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The Baby Boomers are retiring and Generation X isn’t large enough to 

compensate for the lack of manpower in the workforce.  Generation Y will fill the 

manpower void and employers will need to effectively attract, retain and manage them to 

stay successful in the future.  Many Generation Y employees are quitting in the first year 

and managers are finding it more difficult to retain them.  This thesis offers discussion 

and analysis of common problems associated with managing Generation Y employees 

and gives solutions and strategies to create a better work environment. 
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Chapter 1:  Introduction 

If Baby Boomers and Generation X managers believe in the old adage of “dress 

for the position you want, not the position you have”, then what must they think about 

their Generation Y employees’ goals and motivations when they dress like they are still 

in college.  This ideological discrepancy demonstrates a common intergenerational 

misunderstanding.  In a survey of over 4,000 respondents commissioned by Business 

Week, “generational tensions” was among the top six issues that occur in the workplace 

(Spectrum Knowledge, Inc; Career Center at Cal State Fullerton, 2008).   

With the Baby Boomers retiring in the near future, a large deficit in the workforce 

will appear that cannot be filled by the smaller Generation X.  The much larger 

Generation Y will be thrust into the workforce to accommodate the deficit of manpower 

and will constitute an enormous portion of the total workforce.  Employers will need to 

effectively attract, retain and manage these Generation Y employees to maintain a 

successful business.  This feat will not be easy considering the challenges.  22% of 

Generation Y employees voluntarily quit their job within the first year.  64% of Baby 

Boomer and Generation X managers believe it has become more difficult to retain 

Generation Y employees (Chao & Gardner, 2008).     

The following quotes are taken from interviews with Generation Y employees about 

their managers (Deloitte, 2008a). 

• “I don’t get it.  My managers are barely technologically literate, yet they’re never 

open to suggestions on how to improve a process with technology.  What’s with 

their attitude?” 
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• “Don’t they want to go home at night?  They act as if I should want to work 70 

hours a week, year in and year out.  I’m not afraid of hard work, but that’s not the 

only thing I want to do with my life.” 

• “Boomers tell me ‘I’m older and have more experience, so stop asking so many 

questions’ and I want to respond ‘That’s right, you are older…older than dirt and 

you don’t answer my questions because you either don’t know the answer or else 

you wish you had asked the same question when you were my age but just didn’t 

have the nerve’.” 

The following quotes are taken from interviews with Baby Boomer and Generation X 

managers about their Generation Y employees (Deloitte, 2008a). 

• “This generational stuff is just politically correct rationale trying to explain 

immature behavior” 

• “Aren’t we just catering to and coddling the inexperienced?” 

• “When is someone going to ask me what I need?” 

• “Doesn’t everyone want the same things anyway?” 

• “We already know how to run a successful business.  What, if anything, can we 

learn from these kids that is new?” 

• “Can we go back to work now? These kids will either get with the program or 

they’ll leave”  

The previous statements reveal attitudes that don’t work towards the common 

good and demonstrate the need to understand what’s behind out viewpoints and how 

much we learn to leverage our strengths to understand where and why we may differ.  

Also, these statements validate that there are three groups of people in today’s workplace: 

people that believe the differences in attitudes between Generation Y and older 

generations are so profound that business will never be the same, people that believe 
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debate is pointless since the distinctions don’t constitute real differences, and people that 

don’t care and want to get back to work. 

This paper will discuss and analyze common problems associated with attracting, 

retaining and managing Generation Y employees and give solutions and strategies for 

management to create a better workplace.  
  



 4 

Chapter 2:  Literature Review 

BABY BOOMERS 

For the purpose of this report, Baby Boomers will be defined as those individuals 

born between 1946 and 1963.  There are roughly 78 million Baby Boomers in the United 

States today (Spectrum Knowledge, Inc; Career Center at Cal State Fullerton, 2008).  

Baby Boomers make up about 40% of the United States total population and roughly 

45% of the United States work force.  They grew up in traditional households where the 

father worked and the mother stayed home and raised the kids.  They had public 

educational systems that emphasized basic skills.  This was the “live to work” generation 

that put in countless hours at work.  Both paternalism and autocracy were the typical 

management styles at work (Deloitte, 2008b).  The Baby Boomers grew up in post-World 

War II prosperity.  They lived through the Cold War, the Vietnam War and all the social 

protest.  They listened to the Beatles and Motown and attended Woodstock.  They 

participated in the Civil Rights Movement, Women’s Liberation and Roe vs. Wade.  

They watched the assassinations of the most important and influential leaders of society: 

John F. Kennedy, Robert F. Kennedy and Martin Luther King, Jr.  They enthusiastically 

followed the Space Race and watched eagerly on their tiny black and white television sets 

when Neil Armstrong became the first man to walk on the moon.  These events defined 

Baby Boomers and made them optimistic, competitive, goal-driven, family-oriented, 

political and judgmental of differing opinions (Deloitte, 2009a).   

GENERATION X 

For the purpose of this report, Generation X will be defined as those individuals 

born between 1964 and 1978.  There are roughly 48 million Generation Xers in the 

United States today (Spectrum Knowledge, Inc; Career Center at Cal State Fullerton, 
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2008).  Generation X makes up about 20% of the United States total population but 

roughly 45% of the United States work force.  Because both mother and father worked, 

Generation X became known as the “latchkey kids”.  They were the first generation to 

grow up with computers in schools.  They grew up with corporate downsizing, many 

large mergers and one or both of their parents being laid off.  There was an information 

revolution when the Internet became prevalent (Deloitte, 2008b).  Generation X grew up 

with the collapse of the Soviet Union, the falling of the Berlin Wall, the Iranian hostage 

crisis, Reagonomics, Operation Desert Storm and the Space Shuttle Challenger tragedy.  

