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What’s around the bend for American 
business and what are the implications for 
failing to leverage a new generation of talent?   
 
Are companies really prepared to understand the multitude 
of potential, the adjustments required and the risks for 
failing if they choose to act too slowly?   
 
This White Paper presents real-life insights into the 
potential of generation Y and how to leverage opportunities 
for future sustainability and growth. 
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Management consultants Mark Holmes and Bette Price, CMC, have identified critical trends impacting American business that have 
broad implications of why “Y” – why the educated, professional-oriented members of Generation Y are so ideally suited to meet the 
needs of a new set of business conditions, why sustainability depends on engaging them, and why leveraging their talent and 
potential is critical to future success.   
 
The results of multi-faceted research conducted by Holmes and Price of college educated, career-oriented Generation Y (Millennial) 
professionals refutes the stereotypical belief that those born between 1978 and 2000 (specific years which the U. S. Census Bureau 
identifies as Generation Y) lack motivation, are impatient and entitled, have a poor work ethic, need constant praise, are 
disrespectful and have a know-it-all attitude.  Contrary to those beliefs the researchers found that Gen Yers are compelled to learn, 
driven to make a difference and eager to contribute to meaningful results and thoughtful innovation.    
 
Despite current economic uncertainties, they are optimistic—even creative in their entrepreneurial approaches--to leverage 
technology in ways to spur new economic growth.  They expect—even embrace—responsibility and seek opportunities to work 
collaboratively with their peers and superiors.  They value candor and to them, transparency and trust is a must.   
 
More than any generation before them, they are poised for a “pay for performance” structure.  And while balance is a critical success 
factor it should not be mistaken for lack of commitment.   
 
What are the implications of these findings for companies large and small?  The implications are great!  How employers respond to, 
or fail to respond to, these findings will tremendously influence not only their skyrocketing turn-over costs, but how competitive and 
sustainable they will be for the future.  A closer look at our rapidly changing environment and the research results suggests that this 
generation offers great potential—even salient opportunities for the future—when accurate knowledge is leveraged right.  
 
Mark Holmes  
The Consultant Board  
Springfield, Missouri  

 
Bette Price, CMC  
The Price Group        
Addison, Texas (Dallas)   
 

Data represents both quantitative and qualitative findings from 525 respondents using multiple forms of in-put including surveys, assessments, focus groups and one-on-one 
interviews.   
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Continual sudden market changes and chaotic, unpredictable 
environments will become the norm.   
 

There is a perception among baby boom employers that Gen Yers are impatient, want it all today and are 
unwilling to earn their promotions the good old fashioned way—with time.  However in conversations with 
Gen Yers who have already embarked in the workforce, there is a great misunderstanding about their quest 
for involvement and drive.   
 

 Opportunity drives the future.  This generation is all about learning, growing and building their resumes without delays.  They 
don’t look at career growth the way their managers do; they look at opportunities in terms unlike generations before them.  As a result 
promotions for them may be as much lateral moves as it is upward mobility, as long as it provides continual learning.  Their college 
degree is merely their minimum acceptance to opportunity.  They expect to learn the realities of the work world through experience and 
collaboration with those who have walked before them.  However, they believe that they do bring their own set of knowledge, skills and 
ideas to the forefront and value the elders who are willing to blend that knowledge with a shared, future growth-minded mode.  When 
their need for continual learning and growth is ignored, 85 percent would leave for professional growth opportunities.   

 
Passion plays a huge role.  Results from a measurable assessment shows that practicality, results, and collaboration tremendously impact 
their desire to do what they love.  A huge 93 percent would leave a job for opportunities to do work for which they have a passion—
despite a possible lessening of pay.  Significance is also significant in their willingness to stay.  They want to know that they contribute to 
the overall, which is why 82 percent would leave if their boss failed to value their opinions or ideas.  They understand that they have 
much to learn, yet to be dismissed for merely not being old enough or on the job long enough makes little sense to them at all.  To them, 
performance trumps experience.  Given the opportunity to be involved, to learn, to contribute, they expect to be judged on their ability to 
contribute and perform.  

 
86% want challenging, rewarding work 

54% want to know they contribute to an overall 
 
This is a generation that excels in quick adaptability, armed with the ability to research thoroughly for new, innovative possibilities.  They 
are nimble and highly equipped technologically to connect in short periods of time.  Who better than this generation to be innovative? 
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Performance will impact areas of learning, pay and play.   
 

Despite the fact that statistics prove that 10 percent of performance comes through formal training and 70 
percent from performance/involvement, within the traditional corporate business philosophy, there has been 
a reluctance to involve young people in the decision-making aspects of business.  

