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Presentation Objectives

o lllustrategenerational differences
concerning issues related to the
workplace

s Examinealternative approaches that help
achieve a positive adjustment to new work
environments.
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Dear
Baby Boomers,

JUST DIE

ALREADY.

(We'll take Philly from here.Thanks.)

Generation X
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net here are fewer maadevgopr s
among this (next) generatidiecause therare fewer people In
this age group tham thegeneration that preceded ryvolving
employmenpatterns have affectedorker attituded¢oward
employers; and theewest generatioof managers has a view
toward authoritythat is different fronprevious generations
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Generational Theory

Consists of approximately a 3@ar span

Has a unique set of values

Reacts to the generation before them

Looks at their generation as the stand#rdomparison

Looks at the nextthegekiddeo day &@m s Kk
NCuspere may hav e ofchanttezisicke d s et

They are either idealistic, reactive, ciacadaptive

(R i - e e

Who are the Millennials? Teaching the Net Generation Kim Fournier, Harper Colleg®910



A Brief Sociological Lesson on Generations

: B =
| QUESTION | | QUESTION | ENOUGH
| EVERYTHING | | QUESTIONS ! QUESTIONS
| . . , :

\
1950

1990 2010

A generation is a group of people born at about the same
time and raised in about the same pdace. r. porsey)

Image from Millennials Rising: The Next Great Generation (Howe & Strauss, 2000).

Mil Il ennials and Generation MT: Trying to Understand Todayods College St
Ricardo Montelongo, Ph.D., Director, Academic Enhancement

Texas A&M University at Galveston, 10-24-09 8



Wh o 0 s
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Strong work ethic with
emphasis on timeliness
and productivity

Strong interpersonal skills

Believe promotions and
recognition come with job
tenure

Value academic
credentials

Accept limited resources

Loyal to employer and
expect employer loyalty to
them

hours worked and
financial rewards

Believe in teamwork

Emphasize relationship
building

Expect loyalty from co-
workers

Career equals identity
Want work-life balance

Most loyal employees
Want open
communications
Respect production
over tenure

Value control of their
time

Invest loyalty in a
person, not in an
organization

(zeneration Traditionalists Baby Boomers zeneration X Millennials

Date of birth Before 1945 1946-1964 1965-1978 1979-present

Cohort size 27 Million 76 Million 60 Million 88 Million

Workplace Respectful of authonty Indrviduality Self-reliant Image conscious

Characteristics - : ,
Value duty and sacnfice Driven by goals for Highly educated Need constant feedback
Value accountability SUceess o Questioning and rellnfnrcemen.t .
Value practical experience Measure work ethicin | pic veres Value instant gratification

|dealist
Team-onented

Want open
communications

Search for an individual
who will help them
achieve their goals

Want job that is personal
fulfillment

Search for ways to shed
stress in their lives

Racial and ethnic
identification of reduced

importance

Amer. Hosp. Assoc. Workforce 2015: Strategy Trumps Shortage, Jan. 2010




Generaflonal Matrix

Silent or
Traditional (70+)

(69—51)

Gen X
(50-37)

Millennials
(36-present)

Core Values RespeCt for w
authority; Involvement Fun Aim to work better &
Conformers; Informality faster Extreme Fun
Discipline A
Want the Big Picture
Work Ethic Dedicated Driven Free Agent Technesavvy service
oriented
Detail of purpose
Authority Respectful Challenge Unimpressed Cooperative, fair,
collaborative
Education A dream A birthright A way to get therg An incredible expense
Leadership Hierarchy Pay your dues Competence Equal footing

Relationships

Self sacrifice

Personal
Gratification

Reluctance to
committee
structure

Inclusive in motivated
teams; peers are
resources
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Discussion
This means YOU do the talking!

1. How have you noticed the different generational attitudes,
values and beliefs, work ethics and habits, and expectations
affecting your organization?

2. How do you leverage your o r g a n i zcalture to mffuence
and develop strong multigenerational relationships and
Improve interaction between the organization and the
patient?

3. What challenges have seen arise from recruiting employees
from various generations? What are the benefits of having a
generational diverse team?
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Understanding the Generational Workplace
Landscape

|-~

Career
Goals
Reward

Systems
Defining

Balance

Redefining

Retirement

Traditionalists

Building a legacy

The satisfaction of a
job well done

Support me in shifting

from a life of work

to retirement

Reward

Baby Boomers

Building a stellar
career

Money, title,
recognition, the
corner office

Help me balance

everyone else
and find

meaning myself

Retool; personal ID
closely

associated with
their prof. work

Generation X

Building a portable
career

Freedom is the
ultimate reward

Give me balance
now, not when |
am sixty-five

Renew; take time off
to travel...etc

Millennials

Building parallel
careers

Work that has
meaning for me

Work isn't
everything, |
need flexibility
s0 | can balance
all my activities

Recycle;
“retirement” no
longer a word
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Understanding the Generational Workplace Landscape

Traditionalists

Baby Boomers

Generation X

Millennials

Feedback Mo news is good Once a year, with lots 50, how am | doing? ..at the push of a
News of documentation button

Job Changes Carry a stigma Puts your career Are necessary Are part of my daily

behind routine

Time Off Vacation and sick time accrual with strict PTO...paid-time-off; no stockpiling; we plan to
guidelines ; Stockpile unused and cash use them without needing to explain
in, often at retirement.. why.

