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GENERATIONS AT WORK:  
Boomers, GenXers and Nexters 
By Jason Boltax 
Never before in the history of the 

workplace are so many different age 
groups working together in such close 
quarters. Veterans, Baby Boomers, 

GenXers and now the Nexters are 
working shoulder to shoulder, cubicle 
to cubicle.  

As profitable businesses strive to run 
leaner and meaner, diversity issues of 
people under stress can slow down 
productivity, affect customer relations, 

increase employee turnover, and cause 

retention of good employees to be a 

costly problem. 

Merit is overcoming longevity in the 
deciding factors that contribute to pro-

motion. Sometimes the person in 
charge may be younger than those he 
or she manages. But as younger em-
ployees compete for the same jobs as 
older senior employees and often get 
them, there is strife in the workplace. 

(Continued on page 2) 
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monthly event and 

more.  

Enjoy, 

The  

HR Alliance Team 

The last HR Alliance Meeting before the 
summer hiatus was an exciting explo-
ration of generational differences in 
the workplace.  As is typical of HR Alli-
ance meetings, it began with network-

ing, followed by a welcome by Founder 

Jason Boltax, who reminded members 
that the next meeting would be Sep-
tember 8 and would focus on compen-
sation.  Jason welcomed the many new 
members in attendance and encour-
aged them to check out the member 

section on The HR Alliance website.   

Jason then introduced the evening’s 
presenter, Phyllis Weiss Haserot, a 
member of The HR Alliance who is an 
expert in inter-generational workplace 
issues and is president and founder of 
Practice Development Counsel, a busi-

ness development and organizational 
effectiveness consulting and coaching 

firm. Ms. Haserot began the session by 
reviewing her definition of the genera-
tional chronology: 

 Traditionalists (approximately 63 
million) born 1925-1942 

 Baby Boomers (approximately 77 
million) born 1943-1961 

 Generation X/Baby Busters 

(approximately 44 million) born 
1962-1978 

 Generation Y (Why?)/Millennials 
(approximately 70 million) born 
1979-1998 

 

She distributed a handout that high-
lighted the attributes of the various 
generations and asked participants to 
gather in their generational groups for 
a visual thinking exercise. Each group’s 
assignment was to illustrate the other 

generations with images and words 
they perceived as representative of 
those generations. When the groups 
completed the exercise, Ms. Haserot 
facilitated the debrief.   

There was an especially spirited ex-
change when the Boomers challenged 

Generation Y’s description of them - 
house with picket fence, husband 

working, wife at home, 2.3 children.  
The Boomers felt that this was the de-
scription for the Traditionalist Genera-
tion and instead listed their own ex-
periences as hippies at Woodstock with 

views shaped by the Women’s Move-
ment and Vietnam War.  A point was 

(Continued on page 3) 
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There are three very distinct generations vying 
for positions in a workplace of shrinking upward 
opportunity. There is now a fourth generation 

joining them. The Veterans, the Baby Boomers, 
and Generation X are encountering the youngest 
sector of the job force: the Nexters, or Genera-
tion Next.  

In a recent web poll taken by Fast Company 
magazine, 69% of respondents answered "yes" 
to the question, "Does your workplace suffer 

from a generation rift?"  

One outcome of this generational blending can 
be creativity. People who come together from 
different perspectives always have the potential 
to bring different thoughts and ideas to problem 
solving. The potential for positive creative syn-
ergy is immense. 

Unfortunately, other outcomes of this genera-
tional mixing is conflict, differences in values, 
worldviews, ways of working, ways of talking, 
thinking, even dressing, which can set people in 
opposition to one another.  

Social demographers use the term "cohort" to 
refer to people born in the same general time 

span who share key life experiences. Members of 
cohorts who come of age in lean times or war 
years tend to think and act differently than those 
born and raised in peace and abundance. 

How Generations Are Defined 

When we look at the four generations who are 

working together, there are: 

Veterans, those born between 1922 and 1943 
(52 million people). This cohort was born before 
or during World War II; their earliest experi-
ences are associated with that world event. 
Some also remember the Great Depression. 

