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What’s behind the creation of a book like this? It was the data supporting the fact that the generation gap, which was first noticed in the 1960s, has widened today, making collaboration and synergy on a team more challenging than ever.


Part One


MIND THE GAP


1 Who Are Today’s Clashing Generations?


Interactions among people from differing generations can resemble a cross-cultural relationship. Generations can possess different values, customs, and languages. While the generation gap was spotted more than fifty years ago, the gap is wider today.
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15 My Challenge for You


I close this book with a challenge that is simple to understand but difficult to practice. Leaders and team members must build bridges, not walls, to the various generations they work alongside. It’s our only chance both to survive and flourish.
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“If you think you’re smarter than the previous generation, consider this: Fifty years ago, the owner’s manual of a car showed you how to adjust the valves. Today, it warns you not to drink the contents of the battery.”


~Derric Johnson










FOREWORD


John C. Maxwell


OVER THE LAST FIVE YEARS, some questions I’ve been asked often are: “How do I manage my youngest team members? They join our team with very different attitudes and work ethics than our veteran team members do, and they’re affecting our culture. What should I do?”


On the other hand, younger audiences are asking similar questions from their perspectives: “How do I show respect for my boss when I know there are better ways to manage our team? He doesn’t seem to get me, and sometimes I wonder if I really fit in here. What should I do?”


As I speak across the country and around the world, I’ve noticed this is a global challenge. Older and younger generations working on a team can feel like a tug-of-war. Lines are drawn in the sand on how to get things done, and working together can be difficult. That’s why I’m so glad my friend Tim Elmore wrote A New Kind of Diversity.


The leadership environment we are in today is more polarizing than ever, at least in my lifetime. We have a choice: will we allow the environment to determine our leadership, or will we intentionally change the environment? The good news is—there are strengths in our differences. It’s a leader’s job to find those strengths and maximize them.


Let’s consider some strengths that can be found in an intergenerational team:




	The wisdom of the Builder generation.


	The stories of the Baby Boomer generation.


	The pragmatism of Generation X.


	The idealism of Millennials.


	The innovative mindset of Generation Z.





Are you maximizing the strengths of the individuals on your team? It all starts with your perspective on others. Anybody can see weaknesses, mistakes, and shortcomings. Seeing good things is harder, but that’s the difference between anybody and a great leader.


A New Kind of Diversity will accomplish a few goals.


First, it will enable you to understand your younger and older colleagues working alongside you. In these pages you’ll read insights that are both personal and sociological about what shaped each of the last five generations. You’ll pick up cues that you might never gain by talking to someone from each of these populations. While everyone has a unique personality and no one wants to be stereotyped, Tim Elmore reminds us: our goal is not to stereotype but to understand. This book helps you recognize the narrative each generation tends to possess.


Second, it will provide ideas on how to connect with other generations. The best leaders understand that for communication to be effective, they must be people-centric and other-focused. We must read our people before we lead our people. One of the things I love most about what Tim does in this book is the way he challenges you to see strengths in the differences of others. It’s impossible to empathize with a team member or colleague if you don’t see them as valuable. I’ve often said, valuing other people and adding value to them is the foundation of relationships. Applying the insights in this book will make you a better leader, teammate, mentor, and coach as you learn to connect with people who are different from you.


Third, it will enable you to get the very most out of each generation on your team. Effective leaders understand that each person on a team has something unique to add to the mission, and they learn how to capitalize on it. They bring out the best in their people, regardless of a person’s experience. They find ways to get diverse age groups to collaborate to make the team better. Those irritating traits that, at one point, caused friction can now bear fruit. Good leaders demonstrate that while diversity may not make interactions smoother, they almost always make them more productive. Differences can be a beautiful thing.


This Book Is a First


I am proud to introduce you to a brand-new department in the Maxwell Leadership Enterprise—Maxwell Publishing. This book is the first of many we plan to publish in the years ahead. I am excited to have Tim Elmore as our first author and this book as our first resource. Our goal is to deliver outstanding resources that are values-based and that can transform teams, families, organizations, and even nations. Tim and I discussed this book at my home in 2021 and when he told me it was a project he was working on, I immediately resonated with the topic. I knew this book would be relevant and helpful.


