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Abstract: 

Nowadays there is a co-existence of many generations in the workplace. Hence it becomes 

very important for all the organizations to manage such a diverse workforce effectively. Each 

generation has different values, working styles, expectations and attitudes. Therefore, it is 

crucial managers to pay attention to generational differences. Therefore, it is crucial 

managers to pay attention to generational differences. As a result, they might get a 

functional, more interactive work community with a supportive atmosphere and a flat 

organizational structure. This paper aims to study the different generations present 

currently in the workplace. It is to understand the similarities and dissimilarities of the 

different generations in the workplace and to have an understanding of the implications of 

the differences on the employers. To understand ways to build and maintain a balanced 

workforce. This was done through a secondary analysis of the various researches and studies 

on the topic of relating managing workforce in the workplace with respect to the multi-

generational work force. It was observed through the studies that presently there are around 

four to five generations working in the workplace together. The different generations 

working in the organization are the traditionalist (1922-1945), the baby boomers (1945-

1966), Generation X (1966-1979), Generation Y(1978-1999/2002) . This paper highlights 

that there are many similarities and differences in the generations that work together in 

respect to attitudes towards work, loyalty towards employers, attitudes towards authority 

and respect& training needs and styles.  
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Objectives of Study 

ny activity done without an objective in a mind cannot turn fruitful. An objective 

provides a specific direction to an activity. Objectives may range from very general 

to very specific, but they should be clear enough to point out with reasonable 

accuracy what researcher wants to achieve through the study and how it will be helpful to 

the decision maker in solving the problem. Each research study has its own specific 

purpose. It is like to discover to Question through the application of scientific procedure. 

But the main aim of our research to find out the truth that is hidden and which has not 

been discovered as yet.  

The study has following objectives:-  

 To understand the similarities and dissimilarities of the different generations in the 

workplace.  

 To understand the implications on employers of the differences in generations 

working together in the workplace. 

 To study the workplace characteristics of the diverse workforce in the workplace. 

 To study the present generational trends in the workplace. 

 To understand how build and maintain a balanced workforce. 

 To study the different generations present currently in the workplace. 

While leadership is also an area of perceived need for Boomers, this is not the case for 

Traditionals. Moreover, while computer training is a perceived need of Traditionals and 

Boomers, this is not so for Y’ers and X’ers. Finally, team building is an area in which 

Traditionals and Xers would like training, and problem solving is an area in which Y’ers 

would like training (Deal, 2007). 

Review of Literature 

According to Kupperschmidt, 2000 Working age Americans in 2008 fell into four main 

generations, a generation being defined as an identifiable group that shares birth years, 

age, location, and significant life events at critical developmental stages, divided by five to 

seven years into: the first wave, core group, and last wave. 

According to Zemke, Raines, & Filipczak, 2000 There are at least two views regarding 

generational differences in the workplace. The first presumes that shared events influence 

and define each generation (Zemke, Raines, & Filipczak, 2000) and that while individuals 

in different generations are diverse, they nevertheless share certain thoughts, values, and 

A 
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behaviors because of the shared events. Furthermore, these values, reactions, and 

behaviors presumably differ across generations.  

According to MetLife Mature Market Institute 2009 there is broad recognition of the fact 

there are now four generations in the workplace. Much has been written about the 

differences between and among the Silent Generation, the Boomers, the Gen X’ers, and the 

Millennials/Gen Y’ers. Some of the differences are highlighted by perceptions between and 

among the generations.  

For example, Gen X’ers and Millennials consider Boomers and the Silent Generation as too 

rigid, with expectations that employees “pay their dues.” Boomers and the Silent 

Generation consider Gen X’ers and Millennials as being self-centered—“it is all about 

me”—and having expectations based on a sense of entitlement. 

For example, when Deloitte adjusted its policies to attract Gen Y’s, it found that these 

changes created an environment to engage employees of all ages. And when one hospital 

invested in activities to re-energize veteran nurses, many of them became more motivated 

mentors for younger nursing staff (MetLife Mature Market Institute, 2009). 

