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The Multi-Generation Workplace:
A Simple Solution?
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From the large, multinatinnal corpomtlons fo
SME« the pool of experienced, executive
level workers Is diminishing. and now blood
will hiawe To come from the distinethy different
generations, dubbed Generation ¥, and 7
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Lack of Future Leaders

According o UN dafo, theee will be

a shortage of 10 million workers

In-the WS leadership pipefine by 2015,
50, (5 this potentiol shorfoge a global
challenge, or Ix it fimited 1o developeg”
ceruniries?

A global survey of experipnced, executive-leve| recruiters found
divided opinlons:

= The saxpcutive shoriage I8 seen ad a signiflicant problem (@
Brazil, which Is regarded as an emerging economy. Experigénced
axecutive recrultérs realize the dovelopment pipeling simply
cant match the economy’s speed of growth. Multi-region
clients, eager to recruit and refain future falent, are seeing
a potential shortage across Souwth and Central America;,
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¢ In Mexico, the potential shortage iaonod regarded
&5 a general issue, only In specific Industries, including
technology and the scigncies,

* In Europe, Some coun:
tnes share the sams

HELP

problem of & potential
worker shortage,

“ In Finland, many
W&NTED peopie (IR managernant
pasitiony are  rething
and there is insuificiant
experenced smaff to
cover these relinguished

positions,

* German-based recruiters are facing a shortage of
leadership supply from 2013 = when more people are
axpected to leave the workplace than thare wiil be
Young poople: starting o work; the gap s widening,
and the work supply is also shrinking with accelerating
spood

* Talent shoartage iz & key lzsue in Australia.

o Yot there s a different situation In the post-soviet
countries. After the political changes in 1989 baky
boomers [heavily burdened from the communist
system) often lacked the langeage skifls, education or
the experence o face new challenges, they were
2000 replaced by very young Generation X managers -
despiter the latter's immense lack of managenal
#xpefence. Tweanty yéars on, the top managers am
ponw often i thelr 40°s or even late 30's. Therefore,
expectation s thal most peeple In managerial
posttions will not need nor expect 1o reties n the next
20 years. In that reglan, the Mlow of candidates s vary
strong. However, the significant [ssue s the guality of
candidates; as well as their motivation,

= For Aska, the shortege s nol yeb 8 major Bsue =
bacause of the increased flow of Inward talent. Aslans
are also considered to be more open to relocate for
Hood career opportunities.

The BALMI-Gemnnsiion Wiorkpslace: A Simple Solution?

As developing countries follow the trends set by
devtioped couniries, 3o hese [ssues are expected 1o
eventuolly offect oll reglons. Even where there is no
thortage of people, there is an expectotion of o futire
feck of executive btalent end longevity. Managing
milti-gengrational recroitment, and expectations, will
become a glabal challenge,

Challenges and Opportunities

The different expedciotions of Generofion ¥, compared
to previous workers, will lead to new challenges - and
opportunities. Groowiing this geagration for execu tve
level positions may need creative solutrons

Glabally, challenges vary by country and reglon. For
example. sccording to talentsmoothie. members of
Goen Y owho gresy up (0 Asian countries show dilforent
preferences and expectaticns af work to those who
grow up in the US or Europe. This 1s usually attributed
to the differing cultural and econamic conditions.

Australian companigs  expect
challenges at all levels —driven by
demographics and expectations
of advancement, while recruiters
in Brazill ses saparate challenges
At the mid-level management,
technical and execulive level
Companies in the Cxech Republic gensrally recognize
that fresh blood brings fresh idess. which i seen as an
essential fuel for new ideas and stronger compeatitive
advantage,

In the developing countrles, such aa South America,
less Baxible (compared to Morth Armerics and Europe)
labeer s and eraditional organizationsl cultures miay
become a problem when hiring the flexible Gen ¥

Aslan companies may face the greatest challenges as
they tend to be more centrally oontralled. with
igreator pmphasis on being in the office, reports and
nme-tables, and- where loyalty may be treasured
above performance
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Recruitment and Retention of
Generation Y
More than holf of Gen ¥ emplovees believe they will

not stoy  with, their current - emplayers for the
remaunder. of their working Tife, compared To 6% of

" Genergon X and

84% of Boby
Boomers wihi
Expect to remaoin
Wil thisfr current
employer for the
rest of their
working lives

Top priocities in attracting Gen ¥

COXYGENZ project research in 2010 surveyed mone
than 5,000 people. These Included 3.000+ 18 to 25
yaar-olds in the USA, UK, Germany. India and China.

The survey also induded 1,250+ 26 to 35-year-alds
and 350+ 36 to 4%year-olds for Turther context.
[OXYGEMNZ |5 & research project led by Global
Waorkplace Innovation to understand how' Impartant
the hrture workplace 15 to penerations i the
workplace.)

Priorities:
« Office location. Preference Tor an urban life with
work and home in close proximity.

s Flexibility, Gen ¥s prefer. 3 Rexible working enviran-
ment, Including the aption to work remotely

o Soclal envinonmant, Gen Ys: sae the office as an
extension of the home environment, mxing business
and social life.