I’ve known Tim for forty years. He was a young leader when I first invited him to join my staff, and he served alongside me for twenty years. During that time, I saw him bloom not only into an effective leader but, an effective communicator and author as well.


Tim has been studying, speaking, and writing on this topic since 2001. He’s put in his 10,000 hours and has drawn some helpful conclusions on how to manage multiple generations, how to lead each one, and how to pull out their strengths.


Much of my generation has retired. Those of us who continue working need to focus our attention on helping younger generations stand on our shoulders to gain perspective and learn from our mistakes and successes. The book you’re holding in your hands will give you a jump-start on this goal.


John C. Maxwell


Founder, Maxwell Leadership










BEFORE YOU READ ANYTHING ELSE: An Introduction



IN THE SUMMER OF 2020, every American who owned a television was reminded of the racial divide that still exists in this country. George Floyd’s life had been taken at the hands of Derek Chauvin following other African American deaths in the previous weeks. In almost every major city, marches and protests took place against police brutality and for racial equality.


But this was only the most recent in a long line of painful realizations in the American consciousness. In 2006, we were all reminded of the need to address gender inequality as story after story was broadcast of sexual harassment and assault on women in the workplace as well as on young female gymnasts. The #MeToo movement continues as a reminder of the gender gap that still exists and the need for equal respect and remuneration for females at work.


In 2011, news reports surfaced once again about income inequality in America. Certain job salaries paid to workers in specific demographics had not kept up with inflation. Regardless of whether it was hourly wages or salary packages, the divide existed and protest groups such as Occupy Wall Street (while it was terribly disorganized) attempted to raise the issue.


Regardless of how you might feel about these protests, each symbolizes a gap. Each one also illustrates a group of people who feel misrepresented or underrepresented. Those who protested wanted to raise awareness of an issue. Although I understand that each situation I’ve listed has complex details and varying angles, a legitimate issue remains. There is a gap that people need to be aware of and do something about:


There is a gap between generations on teams.


This book is my attempt to bring awareness to this new and different kind of diversity. I am not diminishing the importance of ethnic, gender, or income diversity. I am only saying there is a tangible diversity that’s often missed or misrepresented by bosses and employees, by coaches and young athletes, by teachers and students, and among family members. I am speaking of generational diversity, the widening gap between the five generations that still influence our world yet don’t seem to understand one another. This became evident over the last several years on social media as hashtags like these surfaced:


#HowToConfuseAMillennial (Boomers and Gen Xers making fun of Millennials)


#OKBoomer (Millennials making fun of Boomers)


#OKNancy (Generation Z making fun of Generation X)


#Doggo (Generation Z making fun of Millennials)


#BoomerRemover (Millennials and Gen Z making fun of Boomers)


This last one was used in especially poor taste, citing COVID-19 as the cause of death for many Boomers.


In 2020, I heard a nineteen-year-old member of Generation Z using the word cheugy as he made fun of someone he’d seen who was trying too hard to be “hip” and trendy. When I asked what older person he was poking fun at, he explained it was a twenty-nine-year old Millennial. I laughed in disbelief. The gaps surface so quickly. Yet instead of bridging the gap we feel between older and younger people, we’ve allowed the chasm to widen. At lunch breaks, water cooler conversations, or even in text message threads, we find it easier to talk to “our own kind.” When we don’t understand someone, it’s easier to make fun of them. It’s like different demographics living in different zip codes. It often feels like too much work to get to know a twenty-two-year-old at work when we are fifty-nine.


But what if we could resolve this dilemma and even benefit from our age differences?