They grew up listening to MTV, punk rock, Pearl Jam and Nirvana. These events defined 

Generation X and made them skeptical, pragmatic, adaptable, self-reliant, more informal 

than their parents, techno-literate, more diverse and focused on today (Deloitte, 2009a). 

GENERATION Y 

For the purpose of this report, Generation Y will be defined as those individuals 

born between 1979 and 1995. There are roughly 80 million Generation Yers in the United 

States today (Spectrum Knowledge, Inc; Career Center at Cal State Fullerton, 2008).  

Generation Y makes up about 40% of the United States total population and only 10% of 

the United States work force for now.  They will have an estimated annual income of 

$200 billion and will inherit an expected $17.8 trillion from their parents, making them 

the wealthiest generation ever.  Generation Y grew up in non-traditional or single-parent 

households.  Their generation has considerably more diversity in the workplace.  They 

are constantly connected to the world, their friends, and even their work due to 

technology (Deloitte, 2008b).  Generation Y grew up with the 9/11 attacks, Iraq War, the 

Enron scandal, Columbine shooting, and the Space Shuttle Columbia tragedy.  They grew 

up in a world of texting, Facebook, Twitter and reality TV shows.  They also grew up in a 
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time where everyone was a winner.  Children received gold stars for participation, awards 

and trophies for just competing in a tournament, as well as prizes for good behavior. 

There was a time when teachers weren’t supposed to grade paper in red pens for fear of 

damaging student’s egos (Spectrum Knowledge, Inc; Career Center at Cal State 

Fullerton, 2008).  These events defined them and made them techno-savvy, connected 24 

hours a day, optimistic, confident, self-reliant, entrepreneurial, success-driven, inclusive, 

socially networked and environmentally minded (Deloitte, 2009a).   
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Chapter 3:  Study Methodology 

This paper synthesizes responses from four existing surveys that are taken from 

academic and corporate sources.  Responses are analyzed to determine Generation Y 

employees’ mindset, attitudes, desires and needs.  Also, the differences in perceptions 

between Generation Y employees and their Baby Boomer and Generation X managers 

will be analyzed.  Responses to similar questions in various surveys will be compared, 

contrasted and discussed. 

MONSTERTRAK SURVEY 

MonsterTRAK, a division of Monster, the online career and recruitment resource, 

surveyed over 10,000 Generation Y employees between the ages of 18 and 30, as well as 

over 700 managers.  These surveys were a joint venture between MonsterTRAK and the 

Collegiate Employment Research Institute at Michigan State University.  The purpose of 

this survey was to compare the Generation Y employees’ attitudes towards work and life 

with their managers’ perceptions on these same concepts. 

The first survey question asked the Generation Y employee to rate fifteen 

common job characteristics during their job search.  The job characteristics are listed 

below. 

• Independent work 

• Prestigious company 

• Location 

• Limited job stress 

• Limited overtime 

• Chances for promotion 

• Interesting work 

• Longer vacations 

• Job security 

• Travel opportunities 

• Opportunity to learn new skills 

• Good benefits 

• High salary 

• No weekend work hours 
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• Work flexible hours 

The second survey question was a series of six statements that measured work 

centrality.  The Generation Y employee was asked to answer on a 1 to 5 scale that ranged 

from “Strongly Disagree” to “Strongly Agree”.  Similarly, the managers were also asked 

to rate the Generation Y employee on the same scale.  The six items are listed below. 

• The most important things that happen in life involve work. 

• Work is something people should get involved in most of the time. 

• Work should be only a small part of one’s life. 

• Work should be considered central to life. 

• In my view, an individual’s personal life goals should be work-oriented. 

• Life is worth living only when people get absorbed in work. 

The third survey question was intended to compare the Generation Y employee 

and manager’s perceptions on two personality dimensions that MonsterTRAK called 

Superiority factor and Goal Instability factor.  The Superiority factor is defined as the 

belief that the Generation Y employee was superior to others and was based on 

statements like “I deserve favors from others” and “I know that I have more natural 

talents than most”.  The Goal Instability factor is defined by the Generation Y 

employee’s insecurity and doubts that they could follow through on work or personal 

goals and is based on statements like “I wonder where my life is headed” and ‘I don’t 

seem to get going on anything important. 

The fourth survey question asked the managers about organizational practices 

used to retain Generation Y employees and those practices’ efficacy, on a 1 to 4 scale.  

The organizational practices presented to the managers are listed in Appendix 1. (Chao & 

Gardner, 2008) 
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GEN Y PERCEPTIONS STUDY 

Spectrum Knowledge and the Career Center at California State – Fullerton posted 

an online survey and received over 700 responses consisting of 94 Baby Boomers, 112 

Generation X and 496 Generation Y.  Their survey provided 22 commonly heard 

perceptions and stereotypes about Generation Y and asked all participants to rate the 

degree to which they agreed or disagreed, on a scale from strongly agreed to strongly 

disagreed.  The 22 commonly heard perceptions and stereotypes are listed below. 

(Spectrum Knowledge, Inc; Career Center at Cal State Fullerton, 2008)   

• Lacks professionalism 

• Feels entitled to job benefits they’ve 

not yet earned  

• Wants instant gratification  

• Dresses casually  

• Behaves casually  

• Lacks face-to-face communication 

• Receives feedback poorly  

• Lacks willingness to pay their dues 

• Challenges authority  

• Works well in a team environment 

• Is technologically savvy  

• Likes to be challenged 

• Celebrates diversity  

• Is great at multitasking  

• Possesses energy and drive  

• Has strong personal networks  

• Is comprised of self-directed learners  

• Wants to have meaning in their work  

• Is socially conscious   

• Prefers work-life balance   

• Expects frequent professional rewards  

• Lacks willingness to perform mundane 

tasks 

YAHOO!HOTJOBS SURVEY 

Robert Half International and Yahoo!hotjobs conducted 1,007 web interviews in 

2007.  They interviewed 21 to 28 year olds with a 505/502 male to female ratio.  79% of 

those surveyed were college graduates fully employed.  
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The first survey question asked respondents to give a 1 to 10 rating to a preset list 

of job considerations.  Those job considerations are listed below. 

