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“Generational collisions are among the key management issues being faced by leaders of today’s
organizations.” Because people are living longer and staying in the workforce longer, this is the first time in
history that four generations are likely to find themselves looking at each other over the same conference
table.

The research of Lynne C. Lancaster (with business partner David Stillman) clearly shows that many problems
formerly ascribed to loss of employee loyalty and work ethic are actually generational in nature. Companies
are finding that productivity, culture and viability are being negatively impacted by poorly handled generational
issues. Indeed, 65% of the research respondents say that generation gaps make it hard to get things done.
They cite lack of communication; the tension between “that's the way we’ve always done it” and “let's change
it because we can change it”; differences in generational values on issues as diverse as work ethic and dress
codes; workforce shifts; and the problem of obtaining and retaining muiti-generational talent.

In short, the potential for collision, conflict and confusion between the generations has never been greater.

In this presentation, Lancaster broadens and deepens our understanding of the generational variables that
influence performance:

* Who the generations are: their demographics, traits, stereotypes and values

* How to analyze your own organization for generational weaknesses and strengths

Lynne C. Lancaster is a respected management consultant and coach. Her research on intergenerational
communication stems from observing the challenges her clients face in recruiting, training, managing and
retaining a work force that spans four generations, often at conflict with each other. She has been reviewed,
quoted and featured in numerous national magazines and journals including The Futurist, Nation’s Business
and The Washington Post. With business partner David Stillman she is co-founder of Bridgeworks, a
company dedicated to researching and promoting generational issues and understanding. Her latest book,
upon which this presentation is based, is When Generations Collide: Who They Are. Why they Clash. How
to Solve the Generational Puzzle at Work.
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shortage of workers as well as a severe brain drain. Utilities, government, and manufacturing —

industries which expanded massively in the boom of the 60s — will be particularly hard hit. Within

seven years, 30 miliion currently employed workers will be over age 55. The skilled worker gap is
estimated to be 5.3 million by 2010; 14 million by 2020. What is now a talent overload is quickly becoming a
talent deficit, and companies will find themselves competing for qualified workers. Thus, taking advantage of
generational strengths — both now and in the future — is a critical characteristic of agile and profitable
companies.

L ancaster notes that the coming workforce loss of both Traditionalists and Baby Boomers will create a

Truly understanding generational characteristics is a good starting place since misleading generational
stereotypes are pervasive, and they divert attention from the strengths that each generation brings to the
party. “You can’t expect to understand someone you've already put in a box.” Are “old people” really
forgetful? Are “young people” really focused only on themselves? Lancaster says, “no,” and she has the
research to back it up, as shown on the clarifying grid below.

(Note that this grid is not intended to “put people in a box,” but instead, to take the lid off the box to increase
understanding, appreciation and workplace productivity. Further, this grid does not include Cuspers, those
who have a foot in two generations. They often do tremendous work in connecting the generations.
Lancaster also notes that many people “jump generations™: i.e., there are very traditional millennials as well
very hip traditionalists, so categorizing solely by birth year would be a mistake.)
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The critical message is, “generational differences have the potential to enhance rather than harm
organizations.” Lancaster observes that the companies who learn to take advantage of the generation gaps —
not simply manage or endure them — are likely to be “employers of choice” in the future, capable of attracting
and retaining a skilled workforce. “It has fo do with being liked, trusted, listened to, provided with training, and
establishing an atmosphere of good will for employees of all ages.” Said another way, successful
organizations are wise to recognize, understand and employ the strengths of all generations as they consider
immediate and future needs.

Learning Applications

Consider the value of conducting a serious, forthright analysis of the generational puzzle in your own
organization:

¢ Does the organization understand and embrace the contributions of each generation? What are the
evidences?

+ How is each generation currently being understood or stereotyped?

e What does each generation bring to the table? How do they clash? How do they interact?

e Whatis your expectation of the roles each generation will play in decision-making?

e What are you doing to hire and retain employees from each generation?

¢ How do generational influences and shifts affect your succession plans?

 What needs to happen to weave generational respect into your organizational culture?

¢ Who will lead the charge?
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— ClashPoint" — Institutions

The generations view institutions in very different ways. This can affect the strategies we use
to recruit, engage, manage and retain them.

GENERATION

FACTOIDS

TIPS

: TRADITIONALISTS...

..are loyal to institutions.

#1 reason for staying on
; the job—Iloyalty to clients
; and customers

40% of Traditionalists said their
company did not do a good job of
making them want to stay.

48% said training opportunities
play a role in staying with the
company.

73% plan to return to work in
some capacity after they retire.

Recognize their loyalty and
experience.

Select activities that help
Traditionalists show what they
know.

Remember, Traditionalists have
career paths too.

Focus on evolution, not revolution.

Mix the generations in teams so
they cross-pollinate.

: BABY BOOMERS...

...want to put their own
: stamp on institutions.

#1 reason for staying on
i the job—making a
; difference

43% of Boomers said they lack
opportunities to be mentored
where they work.

30% said that not having a
mentor contributes to their job
dissatisfaction.

75% said time off would be the
greatest reward they could
receive.

Be aware of Boomers’ competitive
nature.

Acknowledge their contributions.

Focus on how they can make an
impact.

Offer training opportunities
throughout their careers.

Recognize Boomer burnout.

: GENERATION XERS...

...are skeptical of
: institutions.

: #1 reason for staying on

the job—building a career;

i #1 reason for changing
i jobs—building a career

Only 17% of Xers thought a
lifetime career with one company
was a good goal (compared to
35% of Boomers and 70% of
Traditionalists).

30% of Xers have left a job due
to lack of training opportunities.

80% of Xer men said time with
family is more important than
challenging work or a higher salary.

Respect their skepticism.
Establish your credentials.

Show you have a sense of humor.
Let them know you like them.

Talk about how training applies to
their careers, not just their jobs.

MILLENNIALS...

¢ ..will judge institutions
: on their own merit

: #1 reason for staying on
: the job—work that has
: meaning

They are globally aware, cyber-
literate, and techno-savvy.

Millennials recently ranked
“personal safety” as their No. 1
workplace issue.

Millennials don't just accept
diversity, they expect it.

Don‘t assume all Millennials will be
at the same level in training. i

Expect to do more remedial
training.

Teach in shorter modules; test
often; make it fun.

Help them visualize how the
training applies to their jobs.

Understand they often learn best
by collaborating.
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