According to Jim Jenkins, today's workforce has a broader representation of generations 

than ever before. As each of the four generations asserts its needs and desires, 

organizations are facing the challenge of helping members work more collaboratively, 

ultimately improving productivity. The elders of our workforce are the Veterans, 

traditionalists or silent's who were born between 1925 and 1946.  

The largest cohort groups are the Baby Boomers who were born between 1946 and 1964. 

Some of the Generation X’ers are now entering middle age as they were born between 

1965 and 1980, and the youngest of our workers, Generation Y’s or Millennials were born 

after 1980 (2007, p. 1).  

To successfully integrate these diverse generations into the workplace, companies will 

need to embrace radical changes in  recruitment, benefits, and creating a corporate culture 

that actively demonstrates respect and inclusion for its multigenerational work force 

states Jenkins (2007, p. 1). 

Veterans, Traditionalists, or Silent's are considered among the most loyal workers. They 

are highly dedicated and the most risk averse. Their values were shaped by the Great 

Depression, World War II, and the postwar boom years. This generation has a strong 

commitment to teamwork and collaboration and high regard for developing interpersonal 

communications skills (Jenkins, 2007, p. 1). 
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Baby Boomers were the first generation to actively declare a higher priority for work over 

personal life. Their values were shaped primarily by a rise in civil rights activism, Viet 

Nam, and inflation. They are more optimistic and open to change than the prior 

generation, but they are also responsible for the “Me Generation,” with its pursuit of 

personal gratification, which shows up as a sense of entitlement. 

A major influence from Boomer parents is their willingness to work hard and set goals to 

achieve the lifestyle they want. They share common values of patriotism and family from 

Silent's and they can appear more demanding than previous generations, Jenkins says 

(2007, p. 2). 

Generation Xers are often considered the “slacker” generation. They naturally question 

authority figures and are responsible for creating the work/life balance concept. Born in a 

time of declining population growth, this generation of workers possesses strong technical 

skills and is more independent than the prior generations (Jenkins, 2007, p. 2). 

Millennials or Generation Ys are the first global-centric generation, having come of age 

during the rapid growth of the Internet and an increase in global terrorism. 

 They are among the most resilient in navigating change while deepening their 

appreciation for diversity and inclusion.  

Technology gains and increases in education in IT make the Millennials the most techno 

savvy workers today. They are team-centric, having grown up at a time when parents 

programmed much of their lives with sports, music, and recreational activities to keep 

them occupied while their Boomer parents focused on work (Jenkins, 2007, p. 3) 

Introduction 

Nowadays there are coexisting more generations than ever before at the workplace. Thus, 

generational clashes are more common than before. Managing people with different 

personal, educational and professional backgrounds is rather difficult. Each generation 

has different values, working styles, expectations and attitudes. Therefore, it is crucial for 

managers to pay attention to generational differences. As a result, they might get a 

functional, more interactive work community with a supportive atmosphere and a flat 

organizational structure. (Mc Crindle and Wolfinger 2009, 27; Whitacre 2007) 

The employers need to acknowledge not only the problems and pressures of mixed 

generations but also to see the opportunities, which come with the diversified workforce. 

At the moment, managers might perceive the diversity more as a problem than an 
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advantage. However, at its best, multigenerational workforce can mean more creativity 

and better ways of solving problems at the workplace.   

Unfortunately, multigenerational workforce can also create inter generational problems. 

These intergenerational conflicts are highly problematic especially in the hospitality 

industry. Delivering the best possible customer service usually requires collaboration and 

constant interaction between the employees. Hence, it is crucial for the managers to be 

aware of the generational differences among their subordinates in order to bridge the 

generation gaps and create a positive working culture, which will ensure the service 

quality and productivity of the whole company.  

How do those intergenerational problems then arise? Vesterinen and Suutarinen (2011) 

claim the reason for age gaps to be that generations feel they don't need to understand 

each other's worlds. Older people feel that since they have once been youngsters 

themselves, they know what the young generation today is going through and believe they 

are only struggling with the same sort of problems as they did when they were young. The 

young ones, on the other hand, perceive the advice of the old people as obsolete and 

therefore not worth of listening to.  

There have already been conducted several studies on generational characteristics and 

many literature sources on generations' values and expectations are available as well. 

