Introduction
Today’s business owners are struggling to keep their
doors open amidst a failing economy, and an everchanging workforce. Over the past several years,
citizens lost millions of dollars in the stock market,
forcing some to continue working past the age of
traditional retirement. Many folks simply can’t afford to
stop working. Others no longer have the financial means
to attend college and must enter the workforce straight
out of high school. Therefore, a 20-year-old may find
themselves working side by side with an individual who
is more than 50 years their senior. All in all, businesses
today are comprised of a multigenerational workforce.
A multigenerational workforce is comprised of
individuals from several different generations. In order
for a business to thrive, all employees must work
together, supporting one another throughout each and
every work day. For business leaders, this presents
quite a challenge. They must learn the strengths and
weaknesses of various generations, as well as how to
motivate and reward them.
Throughout Managing a Multigenerational
Workforce, we’ll evaluate the following
generations: World War II, Baby
Boomers, Generation X and
Generation Y. We’ve defined the
generations by birth year.
World War II (1945 and before)
Baby Boomers (1946-1964)
Generation X (1965-1980)
Generation Y (1980-2000)

Why Address Intergenerational Dynamics?
According to AARP, there are plenty
of benefits for businesses who value
and support an “age-neutral” work
environment. These benefits include a
strong corporate culture, improved
recruiting techniques, employee
engagement and retention.
In terms of corporate culture,
educating employees on generational
differences builds tolerance and
understanding that may lead to
an increase in productivity. Also,
developing employment practices based
on fairness and equal opportunity
among all generations could reduce the
amount of age discrimination claims.
It’s important to post job ads that
target various generations. Unique
ads for each generation will project
the idea that your company values all
people, not just certain segments of the
population. Taking the time to improve
your recruiting techniques
will yield a diverse pool of
applicants hungry for your
open positions. Posting
the same job
ad week after
week may
seem easy, but
your applicant
pool will
become stale.
Remember,
different
generations

value different things. It’s critical that
you speak to what each generation
values in your job ads.
Employee engagement is critical to
the success of a company. The Sloane
Center on Aging and Work at Boston
College defines employee engagement
as, “a positive, enthusiastic, and affective
connection with work that motivates an
employee to invest in getting the job done,
not just ‘well’ but ‘with excellence’ because
the work energizes the person.”
Managers, who take the initiative to
learn what motivates their employees,
will see great return on their
investment. Employees are more likely
to work harder, and longer hours,
when they feel appreciated and valued
by their employer.
There are several factors that may
influence an employee’s level of
engagement including; tenure, salary
level, full time/part time status, work
overload, job security, etc. Managers
should always think about these factors
when conversing with employees.
In addition, an engaged employee will
be less likely to leave their position and
move to a different company. Therefore,
taking the time to ensure that your
employees are engaged strengthens
retention and reduces turnover and
training costs associated with bringing in
new employees.

Benefits of an Intergenerational Workforce
According to Leading a Multigenerational Workforce,
written by AARP, there are many benefits to having a
multigenerational work team.
A multigenerational workforce attracts people of
all ages. Let your multigenerational workforce do the
recruiting for you!
A multigenerational workforce possesses a wide range
of skills. They’re more flexible than a workforce
comprised of homogenous individuals.
A multigenerational workforce “can gain and
maintain greater market share because its
members reflect a multigenerational market”.
A multigenerational workforce is more creative
than a workforce comprised of one, or a just a
few generations.
A multigenerational workforce produces a wide range
of ideas, due to a multitude of perspectives formed
over differing periods of years.

The World War II Generation (1945 & before)
Those born during the World War II Generation grew up during a
time of war and hardship. World War II lasted many years, leaving
some with very few possessions. As soldiers returned home, they
were welcomed with parades and homecoming ceremonies. The
World War II Generation developed a strong sense of commitment
to God, their family, friends, and most importantly, soldiers as a
result of the war.
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Make do or do without.
Stay in Line.
Sacrifice.
Consider the common
good.

These individuals today are detail oriented, and believe in sacrifice,
dedication, duty and hard work. Currently, the World War II
Generation represents less than 10 percent of our workforce.

Aside from The World
War II Generation,
this generation is also
known as:
Traditionalists Builders
Industrialists
Radio Babies
The Silent Generation
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1937- Snow White, Disney’s first animated film was created
1941- Hitler invades Russia
1941- Pearl Harbor; US Enters World War II
1945- World War II ends in Europe and Japan
1950- Korean War begins
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Baby Boomers (1946-1964)
Baby Boomers by definition refer to the children born in the period
of time after World War II when the soldiers returned to U.S. soil.
Millions of “baby boomers” were born during this period in history.
Television
The Baby Boomer Generation grew up during a time of economic
growth, were taught to be optimistic, yet they tend to feel “defined”
by their jobs. They also harbor mixed feelings regarding authority
and management.