The Baby Boomers, 1943-1960 (73.2 million 

people). These people were born after World 
War II and raised in an era of optimism, oppor-
tunity, and progress. Boomers usually grew up 
in two-parent households, safe schools, job se-
curity and post-war prosperity. They represent 
about two-thirds of all U.S. workers. On the job, 
they value loyalty, respect the organizational 

hierarchy, and generally wait their turn for ad-
vancement. 

Generation Xers, 1960-1980 (70.1 million peo-

ple). They were born after the Boomers into a 
rapidly changing social climate and economic 
recession, including Asian competition. They 
grew up in two-career families with rising di-
vorce rates, downsizing, the dawning of the high

-tech age, and the information age. On the job, 
they can be fiercely independent, like to be in 
control, and want fast feedback. 

Generation Nexters 1980-2000 (69.7 million 
people to date). Those born of Boomer parents 
and early Xers into our current high-tech, neo-
optimistic times. Although the youngest workers, 

they represent the most technologically adept. 
They are fast learners and tend to be impatient.  
(Source: Zemke, R., Raines, C. and Filipczak, B., 
Generations at Work, 2000.) 

Perhaps the biggest differences in the world-
views of these generational cohorts are their 
attitudes toward authority. In the workplace, 

this shows up in either accepting or questioning, 
or even rebelling, against traditional viewpoints 
and orders handed down from above.  

Boomers have traditionally been brought up in a 
work environment that respected authority and 
hierarchy. Loyalty to the company was rewarded 
through promotions based on seniority. How-

ever, things have been changing and along with 

them, Boomers have too. Because of a rapidly 
shifting work force and corporate restructuring, 
many Boomers have changed jobs much more 
frequently than their parents.  

This has meant that they are looking at their 

own career loyalty, rather than company loyalty. 
They have learned to question their superiors on 
the job, rather than blindly accepting that what's 
good for the company should also be good for 
them. Boomers brought up in an era of self-help 
are now turning to coaching for personal and 
professional development. 

In contrast to the Boomers, the GenXers tend to 
want a more collaborative work environment, to 
share in developing goals and strategic planning. 

They want opportunity, flexibility and training. 
They expect immediate recognition through title, 
praise, promotions and pay. And they want a life 
outside of work - they won't sacrifice theirs for 

the corporation. 

Boomers have adopted a team-based approach 
to business, because they have been eager to 
shed the command-and-control style of veter-

(Continued from page 1) 
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made that if this is Generation Y’s perception of 
the Boomers and they are the hiring managers, it 
is unlikely that Boomers will be hired.  However, 

because of the economy, many Boomers are still 
working and Ms. Haserot predicts that they will 
revolutionize retirement – 80% do not plan to 
stop working when they reach age 65 or even 70.  
This is the first generation in which very large 
numbers went to college and many will continue 
working in some capacity, even if they are pushed 

out by their current employers. 

She went on to compare and contrast the genera-
tions. While mentoring is a perk for Boomers, it is 
an expectation and demand for generations X and 
Y.  In terms of teamwork, Boomers believe in 
everyone on the team staying until the work is 
done; Generation X will request their piece of the 

work and do it on their own, submit it when done 
and then take off – no micromanaging; Genera-
tion Y, working in teams since pre-school, are 

team players but want to know who’s going to 
praise and recognize them and where are the tro-
phies, which they’ve been getting since they were 
kids.  Both generations X and Y view time as cur-
rency and do not believe in working long hours 

unless they’re getting value for their time in 
meaningful work and/or learning marketable 
skills. There’s a perception that Gen Yers have a 
poor work ethic, but this is incorrect – they just 
want to work when, how and where they want. 

Generation X views Generation Y as spoiled and 
overprotected so it may be easier for Gen Yers to 

be managed by Boomers. Karen Gaffney, a mem-
ber of Generation X who was a recruiter at Bear 
Stearns and hired recent college graduates, found 
Gen Y to be very computer savvy but somewhat 
impulsive, with a sense of entitlement and likely 
to spend money and take many vacations. Mem-
bers of Generation X are unimpressed with au-

thority and are more dedicated to projects than 
people while the Generation Y group, fawned over 

(Continued from page 1) 
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ans. However the Nexters, the children of Boom-
ers and older GenXers, may well thrive in a 

workplace that resembles what has been re-
jected. Some researchers speculate that Nexters 
will resemble the veterans in many ways. They 
tend toward a belief in collective action, opti-
mism about the future, and a trust in centralized 
authority.  