Multigenerational issues have indeed become a hot topic, which unfortunately the author 

feels many employers here in Finland haven't really addressed yet.  

The purpose of the study was to examine generational differences in values, expectations 

and working methods. The idea was to include members of Baby Boomers (born between 

1946-1964), Generation Xers (1965-1980), Generation Yers (1980-1995) and Generation 

Z members (1995- ) to the research in order to get a complete picture of the needs and 

wants of different generations. 
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The Different Generations 

A generation is defined by what it thinks, feels, and experiences and not just by dates of 

birth. (Zemke, Raines & Filpczak 2000, 64.) 

Mc Crindle and Wolfinger (2009) define a generation as a group of people, who were born 

in the same era, shaped and influenced by the same times. They usually go through the 

same events, trends and developments of that particular time. Those historical and 

cultural events, which person will experience during his/her formative years, no doubt 

will have an effect on individual's values, personality and world views. (Mc Crindle & 

Wolfinger 2009, 2; The multigenerational workforce: Opportunity for Competitive Success 

2009, 1.) 

However, it is rather difficult to form these different cohorts of people. For example 

people who were born just at the beginning or end of a generation, might have adapted the 

values and attitudes of two different generations. (The multigenerational workforce: 

Opportunity for Competitive Success 2009, 1.)  

In addition, even though generalizing groups and creating stereotypical characteristics 

might be useful for the managers, one has to remember that they do not always apply for 

each individual.  
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For example, although many Gen Xers were described as 'latchkey kids' there might be few 

of those who had their stay-at-home mothers and fathers during their teen years and 

therefore were not so highly affected by loneliness. 

The Traditional Generation  

The Traditional generation is the oldest generation in the workplace, although most are 

now retired. Also known as the veterans, the Silent, the Silent generation, the matures, the 

greatest generation, this generation includes individuals born before 1945, and some 

sources place the earliest birth year to 1922. 

Members of this generation [hereinafter Traditional] were influenced by the great 

depression and World War II among other events and have been described as being 

conservative and disciplined, as having a sense of obligation, and as observing fiscal 

restraint (Niemic, 2002).  

They have been described as liking formality and a top down chain of command, as 

needing respect, and as preferring to make decisions based on what worked in the past 

(Kersten, 2002). The National Oceanographic and Atmospheric Association Office of 

Diversity (2006) characterized members of this generation as the private, silent 

generation, who believe in paying their dues, for whom their word is their bond, who 

prefer formality, have a great deal of respect for authority, like social order and who love 

their things and tend to hoard stuff.  

Members of this generation have also been characterized as loyal workers, highly 

dedicated, averse to risk and strongly committed toward teamwork and collaboration. 

They have also been described as having a high regard for developing communication 

skills, and as the most affluent elderly population in the U.S., due to their tendency to save 

and conserve (Jenkins, 2007). 

At work, they are presumed to show consistency and uniformity, seek out technological 

advancements, be past-oriented, display command-and-control leadership reminiscent of 

military operations, and prefer hierarchical organizational structures.  

They are likely to continue to view horizontal structures in a hierarchical way 

(www.valueoptions.com). They are also likely to be stable, detail oriented, thorough, loyal, 

and hardworking, although they may be inept with ambiguity and change, reluctant to 

buck the system, uncomfortable with conflict, and reticent when they disagree (Zemke et 

al., 2000). 
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The Baby Boom Generation  

Most sources identify Baby Boomers as people born between 1943 and 1965. The U.S. 

Census Bureau defines Baby Boomers [Hereinafter ‘Boomers’] as individuals born 

between 1946 and 1964. The Baby Boom generation has also been referred to as the “pig-

in-the-python” (Callanan & Greenhaus, 2008).  

This generation is referred to as the Baby Boom, because of the extra seventeen million 

babies born during that period relative to previous census figures (O’Bannon, 2001). 

Boomers were raised to respect authority figures, but as they witnessed their foibles, 

learned not to “trust anyone over 30” (Karp, Fuller, & Sirias, 2002).  