Training I learned it the hard | Train’em too much and | The more they learn, | Continuous learning

way; you can
too

they'll leave

the more they
stay

is a way of life.
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Managing Across the Generations

Workforce Generation

Prefer to Work for Managers Who

Managers Who Drive Them Crazy

Baby Boomers

= Are consensual and treat them as equals
= Take a democratic approach

» Work with the group to define a mission

= Show warmth and caring

= Assure them they are making a difference

« Aren’t open to input

» Are bureaucratic

» Send a “my-way-or-the-highway” message
» Are brusque

» Don’'t show interest

* Practice one-upsmanship

Generation X

= Competent, direct and straightforaard
= Genuine

» Comfortable giving them a deadline and
turning them loose to meet it

= Informal

= Supportive of training and growth
opportunities

= Flexible

= Results-oriented

» Micro-manage
« Don’'t walk the talk

+ Spend too much time on process and too little
on results

» Are flashy
= Are bureaucratic
« Schmooze

Millennials

» Educational and know their personal goals
= Positive

« Comfortable coaching and supporting them
» Collaborative

» Organized and create a reasonable
structure

= Achievement-onented
= Maotrvational

» Are cynical and sarcastic

« Treat them as if they are too young to be
valuable

» Are threatened by their technical sawwy
« Are condescending
« Are inconsistent and disorganized

Amer. Hosp. Assoc. Workforce 2015: Strategy Trumps Shortage, Jan. 2010
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What are others saying?

1 NRising retirements and a shrinkiagpply ofyounger
workers are transforminigh e  wo r k psizedits-allé o n
businesgase forhiring and retaining mature workassnot
possi ble. o C&RWV¥erence Boar

NAs t he Baby Booshetagegiof ner a
heal t hcare wor k emorsphysiciangiila n t
be curtailing their hourseducingtheis c ope of p
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How to Care for S
Millennials

Provide
FLEXIBILITY

Be MOTIVATIONAL

Use IM or fext

> Give awards /
cerfificates

Value Givie Tuty

Be COLLABORATIVE

=
3 and support thw  [BR8
(5]

CARE about their
Personal Goals

Promote
Volunteerism

Value their
TECHNICAL SAVVY

HOK PO CARE [OR
BABYBOOMERS

Weet by PHONE Include them
or face-to-face O iy detie
Show PERSONAL Hear their
appreciation INPUT
TREAT thew as Offer FLEXIBLE
EQUALS work schedules
Be PEMOCRATIC, Leverage their
not bureaveratie KNOWLERGE
E GAY: We need Yalue
YOU TEA MWORK

Comwunicate b PON'T

Yoicemail or Bu;il . Micromanage
Reward with free Give timely, specific
time, opporfunities FEEPBACK
Suppor’f training & Provide the latest
growth TECHNOLOGY

B : s rrerpom B Mekeit N
B0 rivk owopsny [ Valve mVERSITY
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Millennials

E 76 Million People10-15% of the workforce
E Theyare the most ethnically and racially diverse
cohort of youth in the nation's history.

E Amongthose ages 13 to 29:
18.5% are Hispanic;
14.2%6 are black;
4.3% are Asian;
3.2% are mixed race or other;
59.8%, a record low, are white.

17
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Hereds a |1 st of 15 1 nfl

they were growing up:

Computers and technology

Girl 6s movement

TV talk shows

Oklahoma City bombing

Increased parental emphasis on child rearing
School yard violence (Columbine, etc.)
Diversity

Busy planned lives

Extended family relationships

Early exposure to serious adult issues
Environmental impact awareness

Rise of social mediafySpace Friendster, Facebook)
Google founding as a search engine

Video games

Desert Storm

uent i

a l
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Millennial Characteristics

~ SPECIAL — Boomer dominant; family unit o

» PROTECTED - structured schedules: “safe” 3 g:‘,}:,r,ll.?.ﬁi] by
environments L

» CONFIDENT — earn special treatment b/c they earned { f ﬂ’ﬂ#
it; constant reminders that they're “special” "'1

» TEAM-ORIENTED - collaboration; learning ,ﬁ
environments aa

~ ACHIEVING - standardized testing; accountability; do ﬁ
best -,

~ PRESSURED - high stress situations; see above

~ CONVENTIONAL — status quo; accept rules; may fight
at beginning but usually will accept “the rules”

Millenniais and Generation MT: Trying to Understand Today's Colege Student  Millennials Rising: The Next Greqr Generation (Howe & Strauss, 2000) 20

Ricardo Montelongo, PhoD., Director, Academic Enhancemant
Taxas ARM University at Galveston, 10-22-08



Demographic Explanations for Millennials

U The Baby Boomers chose to become older pavemts GenX moms
reverted back to the earlier bwlge norni which meant that two
generations were having bahies

U Averageage of mothers at birth at an all time high ofi22997.