= Gen Y5 axpect hfeak-out rodms and @ coffes shop,
What else motivates Gen Ya?
Successiul approaches used by global companies

include. providing maore  Information, promoting
distussion, and executive coaching.

The BALA-Grmn s i Wiorkpslace: A Slmple Solution?

While still a developing ares, the prime incentives
Include

= wmployes recognition

* floxible working schedule

# extended maternity leave

* sacial metworks

» carger developmant policies

¢ tuitlon reimbursement

« gpportunities for self expression
= childcare facilities

* home office options

= sabbatical as standard option

= technology for remote working options

What will keep them?

Mare than financial returns, Gen Ys wamt waork/life
balance opportunities, such s flex time and working
from home. They -appreciate a balance between
family, work and hobbies; time-off as a reward is
greatly appréeclated

Componies are also Introducing employes academies,
prosiding constant education options, and offering job
rotation to gain the broad experiences and expertise
required bor future leadership rolas,

in  genaral, Gen Ys
place strong
eimphasis =11
batancad work ethics,
.13 well-educated
peocple. they, are

demanding Mre
Hexitsle werk
Cancepis. .

Recruitment challenges will come [from matching
mare home-orientated candidates with more finm-
arientated positions. Flexible, innévative companies
that consider Gen ¥'s needs will be better positioned
to attract pood management-potential employess —
and ratain them.
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Essential Management Changes

Traditional monageriol styes may pot be effective
What needs to change? And how will these changes
affect other employees?

Company and country
culture will drive
management change.

For expmple, while o
team-sparlt  manage-
ment style may wiork
in the W5 Eurcpean
coMmpanies {amnd
management) can be more conservative,

Howewer, one plobal necessity {or dealing with tha
multi-generational workplace will be the need to
become more open and flexible. Managers will need
1o develop people, provide room for self-exprassion,
and understand how to desl with differsnt employees
styles.

New Management

Interestingly, many meanagers apparently find Gen ¥a
eatier 1o work with than Baby Boormaers,
socording  to. ressarch  conducted by
Legdarship Management Australasis (LMA)Y
The LMA'S Generations LEAD. (Leadership,
Employment and Direction) survey also found:
“large numbers in all generations don’t want
ko work with, or report to, Baby Boomers in
the future — a response that included Baby
Boomers.™

Ideas and Options

Here oré some ideos amd aptions, based on
understanding how these new professionals think, and
successfully integrating new melods . with existing
staff priorities,

B BALAEI-Cmisne B ikin Winrkgslace A Slmiple Solubion?

Open discussion and interactive managemant

While operational (asks will continue 1o depend on
ricks and mortar’ bulldiags, it 15 lkely that
executives in global organizations  will increasingly
work from a home offfce. on. indeed, from ampewharne
and at any time. An effectively communicating
executive will need 1o communicate with stafl in
different time zones, in the evening or earty morming,
out of regular! business hours

# Gen ¥ employees need targets and goals, and want
their work monilored and followed-up = anywihers,
anytima. With strict goals and targefs,. It doesn't
matter where or when the employee works, as long-as
hear she gets the work done.

¢ Successhully managing such employee Interacbon
will be a necessary challenge, as Gen s are effectivaly
setting the trends.

Flexible office hours and working locntions

Gan Y: rellance on technology, and belal in working
Hexibly anytime, anyplace {and being evaluated on
work production, not on how, when or whera they gat
£ done), will efect overall corpotate - operations.
However, Gen Ys expect an office desk, but also want
towork remotely, Manag-
ing the wvirtusl workplace
and wirtual warker will be
a new challengs,

# In the Czech Repullic, a
home office is regarded as
i valuable benelit, and
part-time positlons are
relatrrely rare New management may need o be
more flexible.

* Aslan companies may need to adapl from thakr
current centrally controlled culture, with its emphasis
on strick working bours, and detailed managemant
reporting

A brehaml ot e i e fih



Technology
IT wil play an increasingly impormant rele n
supporting the busingss protess ond enabling
companies o waork efficiently with decentralized
AT T

& Minualization  (online  communication, remate
access, and retworking) is a trend that has become
more. malnstream, In part through the recent
economic downturn. whed cost culling became
cruchal In crder 1o survive

o Wirtual eooperation may be an effactive and Nexibile
business solution,

* However, there may be & generational réaction
against the always-available mentality driiven by the
‘Blackberry culture’. Some Gen ¥s have watched ther
parent’s generation be obsessed with a 24/7 work
culture — and pay febel against that notion, while
continulng to want o be soclally networked &t all
times.

