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From The
Headlines

“Generational differences undeniably impact your employees’
experiences in today’s workplace. From your leaders to your
emerging talent, members of each of the five generations
cooperate and collaborate every day, whether in office or remote.”
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“Workers of all ages, walks of life, and levels of expertise are
increasingly blending together in today's modern workplace.
Diverse perspectives are a strength, but they can also cause
tension, especially when there is a large age gap.”
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Problems Caused by the Age Difference Technological Perspectives

Misunderstandings, arguments, and decreased cooperation The digital realm is another area where the generation gap
are all possible outcomes of the generation gap. According can cause problems. According to research conducted by
to research conducted by Deloitte, different generations Ernst & Young, mobile devices like smartphones and tablets
approaches to technology, communication, and work ethics are more popular among Millennials than their more

are the most difficult aspects of working together. Employee sedentary predecessors from generations X and Boomer. This
morale, output, and cooperation are all susceptible to these can cause misunderstandings and friction as people have
obstacles. various conceptions of what constitutes acceptable work.
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Traditionalists
Baby Boomers
Generation X
Millennials
Generation Z

1925 — 1945
1946 — 1964
1965 - 1980
1981 - 2000
2001 - 2020
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Plenty of stereotypes. ..
Boomers are terrible with tech.
Gen Xers hate everything.
Millennials are entitled.

Gen Z wants digital everything.




The Multiple
Generations In
Our Workforce

Born before 1946 and also known as the
Veterans, Matures, the Silent Generation, and
the Greatest Generation, Traditionalists strongly
believe in building a lifetime career with a single
employer. Company loyalty is a priority for
Traditionalists, and, in return, they expect their
employer to take care of them.

The bottom line: Traditionalists are great team
players, but they should be managed with clear
direction and speak to the company’s long-term,
common goals to motivate this type of
employee.

Typically, Traditionalists exhibit a healthy respect for authority.
They tend to follow the rules and feel that hard work is the best
policy. Putting in years of work is considered an obligation, but
one that gains valuable experience that commands respect. This
can cause friction between younger, less experienced members of
the team.

With years of experience under their belt, Traditionalists, when in
a position of power, will often favor a commanding and direct
leadership style. They also respond well to this same style of
management. This can sometimes be misconstrued as
overbearing when in the leadership position. Or, if their manager
is not direct enough, it can result in a perception of the employee
not “getting it”. A common characteristic is their lower level of
familiarity with digital technology. Many are resistant to viewing
newer forms of communication as viable business practices.

Most Traditionalists prefer one-on-one communication. This goes
back to their direct style of communicating. Traditionalists are
willing to set aside their individual goals for the good of the
group, making them natural team players. Their conservatism can
often be seen as pessimism, but it is in their nature to think in the
long term rather than short term.



According to a study done by Ernst & Young, Baby Boomers are
productive, hardworking, and team players. The study also

Th e M u Iti p I e showed that this generation was more willing to mentor others

than their counterparts. However, their ability to adapt and

Generations I n collaborate was rated low.

Baby Boomers are much more likely to cling to their jobs than
O u r WO rka rce other generations, especially as they age. Whether it’s for the
benefits or for the love of the job, the Baby Boomer generation is
more likely to stay working for longer than previous generations.

Born between 1946-1964, Baby Boomers are A study by AARP reported that almost 50% of Boomers see

often portrayed as one of optimism, exploration themselves working until the age of 70 or older. It is not

and achievement. They came of age during a uncommon for Boomers to retire from a 9-5 career only to start a

period when they were many different views on new venture or hobby that becomes a business. These are known

politics, war and social justice, resulting in as second careers.

dramatic shifts in educational, economic and

social opportunities. This generation has embraced the use of technology for
communication, but often still prefer face-to-face communication.