U More parental education: 1 in 4 has at least jparent witha college
degree. Ki ds b o thafirstinnAméribaa histosy wisseo

mothers ardetter educatethan their fathers by a small margin

20



Politics, Religion & Business

U Most politically progressive age group in modern history.
U In 2008 election, Millennials voted for Barack Obama
over John McCalin by 669%2%,

U Adultsages 30 and over split their votes 5@%%.

U Largestgap ever seen in a presidential election between
the votes of those under and over age 30.

U Leastreligiously observant youths since survey research
began charting religious behavior.

U Moreinclined toward trust in institutions than were either
of their two predecessor generations

21
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Wh

Major Influencing Factors

Their parents
The selfesteem movement

Thecustomerservice movement

Gaming and technology
Casual communicatior _

o are the Millennials? Teaching the Net Generation Kim Fournier, Harper Colleg€9a.0
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Technology

Thefirst generation immuman historyvho regard
behaviors likaweeting andexting, along with
websitedike FacebookYouTube, Googland
Wikipedia not as astonishingnovations othe

digital era, but as everyday paotfssocial livingand
search for understanding.

AJust google 1 t!o0 nNDi d
nNl't sold on Craigds LI st
Not tech savvy, but tech dependent.
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» Which Working Benefits Do Millennials Value Most? -

% of global millennials ranking each of the following benefits first

Training and Development |, [N :: %
Flexible Working Hours 58 [ IIIENEGGEEEEEE o
Cash Bonuses ' I
Free Private Healthcare + | EEENG 3%

Pension Scheme/ &
Other Retirement Funding N _ 6%

Greater Vacation Allowance [E'ﬂ _ 6% Millennials Like Some Majors More Than Their Baby Boomer Parents
Financial Assistance With Housing 4 | EEIN 5%
Company Car 4 [ 4% Popularity of College Major, by Category
No Benefits & Higher Wages 1% [N 2% l:jg::;::zgﬂw [Cat;JUELiiSatliio}; NEES) [ ntursi Stiences... [l Social and Behavi...
Assistance Clearing Study Debts & [N 3% ComPLIET Senee... [ Humanies oter
Maternity/Paternity Benefits & [l 2% 2

Free Childcare ¢ R 2%

[
[a=]

n= 4,364 graduates across 75 countries

C.E} @ Source: KPCB

o VAl T

—
o

=y
[ ]

Average Perc ent of Year's Total Degrees

5
e —.
‘-___—‘-——______.-—-—
0
‘ 1872 1977 1882 1987 1882 1997 2002 2007 2012
Lindsey Cook for USN&WR; Source: National Center for Education Statistics m
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Millennial Expectations in the Workplace

U Theywantfreedom in everything they do, from freedom of choice to
freedom of expression.

U Theylove tocustomize, personalize.

U Theyare the nevecrutinizers.

U Theylook forcorporate integrity and openness when deciding what
to buy and where to work.

U Theywantentertainment and play in their work, education, and
social life.

U Theyare thecollaboration and relationship generation.

U Theyhave a need fapeed and not just in video games.

U Theyareinnovators

Grown Up Digital: How the Net Generation is Changing Your WoylBon Tapscott
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What Culture Expectations?

Typical Hospital Culture Millennials’ Expectations
» Hierarchical * Workplace flexibility

o 24%7 * Flexible schedules

» Fixed work hours

» Face-to-face communication » Multi-taskers

‘Texting and cell phone
communications

« Separation of work and personal life ‘Integration of work and
personal time

» Limited career mobility * Multiple jobs

+ Education not articulated to facilitate

mobility

* Highly regulated + Self-directed

American Hospital Association. Workforce 2015: Strategy Trumps Shortage, January 2010.
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“Are you ready to interview me

now? Because I've been sitting

here for three minutes patiently
listening to your inane blabbering.”
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Three things that Frustrate Millennials
about other Generations

E Traditionalist® hi er ar chy
E TheB o o m eesitadce to technology
E GenerationX needs to lighten up!

28



Top Ten List of how Millennials think and act at work

No expectation of lifetime employment

A feeling of entitlement along with big expectations
Hunger for instant gratification and tangible outcomes

. A new relationship with technology and communication
. A high tolerance for diversity of all kinds

. A desire to be our own boss

GenY decides to stayor not on our first day at work

. A need for ongoing feedback

. A lack of realworld expertise

10. A habit of putting our lifestyle way ahead of work

© 0O ~N O U A WNR
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8 QualitiesMillenials bring into
leadership roles

Active attention — Just as Millennials value attention from their
employers, they see the need to provide active attention as a central
metric for leadership.

Transparency — Millennials are more engaged when they are able
to learn and understand as much as possible about their employer
and their assignments

» Millennial leaders will strive for transparency to keep their team
aware and engaged in business decisions.

Relevancy for others — Because they seek meaning in their work,
as leaders, Millennials can be expected to impart the relevance of
their goals to their employees.

Relevancy for oneself — Millennials are likely, as leaders, to be
sensitive to those they lead who are also analyzing their own path.

30



8 QualitiesMillenials bring into

leadership roles
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