• Salary 

• Company’s leadership 

• Company’s location 

• Company Diversity 

• Opportunities for career growth 

• Company’s reputation 

• Company’s charities 

• Job title 

• Benefits 

• Tuition reimbursement 

• Internal training 

The second question asked respondents to rate on a 1 to 10 scale benefits as they 

pertain to their overall job satisfaction.  Those benefits are listed below. 

• Vacation 

• 401k  

• Flexible hours/telecommuting 

• Healthcare coverage 

• Subsidized training 

• Dental care 

• Housing/Relocation assistance 

• Bonuses 

• Mentorship programs 

• Free snacks/lunch 

• Onsite childcare 

• Subsidized gym memberships 

• Subsidized transportation 

• Profit-sharing 

• Sabbaticals 

• On-site perks 

• Matching-gifts for charities 

• Adoption assistance 

The third survey question asked respondents to indicate how many years they 

thought professionals needed to spend in lower level jobs paying their dues.  The 

respondents’ options were less than one year, one to two years, two to three years, more 

than three years, or not sure. 
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The fourth survey question asked respondents to indicate how long they expected 

to stay at their current position.  The respondents’ options were less than one year, one to 

two years, three to five years, six or more years, or not sure. 

The fifth survey question asked respondents to rate on a 1 to 10 scale the aspects 

of their work environment, with 1 being least important and 10 being most important.  

The work environment aspects are listed below. 

• Working with people I enjoy 

• Having work/life balance 

• Having a nice office space 

• Working with a manager I can respect and learn from 

• Having a short commute 

• Working for a socially responsible company 

• Working with state of the art technology 

The sixth survey question was an open-ended question that asked “How would 

you describe your dream boss?” 

The seventh and final survey question asked respondents to rate from 1 to 5 the 

factors that would influence them to leave one job for another.  The influencing factors 

are listed below. (Yahoo! Hot Jobs, 2008) 

• Higher pay 

• More opportunities for advancement 

• Better work environment 

• More prestigious job title 

• Better benefits 

• More interesting work 

• Shorter commute 
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DELOITTE SURVEY 

Deloitte conducted a survey of 860 Generation Y employees from Fortune 500 

companies between November 2008 and January 2009.  The survey spread over 20 

industries, mainly focusing on government, technology, retail, banking and consumer 

industries.  Deloitte’s survey was used to create numerous internal memos concerning 

Generation Y to be used by their managers and partners. 

The first question on the survey asked the Generation Y employee what factors 

influenced their decision to work for their current employer.  The influencing factors are 

listed below (Deloitte, 2009a). 

• Corporate culture 

• Location 

• Salary and benefits package 

• Development opportunities 

• Company brand 

• Good recruiting experience 

• Job Responsibilities 

The second question on the survey asked the Generation Y employee what their 

employer could do to better retain younger employees.  The items are listed below 

(Deloitte, 2009c). 

• Virtual work availability 

• Offer flexible hours 

• Increase salary and bonus 

• Promote coaching and mentoring 

• Promote better work/life balance 

• Better job security 

• Increase benefits and perks 

• Provide recognition for contributions 

• Provide advancement opportunities 

• Access to senior management 

• Offer variety of career paths 

The third survey question asked the Generation Y employee how long they 

intended to stay with their current employer. The survey’s options were less than one 
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year, one to two years, three to four years, five to six years, or six or more years 

(Deloitte, 2009a). 

The fourth survey question asked the Generation Y employee their level of 

satisfaction with their current job.  The levels ranged from “very dissatisfied” to “very 

satisfied” (Deloitte, 2009b). 

The fifth survey question asked the Generation Y employee their level of 

satisfaction with their current career path offered by their employer. The levels ranged 

from “very dissatisfied” to “very satisfied” (Deloitte, 2009c). 

The sixth survey question asked the Generation Y employee how much they 

trusted their bosses.  The levels ranged from “completely” to “not at all” (Deloitte, 

2009a). 

The seventh and last survey question asked the Generation Y employee how much 

they trusted their employer (as compared to their physical boss). The levels ranged from 

“completely” to “not at all” (Deloitte, 2009b). 
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Chapter 4: Results 

MONSTERTRAK SURVEY 

The first survey question asked the Generation Y employee to rate fifteen 

common job characteristics during their job search.  Generation Y employees ranked 

interesting work, good benefits, job security and chances for promotion very high.  

Limited job stress, travel opportunities, working for a prestigious company and limited 

overtime ranked very low.  The job characteristics and their rankings are listed in the 

table below. 
Job Characteristic Rank 

Interesting work 1 

Good benefits 2 

Job security 3 

Chances for promotion 4 

Opportunity to learn new skills 5 

Location 6 

Longer vacations 7 

High salary 8 

Work flexible hours 9 

No weekend work hours 10 

Independent work 11 

Limited job stress 12 

Travel opportunities 13 

Prestigious company 14 

Limited overtime 15 

Table 1 Rankings of Job Characteristics 

The second survey question was a series of statements that measured Generation 

Y’s work centrality from the perspective of the Generation Y employee, as well as 

management.  The three statements with the largest differential and ratings are shown in 

the figure below. 
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Figure 1 Perceptions of Generation Y Work Centrality 

The third survey question was intended to compare the Generation Y employee 

and manager’s perceptions on two personality dimensions that MonsterTRAK called 

Superiority factor and Goal Instability factor.  In both factors, the managers rated the 

Generation Y employee higher than the Generation Y employee rated themselves.  The 

Superiority and Goal Instability factors and rankings are shown in the figure below. 