Bridging the Generational Gap 

Learning to accept and appreciate another's per-
spective means understanding what that person 
is all about. Nothing distills conflict faster than 
sitting down and talking, asking questions, and 
inquiring with an open mind. Here are some sug-
gestions when working with younger workers in 

order to bridge the generational gap. 

Discuss expectations right way. "How do you see 
this project going?" "What are your expectations 
of yourself/me/our team in this project?" 

Inquire about immediate tasks, and then link 
them into strategic goals. "How does your doing 

this get you to where the company/the project/
you personally want to be?" GenXers in particular 
tend to focus on immediate tasks rather than 
strategic goals. 

Look for ways to cut bureaucracy and red tape. 
Younger workers have no patience for unessen-
tial delays. If you talk about barriers, come up 
with solutions already in hand. 

Don't be put off by overt ambition. Younger 
workers don't believe that good work is auto-
matically rewarded, and they are open about 

their career plans for advancement. 

Keep up with technology. GenXers have little 
patience or respect for the ignorant or those un-
willing to learn. 

Smart companies that really care about their 
people are attuned to bridging the generation 

gap in the work environment. They believe that 
employees of all generations, and especially 
younger workers, see their work as something to 
be enjoyed and cultivated, not something to be 
endured. 

(Continued from page 2) 
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MEMBERõS CORNER  

Welcome New Members! 

 

 GET INVOLVED!!   

GET NOTICED !!  

The HR Alliance continues to grow in member-

ship, and in recognition within the New York 

City HR community. Our monthly meetings will 

be ever-more professional and informative.  

The networking opportunities abound. 

Now is a great time to get involved with the 

Group newsletter and monthly events.  We are 

searching for volunteers for the following writ-

ing and presentation opportunities: 

 Author an article for the newsletter 

 Be interviewed for the Memberõs Corner of 

the newsletter 

 Research and keep track of other HR Blogs, 

news publications, and networking group 

activities to help us improve our offerings 

 Scout talented speakers for meetings 

 Recruit colleagues to the Group that would 

enhance our member experience 

To learn more about volunteer opportunities 

with The HR Alliance, please contact 

  Stephanie Pfaff, Assistant Organizer   

stephpfaff@hotmail.com  

Laurie Gannon 

Ann Lecky 

Arian Rosario 

Carolina 

Colin 

Cheryl Greene 

Marie Duroseau 

Charlie Allenson 

Christina Curry 

Harriet Kulmala 

Donya Bean 

Vinay Singh 

Hayley Mednick 

Jessica Udairaj 

Osa Willis 

Anese 

Janet Riesel 

Jayne 

marion costanza 

Mike Grillo 

Elizabeth Scholz 

Jonathan Orenstein 

William Wilkins 

Pat Lucey 

Sean Grady 

Tali Adika 

Carol Weinberg 

Dani D 

Maria 

Marion Wanamaker 
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For the last ten years 
Holly’s focus has 
been in the area of 
Leadership and Or-

ganizational Develop-
ment.  She started 
her career with AC-
Nielsen (now The 
Nielsen Company) 
managing projects 
that included the em-

ployee survey, succession planning, diversity 
training, compliance training and leadership 
development.   While at Nielsen, Holly had the 
opportunity to design and implement an inten-
sive leadership program for emerging leaders 
in the North America businesses.  Her most 

recent assignment was with American Express 
where she led a global leadership program for 
first time Vice Presidents.  Due to the economic 
downturn her position, along with 7,000 other 
colleagues, was displaced.  

Holly originally majored in art education and 
received her M.F.A. in fine arts from the Uni-

versity of Wisconsin-Madison.  When she 
moved to New York, Holly worked in galleries, 
a non-profit arts organization, occasionally 

wrote art criticism and became an avid photog-
rapher.  Needing to earn a steady income she 
went into retail store management.    

