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Describe the most productive person in your office:  
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Describe the most challenging person in your office:
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Describe your next hire:

_______________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________

_______________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
_______________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
Objectives of this Session:

1. Gain a better understanding of generational     
differences.

2. How to keep your most productive people.
3. How to help challenging people improve.
4. How to recruit your next hire.
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56.6. million

Silent Generation

52.5 million

Baby Boomers

78.2

Generation X

69.5 million

Generation Y

100 million 

U.S. Live Births 1905-2006

The last five generations in the United States
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Fact #1: The impact of the aging workforce is one of the premier 

issues in the eyes of State government leadership

Fact #2: Most States/Agencies are aware of the depth of the 

problem and many have even conducted detailed 

analysis and forecasts in this area

Fact #3: Most States/Agencies are relatively ‘frozen’ regarding 

how to attack and manage the problem

Fact #4: Most States/States are likely still viewing this as an ‘HR’ 

problem and solution

Fact #5: Those who maintain the status quo framing of the 

situation will likely be outperformed by others in the 

attraction of organization  required talent 

The impact of the aging workforce on State governments will pose dramatic 

challenges to serving the citizen over the next 25 years


_____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________

          _____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________

      _____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
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Statistics

Corporate Leadership Council

State of the Workforce 2004: United States



For the first time in American history, the number of younger workers entering the 

labor market will not replace those who are leaving



Every day 10,000 Baby Boomers turn 55 years old



One in six workers are age 55



For every two experience workers leaving the workforce, one will enter



Workers age 25 to 34 shrank by almost 9% over the last decade



By 2010, American businesses will face a labor shortage of more the 10 million 

workers



By 2030, the gap will grow to 35 million

Key Demographic Trends
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Veterans

Boomers

Gen X Gen Y

Birth years 1945  

and prior

Birth Years 1946 

through 1964

Birth Years 1965 

through 1978

Birth Years 1979 

through 1993


Worksheet: Understanding the Generation Gap - THEN




    Baby Boomers


  Generation X

       Generation Y

Favorite TV Show
Favorite Movie

Favorite Music

Hair Styles
Key Events

Economic Picture

Worksheet: Understanding the Generation Gap - NOW




Baby Boomers


  Generation X

       Generation Y
Loyalty to Employer

Work Environment

Leader/Management

Working with teams

Work/Life Balance

[image: image8.emf]1925 1946 1964 1979 1993

Veterans

Boomers

Gen X Gen Y

Understanding Boomers

• There are over 80 million people in the Baby Boomer, 

or “me” generation. 

• Boomers have competed for everything all their lives

— the sandbox, the little league team, college admission       

— and they’re still at it in their respective organizations. 

• Boomers tend to be optimistic, value affiliation and are 

driven to succeed. 

• They’re also devoted to (or at least interested in) 

personal growth, gratification and health and wellness. 

• Boomers inherited the work world as the Veterans 

created it. 

• They have accepted the way it is, including its 

traditional  approach to benefit and reward plans. 

Motivators

“Your contribution is important 

and unique”

“We need you”

“You’re one of us”

Most-Valued ‘Rewards’

• Retirement planning assistance

• Flexible retirement options

• Training

• Politically acceptable time off 

Sabbaticals
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Understanding Gen X

• When the significantly smaller (40 million or so) group of 

Gen X’ers entered corporate America, times had changed, 

and not necessarily for the better.

• This is the group that saw their 49 ½-year-old father (or 

neighbor or uncle) laid off six months before his pension

• They also experienced non-traditional family settings—

single parent homes and blended families—at a rate never 

before seen in America. 

• A key characteristic of Xers is adaptability. Roll with the

punches. Deal with what life hands you. 

• This has resulted in their generation being characterized

as pragmatic, informal and balanced, as well as cynical 

• The X’ers created “Me, Inc.”— the belief that everyone 

should take charge of their career and not place their 

employment fate in the hands of an employer. 

Motivators

“We look at your results, not how 

many hours you’re in the office”

“You do particularly well at this and  

we want to give you an opportunity 

to learn and grow”

“We don’t take ourselves too 

seriously and try to have some fun

along the way”

Most-Valued ‘Rewards’

• Skill development and real-time 

performance feedback

• Immediate, tangible recognition

• Flexible work arrangements and 

positive work environments
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Understanding Gen Y

----------------- Get ready for this group --------------------

• They match the Boomer generation in size and currently range 

in age from recent college graduates to middle school students. 

• They are optimistic (having been raised, in large part, by the 

optimistic 

• Boomers), self-confident, achievement-oriented and sociable. 

• They seamlessly interact with technology, multi-task effortlessly 

and expect to work in a place that values their contributions and 

allows them to make a significant impact. 

• They also view work/life balance as a given and do not see it as 

incongruent with a successful career. 

• The Y’ers inherited “Me, Inc.” and it’s predicted they will take it 

to levels never before seen in the world of work. 