What Prompted This Book


For the last twenty-eight years, I’ve been both an organizational leader and have taught leadership in every US state and around the world in fifty countries. I’ve met more than a few leaders over the years. During this time, I have observed four to five generations working together in a variety of contexts. As time marched onward, I noticed the generation gap widening. In fact, I have two reasons for writing this book. First, this is the number one topic I’m asked to speak on by businesses and the second most-requested topic by athletic departments and schools. I believe the subject is growing because more managers have identified divided teams that communicate differently, value different priorities, and have different definitions of work ethic and excellence.


Second, professionals have always assumed that kids are lazy or disrespectful (dating back to Socrates), but the generation gap is more distinct because new technology creates subcultures. Hence, generations often don’t have to connect to survive. We need insight in order to bridge these subcultures in workplaces and among families. As an American population, young adults are taking longer to grow up, middle-aged adults are taking longer to grow old, and the elderly are taking longer to depart this earth. It’s created generational gaps we’ve never seen before. According to Paul Taylor at the Pew Research Center, “As a people, we’re growing older, more unequal, more diverse, more mixed race, more digitally linked, less married, less fertile, less religious, less mobile and less confident.”1


I work with emerging generations, I’ve watched this for forty years.


BecauseAround 1980 I began noticing the emergence of a relational “gap” that existed in the marketplace. Baby Boomers were coming of age in large numbers, joining the workforce and starting families. I was one of them. A growing number of employers began saying they didn’t quite understand their young employees. A growing number of coaches identified communication gaps with their young athletes. And a growing number of parents hinted that they didn’t understand their teenager at home. This gap wasn’t a fluke. By the late 1980s, Generation X had become the hot topic. This youth population represented everything alternative: they were unplugged, grunge, and commonly called the “MTV generation.” The gap grew wider. Within a decade or so, the Millennials had become a topic of conversation. Neil Howe and William Strauss published a book in 2000 called Millennials Rising, a definitive work on the newest population of kids who were quite different than their predecessors. It was at that point that I began publishing my own studies and conclusions about the different populations influencing the world. I wrote a book in 2001 called Nurturing the Leader within Your Child that included my first “generational chart.” It illustrated how the current generations both influenced and were influenced by the others. By 2003, I launched a nonprofit organization called Growing Leaders, which focused on preparing the emerging generations to be leaders. Seven years later, I wrote a book called Generation iY, detailing how the second half of the Millennials (Generation Y) was noticeably different than the first half. That book sold well and drew media attention from the Wall Street Journal, Forbes, the Washington Post, and Psychology Today as well as CNN’s Headline News and Fox News’s Fox and Friends. Clearly, others had noticed an issue at hand. This gap was a thing.


Before we jump in, allow me to share one caveat. I don’t believe every problem on your team will be solved if you understand the information in this book. Not every challenge is caused by a generation gap. There are differences in:




	personalities


	socioeconomics


	gender perspectives


	
ethnic and cultural background


	geographical history


	family origin





On top of that, if you were born within five years of the beginning or end of a generation, you’ll likely adopt characteristics from both the previous and the upcoming one. Sociologists call you a “tweener.” I am one of those as a late Baby Boomer.


Establishing when one generation ends and another begins is not an exact science, but it is a social science. The Pew Research Center places value on understanding generations: “It is a way of understanding how global events and technological, economic and social changes interact to define the way a set of people see the world.”2


This book is more about sociology than psychology. It is about how growing up in different time periods and experiencing different realities can affect a person’s mindset on a team. Our first two decades of life shape us based on shared music, tragedies, economies, heroes, milestones, technology, television shows, and events. Each person tends to bring their personal mindset with them to work, which is why an employer can say one thing and a teammate from a different generation can hear something else entirely. Yet this is not another book on managing or enduring Millennials or Generation Z at work. It is different in three ways: First, it includes the benefits of each generation in the workforce, including Generations Y and Z. Second, it offers ideas on how to leverage each generation’s benefits to a team, making the most of what each demographic has to offer. Third, it furnishes a plan to practice principles on social and emotional intelligence among all team members.


My hope is that this content enables you to better understand, empathize, and connect with people who are different from you. In the end, I believe you will lead them better.