The bottom line: While Boomers are retiring, They are relationship oriented. It’s important to establish a

there are still plenty of them in the workforce rapport with them and show a vested interest in their personal

who are great employees. It’s wise to understand lives. In the workplace, Boomers respond to conversational

their communication styles. If you approach meetings that are more informal. Allowing time for questions and

them with an air of collaboration and openness, collaboration is important to Boomers.

they will work hard for you and the team.
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Born between 1965-1981, Gen Xers are often
considered the “slacker” generation. Raised as
“latchkey kids”, meaning both parents worked so
they had to let themselves in the house after
school, Gen Xers naturally question authority
figures and are perceived as very adaptive to job
instability.

The bottom line: If you want something done, give
it to a Gen Xer; they have been self-managed for
years, and gain a great sense of pride and
accomplishment by getting stuff done (alone).
Retain them by developing family-friendly
programs (flex time, telecommuting, balance,

Gen Xers have a natural tendency to act independently, making
them self-starters. Generally tech-savvy, pragmatic, and
competent, experts attribute their autonomy in the workplace to
their shared experiences at latchkey kids. This self-managing
approach means that micromanaging is not received well by this

group.

Early experiences have caused Gen Xers to strive to achieve that
elusive work-life balance in hopes of avoiding what their
workaholic parents endured. Gen Xers tend to change jobs more
frequently than Boomers or Traditionalists, often seeking new
opportunities every three to five years; these job hops can be
avoided if there are growth and developmental opportunities
along with flexibility in the work to be done.

Appeal to their desire for independence by eliminating any
micromanaging practices and delegating multiple jobs to them at
once. Gen Xers appreciate one-on-one time with their managers
with the opportunity to receive ongoing feedback. Foster trust
within your Gen X employees by emphasizing their results and
achievements rather than the methods used to accomplish them.
Be inclusive—keep them in the loop during key decisions because
Gen Xers are natural problem solvers.
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Born between 1982-2000, Generation Y are often
referred to as Millennials, they will make up 75%
of the workforce by 2030, and have gained
notoriety based on their outspoken traits. With
strong influences from their Boomer parents,
Millennials are widely known for being both more
demanding than previous generations and are also
more focused on teamwork and collaboration.

The bottom line: Millennials are tech-savvy, think
on their toes, and expect a lot. Although they feel
“entitled”, they bring positives to the table. Take
their input seriously. They are the largest of all
generations in the workforce.

Millennials expect a lot. This is due to the constant cheerleading
they received from their Boomer parents growing up. They were
told they were the best at what they do and encouraged to reach
for the stars...which is great, but often leads to a mismatch of
expectations, especially when they take their first job out of
school. The plus side is that Millennials have big ideas, and they're
not afraid to share them. Although this might ruffle some
feathers, don’t underestimate the value they bring to a team.

The prevailing characteristic you hear about Gen Y is that they are
more demanding than all previous generations. This is a double-
edged sword in the workplace. A highly educated generation
(almost 80% has a Bachelor’s degree), Millennials expect a lot,
and when they don’t get it, they move on. According to the study
“Gen Y on the Job”, more than a quarter of Millennials expect to
stay in a job a year or less before looking for a new position.

Millennials are team oriented, so include them in meetings and
invite their participation. You may need to provide coaching on
meeting etiguette, but their ideas bring something fresh to the
table. When communicating, keep it brief, to the point, with the
use of examples. They crave feedback; give it, good and bad. Be a
mentor and advocate, and they will receive it in the right spirit.
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Born in the late 1990s to 2010, Generation Z is
reshaping work and is expected to make up a third
of the workforce by 2030. They grew up in an era
of smartphones, social media, and technological
change; digital natives. Unlike Millennials’ strong
parental optimism, Gen Z experienced economic
uncertainty, global instability, and a flood of online
information, making them pragmatic, self-reliant,
and focused on stability and authenticity.

The bottom line: Gen Z is tech-first, resourceful,
and socially conscious. They value mental health,
flexibility, and transparency. They’re not afraid to
ask tough questions and want purpose in work.

While Millennials were known for their collaborative spirit, Gen Z
often prefers independent problem-solving. Raised on YouTube
tutorials and Reddit threads, they’re used to figuring things out
themselves. They expect clear communication, but not
micromanagement. If you want their best work, earn their trust,
show consistency, and respect their need for autonomy.