Be anything you want
to be.
Change the world.
Duck and cover.

In terms of work, Baby Boomers put in long hours, typically in an
office setting, and place little emphasis on finding a work-life balance.
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1954- First Transistor Radio
1960- Birth Control Pills introduced
1963- Martin Luther King, Jr. leads march in Washington, D.C.
1963- President Kennedy assassinated
1967- World’s first heart transplant
1969- Woodstock
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Boomers
Vietnam Generation

Generation X (1965-1980)
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1976
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1970

1973- Global Energy Crisis
1976- Tandy and Apple market
Personal Computers
1978- Mass Suicide in Jonestown
1979- Margret Thatcher becomes
1st female British Prime Minister

1980- John Lennon killed
1981- AIDS identified
1986- Chernobyl disaster
1989- Berlin Wall falls
1989- Tiananmen Square uprisings
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Gen X
Twenty-somethings
Baby Busters
Post-Boomers

1985
1986

Don’t count on it.
Heroes don’t exist
Always ask “why?”

the home, they tend to be
extremely self-sufficient adults.
In the workplace, they are selfreliant, in part due to the fact
that some “raised themselves”.
It’s no surprise that divorce
can cause chaos and confusion
for children. For those who
grew up during this era with
divorced parents, stressful
situations in the workplace
are now easy to navigate. This
is because as children, these
individuals figured out how to
survive living in two different
households, with different rules,
different parenting styles, etc.
Generation X seeks to work
for organizations that are flexible,
and results-driven. They are
comfortable working in and out
of the traditional office setting,
enjoy streamlining processes,
and achieving measurable results.
Unlike other generations before
them, Generation Xers want
to achieve a comfortable
work-life balance.
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Personal Computer

Generation X is on its way…
moving into leadership and
management positions in today’s
workforce. Growing up, they
overheard their parents worry
about recession, inflation and
stagflation. In addition, they
watched as leaders such as
President Nixon, Reverends
Jim Bakker and Jimmy Swaggart
made mistakes that impacted
the rest of their lives.
Many Generation X babies
grew up with both parents
working. It is during this time
period that women began to
enter the workforce in record
numbers. Also, the number
of couples seeking a divorce
increased dramatically. While
the two are not connected,
most born during Generation
X have been affected by divorce
either within their immediate
family, or through friends whose
parents were divorced.
Due to the fact that most
of Generation X grew up with
both parents working outside

Generation Y (1980-2000)
Generation Y is fast-moving,
internet savvy, and goaloriented. Having used a
computer since birth, these
individuals are resourceful, and
hungry for information- it’s
right there at their fingertips!

The Internet

In terms of relationships,
Generation Y has developed,
for the most part, an egalitarian
relationship with their parents,
teachers, and mentors. They
feel comfortable talking about
issues that were once taboo
such as; AIDS, marital infidelity,
and domestic violence. Instead
of obeying their parents, and
heeding their every command,
Generation Y challenges their
parents, and views them as
an “equal” or “friend” in
most cases.

You are special.
Connect 24/7
Achieve Now!
Leave no one behind.

Millennials
Gen Y
Internet Generation

1990- Nelson Mandela
released from prison
1993- Apartheid ends
1995- Bombing of federal
building in Oklahoma City
1997- Princess Diana dies
1999- Columbine H. S. shootings

Today, those born in the early
stages of Generation Y are
actively seeking a work-life
balance. In addition, they
believe that work should be
measured by results, not the
amount of hours one puts in
at the office on a weekly basis.

1999
2000
2001
2002
2003
2004
2005

1997

1995

1993

1990

Generation Y grew up during
a period of financial growth.
They’re comfortable with
multi-tasking and seek instant

reward or gratification. As
children, they were often told
how special or loved they were.
In addition, parents signed their
children up for a multitude
of activities. “Soccer Moms”
as they are named, put their
Gen Y children’s activities and
school work above their own
interests. More activities are
better than none. In addition
to sports and school, Gen Y
children are also expected to
serve their communities in
a number of ways including;
volunteering at soup kitchens,
community events, etc.