0 1 2 3 4

The most important things that happen in 
life involve work.

In my view, an individual’s personal life 
goals should be work-oriented.

Work should be only a small part of one’s 
life.

Manager's Ratings of Young Adults Young Adults Ratings
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Figure 2 Perceptions of Generation Y Superiority vs. Goal Instability 

The fourth survey question asked the managers about organizational practices 

used to retain Generation Y employees and those practices’ efficacy, on a 1 to 4 scale.  

The most frequently used and efficient practices all dealt with job assignments, variety of 

jobs, benefits and feedback.  The most frequently used practices and their efficacies are 

shown in the figure below. 

0 0.5 1 1.5 2 2.5 3 3.5
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Figure 3 Specific Organizational Practice Percentage & Efficacy 

GEN Y PERCEPTIONS STUDY 

Their survey provided 22 commonly heard perceptions and stereotypes about 

Generation Y and asked all participants to rate the degree to which they agreed or 

disagreed, on a scale from strongly agreed to strongly disagreed.  90% of the entire 

survey agreed that Generation Y employees are technologically savvy.  78% of the entire 

survey agreed that Generation Y employees want instant gratification, with the Baby 

Boomer and Generation X managers believing this concept more than the Generation Y 

employees themselves 89% to 73%.  The entire survey agreed that Generation Y 

employees have strong personal networks, with less than 1% strongly disagreeing.  75% 

of the entire survey agreed that Generation Y employees dress and behave causally.  

However, that doesn’t mean that they lack professionalism.  Of all the 22 perceptions, 

“lacks professionalism” received the most responses for “strongly disagree.”  75% of the 

entire survey agreed that Generation Y employees prefer to have a work/life balance.  
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80% of the Generation Y employees that they wanted to have meaning in their work, but 

the Baby Boomer and Generation X managers agreed considerably less.  67% of the 

Baby Boomer and Generation X managers agreed that Generation Y employees felt 

entitled to job benefits that they hadn’t yet earned, whereas 45% of the Generation Y 

employees themselves agreed.  65% of the Baby Boomer and Generation X managers 

agreed that Generation Y employees lack the willingness to pay their dues, but only 33% 

of the Generation Y employees agreed with their sentiment.  The Baby Boomer and 

Generation X managers were twice as likely as the Generation Y employees to agree to 

the perception that Generation Y employees receive feedback poorly.  60% of the entire 

survey agreed that Generation Y employees expect to be rewarded frequently.  The 

Generation Y employees were twice as likely as the Baby Boomer and Generation X 

managers to agree that Generation Y employees work well in a team environment. The 

Baby Boomer and Generation X managers were three times as likely as the Generation Y 

employees to disagree to the perception that Generation Y is great at multi-tasking.  

Similarly, The Baby Boomer and Generation X managers were twice as likely as the 

Generation Y employees to disagree to the perception that Generation Y employees are 

self-directed learners. 
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YAHOO!HOTJOBS SURVEY 

The first survey question asked respondents to give a 1 to 10 rating to a preset list 

of job considerations.  The highest ranked job considerations were salary, benefits and 

opportunities for growth.  The lowest job considerations were company’s charitable 

contributions and their internal and external training policies. 

 

Figure 4 Generation Y Job Considerations 

The second question asked respondents to rate on a 1 to 10 scale benefits as they 

pertain to their overall job satisfaction.  The highest ranked benefits were health care and 

dental, vacation, bonuses and 401k plans.  The lowest ranked benefits were adoption 

assistance and on-site childcare.   
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Figure 5 Generation Y Benefit Rankings 

The third survey question asked respondents to indicate how many years they 

thought professionals needed to spend in lower level jobs paying their dues. As seen in 

the figure below, 67% of Generation Y employees thought that they needed to spend less 

than 2 years in an entry level position before being promoted. 
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Figure 6 Years Needed to Pay Dues in Entry Level Position 

The fourth survey question asked respondents to indicate how long they expected 

to stay at their current position.  As seen in the figure below, 40% of the Generation Y 

employees think they will stay at their current position for less than 2 years.   
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Figure 7 Years Staying at Current Position 

The fifth survey question asked respondents to rate different aspects of their work 

environment.  Generation Y’s responses of “manager I can respect and learn from”, 

“working with people I enjoy”, and “having a work/life balance” all received the highest 

rankings.   
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Figure 8 Generation Y Work Environment 

The sixth survey question was an open-ended question that asked “How would 

you describe your dream boss?”  The top responses are listed below. 

• Good management skills 

• Pleasant and easy to get along with 

• Understanding and caring 

• Flexible and open-minded 

• Respects/values/appreciates employees 

• Good communications skills 

The seventh and final survey question asked respondents to rate the factors that 

would influence them to leave one job for another.  Higher pay, better benefits, 

advancement opportunities, and more interesting work were the highest rated factors that 

would influence a Generation Y employee to take another job.  The ratings of the 

influential factors for a Generation Y employee changing jobs are listed below.   
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Figure 9 Influential Factors for Switching Jobs 

DELOITTE SURVEY 

The first question on the survey asked the Generation Y employee what factors 

influenced their decision to work for their current employer.  The most influential factors 

were development opportunities, salary and benefits, and corporate culture.  The least 

influential factors were the recruiting experience and company brand (Deloitte, 2009a).   
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Figure 10 Influential factors in current employer choice 

The second question on the survey asked the Generation Y employee what their 

employer could do to better retain younger employees.  The Generation Y employee 

responded that increasing salary/bonus and providing advancement opportunities were by 

far the best ways to retain younger employees.  The least effective way of retaining 

younger employees was guaranteeing job security and making virtual work available.  