They grew up in an era of “prosperity and optimism and bolstered by the sense that they 

are a special generation capable of changing the world, have equated work with self-

worth, contribution and personal fulfillment” (p.270.Yang & Guy, 2006).  

This generation is now in the mid to late part of their careers. The entirety of this 

generation will reach the traditional retirement age of 65 within the next 25 years 

(Callanan & Greenhaus, 2008).who believe that hard work and sacrifice are the price to 

pay for success. They started the workaholic trend (Glass, 2007; The National 

Oceanographic and Atmospheric Association Office of Diversity, 2006; Zemke et al., 2000) 

believe (d) in paying their dues and step-by-step promotion (CLC, 2001; Rath, 1999).  

They also like teamwork, collaboration and group decision-making (The National 

Oceanographic and Atmospheric Association Office of Diversity, 2006); 

www.valueoptions.com; Zemke et al., 2000), are competitive (Niemic, 2002) and believe in 

loyalty toward their employers (Karp et al., 2002).  

Boomers are often confident task completers (www.valueoptions.com), and may be 

insulted by constant feedback (The National Oceanographic and Atmospheric Association 

Office of Diversity, 2006), although they want their achievement to be recognized (Glass, 

2007).  

Some have described them as being more process- than result-oriented (Zemke et al., 

2000), although they have also been characterized as being goal-oriented. 

Generation X 

In a study about the civic engagement of Generation X, the U.S. Census Bureau defined this 

segment of the population as consisting of individuals born between 1968 and 1979. 
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However, the upper limit of Generation X in some cases has been as high as 1982, while 

the lower limit has been as low as 1963 (Karp et al., 2002). 

This generation was also called the baby bust generation, because of its small size relative 

to the generation that preceded it, the Baby Boom generation. The term Generation X 

spread into popular parlance following the publication of Douglas Coupland’s book about 

a generation of individuals who would come of age at the end of the 20th century. 

Members of Generation X [Hereinafter Xers] are the children of older boomers, who grew 

up in a period of financial, familial and societal insecurity. They witnessed their parents 

get laid off and the decline of the American global power.  

They grew up with a stagnant job market, corporate downsizing, and limited wage 

mobility, and are the first individuals predicted to earn less than their parents did. They 

have grown up in homes where both parents worked, or in single parent household 

because of high divorce rates, and as such, became latchkey kids forced to fend for 

themselves (Karp et al., 2002).  

Among the characteristics attributed to Xers, the following appear most often. They aspire 

more than previous generations to achieve a balance between work and life (Jenkins, 

2007; Karp et al, 2002; www.valueoptions.com) they are more independent, autonomous 

and self-reliant than previous generations (Jenkins, 2007; Zemke et al., 2000) having 

grown up as latchkey kids.  

They are not overly loyal to their employers (Bova & Kroth, 2001; Karp et al, 2002;. They 

value continuous learning and skill development (Bova & Kroth, 2001). They have strong 

technical skills (Zemke et al., 2000), are results focused (Crampton & Hodge, 2006), and 

are “ruled by a sense of accomplishment and not the clock” (Joyner, 2000) 

Generation Y 

The lower limit for Generation Y may be as low as 1978, while the upper limit may be as 

high as 2002, depending on the source. Members of Generation Y may include individuals 

born between 1980 and 1999 (Campton & Hodge, 2006); 1978 and 1995 (The National 

Oceanographic and Atmospheric Association Office of Diversity, 2006); 1980 and 2002 

(Kersten, 2002); and 1978 and 1988 (Martin, 2005).  

The label associated with this generation is not yet finalized. Current labels include 

Millenials, Nexters, Generation www, the Digital generation, Generation E, Echo Boomers, 

N-Gens and the Net Generation. Members of the generation have labeled themselves as the 

Non-Nuclear Family generation, the Nothing-Is-Sacred Generation, the Wannabees, the 
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Feel-Good Generation, Cyberkids, the Do-or-Die Generation, and the Searching-for-an-

Identity Generation.  

This generation has been shaped by parental excesses, computers (Niemiec, 2000), and 

dramatic technological advances. One of the most frequently reported characteristics of 

this generation is their comfort with technology (Kersten, 2002). 