PART ONE MIND THE GAP











1 WHO ARE TODAY’S CLASHING GENERATIONS?



THREE YEARS AGO I WAS in Chicago speaking at a conference about resolving conflict. After my session, a CEO approached me with a comment. I could tell he was frustrated at his inability to “mend some fences” between employees on his team. His team was divided on a go-to-market strategy for a new offering. Some felt they should focus on their new social media platforms and utilize a more personal approach, interacting with potential customers via social media. Others felt they should go with their proven methods that had worked well over the years. He suspected the factions represented conflicts between labor and management. After digging deeper, however, he recognized the issue was not that simple. He then wondered if the friction was about problems between departments, but it was more than that too. As we bantered, he had an epiphany. The lines his employees had drawn in the sand were about demographics. With few exceptions, the two younger generations perceived the issue one way, while the older two generations saw it another way. Interestingly, five other executives entered our conversation, verbalizing their agreement that there was a generational problem. They, too, were experiencing divisions—even chasms—on their teams along generational lines.


This conversation is not an isolated event. It happens thousands of times every year among people in the workforce. With the introduction of four to five generations in the workplace and with the rapid pace of change, we can predict we’ll see friction on an increasing level. Paul Taylor, executive vice president at Pew Research Center, says, “Demographic transformations are dramas in slow motion. They unfold incrementally, almost imperceptibly, tick by tock, without trumpets or press conferences. But every so often, as the weight of change builds, a society takes a hard look at itself and notices that things are different. These ‘aha’ moments are rare and revealing.”3 Sadly, according to researcher Megan Gerhardt at Miami University, only 8 percent of companies recognize different generations as a category of “diversity.”4


Today I interface with a growing number of managers who struggle to assimilate the younger age groups joining their teams. Their attempts to communicate company values or approaches to work receive varying reactions, depending on the generation and background. While these differences have been around for decades, the times have changed. When I began my career, the mantra of most bosses was, “Leave your personal problems at the door. You are here to work.” Today the mantra seems to be, “Bring your whole selves to work.” This means bringing their opinions, styles, posts, anxieties, and the desire to weigh in on issues, as if it were a democracy. Too often the old and the young dig their heels in and reach an impasse.


Allow me to provide two case studies.


Tony Piloseno was an Ohio University student who took a part-time job working at a nationally known paint retailer a few years ago. Unlike many employed college students, he actually enjoyed his work. In fact, he loved it so much, he started a TikTok account just to show off all the amazing colors that could be made by mixing the store’s paint.


People were so attracted to Tony’s posts that he rapidly grew a massive following. As of late 2020, his @tonesterpaints account had over 1.4 million followers and 24 million “likes.” As his “tribe” mushroomed, Tony realized he was on to something and told his employers his viral account was an example of what the retailer’s brand could do on social media. He felt it would be a great way to attract a new, younger audience the store chain was not currently reaching. Tony pitched the idea for months, complete with a slide deck, but alas, no one was interested—no curious inquiries, no positive responses.


What he did get was something he never expected. He got fired.


“They first accused me of stealing—I told them I purchased all my paint,” Tony told reporters. “They made me answer a bunch of questions like when was I doing this and where, if there was anyone in the store while I filmed. There was never anyone with me while I was doing it.”


After the corporate offices investigated his TikTok account, they showed him to the door. A brand spokesperson told BuzzFeed that “a customer’s concerns” led to an investigation and ultimately led to their decision to fire Tony Piloseno.


Why This Paint Store Missed Out on an Opportunity


This story is a sort of case study on “old school” and “new wave” thinking. Here are three common reasons why we stumble into mistakes like the one Tony’s employer made.




	1. When we’re comfortable, we default to, “It’s not the way we did it before.”

While TikTok is among the newest social media platforms users are leveraging to market and tell their stories, the paint retailer had no official account. Tony was current on TikTok and saw what corporate failed to see. Instead of embracing his viral approach, they dismissed him. Why? Despite the smoke screens the paint store hid behind, it’s clear to me they just couldn’t see beyond their familiar methods. Their current models were safe and predictable, and that’s what preoccupied their minds.




