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“Generational collisions are among the key management issues being faced by leaders of taday’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 aver 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"; differencas 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 generationat 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 Past. 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 Soive the Generational Puzzle at Work.
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shartage 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 million currently employed workers will be over age 55. The skilled worker gapis
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 fo understand someone you've already put in a box.” Are “old people” really
forgetful? Are “young people” really focused anly 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. “/f has to do with being liked, trusted, listened to, provided with training, and
establishing an atmosphere of good will for employees of alf 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
arganization: .

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

« How s each generation currently being understood or sterectyped?

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

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

» 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?