Gen Z doesn't expect a gold star for showing up. Instead, they
want meaningful work, psychological safety, and employers who
walk the talk when it comes to values like diversity, inclusion, and
sustainability. They’re less impressed by flashy perks and more
drawn to cultures that support well-being, growth, and purpose.

That said, Gen Z can be skeptical and wary of traditional hierarchy.
Titles matter less than credibility and authenticity. Leaders who
are transparent, approachable, and willing to listen will earn their
loyalty. Feedback is appreciated—but make it real, not rehearsed.
They want development, not just evaluation.

In short, Gen Z wants to contribute meaningfully, feel seen, and
work for organizations that align with their values. Engage them
with purpose, lead with empathy, and you’ll unlock their full
potential.
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Traditionalists
Baby Boomers
Generation X
Millennials
Generation Z

1925 — 1945
1946 — 1964
1965 - 1980
1981 - 2000
2001 - 2020
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True, there is some personality psychology to
each generation. The world events, economic
conditions, trends, and cultural norms of each
era have influenced how people of each
generation think and behave.
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True, there is some personality psychology to
each generation. The world events, economic
conditions, trends, and cultural norms of each
era have influenced how people of each
generation think and behave.

Traditionalists

Shaped by: The Great Depression, WWII, automobiles, and indoor
plumbing

Values: Rule following, discipline, family, hard work, trust in the
government

Management: Provide satisfying work and opportunities to contribute

Baby Boomers

Shaped by: JFK, RFK, and MLK assassinations, Civil Rights Movement,
Vietnam War, Watergate

Values: Anti-war, anti-government, equal rights, personal gratification
Management: Provide goals and deadlines, allow them to be mentors

Gen X
* Shaped by: Fall of the Berlin Wall, computers, Gulf War, Iranian hostage
crisis
* Values: Balance, diversity, lack of loyalty to employers, global mindset
* Management: Give in-the-moment feedback and provide flexible work
arrangements and time for personal development
Millennials
» Shaped by: 9/11, rise of social media and online technology
* Values: Achievement, fun, civic duty, self-confidence, sociability
* Management: Manage by results, provide instant feedback, be flexible
on schedules and due dates
GenZ

Shaped by: Constant access to technology, diversity, financial struggles
Values: Volunteering, community, non-profits, sharing experiences,
actions over words

Management: Give multiple projects to work on simultaneously, provide
work-life balance, allow independence



The Multiple
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True, there is some personality psychology to
each generation. The world events, economic
conditions, trends, and cultural norms of each
era have influenced how people of each
generation think and behave.

But individuals don’t slot into neatly defined
categories. Some millennial employees adopt
traditionalist behaviors, and Boomers who show
Gen Z traits. Making generational assumptions
isn’t just unrealistic — it’s risky.
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Russ Martinell Who’s going to take
care of the people?
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The Silent Generation (born 1925 to 1945; loyal but traditional)
Baby boomers (1946 to 1964; collaborative but averse to change) {
Generation X (1965 to 1980; independent but bleak)

Millennials (1981 to 2000; driven but entitled)
Generation Z (2001 to 2020; progressive but disloyal)

These generalizations are, for the most part, problematic. The
first step to overcoming age bias, and developing a mutual
respect for one another, is to debunk them.



Overcoming
Myths About
Generations

MYTH: Generations need to be managed at work

Research generally does not and cannot support
the existence of generational differences, so
there is nothing to “manage” in this regard.

Organizations open themselves up to an
unnecessary liability if they manage individuals
based on generational membership.

The focus should be shifted toward
managing perceptions of generations rather
than generations themselves.




Overcoming
Myths About
Generations

MYTH: Younger generations are disrupting work

Blaming members of younger generations for
changes in the work environment is a form of
unigueness bias.

Generationalized beliefs have a remarkable
consistency across recorded history.

Changes are more likely reflexive of the
contemporaneous environment and the
innovations and unexpected changes therein.




Overcoming
Myths About
Generations

MYTH: Generations explain the changes of work

Generations give a convenient “wrapper” to the
complexities of age and aging in dynamic
environments.