	2. When we’re scared, we become more concerned with protocol than progress.

In the aftershock of a pandemic, it’s easy to shift into survival mode. Many organizations relied on employee handbooks and bylaws to determine how to lead in this period of disruption. But when we do this, we can unwittingly become consumed with protocol. We miss opportunities to adapt and turn interruptions into introductions to new paths toward progress. No doubt that’s what happened to the paint retailer. Tony is now building his own brand.




	3. When we’re experienced, we assume the young don’t know much.

When seasoned leaders talk to a twenty-one-year-old student, they can instantly assume their young ideas stem from naivete. We think they don’t know what they’re talking about. Sadly, “reverse mentoring” is one of the best gifts a seasoned veteran can receive, allowing a young person who recognizes the new world of communication to pass their intuition along. This mutual value can be exchanged only if their leader is humble and hungry.







There are likely more details to this story that we’ll never know. Perhaps these would explain the leadership decisions at the paint store. Nonetheless, I still believe the company missed an opportunity when it fired Tony Piloseno instead of promoting him. He later moved to Florida, started his own company, and is staying in touch with his 1.8 million potential customers.


The challenge between generations, however, can go both ways.


THE OTHER SIDE OF THE COIN


I know a number of employers who are ready to welcome a new generation of team members into their workplaces, but the recent graduates are not prepared for a full-time job. Their schools did not get them “career-ready.”


While older generations can benefit from the intuition of the newest population entering the workforce, it’s clear the young ones often need input from seasoned veterans. Some graduates entering their careers have never had a job at all, neither part-time nor full-time. They only know the classroom, not the workroom or the boardroom. Millions need to be “coached up” by someone with experience who cares about them and their future.


For example, Laura is a senior human resources executive who had just finished her fourteenth interview in a single week with prospective job candidates when we spoke by phone. She told me she was exhausted, but it wasn’t the volume of candidates she’d met that had worn her out; it was their readiness for a job. Or I should say, their lack of readiness.


Laura is a “fan” of Generation Z. She always reminds me of the immense potential recent graduates have, how much energy they bring to the workplace, and how much she loves coaching them as a human resource officer. This round of grads, however, was not prepared for much except more schooling. Her interviews were almost unbelievable:




	One potential employee could not look up from his phone. He was preoccupied with social media feeds—perhaps other job opportunities—and chose to multitask. There was no eye contact in the interview, poor listening skills, and very poor communication.


	Another interviewee told her he wanted lots of free time every day. When she said full-time employees work eight hours a day, he said he wasn’t ready for that kind of commitment. He left after learning this information!


	Yet another candidate received a phone call right in the middle of the interview—and took the call. After a moment, she requested her caller to wait a moment, then asked Laura to leave the room (Laura’s office), so she could finish the call in private.





Laura’s reaction to these mishaps was revealing. She didn’t blame the young people. She said, “I just wish schools and parents prepared these graduates for what was coming. I wish the schools operated more like a workplace. I wish moms and dads required their teens to work jobs during high school and college and discussed what they were learning along the way.” Sadly, this is rare today, at least when you compare it to my teen years. My dad encouraged me to get a job (a paper route) when I was twelve years old. On rainy days, I didn’t like it at all, but my parents reminded me how much I was growing from it, how much I loved making money, and how it was preparing me for an adult, full-time job. I ended up working all through middle school, high school, and college in fast-food restaurants, ice cream shops, country clubs, and nonprofits. While I recognize some parents still encourage this, millions actually discourage their teens from working, wanting them to focus completely on academics.


After graduation, however, those parents often realize their kid is unprepared for the marketplace and begin to compensate. Some even join their adult child on job interviews! In 2017, 26 percent of employers said parents had contacted them to convince them to hire their twenty-two-year-old son or daughter.5 One in eight parents attended the job interview (as a sort of agent) with their adult child. This kind of thing would have been mortifying for a young adult in my generation, but it’s becoming shockingly common today.