Motivators

“You can make a valuable 

contribution here”

“We want to get you ‘up-to-

speed’ quickly”

“You can work with bright, 

creative people and mentors”

Most-Valued ‘Rewards’

•Learning and development  

opportunities

•Credible and positive role

models

•Work/life balance
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•

The following framework presents some specific strategies employers can use to understand, appreciate, 

and meet the Gen Y needs identified

Employ online recruiting, offer flexibility 

around media choice, offer gaming 

simulations as a learning tool

Tech-savvy work environment

Solicit employee input, create flexible work-

spaces/arrangements

Work/life flexibility

Create organizational agility, enable 

networking, mentoring, offer channels for 

feedback

Open social networks that 

embrace honest communication

Enable individual goal development and 

pursuit, communicate corporate vision, focus 

on strengths

Sense of purpose/meaning in the 

work

• Flexibility

• Balance

• Respect

• Accessibility

Enable career planning and mobility, train 

talent, foster mentoring, cultivate networks

Long-term career development 

and multiple experiences

Gen Y Values Strategies for Employers Gen Y Workplace Needs


How to be a “Gen Mix Manager” *
1. Focus on the work:

· Offer  everyone opportunities for growth, learning, recognition and reward

· Clearly define their work and the team’s work

· Maximize everyone’s uniqueness 

· What work would you love to spend more time doing?

· Which talents are presently untapped and would benefit the team?

· What task or responsibilities would maximize your strengths?

2. Customize

· Training in marketable skills for everyone

· Offer control over schedules and work/life balance issues
· Control over assignments

· Control over location and office space

· Choice of coworkers

3. Control the generational shift

· Retain the wisdom, knowledge of Veterans & Boomers as long as possible

· Overcome the midlevel leadership crisis by building Gen X/Y bench strength

· Help young leaders manage older workers

· Teach young people to become customer service experts

*From Managing the Generation Mix, from Urgency to Opportunity, by Carolyn Martin and Bruce Tulgan
Recruiting and Retaining Generation Y
1. Web site – What and how does it communicate?
· Examine content: does it promote size and tradition 

· Gen Y might be more interested in innovation and flexibility and less about tradition

· Interested in training and professional development and mentoring
2. Interview -- What does it say about your values?

· Involve coworkers in the interview process
· Introduce applicants to other Gen Y employees

· Gen Y is not shy - Don’t be put off by their questions 

· Remember  - you are selling your agency during the interview\

3. Surefire ways to connect!

1. Keep positive today/optimistic about tomorrow  

5. Look for rewarding opportunities

2. Know the why/show the why



6. Offer variety/flexibility

3. Tell the truth






7. Make them a star

4. Get to know them





8. Be the example

4. Surefire ways to disconnect!

1. Be inflexible






 4. Stripe their identity
2. Be rigid






 5. Pigeonhole them 
3. Prejudge them 





 6. Put them on hold
From Employing Generation Why, Understanding, managing and motivating your new workforce, by Eric Chester, 2002
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

This is more than just an ‘HR’ issue.  When quantifying the impact of 

retirement and recruiting challenges on your organizations, its likely evident that 

the gap between talent supply and demand cannot be managed by HR programs 

alone.  It will take productivity, automation and sourcing solutions as well as HR 

program tuning to manage the problem



This is a ‘trough’, not a ‘cliff’.  When looking at Boomer and GenY 

demographics, there is about a 25 year period where there will be more demand 

for talent than available supply.  Managing your organization through this trough 

will have significant benefits ‘after the crisis’



Don’t ‘boil the ocean’. When formulating an action plan many look at the 

organization as a whole.  Focus first on ‘scarce skills’ and ‘high demand positions’ 

first, then tend to the more ‘commodity’ skills



Develop an effective approach to developing a solution.  Start with a low-

disruption, low-cost, quick-time-to-results approach for developing a prioritized 

set of strategic and tactical actions to manage the gap between talent supply and 

demand


Contact information….

Dave Coley

dcoley@email.wcu.edu
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There are over 80 million people in the Baby Boomer, 

     or “me” generation. 

Boomers have competed for everything all their lives

    — the sandbox, the little league team, college admission       

    — and they’re still at it in their respective organizations. 

Boomers tend to be optimistic, value affiliation and are 

     driven to succeed. 

They’re also devoted to (or at least interested in) 

     personal growth, gratification and health and wellness. 

Boomers inherited the work world as the Veterans 

     created it. 

They have accepted the way it is, including its 

     traditional  approach to benefit and reward plans. 

Motivators

“Your contribution is important 

  and unique”

“We need you”

“You’re one of us”



Most-Valued ‘Rewards’

Retirement planning assistance

Flexible retirement options

Training

Politically acceptable time off Sabbaticals
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Understanding Gen X





When the significantly smaller (40 million or so) group of 

    Gen X’ers entered corporate America, times had changed, 

    and not necessarily for the better.

This is the group that saw their 49 ½-year-old father (or 

    neighbor or uncle) laid off six months before his pension

They also experienced non-traditional family settings—

    single parent homes and blended families—at a rate never 

    before seen in America. 