The different ways of retaining employees and their effectiveness are shown below 

(Deloitte, 2009c). 

0% 10% 20% 30% 40% 50% 60% 70%

Development Opportunities

Salary and Benefits Package

Corporate Culture

Location

Job Responsibilites

Company Brand

Good Recruiting Experience

64%

50%

47%

35%

32%

28%

14%



 26 

 

Figure 11 Employer retention actions or programs 

The third survey question asked the Generation Y employee how long they 

intended to stay with their current employer.  Roughly 50% of the Generation Y 

employees surveyed intended to stay at their current job less than 2 years.  Only 21% of 

those surveyed intended on staying with their current employer long-term (6+ years) 

(Deloitte, 2009a). 
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Figure 12 Expected length of time in current job 

The fourth survey question asked the Generation Y employee their level of 

satisfaction with their current job.  Roughly 70% of Generation Y employees were 

satisfied (very satisfied and somewhat satisfied) with their current job and only 18% of 

the survey were dissatisfied (very dissatisfied and somewhat dissatisfied) (Deloitte, 

2009b).   
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Figure 13 Satisfaction level of current job 

The fifth survey question asked the Generation Y employee their level of 

satisfaction with their current career path offered by their employer.  Over 50% of 

Generation Y employees surveyed were satisfied with their current career path.  Only 

21% of those employees were dissatisfied (Deloitte, 2009c). 
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Figure 14 Career path satisfaction level 

The sixth survey question asked the Generation Y employee how much they 

trusted their bosses.  87% of Generation Y employees that were surveyed trusted 

(moderately, mostly and completely) their boss.  Only 13% of the Generation Y 

employees did not trust their boss (Deloitte, 2009a).    
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Figure 15 Level of trust in boss 

The seventh and last survey question asked the Generation Y employee how much 

they trusted their employer (as compared to their physical boss).  85% of Generation Y 

employees that were surveyed trusted their employer.  Only 14% of the Generation Y 

employees did not trust their employer (Deloitte, 2009b).    

 

Figure 16 Level of trust in employer 
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Chapter 5: Discussion 

In the MonsterTRAK survey, managers across the board held more pessimistic 

views of young adults than the young adults held of themselves.  These views were 

supported by the fact that the Generation Y employees’ self ratings across all six 

statements were either neutral or in disagreement.  Specifically, the managers thought 

that Generation Y employees were less focused on work as a central life interest 

compared to the self-ratings.  As a whole, Generation Y employees’ own ratings 

indicated that they did not perceive work to be a central life interest at all. Managers also 

thought that Generation Y employees had superior feelings to others and did not have 

clear goals set for themselves in their personal and work life. (Chao & Gardner, 2008)   

In the Gen Y Perceptions Study, over 90% of the respondents agreed with the fact 

that Generation Y employees are technologically savvy.  Due to the speed afforded by 

technology, Generation Y employees often sets task-based goals and want to finish their 

assignments efficiently.  They want to be measured by project completion rather than 

face time in the office.  Since they use productivity as a measure of success, they don’t 

find it necessary to put in full week at the office if they’ve finished all their tasks and 

projects. The fact that Generation Y employees are technologically savvy also adds into 

the perception that they want instant gratification.  78% of the entire Gen Y Perceptions 

Study felt that Generation Y employees did want instant gratification.  Generation Y 

employees like to telecommute and work virtually, however this decreases face time in 

the office, which decreases opportunities to build relationships and trust with coworkers, 

clients and management.  On the down side, technology can create a divide between 

Generation Y employees and their managers from the older generations.  Generation Y 

employees may question their boss’ competence if he/she has difficulty performing basic 
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computer tasks, such as running Microsoft PowerPoint or searching for information on 

the internet. (Spectrum Knowledge, Inc; Career Center at Cal State Fullerton, 2008)  

In the Gen Y Perceptions Study, over 75% of the respondents agreed that 

Generation Y employees dress and behave causally. Generation Y employees’ casualness 

leads to more flexibility with time, a more relaxed work environment, comfortable 

workplace, camaraderie and teambuilding.  However, it also leads to casualness with time 

commitments, use of informal language, lower quality of professional writing and 

grammar, and possibility of inappropriate dress.  (Spectrum Knowledge, Inc; Career 

Center at Cal State Fullerton, 2008)  The figure below shows the percentage of 

Generation Y employees think is appropriate dress for work. (Yahoo! Hot Jobs, 2008) 

 

Figure 17 Generation Y Employees Dress 

Even though Generation Y employees are six times as likely to wear jeans and 

sneakers to work instead of business attire, all of the generations agree that Generation Y 

employees dress and behave casually; they don’t see this as lacking professionalism.  On 

the Gen Y Perceptions Study, “lacking professionalism” was the most disagreed to 
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perception in the entire survey.  This fact might provide insight into development of 

mutual understanding that Generation Y employees act professional in different ways. 

This is a great start to reducing intergenerational divides and tension in the workplace. 