In general, Generation Y shares many of the characteristics of Xers. They are purported to 

value team work and collective action (Zemke et al., 2000), embrace diversity (The 

National Oceanographic and Atmospheric Office of Diversity, 2006), be optimistic 

(Kersten, 2002), and be adaptable to change (Jenkins, 2007).  

Furthermore, they seek flexibility (Martin, 2005), are independent, desire a more balanced 

life (Crampton & Hodge, 2006), are multi-taskers (The National Oceanographic and 

Atmospheric Office of Diversity, 2006), and are the most highly educated generation.  

They also value training (www.valueoptions.com). They have been characterized as 

demanding (Martin, 2005), and as the most confident generation (Glass, 2007). Like Xers, 

they are also purported to be entrepreneurial, and as being less process focused 

(Crampton & Hodge, 2006) 

The Future Generation Gen Z 

Generation Linkster, also known as Generation Z or Internet Generation, is considered to 

born from 1995 to present. The parents of Gen Z primarily consist of Gen Xers, but there 

might be also youngest Baby Boomers or even the oldest members of Generation Y 

included among them. Since Gen Z are currently entering the workforce as part-time and 

summer workers besides the school, other generations have already got a glimpse on how 

they will integrate in the workforce. (Johnson & Johnson 2010, 181; Generation Z.) 

“A marked difference between Generation Y and Generation Z is that members of the 

former remember life before the take-off of mass technology, while the latter have been 

born completely within it.” (Generation Z) Generation Linksters' technological skills are in 

a totally different level, than previous generations had.  

According to Johnson & Johnson (2010), they have used internet, cell phones and other 

equipment since they were toddlers. They have incorporated technology as a primary tool 

of their communication with each other and the world. (Op.cit. pp.184-185.) Trunk (2009) 

believes that since Gen Zers’ are so acquainted with technology, they will be more effective 

and smarter in processing information than previous generations. 
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As a downside of all this virtual interaction, Gen Zers' social skills might be lacking. They 

might have avoided some of the difficult face-to-face encounters of life by solving situation 

in virtual communication. 

As an employer, it is important to provide training to improve the business skills and face-

to-face conversations of Gen Z members, so that they are more prepared to meet the needs 

of work environment (Johnson & Johnson 2010, 185-186). 

Besides the technological matters, also the environmental issues are a big part of 

Linksters' values. Gen Z's lifestyle is brimming with environmental awareness and they 

expect the companies to prioritize the same global welfare issues. Thus, it will become 

more and more important for organizations to build positive and trusted cultures to 

attract Gen Z members (Johnson & Johnson 2010, 189; Ross 2011). 

Johnson and Johnson (2010) suggest that managers should keep in mind the Gen Z's stage 

of life when employing them. Since they are essentially still kids, their parents might be 

heavily involved. Therefore, the employers should accommodate not only. 

Born into a world facing challenges such as terrorism and environmental concerns. 

Witnessed widespread use of electronic gadgets and digital technologies like the Internet 

and social networking sites. 

Characterized as tech savvy, globally connected (in the virtual world), flexible and 

smarter, and tolerant of diverse cultures. 

Generational differences in work related characteristics and expectations  

 Traditionals Baby 
Boomers 

Generation X Generation Y 

Work ethic Hardworking Workaholic Only work 
ashardas 
needed 

 

Attitudes 
towards 
authority/rules 

 They value 
conformity, 
authority and 
rules, and a top-
down 
management 
approach 

 13% included 
authority among 
theirtop10values 

 Some may 
still be 
uncomfortabl
e interacting 
with 
authority 
figures1 

 5%included 
authority 
among their 
top10 value 2 

 They are 
comfortable 
with 
authorities 
and are not 
impressed 
with titles or 
intimidated 
by them 3 

 They find it 
natural to 
interact with 
their 
superiors 

 6% included 
authority in 

 They believe 
that respect 
must be 
earned4 

 6%included 
authority in 
their top10 
values 5 
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Expectations 
regarding 
respect 6 