Flexible and creative HR policies

Gen ¥s are generally salf-drven and team orlentad.
Demographics will limit the supply of prospective
talent, which will increase the power of Gen Y4
Employees will not be as readily replacenbie as in the
arly 20005 and companies will nead to invest monay
and affort in employes retention, and Incentive

schemes:

' Corporalions
negd to kesp up
with  the  lotest
Ideas, technoiogies
and approaches, n
arder 1o evolve.

v Global expansion
necessitates attracting the best ideas, and Gen ¥
talent. Members of this generation are constantly
learning, experiencing, dolng, developing their team,
creating and contributing. This ongoing activity does
not talerste selfich thoughts, unethical behavior, or
utdited ldeas
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= However, afl generations will need 10 feel able to
pccess egual treatment dnd equal oppartunities,

Locial media

Gen ¥ grew Up ‘online’. New management will be
expected 10 13k to employess inoa more elaxed and
fpeEn  enviranment, using  soclal media
Communication will be interactive; fowing In both
directions. - Alvernative
AR agemeEnt
structures (such as the
yirtual office) may Now
maore easily from pew
organgations = rather
than those already
estabslished.

» Companies willing to be an attractive employer, and
attract the top employeas, will nesed to change the
managamant communication structure

& Social media- s beconmng, a central part of how
people receive information, so firms need (o take this
seriously to be noticed by the new gensrations.

= Corporate responsibility will continue as a big issue,
with greater emphasis on CSR, and the eco-awaranass
that started in the late 159 s,

Less or more structure

Companies will benefit from thalr ablity to be more
flgwible, snd allow rapid changes in management
structure.  However, - alongside  flexibibity  and
adaptation, Gen Ys are drawn to companies percelved
s wiell placed globally, a5 a known brand.

o Gen Ys owant 1o work with  wellpositioned
companes, which naturally sxclude some fess globalky
known companies

= Compames. that concentrate on bBranding and
corporate recognition through peer networks (as
opposed to traditonal advertising and company-
produced literature), will be seen by Gen Y4 as
progressive and frustworthy.
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= The rigid hierarchy of large, global companies will be
ehallenged by the negd to be flexible and incorporate
rapid change.

» Effecthve tracking processes will be-a pecessity for
managing &4 virtual workforce, Executive managemant
wil nesd! to be educated and effeciive  with
Interactive communications, including social media,

Case study:
Focus on Flexible
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Conclusion

Long-tenm employess with ditferent waork concepts
and processes will need training and coaching, while
creating milti-generational teams will allow the
maerging of different expectations and goals.

Every emplovee, from any generation,  has unigue
eecls and skills —and 2ach one needs to feel valued,

A dangerous mistake is- the lilusion of creating
programs to retain people,

Low or high petention levels are nothing more than
the effect coused by the whole practice of people
managemant within the company

If it is efficlant, then retention is consistent.

Thot moy sound simple, But  effective people
anegement involves of least eight subsystens:

= recrultmant and selection

= eormpansation

« parformance appraizal and fesdback
= training and developmant

* prganieationy] climate

= gareer planning

& Imternal commisnication

¢ guality of life

Mipw generations have ahivays changed managemant
spructures, and that will comtinue o happen,

Ultimately, many of the things sean as
essantinl to Gen ¥Ys are also sgen as
important — albait less 30 — by Xs and
Boomers. By creating the right emvironnment
for Gen Ys, companies will alsa provide an
enwvironment that works egually well across
the new, multi-generational workforce.
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Additional Resources and Further Reading

ROPELLA

=S e

e sl [imieadii

talent smaothie: Generation ¥ What they want from work
hitpo Pweerw . talentsmoathie.comfresearchy

OXYGENZ: What does Generation ¥ expect from their future working environment ?
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About IRC Global Executive Search Partners

HC Global Exeoutive Search Partners b a market lsader in the global executive search inmdustry with & track
record of moce than 20,000 completed assignmants for 1,000 chents in almatt every conosivable indusiry
segmant and function.

Cur clients range from large muRtinationals 1o midcle market companies that enjoy the advantage of
working with heading local firms around the globe, prowiding them access to &xpert oocal market
kntwisdge the sgility and commitment of camar opsrated firmi and the giobal resch of 5 strong alllsncs

With 3 growing roster of laading exeruthve search frms acrots Europs. the Amenicas, Africa. Asia and
Austrafia, IRC Global Executive Search Partmers has more than 250 accomplished sxecutive tearch
profesiionals.

Rankad among the world's 15 largest retalned search firme, IRC Global Exscuthes Search Partners hat bean
providing consistent and high-performance exetutive search solutions o it dients for the past slghteen
YRAM

Contact Information:

T Global Executve Search Parmners
Lylvia Mackrthyr

Lyivia macarthun@ircsearcnparine i com
1 426920 0052
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IRC Global Executive Search Partners Worldwide: agenting | Austraiie |
Balghum | Braril | Conads | Chile | China | Crech Republic | Denmsrk | Finlind | Franoy | Germany |
Hungsry | india | ialy | Mexico [ Netherdandy | Borway | Polend | Russ | Sngapore | South Afric |
Soulh Kores | Spakn | Sweden | Swittwisad | Takwsns | UK | Uhkraine | USA
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