In any case, when the newest generation shows up at work having never had a full-time job nor worked alongside professionals, it can be frustrating. What’s more, it can burn up all sorts of energy—call it sideways energy—that distracts everyone from pursuing their objectives.


What makes this issue even tougher is that the marketplace is changing rapidly. We’ve all heard the statistics about how today’s kids will likely graduate into a career or a job that doesn’t even exist today. According to the World Economic Forum, 65 percent of children in primary school today will be employed in jobs that do not yet exist.6 The world of work is changing.


One reason is that many current jobs will become automated by artificial intelligence in the future. McKinsey Global predicts that almost half of all workplace activities could be automated in the future. Once again, the world of work is changing.


Employers must remember that younger generations of workers tend to adapt to such changes more quickly than older generations do. Generation Z will be especially at home with such shifts because of the experience they had in 2020. When the COVID-19 pandemic spread globally, Generation Z was sent home and adjusted to online learning better than their teachers did. In fact, I heard countless stories of students who actually helped their teachers navigate Zoom and Google Hangouts. The adjustments young people had to make in a year of protests, pandemics, political polarization, pay cuts, and panic attacks were stunning. While Gen Z suffers from mental health issues far more than previous generations, much of that was happening long before the COVID-19 outbreak. If we can help them navigate that issue, we’ll find them intuitive when it comes to the future. They’ll likely be the quickest to alter methods and will be your fastest learners.




Pause and reflect.


Do you see any divide between veterans and rookies on your team?





UNDERSTANDING EACH GENERATION


Recognizing how to interact with other generations is both an art and a science; it is a social science. According to historian Neil Howe, each generation tends to intuitively pursue three outcomes as they come of age. This isn’t necessarily a conscious pursuit but rather an organic one as each age group responds to older populations. Years ago, Howe and William Strauss recognized that each new generation tends to




	
1. Break with the previous generation. Generation Z says to the Millennials, “You’re cool, but we are cooler. You’re into Beyoncé. We’re into Billie Eilish.”


	
2. Correct two generations ahead of them. Generation Z says to their parents, “I love you, but I will never do that to my kids when I’m a parent. I see your mistakes.”


	
3. Replace three generations older. Generation Z becomes aware of their aging grandparents who will be gone soon, so they value retro: “I want a record player to listen to Sinatra.”7






Having as many as four or five generations working on a team is enough to exhaust any leader who’s attempting to connect with each of them. The following is an updated chart I included in my 2019 book Generation Z Unfiltered: Facing Nine Hidden Challenges of the Most Anxious Generation (the entire chart includes several more categories). I attempt to illustrate the different paradigms of each generation as they entered their careers and why they see things uniquely. Take a look at the big picture.


Reflect for a moment about what shaped each generation:




	
Builders: They grew up during the Great Depression and World War II. They’re frugal, resourceful, grateful, conservative—and they save the wrapping paper at Christmas.


	
Baby Boomers: There was a “boom” of babies after World War II. These kids grew up in a time of expansion, not depression; the economy swelled, and they questioned everything.


	
Baby Busters: This generation began with the birth control pill. It was a bust, not a boom. Generation X grew up jaded—raised by parents during the Vietnam War and Watergate.


	
Millennials: They were raised by parents preoccupied with their safety, self-esteem, and status. Life was customized. Entitlement naturally grows with participation trophies.


	
Coronials (Gen Z): Today’s kids grow up in the wake of three recessions, mass shootings, a pandemic, political polarization, and lots of anxiety. Mental health is their top problem.





These summaries explain each generation’s “life paradigm” as they joined the workforce. Now, consider each one’s “attitude toward authority.” My parents were Builders who taught me to respect all authority, from police to presidents. Baby Boomers like me felt we could solve the problem of authority just by taking over. Busters (Gen X) unplugged and simply endured authority as young professionals. Millennials choose their authorities. Since life is a big cafeteria, they are picking who they’ll genuinely follow. The emerging Gen Z population feels empowered by those smartphones in their hands; they ask Google questions we used to ask our parents. If they were honest, millions of them would acknowledge, “I am not sure I even need an older person to guide me. What do they know about my future?”


