save
Save Save
Generational Attitudes

Area Generation Y Generation X
Attitude toward | want to integrate work and Let me create a schedule that
work -life balance leisure allows time for work and home

54 AT 4EET CO 910 . AAA O +11x 1A 6O ' AT AOAOQGEI T Al
Executive Board corporation

15
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Attitude toward risk

Relatively high risk tolerance

Relatively moderate risk
tolerance

Degree of | want to learn transferable | want to learn the latest and
intellectual curiosity | skills greatest new skills

Dependent Now- few or none; reliant on Now- Respmsible for a spouse
obligations boomer parents and one or more children

Future z obligation will grow as
Gen Y marries

Future- Obligations increase due
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Common Gen Y and Gen X Weaknesses

wAbsence related to
lifestyle decisions

wRespectful
communication

wThe consequences of

wCareer development

wConflict resolution and
office politics

wMultigenerational team
wFunctional literacy projects

their lifestyle or risk family

taking behavior
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wBalancing work and



Buildi ng a Pipeline of Future Leaders

Whether leadership is measured by title or influencegrganizations need to proactively

addressthe leadership potential Gen Y and Gen 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 J&y 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 report16

The respect forgender or cultural diversity and the programs to build pipelines for future
leaders in these areas helpsorporations seeopportunities they might otherwise miss in
these arenas, buthey A I Tafivéyshave that in place for generational diversityThis is one
areawhere organizations can stand to greatly improveso as to not lose theifuture
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 184 years olds wantel to quit their first job every
day, compared to 3% of those 55 years and ovér

Thefocuson keeping younger talentwill become even more important when the economy

tuns.! AAT OAET ¢ O1 OEA %AIT 111 EOO O ATACAOO xEI I
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The great news formany tech companies, if they are able to adequately engage these
folks technological savvy is a core skill foevery college recruitz 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

9 & s 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.cfim?releaseid=397261
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