Generations are highly deterministic.

It is more rational and defensible to suggest that
individuals’ age, life stage, social context, and
historical period intersect across the lifespan.




Managing
Generations In
Our Workforce

The days of one-size-fits-all
management are long gone.




The 5 Generation Workplace

Traditionals | Baby Boomers | Generation X | GenerationY | Generation Z
(Millennials) (Digital Natives)

DOB: 1946-1964 DOB: 1965-1980 DOB: 1981-1996 DOB: 1997-2015
* Dedicated to work - Open-minded * Career determined by - Critical and selective
« Optimistic » Appreciate diversity ‘switching roles often + Career multitaskers
+ Committed » Work—life balance + Keen on mobility « Technology is intuitive
+ Team orientated + Competitive + Socially vocal - High expectations
« Experimental + Entrepreneurial * Tech-ﬁavw « Coached, not

- Independent « Immediacy managed

£ notion limited

2% 25% 33% 35% 5%




Generational
Differences
Traditionalists Baby boomers

]
& FDBK Need good news vBkr 15 sufficiert honest, feedback feedback face-to-Face FDBK
Do what you're
told, earn your Compete and Independent, Highly Self-directed &
Working d : collaborative & independent
Styles way up the grind your way divide & conquer vocal speaking approach to
hierarchy by to the top approach
seniority up are important learning
Motivations Treated fairly Recognition Find community, Supportive
: ‘ orft h Basa b Staying relevant Provision meaning and leaders, meaning

and useful purpose and purpose



Generation

Silent Generation
(1928-1945)

Baby Boomers
(1946-1964)

Generation X
(1965-1980)

Millennials /| Gen Y
(1981-1996)

Generation Z
(1997-2012)

Generation Alpha
(2013-)

Generational Mindset Differences

Mindset

Duty, discipline,
loyalty

Optimism,
achievement,
material success

Independence,
skepticism,
self-reliance

Purpose-driven,
collaborative,
digital-native

Realism, activism,
individuality

Tech-immersed,
adaptive, global
perspective

Work

A job is for life;
loyalty to employer

Career defines
identity; ambitious
and competitive

Work to live, not
live to work; value
balance

Seek meaning,
growth, and
positive culture

Flexible,
entrepreneurial,
side hustles,
remote-first

Expected to grow
up in Al-driven,
hybrid work world

Life

Sacrifice for
family/community;
respect authority

Financial success,
home ownership,
social status

Skeptical of
institutions,
pragmatic,
adaptable

Experiences >
pOSSessions;
community-minde
d

Mental health
focus,
socially/politically
active

Climate-conscious,
digitally fluent,
global outlook




Meg Weisbord
Intern, Org Dev

21 years old, student intern
who will graduate next
vear with a BS degree in
social work and minor in
org development. Her EX
goal is to align work with
community purpose and
wants a manager who is
interested in her learning
goals.

Bobby Alexander
Product & Biz Analyst

32 years old, world traveler,
thinks his capabilities are
better than they really are
and thinks he deserves
a lot more money and a
promotion every 6 months.
His EX goal is to have his
manager promote him
within the department and
across the enterprise.

Tom Metzbverg
Director of Sourcing

48 years old, married. Been
in sourcing his whole career
and motivated by wvertical
growth in the organization.
His EX goal is to climb the
corporate ladder as fast
as possible, get paid the
best as it is a recognition
of his worth, value, and
contribution.

Alan Baker
Master Facilitator

40 vwyears old, divorced,
raising three kids, is great at
his job and the people in the
company. His EX goal is to
have his manager leave him
alone, offer him stability
and consistency in things,
and support his need for
flexibility with occasional
remote work.

Sarah Murphy
Project Manager

28vyearsold,livesinSan Jose,
is single, and lives in a house
with three roommates. She
is in her second job since
college and is a good, but
not great. employee. Her
EX goal is to save enough
money to take a six months
off to travel and then do it
again and again.