It’s a new day.


WHAT IT TAKES TO CONNECT THE GENERATIONS


Lieutenant Colonel Christopher Hughes led a troop of soldiers in Iraq during the second US invasion. When a shipment of food, clothes, and blankets arrived from the United States for refugees, Hughes felt the best place to distribute them was the local mosque. When he led his troop through the streets to meet with the cleric, people saw them and assumed the worst. They believed the soldiers were heading to their mosque to bomb it. When Hughes and his soldiers arrived, the mosque was surrounded by locals with stones and sticks ready for a street fight. It was a huge misunderstanding. Fortunately, Hughes was a master leader. He first ordered his soldiers to halt. Then, he asked them to point their weapons toward the ground. Next, he told them to take a knee, a most vulnerable position for anyone in public. Finally, he had his soldiers look up into the faces of the Iraqis and smile.


One by one, the local people dropped their rocks and sticks. Slowly they became calm and began to smile back, long enough for Hughes to locate a soldier who spoke Kurdish and Iraqi Arabic to explain to them what they had in their packages and what their intent was.


Disaster averted.


Lt. Col. Hughes displayed what psychologists call social intelligence. It is a subset of emotional intelligence. It’s the capacity to navigate complex social relationships or environments. It’s the very ingredient leaders desperately need today. As I mentioned, relationships between generations at work can feel like “cross-cultural” relationships. When a Baby Boomer speaks to someone from Generation Z, it may be like a conversation with someone from another country who has different values, different customs, and a different language. The effort that’s needed not only to avoid damage but to collaborate is the same effort we must put into a relationship with someone from a foreign land. And far too often, we’re not ready to put in that effort.






	Generational Issue


	Builders Silent Generation


	Boomers Pig in Python Gen







	Birth years


	1929–1945


	1946–1964







	Life paradigm


	Be grateful you have a job


	I want better







	Technology


	Hope to outlive it


	Master it







	Market


	Goods


	Services







	Ethics


	Conservative


	Self-based







	View of authority


	Respect them


	Replace them







	Pandemic’s effects


	We’ve seen tough times before


	My retirement is disappearing







	Role of work


	Means for a living


	Central focus







	Role of relationships


	Significant


	Limited, useful







	Sense of identity


	I am humble


	I am valuable







	View of future


	Seek to stabilize


	Create it












	Busters Generation X


	Millennials Generation Y


	Coronials Generation Z







	1965–1982


	1983–2000


	2001–2015







	Keep it real


	Life is a cafeteria


	I’m coping and hoping







	Employ it


	Enjoy it


	Hack it







	Experiences


	Transformations


	Reinventions







	Media-based


	Shop around


	Elastic







	Endure them


	Choose them


	Not sure I need them







	See, I told you life was hard


	What will this do to my dreams?


	I feel postponed and penalized







	Irritant


	Place to serve


	It’s my hobby







	Central, caring


	Unlimited, global


	Utilitarian







	I am self-sufficient


	I am awesome


	I am fluid







	Skeptical


	YOLO


	FOMO








But if we did, what kind of advantages could we enjoy?


What If Each Generation Could See the Value the Others Bring to the Table?


Each of the four generations still at work offers a variety of gifts to the others. For instance:




	
1. Baby Boomers: Life experiences, awareness of pitfalls, life coaching for younger generations


	
2. Baby Busters (Gen X): Realistic perspective and pragmatic wisdom, resourcefulness, balance


	
3. Millennials: Energy and confidence, tech savviness, optimism, social connections


	
4. Generation Z: Entrepreneurial, “hacker” mindset, cause-oriented, social media savvy, fresh view





What if your organization had all four generations contributing from their strengths? What if each generation actually listened to the others? It might just be astonishing. We’ll discuss this later in the book.