 Deference 
 Special 

treatment 
 More weight 

given to their 
opinions 

 Deference 
 Special 

Treatment 
 More weight 

given to their 
opinions 

 They want to 
be held in 
esteem 

 They want to 
be listened to 

 They do not 
expect 
deference 

 They want to 
be held in 
esteem 

 They want to 
be listened 
to 

 They do not 
expect 
deference 

Preferred way 
to learn soft 
skills7 

 On the job 
 Discussion 

groups 
 Peer interaction 

and feedback 
 Classroom 

instruction-live 
 One-on-One job 

coaching 

 On the job 
 Discussion 

groups 
 One-on-One 

coaching 
 Classroom 

instruction-
live 

 Peer 
interaction 
and feedback 

 On the job 
 One on One 

coaching 
 Peer 

interaction 
and feed 
back 

 Assessment 
and 
feedback 

 Discussion 
groups 

 On the job 
 Peer 

interaction 
and 
feedback 

 Discussion 
groups 

 One on 
coaching 

 Assessment 
and 
feedback 

Preferred way 
to learn hard 
skills 

 Classroom 
instruction-live 

 On the job 
 Workbooks and 

manuals 
 Books and 

reading 
 One-on-one 

coaching/compu
ter based 
training 

 Classroom 
instruction-
live 

 On the job 
 Workbooks 

and manuals 
 Books and 

reading 
 One-on-one 

coaching 

 On the job 
 Classroom 

instruction-
live 

 Workbooks 
and manuals 

 Books and 
reading 

 One-on-one 
coaching 

 On the job 
 Classroom 

instruction-
live 

 Workbooks 
and manuals 

 Books and 
reading 

 One-on-one 
coaching 

 

Conclusions 

In the end, people from different generation shave common goals of achieving personal 

and organizational objectives. How managers get them to accept these goals and how they 

pursue the goals likely will vary. Differing views, values, and styles may cause an 

organization trouble on the way to common goals. 

Getting the different groups to meld in to a seamless team is not easy. The Baby Boomers 

and the Generation Yerstend to be interested in teamwork, whereas the Generation Xers 

more often want to work independently. The Matures and the Baby Boomers like to 

master a function, become an expert, and own a specific part of a project, whereas the 

Generation Xers and the Generation Yers want to see a project through from start to finish. 

Both the Generation Xers and the Generation Yers are technologically savvy (the latter 

moreso).  
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They have been brought up with technology as the way they communicate, in work and 

iplay. The two older groups are not cut from the same cloth. They need to acquirea solid 

understanding of technology in order to work with their staff. 

At the same time, the members of Generations X and Y must become accustomed to 

bringing their tech talk down a notch and avoid using technology as their only 

communication outlets with older generations. Whereas the Baby Boomers and the 

Matures value titles, money, and promotions, the Generation Xers place priority on 

personal development and work life balance. 

 As a result, when working with the Generation Xers, managers should improve work-life 

practices, provide more challenging assignments with access to influential people, and 

adopt may be as important to the Generation Xers as a promotion. The Generation Xers 

may quit their jobs to gain the balance they seek. 

Although the members of Generations X and Y have some similar traits (technological 

savvy, informality in the workplace, and ability to control projects), distinctions between 

them can affect an organization.  

Managers should beware of thinking that all young people are alike and lumping the 

skeptical, individualistic, authority-questioning. Generation Xers with the optimistic, 

feedback-focused, mentor-seeking Generation Yers. 

Hence according to my perspective managers should keep in mind the differences and 

similarities of their workforce for managing the them effectively. These differences should 

be kept in mind while managing such a diverse workforce. 

There are various implications on the employers of this diverse workforce. There are wide 

differences in each generation and hence to make them work together effectively these 

differences in attitudes, behaviour traits and their approach should be appropriately 

understood and managed. 

It is crucial for the managers to be aware of the generational differences among their 

subordinates in order to bridge the generation gaps and create a positive working culture, 

which will ensure the service quality and productivity of the whole company.  

The managers should take advantage of the differences in workforce rather than seeing it 

as a threat, it should focus on positives of all the generations working together and 

reducing their negatives. The management should hence find different ways in which 

these generations can be motivated though different reward structures, compensation, 

training designs and management styles. 
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