. Russ Martinelli
At} Senior Manager

&1 years old, married with
two children. He's an author
and focused on how to retire,
but stay involved to coach,
teach or mentor individuals
and teams to become high
performance. His EX goal is
to have his manager help
enable his goal.



» Who’s going to take care of the people?

= |t's all about the people!

¥ Russ Martinelli
'} Senior Manager

61 years old, married with
two children. He's an author
and focused on how to retire,
but stay involved to coach,
teach or mentor individuals
and teams to become high
performance. His EX goal is
to have his manager help
enable his goal.
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21 years old, student intern
who will graduate next
year with a BS degree in
social work and minor in
org development. Her EX
goal is to align work with
community purpose and
wants a manager who is
interested in her learning
goals.
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21 years old, student intern
who will graduate next
year with a BS degree in
social work and minor in
org development. Her EX
goal is to align work with
community purpose and
wants a manager who is
interested in her learning
goals.

Welcome to the !

The work that we do i important.
We make leaders better.

In everything we do, we make leaders better. We commit to making
your time and contribution with us rewarding and meaningful,

One of the CXOs in our community Is known for saying, “You bring
your weather.” Each of us is responsible to one anather to bring the
right weather ~ the right attitude, effort, enthusiasm, confidence,
responsiveness, and resourcefuliness every day, in every meeting,
during every comversation, every time.

To be successtul bere you do not need to be perfect.

You just need to be awesome!
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Meg Weisbord
Intern, Org Dev

21 years old, student intern
who will graduate next
yvear with a BS degree in
social work and minor in
org development. Her EX
goal is to align work with
community purpose and
wants a manager who is
interested in her learning
goals.

» Stay connected via email, cards
= Keep them up to date on things

= Align their goals with current and
future opportunities at the firm

= Create a boomerang path



It's about
) alignment,
connection,
and joint
purpose.




Managers
become leaders
when they
intentionally

create and

sustain this

connection.
Period.

“Alignment
drives
connection and
the way you get
things done is
through HUMAN

connection.”

The most
successful
organizations
are full of
leaders who see
people as

PEOPLE rather
than economic
variables or
points of
leverage for
personal gain.
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“Perhaps one of the most important things in the data about
generations is actually a lack of difference between the age groups.
It's become common to over-generalize about the generations,
with the opportunity to disparage any age with biased-based
claims. But in truth, workers value many of the same things about
work—sometimes in different priority order or for different
reasons.”
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Of course, all generations and life stages care about all of these
things—growth, social capital, effectiveness and sharing knowledge —
but people tend to sequence and prioritize them differently based on

their life stage. The implication: Companies are wise to consider

what’s most important about work for all generations, and also to
treat people as individuals as well—listening, empathizing and
providing for as much choice as possible.
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There are some surprising similarities between what people value, what they want, and what
motivates them—a powerful antidote to over-generalization and biased blanket statements.

Choice and Control. all generations
reported they expect flexibility in
working options. Flexible working
is about providing people with
greater choice and control over
when, where and how they work.
Not all work can be done away
from the office, but when people
have greater autonomy about
which work they do in the office
and which they do elsewhere,
they appreciate it

Recognition and Appreciation. all
Generations value job prestige;
rating it as their highest priority in
their work. Everybody wants to be
recognized and respected.
Leaders in any organizations can
ensure they are providing plenty
of appreciation both through
informal recognition processes as
well as through rewards
programes.

Security and Value. regular pay
raises were highly valued by all
generations. This is related to job
prestige as well—people tend to
feel greater prestige associated
with compensation. People want
a sense of fairness in their pay
and in their work experience.
Aligned with this is a sense their
pay will grow over time. People
want to feel secure about their
jobs and the benefits.