2001
2001- World Trade
Center attacks
2002- Enron, WorldCom
corporate scandal
2003- War begins in Iraq
2004- Tsunami in Asian Ocean
2005- Hurricane Katrina

Communicating with a
Multigenerational Workforce
As generations evolve, so do forms of communication. If an
employer only communicates via text message and email, then
they’re missing those that prefer to communicate via telephone
or in person. It’s important to think about how employees will best
receive information, even though the overall goal in today’s world is
to communicate as quickly as possible.
The World War II Generation: This generation prefers various
forms of written communication including; memos, letters, personal
notes, etc. When communicating verbally, slang and profanity will
not be tolerated- especially in a working environment. The tone
should be professional, and side conversations about one’s personal
life outside of work should be kept to a minimum.
Baby Boomers: Baby Boomers tend to make phone calls, plan
face-to-face meetings, and attend structured networking events
when conversing with potential clients or co-workers. More-so
then other generations, Baby Boomers see personal relationships
and business as intertwined; therefore, discussing business over
breakfast or lunch is appropriate. Also, make sure to ask about their
personal life (i.e. - children, hobbies, etc.) when meeting because to
a Baby Boomer, the personal relationship is just as important as the
business relationship.
Generation X: Much different than Baby Boomers, Generation X
prefers to communicate about business only via voice mail, email,
etc. Communication should be short, to the point, and nothing
else. Further, don’t waste the time of a Generation X employee.
Instead of sending a plethora of emails asking for this or that, try
and condense them into one long email that’s easy to navigate.
Generation Y: Digital communication via blogs, text messages,
instant messaging, etc. is the preferred method of communication
for Generation Y. Their messages are positive, and rarely contain
sarcasm or cynicism. While they know how to write a hand-written
thank you note or letter, a Generation Y employee will be just as
happy sending an electronic thank you note.

Teaching a Multigenerational Workforce
Just as hair styles and trends in clothing change across generations,
so do learning styles. When charged with the task of training a
workforce, it’s important for employers to think about how their
employees will best learn information. Without taking learning
styles into consideration, an employer risks wasting time, frustrating
employees, and developing a workforce that is unable to function
properly due to ineffective training.
The World War II Generation prefers traditional, instructor-led
learning, while the Baby Boomer Generation is more independent.
Baby Boomers value expert or instructor-led learning, and are
competitive among peers. Generation X excels in collaborative
learning, and utilizes technology. On the other hand, Generation
Y prefers to learn independently thorough online research.
Think about how training is conducted within your company.
• How do you currently train employees?
• Do you rely heavily on one medium or another to
communicate information?
• Does one generation of your workforce seem better
trained than another?
• Do you and your co-workers understand the importance
of differentiated learning?
When planning to train employees
in the future, make sure that the
material is available in a variety
of formats. Taking the time to
recognize different learning styles
will result in a better trained
workforce.

Rewarding a Multigenerational Workforce
It’s important to recognize employees for their hard work and
dedication to their jobs. Yet, have you ever thought about how each
generation of your workforce likes to be recognized? For example,
the World War II Generation prefers tangible items such as plaques
and certificates, while Baby Boomers enjoy promotions or personal
attention and recognition from a boss. In addition, Generation X
views extra vacation days, upgraded resources, and opportunities
for development as a great way to reward employees. Finally,
Generation Y likes monetary awards and certificates the best.
Keeping these differences in mind when it comes to rewarding
employees is critical in making sure that employees of all ages feel
supported and valued by their employer. If possible, create a reward
system that allows employees to choose how they’d like to be
rewarded. This way, an employee can choose how he or she will
be rewarded. When hired, have all new employees rank a
pre-determined list of ways they may be rewarded.
Then, when it comes time to pass out rewards, the
employer will already know what to get his or her
employees on an individual level.

Challenges Seen in Today’s Workforce
The leadership pool in today’s workforce is shrinking at warp
speed. Generation X and Y are much smaller than The World War
II Generation and most importantly, the Baby Boom Generation.
As Baby Boomers begin to retire over the next several years from
positions of leadership, who will take their place?
It’s now up to Gen X and Gen Y to become thought leaders and
positively impact our workforce. However, a leadership deficit will
still be present due to the fact that two people are retiring for every
one person that’s entering the workforce.
As the age gap between Baby Boomers and Gen X and Gen Y
continues to widen, a shift in traditional career paths will occur.
Instead of long tenured careers that Baby Boomers are used to,
those new to the workforce will be forced to develop faster,
taking on more responsibility and leadership early in their career.
Consequently, competition for the high-level senior thought leaders
(last few Baby Boomers) left in the workforce will become fierce.
Companies will fight for these people knowing that once they retire,
those with few years of experience will be filling their shoes- and
they’re big shoes to fill.
As our workforce evolves, companies must implement excellent
retention programs in order to hold on to their Gen X and Gen
Y employees. Doing so will help fill the gap in leadership that will
occur when that last of the Baby Boomers retire.
After reading the information presented above, think
about the following three questions:
1. Is your company prepared if a sizeable amount
of executives and managers retire?
2. What kind of impact would this have on
your workforce?
3. How would you survive?
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