  This will change—ala GenBlending.    
 
 Performance Trumps Experience.  There is a major disconnect in companies that significantly impacts both the hiring and 

development of this generation—the whole issue of experience.   
 
From the recruitment standpoint there is considerable lack of congruency between the interview and the on-the-job reality. Furthermore the 
language of hiring is often incongruent as well.  Frequently recruitment vehicles are extremely restrictive, seeking narrow and unrealistic 
expectations of experience related to the position to be filled.  Highly educated candidates see inconsistencies between educational requirements 
and job related experience.  Additionally the language of hiring is perceived to send mixed messages in many cases.  This situation is further 
exacerbated once a candidate is actually hired for a position.   
 
Upon reporting for the job the young employee often finds that the potential involvement expressed during the interview phase never comes to 
fruition.  Instead, young employees often feel they are expected to “stay in your box” with limited ability to utilize their full talents or be exposed 
to areas of new growth.   
 
This generation is motivated to make a difference and to achieve results.  Without the opportunities to play a significant role, they become quickly 
disenchanted.  While often accused of having little respect for their elders, the reality is that this generation, more than any other before them, 
have tremendous respect for their parents and grandparents—thus co-workers of those generations.   However there is a real disconnect when 
seasoned workers fail to equally respect the ideas and concepts that these younger individuals bring forth in a sincere effort to seek 
improvements or innovation.  
 
As Walt Disney believed, when you blend the old with the new, you get new again.  Experienced individuals who are open to encouraging and 
truly hearing new thinking will find great value in blending the old and the new.  But that takes an open mind and a willingness to believe that 
experience alone is no predictor or guarantee of success.   
 
Because this generation is so motivated by performance, versus experience, they are ideally poised for a “pay for performance” structure.   
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Much like beauty being in the eye of the beholder, the meaning of 
time has its variables as well. 
 

There is a sorely misunderstood perception conveyed about how this generation views time.  One national author 
actually made the mindless suggestion that employers just let their Gen Yers come in whenever they feel like it.  
Even Gen Yers will tell you that’s a stupid suggestion.    

 
 Time becomes clockless.  Lest you believe that this generation has no respect for time, think again.  They actually value time 

immeasurably.  Just not in the same dimension as most of their elders may.  This quote will provide a hint of the reason why:   
 

“We have a good strong work ethic, but our ethic is centered on work-life balance.  
We still want results, but not at the expense of life, family and health.”    
 

There is a definite shift in how time is valued with this generation.  Having grown up to see their generation of parents fall prey to downsizing, 
right-sizing, and cutbacks or suffer the losses of a shifting economy, this generation isn’t about to give up their quest to devote important time to 
family and friends only to be easily dismissed as their parents were.  But, that doesn’t mean they are not committed to meeting goals and 
accomplishing tasks.   
 
Time becomes irrelevant from the standpoint that this generation’s philosophy is:  Tell me what needs to be accomplished and within what time 
frame and I will do that.  Meeting the deadline with results is what counts, not merely putting in standardized hours.  That means that if a young 
father leaves early to be present at his son’s basketball game, he will do what it takes to make up that time to ensure that the task is 
accomplished within the given time frame.  To him, it’s all about results.   
 

79% want to work with independence  
80% want flexibility in their work schedule  

79% would leave the job if they are micromanaged 
 

“We’re willing to pay our dues, but not the dues older generations paid—like broken families, parents who were workaholics, suffered bad health, 
etc. Either we experienced seeing this or our friends did.  We’ll pay our dues differently.”   
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This generation has been told over and over that they have the 
ability to make a difference.   
 

Significance is a critical aspect of their being.  When they feel their role has no significance, they become 
bored.  That boredom is generally misunderstood by superiors and the Gen Yer becomes known as being 
lazy, unmotivated, a slacker.   

 
 Significance is increasingly significant.  This is a generation that has been told over and over—mostly by their boomer 

generation parents—that they have the ability to make a difference.  Yet suddenly as they enter the workforce, instead of having their 
ideas and enthusiasm accepted they are perceived as being bold, brash thinking and not readily welcomed.  Thus, there is almost an 
immediate disconnect—establishing early-on the potential of disengagement.  Significance is a critical aspect of this generation’s being 
and when they feel their role has no significance, they become bored and disengaged.   