A key characteristic of Xers is adaptability. Roll with the

    punches. Deal with what life hands you. 

This has resulted in their generation being characterized

    as pragmatic, informal and balanced, as well as cynical 

The X’ers created “Me, Inc.”— the belief that everyone 

    should take charge of their career and not place their 

    employment fate in the hands of an employer. 



Motivators

“We look at your results, not how 

  many hours you’re in the office”

“You do particularly well at this and  

  we want to give you an opportunity 

  to learn and grow”

“We don’t take ourselves too 

  seriously and try to have some fun

  along the way”



Most-Valued ‘Rewards’

Skill development and real-time performance feedback

Immediate, tangible recognition

Flexible work arrangements and positive work environments











Understanding Gen X






Attracting and Engaging Generation Y?



The following framework presents some specific strategies employers can use to understand, appreciate, and meet the Gen Y needs identified

Employ online recruiting, offer flexibility around media choice, offer gaming simulations as a learning tool

Tech-savvy work environment

Solicit employee input, create flexible work-spaces/arrangements

Work/life flexibility

Create organizational agility, enable networking, mentoring, offer channels for feedback

Open social networks that embrace honest communication

Enable individual goal development and pursuit, communicate corporate vision, focus on strengths

Sense of purpose/meaning in the work

Flexibility

Balance

Respect

Accessibility

Enable career planning and mobility, train talent, foster mentoring, cultivate networks

Long-term career development and multiple experiences

Gen Y Values

Strategies for Employers

Gen Y Workplace Needs





































Attracting and Engaging Generation Y?






In Closing - Four Key Views…

This is more than just an ‘HR’ issue.  When quantifying the impact of retirement and recruiting challenges on your organizations, its likely evident that the gap between talent supply and demand cannot be managed by HR programs alone.  It will take productivity, automation and sourcing solutions as well as HR program tuning to manage the problem

This is a ‘trough’, not a ‘cliff’.  When looking at Boomer and GenY demographics, there is about a 25 year period where there will be more demand for talent than available supply.  Managing your organization through this trough will have significant benefits ‘after the crisis’

Don’t ‘boil the ocean’.  When formulating an action plan many look at the organization as a whole.  Focus first on ‘scarce skills’ and ‘high demand positions’ first, then tend to the more ‘commodity’ skills

Develop an effective approach to developing a solution.  Start with a low-disruption, low-cost, quick-time-to-results approach for developing a prioritized set of strategic and tactical actions to manage the gap between talent supply and demand







In Closing - Four Key Views...
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----------------- Get ready for this group --------------------

They match the Boomer generation in size and currently range in age from recent college graduates to middle school students. 

They are optimistic (having been raised, in large part, by the optimistic 

Boomers), self-confident, achievement-oriented and sociable. 

They seamlessly interact with technology, multi-task effortlessly and expect to work in a place that values their contributions and allows them to make a significant impact. 

They also view work/life balance as a given and do not see it as incongruent with a successful career. 

The Y’ers inherited “Me, Inc.” and it’s predicted they will take it to levels never before seen in the world of work. 

Motivators

“You can make a valuable 

  contribution here”

“We want to get you ‘up-to-

  speed’ quickly”

“You can work with bright, 

  creative people and mentors”



Most-Valued ‘Rewards’

Learning and development  

   opportunities

Credible and positive role

   models

Work/life balance
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GI Generation

56.6. million

Silent Generation

52.5 million



Baby Boomers

78.2

Generation X

69.5 million

Generation Y

100 million 

U.S. Live Births 1905-2006

The last five generations in the United States
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Figure 1--1. The five generations in the United States.













‘Quantity’ Related Workforce Statistics

Corporate Leadership Council
State of the Workforce 2004: United States

For the first time in American history, the number of younger workers entering the labor market will not replace those who are leaving

Every day 10,000 Baby Boomers turn 55 years old

One in six workers are age 55

For every two experience workers leaving the workforce, one will enter

Workers age 25 to 34 shrank by almost 9% over the last decade

By 2010, American businesses will face a labor shortage of more the 10 million workers

By 2030, the gap will grow to 35 million



Key Demographic Trends












Five Facts That Frame the Situation

Fact #1:  The impact of the aging workforce is one of the premier issues in the eyes of State government leadership

Fact #2:  Most States/Agencies are aware of the depth of the problem and many have even conducted detailed analysis and forecasts in this area

Fact #3:  Most States/Agencies are relatively ‘frozen’ regarding how to attack and manage the problem

Fact #4:  Most States/States are likely still viewing this as an ‘HR’ problem and solution

Fact #5:  Those who maintain the status quo framing of the situation will likely be outperformed by others in the attraction of organization  required talent 

The impact of the aging workforce on State governments will pose dramatic challenges to serving the citizen over the next 25 years





#4  Dangerous to view as only HR problem because of depth of supply & demand

Exec Dir need to understand they are going to have to help us
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Birth Years 1946 through 1964



 

Birth Years 1965 through 1978



 

Birth Years 1979 through 1993
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