(Spectrum Knowledge, Inc; Career Center at Cal State Fullerton, 2008) 

In the Gen Y Perceptions Study, over 65% of the Baby Boomer and Generation X 

managers agreed Generation Y employees are not paying their dues and one-third of the 

Generation Y employees agreed to this perception.  67% of the Baby Boomer and 

Generation X managers agreed that Generation Y employees feel entitled and 

surprisingly 45% of the Generation Y employees agreed with this sentiment. (Spectrum 

Knowledge, Inc; Career Center at Cal State Fullerton, 2008)  It is not surprising then that 

67% of Generation Y employees feel that they should spend less than two years in an 

entry level position.  Baby Boomers and Generation X managers assume that their 

Generation Y employees should pay their dues exactly like the older generations, namely 

working long hours and waiting patiently for promotions.  Generation Y employees 

expect to pay their dues in a different manner – through education.  75% of Generation Y 

employees plan on going back to school and earning a graduate degree.  Baby Boomer 

and Generation X managers need to understand that Generation Y grew up in a different 

era and things have changed since they were new employees. (Yahoo! Hot Jobs, 2008)  If 

education is how Generation Y employees expect to pay their dues, it makes sense for 

managers to provide them with more education and training in order to have them do 

their jobs more effectively.     

ATTRACTION 

In the MonsterTRAK survey, the leading characteristics a Generation Y employee 

looks for in a new company are interesting work, good benefits, and career growth 
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/opportunity for promotions. (Chao & Gardner, 2008) In the YAHOO!hotjobs survey, 

salary, good benefits, and career growth and advancement opportunities were the top 

characteristics. (Yahoo! Hot Jobs, 2008) 

In the MonsterTRAK survey, interesting work ranked number one in a Generation 

Y employee’s job search.  According to the same survey, Generation Y employees are 

not impressed at all by prestigious titles or fancy offices given that job title ranked 

seventh out of eleven and prestigious job title ranked last.  Generation Y employees are 

far more interested in challenging work and what matters to them is what they do, not 

what they’re called.  This distinction can be explained by the fact that Generation Y was 

asked the question “what do you want to do when you grow up” instead of the more 

traditional “what do you want to be 

In the MonsterTRAK survey, salary ranked somewhere in the middle of factors 

that influence a Generation Y employee’s job search (Chao & Gardner, 2008). However, 

in the Deloitte survey it was combined with benefits and ranked second (Deloitte, 2009a) 

and in the YAHOO!hotjobs survey it was ranked as the number one influential factor.  In 

order to attract the best of Generation Y employees, ensure that the offering salary is 

slightly above average for the industry and region.  Instead of offering a lower starting 

salary with possibility of raise or bonus in the short-term future, offer the Generation Y 

employee a larger initial offer – one that they can’t refuse. (Yahoo! Hot Jobs, 2008) 

when you grow up”.  

In both the Deloitte survey (Deloitte, 2009a) and MonsterTRAK survey (Chao & 

Gardner, 2008), providing good benefits was ranked as the number two factor for a 

Generation Y employee choosing a job.  The YAHOO!hotjob survey also ranked the 

number two factor as benefits and even had a survey question as to rankings of specific 

benefits.  Generation Y employees ranked health care, paid time off, dental coverage and 

401k programs as their most important benefits when choosing a new job.  Generation Y 
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employees have concerns over the United States care system becoming more costly and 

social security evaporating by the time they will need it.  Considering the fact that 

Generation Y is supposed to live longer than previous generations due to science and 

technology, it is clear that they highly value good healthcare and retirement benefits. In 

order to attract the best Generation Y employees, don’t make new employees wait 

months for healthcare coverage to kick in or a specific time before becoming vested in 

401k plan.  Considering that 78% of Generation Y wants instant gratification, employers 

should try to make these benefits effective immediately. (Yahoo! Hot Jobs, 2008) 

In the Deloitte survey, 64% of Generation Y employees listed opportunities for 

career growth and advancement as the top factor in selecting a new job (Deloitte, 2009a) 

and in the MonsterTRAK survey, promotions and career advancement were fourth.  In 

the YAHOO!hotjobs survey, Generation Y employees ranked opportunities for career 

growth as the third most important factor in selecting a new job.  Generation Y 

employees value reciprocal, mutually beneficial relationship with their management. 

They want to make a contribution to their employers but they also want help achieving 

their professional goals (Yahoo! Hot Jobs, 2008). According to the Gen Y Perceptions 

Study, 80% of Generation Y employees want their work to have “meaning” (Spectrum 

Knowledge, Inc; Career Center at Cal State Fullerton, 2008).  While advertising for a job 

opening or during the interview, an employer should outline how the Generation Y 

employee’s work will make a difference to the company and the various career paths 

available. Also, the employer should highlight perks like in-house training, tuition 

reimbursement, and paid time off to attend professional development that will help the 

Generation Y employee during their growth and advancement.  
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RETENTION 

Similarly to attracting Generation Y employees, the Deloitte survey indicates that 

increasing the salary and providing more opportunities for advancement and career 

growth were the best practices toward retention.  Roughly 70% of Generation Y 

employees were satisfied with their current job and 56% were satisfied with their current 

career path, yet 48% indicated that they would be with their current employer for less 

than two years (Deloitte, 2009c).  From the MonsterTRAK survey, it can be observed 

that no particular organizational practice was rated highly effective across the board for 

retention of Generation Y employees.  This shows that there is no quick fix to retaining 

Generation Y employees. It is not as easy as offering a certain benefit or perk, there are 

many different management practices that can have a profound impact on retention in 

different situations. The most commonly used organizational practices to retain young 

adults are job-oriented.  Jobs that provide challenge, variety, responsibility and good 

feedback are interesting and appealing to Generation Y employees. The least commonly 

used practices are career-oriented; less than 40% of managers used promotion 

forecasting, career planning workshops, or development assessment centers (Chao & 

Gardner, 2008).   