 
This generation wants to know that they have contributed to overall results; that whatever the role they play, their contribution has been 
integral to achieving a desired outcome.  This doesn’t mean that every role has to be defined as highly significant.  It does, however, 
mean that it is critical to involve, challenge and acknowledge their contributions as well as inform them as to the overall significance that 
even their small, menial task may play in “making a difference.”  How does their role contribute to the greater whole?  This may not have 
been important to other generations who may have been task-focused on a particular job.  It means everything to this generation who 
are driven to make a difference and to know how their efforts contribute to the overall.  A case in point:   
 
Raymond was asked by the sales manager to collate a number of printed pages of a presentation into spiral bound books.  No more 
information was given to Raymond—simply a directive to complete the bound books and have them ready by five that evening.  Raymond 
complied and met his deadline.  The next afternoon the sales manager haphazardly mentioned to Raymond that he appreciated the job 
he had done and mentioned that the booklets had been used for a critical presentation to a major client earlier that day which resulted in 
securing a huge new piece of business.  While Raymond was pleased to find out that his efforts had helped in landing the new business, 
he pointed out:  “I was happy to do what they asked, but I would have felt so much better about completing the task had I known up 
front how important my small role was to the overall goal.”   

 
 

Despite the perception that this generation’s penchant for seeming to isolate themselves through their constant use of popular communication 
tools such as Twitter, Facebook and texting, this is a generation that is equally as passionate about being an integral part of a team.  To 
overlook this want diminishes their essential need for significance.   
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Presuming that technology drives this generations dominant way to 
communicate is just not so.    

 
In an era of continuous, disruptive change that routinely threatens the competitive viability of the 
organization, everyone, including employees and customers, must be listened to.  Input must be harvested 
from everywhere.    

 
 More dialogue, less directives.  There tends to be a great misunderstanding among those who believe that because this 

generation is so technically oriented, there is less need to create meaningful dialogue.  That’s a huge mistake.  In order to perform at 
high levels and feel good about their work, this generation needs interactive, meaningful, dialogue.  And, because they are so 
collaborative and team-oriented in nature, less layered dialogue is also more valued.  This is where GenBlending teams can play an 
integral role—blending together the insights and knowledge of the old and the new thinking, giving equal value to each for the greater 
good of all.  This generation does best when they are able to engage in this kind of meaningful dialogue.   

 
The old style practice of managers delivering edicts or ordering directives does little to motivate.  Rather it creates motivation barriers and 
stifles productivity and innovation.   
 
This generation also expects transparency and straight-forwardness at all levels of the organization and has little respect for “spinning the 
truth” and any protectionist attitudes that convey a management attitude of “only on a need to know basis.”  To this generation, 
command and control communication systems become irrelevant.   
 
Because of their desire for dialogue they place a great value on interpersonal communications regarding career planning and performance 
feedback as well as enhanced corporate communications that give associates connectedness and relatedness.  When there is honest, 
open and interactive communication managers are more likely to be seen as mentors and coaches which helps them to feel like someone 
above them is sincerely and personally concerned about their success.   
 

89% want to have their ideas heard  
82% would leave if their boss failed to value their opinions or ideas 

81% want to feel respect 
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Trust stands out as one of the highest issues of importance.  Trust 
underlies nearly every issue important to this generation.   
 

Trust is an issue that is intensified by this generation.  They expect their colleagues and superiors to 
demonstrate trustworthiness and when that trust is breached, little can be done to restore the damage.   

 
 Trust is a must.  Nearly unanimously this generation not merely wants, but demands trust.  Issues of trust influence nearly every 

other element of the Gen Yers personal and professional life.  Promises claimed on a company website, during an interview or in 
recruitment material must be kept.  When promises are not kept it is seen as a form of betrayal which puts the organization at risk of 
massive exposure via viral tools such as Twitter and Facebook.      

 
One of the highest rated issues of importance to this generation is the importance of trust.  While the issue of trust is one that touches almost 
every major aspect of their work ethic, there are two significant areas that nearly always surface from these Gen Yers:  1)  They want to 
know they can trust the boss or supervisor for whom they work and 2) They want to know that they are trusted by their supervisor or 
manager.  Both of these issues have major implications for managers.  As a result, they do not want to be micro-managed—an area that 
seems to cause considerable conflict with boomer managers.  When a manager intentionally, or inadvertently micro-manages a Gen Yer it is 
taken by the Gen Yer as an indicator of lack of trust.  Not only is this insulting, it is a major de-motivator and when overused, can easily be 
the main reason for an unplanned, early departure.   
 
Time is clockless to this generation.  To be married to specific time frames is just another indicator of lack of trust when a manager fails to 
understand that a Gen Yer who chooses to leave early to attend their child’s soccer game doesn’t mean that they’ve ignored their 
responsibility to get their job done.  That same Gen Yer is more likely to work overtime to ensure that the job is done or return to the office at 
midnight if that’s what it takes.  But, the time issue of expecting strict adherence to so-called “office hours” is seen as a poor indicator of 
performance and instead, may be more viewed as another lack of trusting that the individual will be accountable and get the job done.   
 