A Bright Future. all generations
want is opportunities for growth
and development. Growth was the
second-most important element.
People want to know that they
matter and they want to know
that the company is investing in
them and their learning over time.
This is one of the main ways
organizations can attract
employees and ensure motivation
and engagement



Five Generations
In The Workforce

Traditionalists (1925—1945)
Dependable, straightforward,
tactful, loyal

Shaped by: The Great
Depression, World War I,
radio and movies

Motivated by: Respect,
recognition, providing long-
term value to the company
Communication style:
Personal touch, handwritten
notes instead of email
Worldview: Obedience over
individualism; age equals
seniority; advancing through
the hierarchy

Employers should: Provide
satisfying work and
opportunities to contribute;
emphasize stability

Baby Boomers (1946—1964)
Optimistic, competitive,
workaholic, team-oriented
Shaped by: The Vietnam War,
civil rights movement,
Watergate

Motivated by: Company
loyalty, teamwork, duty
Communication style:
Whatever is most efficient,
including phone calls and face
to face

Worldview: Achievement
comes after paying one’s
dues; sacrifice for success
Employers should: Provide
them with specific goals and
deadlines; put them in mentor
roles; offer coaching-style
feedback

Generation X (1965-1980)
Flexible, informal, skeptical,
independent

Shaped by: The AIDs
epidemic, the fall of the Berlin
Wall, the dot-com boom
Motivated by: Diversity, work-
life balance, their personal-
professional interests rather
than the company's interests
Communication style:
Whatever is most efficient,
including phone calls and face
to face

Worldview: Favoring diversity;
quick to move on if their
employer fails to meet their
needs; resistant to change
Employers should: Give them
immediate feedback; flexible
work arrangements and work-
life balance; personal growth

Millennials (1981-2000)
Competitive, civic-minded,
open-minded on diversity,
achievement-oriented
Shaped by: Columbine, 9/11,
the internet

Motivated by: Responsibility,
the quality of their manager,
unique work experiences
Communication style: IMs,
texts, and email

Worldview: Seeking challenge,
growth, and development; a
fun work life and work-life
balance; likely to leave an
organization if they don't like
change

Employers should: Get to
know them personally;
manage by results; be flexible
on their schedule; provide
immediate feedback

Generation Z (2001-2020)
Global, entrepreneurial,
progressive, less focused
Shaped by: Life after 9/11, the
Great Recession, access to
technology from a young age
Motivated by: Diversity,
personalization, individuality
Communication style: IMs,
texts, social media
Worldview: Self-identifying as
digital device addicts; valuing
independence, individuality;
preferring to work with
millennial managers,
innovative coworkers, and
new technologies

Employers should: Offer
opportunities to work on
multiple projects at the same
time; provide balance; allow
them to be self-directed
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growth in the organization.
His EX goal is to climb the
corporate ladder as fast
as possible, get paid the
best as it is a recognition
of his worth, value, and
contribution.

Alan Baker
Master Facilitator

40 vyears old, divorced,
raising three kids, is great at
his job and the people in the
company. His EX goal is to
have his manager leave him
alone, offer him stability
and consistency in things,
and support his need for
flexibility with occasional
remote work.

Sarah Murphy
Project Manager

28vyearsold, livesinSan Jose,
is single, and lives in a house
with three roommates. She
is in her second job since
college and is a good, but
not great. employee. Her
EX goal is to save enough
money to take a six months
off to travel and then do it
again and again.

. Russ Martinelli
‘54 Senior Manager

61 years old, married with
two children. He's an author
and focused on how to retire,
but stay involved to coach,
teach or mentor individuals
and teams to become high
performance. His EX goal is
to have his manager help
enable his goal.



Managing a multigenerational workforce involves viewing
everyone as an individual, developing mentoring
relationships and checking your communication methods.

Generation is just one layer of a person’s identity.



Best Practices For
Managing A Multi-
Generational Team

Work to understand the perspectives of each generational
group represented on your team. Keep the dialogue open
between generations to bring out the best in each other.
Meet them where they are. Bridge the gap between your
own expectations and your employees’ values and needs.
Get comfortable with the new normal. Adaptability will be
the most critical factor determining success.

Trust is the critical component and overrides everything
else in today’s economy. Employees want to have a voice
in decisions that affect them. Develop a culture of
listening where team members know their feedback is
considered.

Finally, though we are all born into a specific generational
group, remember to treat people as individuals. Offer
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Email timr@pdaleadership.com with the session you
attended to receive your PD Credit Certificate.
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