Every leader and team should be in the business of building strong, collaborative generations at work. When each of us can identify the strength of the others, everyone becomes stronger. In my humble opinion, our problem is that we live in a time where this is very difficult. Listening and understanding each other is not what we currently see in our culture. In fact, I think ours becomes a polarized cancel culture far too quickly. What’s more, with the conveniences of an on-demand, instant-access society, we are vulnerable to becoming more fragile and less patient as a nation.


Executive producer Michael Hoff summarized the issue well. I have taken his thoughts and broadened the language for our purposes here. As each generation comes of age, they have the option to develop into a strong or weak population of adults. They can become known more for consuming or contributing, to become victors or victims of their era. Following is the cycle of history that demonstrates these sobering outcomes:






	The Reality


	The Result







	1. Hard times create a strong generation.


	1. Likely resilience







	2. A strong generation creates good times.


	2. Likely opportunity







	3. Good times create a weak generation.


	3. Likely entitlement







	4. A weak generation creates hard times.


	4. Likely passivity








[image: Image]


Where are we in this wheel of history?


Both my parents and my grandparents played vital roles in raising me as a child. They each experienced strong marriages and families; they demonstrated strong work ethics and wanted to build one in me. They volunteered their time in the community and donated much of their money. My grandparents’ generation survived the Spanish Flu pandemic and fought in World War II. My parents’ generation grew up during the Great Depression and World War II. From my experience, both of these generations became strong from it. They became resourceful because they had fewer resources. While they didn’t have some of the knowledge we have today, they led the best they could from what they possessed.


As times got easier, however, the succeeding generations became susceptible to abundance; the data reveals that our grit levels and our resiliency declined (more on that later). But we can recover if we learn to benefit from one another and to benefit to one another. Our only hope is that we learn from each generation, both old and young. Regardless of what we think of younger generations, we must acknowledge they are our future. They represent what’s coming ahead, not what’s behind us. If we care about the future, we must care about connecting with and equipping the generations behind us to lead well.


Cross-Cultural Connection


I’m not sure if you’ve ever traveled overseas, but I have noticed in my international travel that once I land in Paris, Cairo, or Hong Kong, I am mentally prepared to work harder than usual at making a connection with locals. Why? In their country, they have different customs and values and likely speak a different language. I have arrived in a different culture.


Bingo.


Even now, Millennials no longer hold the “cool” spot on the team. Generation Z has arrived, and they are intimidating to anyone older who thinks they’ve kept up on what’s trending. In late 2021 the New York Times posted at article titled “The 37-Year-Olds Are Afraid of the 23-Year-Olds Who Work for Them.” It was all about the pace of change and how quickly team members who were once intuitive about markets and consumer culture are now lagging behind. “Twenty-somethings rolling their eyes at the habits of their elders is a longstanding trend, but many employers said there’s a new boldness in the way Gen Z dictates taste.”8 And those employers who are not even forty years old are learning to listen to the input from a twenty-something. Buying habits and customs go extinct quickly, and the youngest teammates seem to know those customs naturally. Believe it or not, there is a gap between twenty-somethings and thirty-somethings.


Allow me to say it again: interactions among people from differing generations can resemble a cross-cultural relationship. Generations can possess different values, customs, and language. The generation gap is wider today, and leaders must commit to work harder at these relationships than, perhaps, ones from within their own generation. Awareness and tolerance, though important, are not enough. In the workplace, we must move beyond the baseline of mere tolerance of each other and toward having each other’s backs; we must move from awareness to integration. Once we grasp diversity training, we must move on to unity training.


The people from different generations on the team have moved past colliding and are now collaborating. That’s what this book is about. My question is, Are you willing to invest the necessary effort to connecting with different generations on your team or in your family?




Talk It Over




	
1 Where do you see evidence of generational differences on your team or in your office?


	
2 What do you think are some of the dangers of this, if left unchecked?


	
3 Do you see any positive elements in the various generations where you work?
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