Compliance to standards is one thing but one’s observations of any variance in adherence to rules will far outweigh printed company 
guidelines.  In other words, a boss who fails to walk the talk will be viewed with little trust while one who has the capacity to model the 
behavior desired will be much more trusted.  Contrary to some management belief, Gen Yers actually like structure; what they dislike is those 
who profess it yet fail to follow it for themselves.  It all contributes to their sense of trust.   
 

88% want to work for a supervisor/manager whom they can trust 
79% would leave their job if they are micromanaged 
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In a world global in scope and where sudden market changes become 
the norm, innovation becomes the key to maintaining a leading edge.   
 

As we pursue economic recovery, business as we know it going forward will operate under a new normal—a 
normal that will change the way businesses plan, respond and innovate for their futures.  Response time will 
shorten and technology will intensify, yet the underlying glue to hold everything together will be humans 
and their ability to thrive and survive in a chaotic, unpredictable environment.   

 
 A Zealousness for Improvement.  This generation is laser focused about improving everything.  They constantly challenge the 

status quo and are often in favor of shooting some sacred cows.  This has been the wrath of many Boomer managers who have simply 
avoided dealing with the aggressive, brash behavior of Gen Yers.  But, in the long run, that can be a huge mistake.   

 
This generation is nimble and eager for change and has the intellect, creative thinking, and technical knowledge to discover new resolves.  
The challenge is to harness and blend this characteristic with the wisdom of experience without creating barriers to improve.  With a 
greater understanding of how to leverage these talents rather them buck them there will be a greater ability to be more nimble, leverage 
market changes and achieve new growth and sustainability.   
 
Forward thinking mangers that have the ability to tap into this zealousness will strengthen and inspire the entire organization.  Like it or 
not, this generation is changing the face of American business.  To leverage their zeal for improvements in positive ways can definitely 
work to an organization’s advantage.  Those that succeed will truly surge out front with a differentiator that has not yet been touched.   
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Economic conditions may have caused Boomers to stay longer than 
planned, yet the reality is, they will continue to age and will still retire.  
When they do, who will fill their shoes?   
 
 Everything from how a company presents itself to establishing the hiring criteria is going to have to be rethought.   
 

 Traditional hiring modes may miss the mark.  A quick search on the internet enables young talent to know more about 
you than you will initially know about them.  If they find their interview experience to be incongruent with the picture you paint, their 
friends will know about it before you’ve had a chance to consider recruiting them.  What will you do to become their employer of choice?   

 
To genuinely embrace the potential of this bright, talented and energetic young workforce offers a great potential for companies that are 
forward-thinking enough to recognize the positive potential.  The cost is minimal if the mind is willing to entertain small refinements and 
sincere mind-shifts.  The reality is—no economic down-turn, no political change in climate—no thrust in technological know-how is going 
to change one fact:  The boomer generation is aging and a new generation of leaders must be integrated into the workplace to ensure 
future growth and profitability.   
 
This generation frowns on politics.  Being competitive differs from winning at any cost.  This generation prefers a team-oriented, friendly, 
collaborative, supportive environment where winning is congruent with integrity and respect.  To fake that simply won’t work.  This 
generation has their own criteria for selecting employers in that alignment between the interview process and the reality of the job is 
critical.  This is another factor that relates back to the important issue of trust.  The on-boarding process also takes on a critical role.  
When the on-boarding process doesn’t match up to the expectations of their role, employers will be in for a rough ride.   
 
Assessments based on behavior alone will not predict performance.  Understanding the underlying motivators of Gen Yers plays a much 
more critical part than ever before because for them, passion is a prerequisite.  Behavior styles tell nothing of underlying motivation.    
One size may not fit all and to standardize the process may be the worst decision of all.  Small firms, whose interview and on-boarding 
processes are less formalized, yet more congruent with meeting the needs of the new generation, may have advantages over large, 
highly structured and formalized corporations unless they’re willing to adapt and change.   
 
There is a wide gap in how most employers view specific degrees versus how this generation sees it.  To them, a college degree is merely 
a requirement to entry; it should indicate to an employer that they have demonstrated the intellect to become educated and the ability to 
continue to learn.  To infer that only specific degrees will qualify them for most future leadership positions shows myopic thinking.  They 
have encountered too many successful leaders whose type of degrees had little to do with their ability to achieve in thier ultimate roles.      
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Collaboration, balance, respect and equality will replace status and 
hierarchy.   
 

This generation adamantly believes that with collaboration there is more innovation, equity and stability, 
therefore a better life.  
 