In the MonsterTRAK survey, the two most frequently used practices in retaining 

Generation Y employees were providing challenging jobs and variety of tasks and 

responsibilities.  Generation Y employees used these diverse new responsibilities to learn 

new skills (Chao & Gardner, 2008).  Managers trying to retain their Generation Y 

employees should assign tasks and job responsibilities that stretch their skills and allow 

them to develop multiple competencies and expand into other non-job related skills like 

management, leadership, and teambuilding.  Managers should try to make jobs more 

diverse since Generation Y employees will become disengaged quickly if not challenged 
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due to the fact that they grew up with high levels of stimulation as children with 

television, video games, and the internet.  

In the YAHOO!hotjobs survey, the two most important aspects of a Generation Y 

employee’s work environment were working with a manager I can respect and learn from 

and working with people I enjoy.  This shows Generation Y’s interest in striking a 

balance between personal and work obligations, even at work.  The quality of a 

Generation Y employees’ relationship with management is directly linked to job 

satisfaction.  Generation Y employees are accustomed to direct, ongoing supervision 

from parents, teachers and authority figures. It is no surprise that they seek a similar 

relationship with their manager.  The survey indicated that Generation Y employees are 

constantly looking for feedback considering that 35% wanted to talk to their manager 

three times a day and 25% wanted to talk at least once per day. In the open ended 

question regarding a dream boss, the top responses were good management skills, 

pleasant and easy to get along with, understanding and caring, flexible and open-minded, 

respectful, and good communication skills (Yahoo! Hot Jobs, 2008).  Luckily, 87% of 

Generation Y employees trusted their boss and 85% trusted their employer (Deloitte, 

2009a). Baby Boomer and Generation X managers should make sure the workplace is 

structured to encourage plenty of the types of face time that Generation Y employees 

enjoy: arranging work groups in open, connected seating areas that facilitate face to face 

communication or creating more opportunities for socialization during or after work. If 

Generation Y employees feel more connected to coworkers, they’re more likely to be 

satisfied and stay at the company (Yahoo! Hot Jobs, 2008). 

In the YAHOO!hotjobs survey, having a work/life balance was ranked third in the 

important aspects of the work environment.  Due to this importance, it makes sense that 

73% of Generation Y employees surveyed were worried about being able to balance 



 38 

work and personal life (Yahoo! Hot Jobs, 2008).  For Generation Y employees, have a 

personal life is a measure of their success and important to who they are outside of work.    

Why is work/life balance important to Generation Y? If the old adage holds true and 

“time is money”, then Generation Y employees want to be in charge of their time, much 

like the Baby Boomers and Generation X wanted to be in charge of their money.  As a 

result, Generation Y values personal time because they are being paid in time. This is 

why Generation Y employees make work/life balance related requests such as 

telecommuting, flextime, compressed work weeks, and personal days.  Granting 

Generation Y employees a few extra days of vacation is a way of promoting their 

work/life balance without impacting the organization’s budget.  Unfortunately, Baby 

Boomers and Generation X managers may see Generation Y employees’ preference for 

work/life balance as laziness or unwillingness to work hard.  Many Baby Boomers and 

Generation X managers think that Generation Y should measure success the same way 

that it was in the past, not taking history or current context into account (Spectrum 

Knowledge, Inc; Career Center at Cal State Fullerton, 2008). 

MANAGEMENT 

There is not a “one size fits all” management style that will incorporate the needs 

and wants from all three main generations.  If managers and employers cater only to 

Generation Y employees, then they would be seriously overlooking the Baby Boomer 

and Generation Y employees.  Retaining the Generation Y employees at the expense of 

losing all of the Baby Boomer and Generation X employees would be just as detrimental 

to business.  Understanding what each generation values is the first step in managing the 

multigenerational workplace.   
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Managers should openly and honestly communicate with all of the generations 

about how they can work together.  Just like management styles, there is not one specific 

style of communication that works for the three generations.  Employers and managers 

should not rely on just one form of communication, but instead learn to communicate 

with the different generations in their preferred methods, i.e. talk to Baby Boomers face 

to face, email the Generation X employees and IM the Generation Y employees (Deloitte, 

2009d).  

In the MonsterTRAK survey, being able to work independently was ranked 11 out 

of 15 job characteristics.  The current research on autonomy at work indicates that it is a 

core job characteristic that influences work motivation and job performance. Generation 

Y employees prefer to work in teams rather than by themselves. Baby Boomer and 

Generation X managers should shift the organizational strategies towards more team-

based work (Spectrum Knowledge, Inc; Career Center at Cal State Fullerton, 2008).  One 

way to get the Generation Y employees more involved in the company and teams, is to 

introduce reverse-mentoring.  Managers can partner a Generation Y employee with a 

more senior manager or employee.  Reverse-mentoring gives a chance for the Generation 

Y employee to teach the older employee useful technology and also to give the older 

employee more exposure to the younger employee, hopefully building a positive 

relationship.  Many companies are doing this today and they report that not only has it 

helped the Generation Y employee communicate better with the older employees, but it 

has also helped getting the Baby Boomer employee to communicate using newer 

technology, like IM or texting (Deloitte, 2009d).  Reverse-mentoring is not only good for 

communication, but it also helps with having the various generations understand each 

other.  It can help the Generation Y employee understand that even though the senior 
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employee isn’t as proficient with technology, they do have 30+ years of experience that 

could be passed to the Generation Y employee.  

Previously mentioned, Generation Y employees want their work to mean 

something to the company, themselves or the outside world.  They want a mutually 

beneficial relationship with their company.  They want to be assets to their company, 

while the company helps them with their professional development.  Therefore, if Baby 

Boomers and Generation X managers are able to frame their employees’ tasks as critical 

to the company’s success, this would be an effective way to get the Generation Y 

employee motivated about the job (Spectrum Knowledge, Inc; Career Center at Cal State 

Fullerton, 2008). 