 Collaboration and Connectedness.  For Gen Yers teamwork is more than cooperation, it’s about making connections and 
creating a positive working relationship.  But don’t confuse friendly relationships with “being their friend.”   

 
81% expressed the importance of working with people they like   

 
Liking one-another does not mean mutual agreement on all issues, but it does equate to mutual respect—respect regardless of diverse 
generations of thinking.  Diverse opinions are invited, even encouraged because from collaborative expression of various thinking comes new 
and positive resolves.   
 
This generation’s quest for collaboration and connectedness ties directly to their need for dialogue.  Through engaging dialogue and sharing 
of knowledge and ideas, greater understanding evolves which enhances not only their work environment, but progress as well.  Conversely, 
discourse and resistance to diverse thinking creates tension and blocks effective teaming.   
 
This generation’s number one value motivates them to be socially conscious backed by an intense drive to achieve results.  This not only 
means that they are concerned about environmental and service-oriented issues, but also reflects their strong desire to be inclusive and 
respectful.  They are competitive, but never ruthless.  They genuinely value and care about other people and want to help others achieve as 
well as themselves.  They relate to people at all levels and have a high regard for each person’s contribution.  To leverage this strength 
requires inclusion and mutual respect from their leaders.   
 
Leaders must be tolerant of new ideas and provide environments where employee input is regularly gathered and applied.  Cultivating these 
new ideas is a competitive advantage in a world where competitive advantage cannot be sustained forever.  
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“Having a boss who I trust and who feels like they can trust me is 
invaluable to a job.  Being treated like a child at work is very counter 
productive; eventually people will start acting like children if treated 
that way.” 
 
 
 The environment of the new normal requires that the boss become more of a coach than a boss.  And he/she `
 better walk the talk.   
 
 Wanted:  A More Likable Boss.  One’s likeability factor has served them well in nearly every realm of one’s life, yet when it 

comes to being a boss, often that aspect is lost.  With Gen Yers, it’s an issue worth rethinking.  The relationship between the boss and the 
employee is a critical issue for this generation.  The old demanding, order-giving styles simply won’t work.  This generation wants less 
intense, more approachable managers; managers they can trust, respect and learn from.   

 
“A bad supervisor is like a Cancer.  It kills my attitude, my performance and my ethics.”   
 
In today’s competitive, fast-paced world managers must recognize that creating too many layers of decision-making may not bode well 
for achieving high engagement of employees.  The dynamics of effective delegation and follow-up will become more important and will 
require some very specific shifts in style.   
 

88% want a supervisor they can trust  
89% want to have their ideas heard  

81% want to feel respected  
82% would leave their job if their boss failed to value their opinions or their ideas  

 
The need couldn’t be clearer; this generation wants to be a part of the decision-making process, wants to work with a boss they can trust 
and learn from and most of all, a boss who is approachable.  That requires having a genuine likeability factor and establishing a strong 
and effective means of meaningful communication.  Without it, you’re doomed.   

 

Behavior counts, but values make the incredible difference.   
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The greatest mistake you can make when selecting your future Gen Y leaders is to ignore the importance of 
values.  When there is no alignment between the individual’s values and that of your business environment you are 
destined for conflict and failure.   
 

Gen Y Behaviors Graph        Gen Y Values Graph  
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

 
Gen Yers naturally want to serve others      Gen Yers are primarily driven by results and making a difference.  
as an integral part of a team effort and they    They greatly value and care about others, yet will not be  
expect  to complete their tasks with accuracy.    overlooked for their contribution.  They are driven to continually learn. 
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The findings from this research are only as valuable as you will allow them to be.  Only by being willing to erase any previous buy-in to 
the negative and stereotypical views about this generation and being willing to look at this research through a fresh set of eyes, will you 
be able to fully benefit and effectively apply this body of knowledge. 
 
Wherever you are with your talent management plans for the future, don’t wait until it’s too late.  Although this generation is the largest 
of our lifetime, it is spread out over a twenty-year period with not all of the generation motivated to enter traditional management and 
future leadership channels.  Thus, your future leadership building process takes on a critical, highly focused priority.  Those that move out 
ahead of the curve will definitely have the competitive advantage—those that ignore the inevitable pending shortage, risk paying a price.   
 
Instead of relying on anecdotal thinking and traditional decision-making, leverage your potential by utilizing our real-life, multi-faceted 
research to make knowledgeable choices as you build your future leadership team.  For more information or to gain some outside, 
objective help—contact us today:   
 
 
 
 

We’ll help you select your right path.   
 

        Bette@GenBlending.com  Mark@GenBlending.com  
 

 
 