In the end, efficient management will come from employers creating a workplace 

of compromise and acceptance between the different generations.  Managers and 

employers need to accept the fact that the conditions that created the older generation of 

senior business leaders are gone and will not return.  Similarly, Generation Y employees 

need to accept less flexibility than they’d like, which is still more flexibility than their 

bosses are comfortable with.  Also, they need to work more hours in the office than they 

would like, however it will still be less than the older generations think that they should 

be working.  Lastly, they need to become accustomed to the fact that their revolutionary 

ideas will be received reluctantly at first until they have earned the respect of the older 

generation (Deloitte, 2008a). 

 

  



 41 

Chapter 6:  Conclusions 

One-fifth of all new Generation Y employees quit their jobs within the first year.  

More than half of the managers surveyed believe that it is becoming more difficult to 

retain Generation Y employees.  These are major issues in today’s workplace, 

considering that the Baby Boomers will be retiring in the near future and a large 

workforce deficit will appear that cannot be filled by Generation X.  Generation Y will be 

forced into the workforce to accommodate the deficit of manpower and employers will 

need to effectively attract, retain and manage these Generation Y employees to maintain a 

successful business.  

Across the board, managers had more pessimistic views of Generation Y 

employees than the younger generation held of themselves.  Generation Y employees’ 

own ratings indicated that they did not perceive work to be a central life interest at all 

Generation Y employees will often set task-based goals and want to finish their 

assignments efficiently, being measured by project completion rather than time spent in 

the office.  Since they use productivity as a measure of success, they don’t find it 

necessary to put in full week at the office if they’ve finished all their tasks and projects.  

Three-quarters of the respondents agreed that Generation Y employees dress and behave 

causally, however this doesn’t impact their professionalism.  Generation Y employees 

expect to pay their dues through education and three-quarters plan on going back to 

graduate school.  Managers should provide them with more education and training in 

order to have them do their jobs more effectively.    

Generation Y employees look for good salary, interesting work, good benefits, 

and career growth/opportunity for promotions.  Managers should ensure that the offering 

salary is slightly above average for the industry and region and don’t offer a lower 
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starting salary with possibility of raise or bonus in the short-term future.  Generation Y 

employees ranked health care, paid time off, dental coverage and 401k programs as their 

most important benefits when choosing a new job. Considering that three-quarters of 

Generation Y wants instant gratification, managers should not make new employees wait 

months for healthcare coverage to kick in or a specific time before becoming vested in 

401k plan.  Employers should outline how the Generation Y employee’s work will make 

a difference to the company and the various career paths available. Also, the employer 

should highlight perks like in-house training, tuition reimbursement, and paid time off to 

attend professional development that will help the Generation Y employee during their 

growth and advancement.  

Similarly to attracting Generation Y employees, the Deloitte survey indicates that 

increasing the salary and providing more opportunities for advancement and career 

growth were the best practices toward retention.  Even though three-quarter of 

Generation Y employees are satisfied with their job, more than half will still leave in the 

next two years. Unfortunately, there is not one particular organizational practice that is a 

quick fix. The most commonly used organizational practices to retain young adults are 

job-oriented: providing challenging jobs, providing various tasks and responsibilities and 

giving clear feedback.  Managers should assign tasks and job responsibilities that stretch 

their skills and allow them to develop multiple competencies.  Managers should try to 

make jobs more diverse since Generation Y employees will become disengaged quickly.  

Managers should make sure the workplace is structured  Generation Y-friendly by 

arranging work groups in open, connected seating areas that facilitate face to face 

communication or creating more opportunities for socialization during or after work. If 

Generation Y employees feel more connected to coworkers, they’re more likely to be 

satisfied and stay within company.  Giving a few extra days of vacation is a way of 
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promoting their work/life balance without impacting the organization’s budget.  

 Managers should shift the organizational strategies towards more team-based 

work since Generation Y employees prefer to work in teams rather than by themselves.  

Reverse-mentoring is an effective tool to encourage team building, introduce the older 

generation to newer technology, and facilitate the transfer of tacit knowledge from the 

older generation to the younger generation.  Managers should frame their employees’ 

tasks as critical to the company’s success, making this an effective way to get the 

Generation Y employee motivated about the job.  Lastly, managers should create a 

workplace of compromises and acceptance where the different generations get what they 

want and need, but not at the expense of the other generations. 
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Appendix A 

Managers’ List of Organizational Practices Used (Chao & Gardner, 2008) 

1. Provide a job that gives the young adult responsibility for a complete task with visible 

outcome 

2. Cultivate an informal work environment that encourages young adults to learn about 

other parts of the organization 

3. Offer a dual career-ladder program to promote people outside a managerial track 

4. Identify career ladders and paths 

5. Establish extracurricular activities that are not related to work 

6. Provide performance bonuses 

7. Provide young adult with a formal mentor in the organization 

8. Offer flexibility in work hours 

9. Offer tuition reimbursement 

10. Offer individual counseling 

11. Offer career planning workshops 

12. Provide job posting 

13. Provide challenging job assignments 

14. Provide variety of tasks/job responsibilities 

15. Offer career resource systems 

16. Communicate how the young adult’s job makes an impact 

17. Identify career paths and career options available after the first position 

18. Offer formal job rotation programs 

19. Provide promotability forecasting 

20. Provide competitive salary increases 



 45 

21. Provide young adults with role models 

22. Provide clear information on the effectiveness of their work performance 

23. Provide special onboarding experiences for young adults 

24. Offer a position that involves variety of different activities to make job more 

interesting 
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