What Holly liked about her retail experience 

was the ability to see a correlation to her 
weekly sales training meetings and sale re-
sults.  She became more interested in training 
and joined ASTD.   Shortly afterwards, Holly 
decided to go back to school for a program in 
Adult Education offered by Columbia University, 

Teachers College.  The program gave her an 
invaluable foundation in adult learning theory 
and an understanding of organizational dynam-
ics.  

Because of her interest in adult learning in the 

workplace, HR became Holly’s career 
choice.  Holly had the opportunity when she 

first joined ACNielsen to work in a small corpo-
rate group where she could frequently interact 
with colleagues in benefits, compensation, 
compliance and other generalists.  It was a 
great way to understand how the other HR 

functions could potentially support some of the 
initiatives she was developing.  

Besides being a member of ASTD, Holly is also 
a member of the Organizational Development 

Network.  Since she has been in transition, she 
also joined Lilylab started by Barrie Hollander 
for those in transition as well as attends Whine 
and Dine events.   

This past winter she piloted a concept for dra-
matic writing workshops with her husband, 

Steven Fechter who is a playwright and screen-

writer.  Holly has applied adult learning con-
cepts to the design to increase the effective-
ness of peer feedback.  This fall Steven and 
Holly will be running another Script Lab in Oc-
tober.    

Holly is currently seeking a position where she 

can combine her experiences in talent and or-
ganizational development.  Her ideal situation 
would be a hands-on role working closely with 
client groups in designing innovative ap-
proaches to talent development.  

Reflecting on her time in transition, Holly real-
izes that this has been a great opportunity to 

rethink her goals.  She started a blog, http://

hollyorbit.blogspot.com, to explore how people 
view change.  Holly has invited colleagues to 
share their thoughts on how they made 
changes in their lives.  Her short-term goal is 
to continue to invite people to participate be-
cause she thinks the economic situation has 

prompted a lot more reflection on lives in tran-
sition.  Currently three insightful interviews are 
archived on the site and a fourth interview with 
HR Alliance, Stanley Back, has just been 
posted.  (Please contact Holly directly if you 
would like to know more about her blog.)  

Looking through her OD lens, Holly sees an 
increased urgency for HR and business leaders 
to become agile learners and develop the abil-

ity to quickly adapt to rapidly changing busi-
ness conditions.   She also thinks supporting 
the need for ongoing innovation will become a 
vital new role for training and OD profession-

als.   

http://hollyorbit.blogspot.com
http://hollyorbit.blogspot.com
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UPCOMING EVENTS 

 WHEN: Tuesday, September 8, 2009 

TIME: 6:00-8:00PM 

WHERE: 1211 Avenue of the Americas, 27th floor (Wachovia) 

RSVP: www.thehralliance.net 

TOPIC: "When the Money Runs Out: Retaining and Motivating Long 

Term Employees Without Increasing Pay" 

by parents and mentors, are more focused on relationships and they show more respect for parents 
and authority.   

Sherri Cohen of Liz Claiborne said that she appreciates generational diversity on her work teams and 
resists the labels, preferring to focus on strengths.  Ms. Haserot, who described herself as identifying 
with three generations and being a cross-generational voice, said that there are many things that 
factor into someone’s behavior – their formational (cultural, social and political) influences, core per-
sonal style, position and life cycle influences.  She advocates for consideration of generational differ-

ences and expectations in orientation programs and stated that when she works with organizations 
and discusses the various generations, she asks people to cast their assumptions aside and view 

people as individuals.   

While there was much more to discuss, time ran out. Check out her website:  www.pdcounsel.com, 
which has many articles and tips. 

(Continued from page 3) 
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WHEN: Wednesday, October 7, 2009 

TIME: 6:00-8:00PM 

WHERE: 1211 Avenue of the Americas, 27th floor (Wachovia) 

RSVP: www.thehralliance.net 

TOPIC: "Building Proactive HR Processes: A Behavioral Science 

Approach" 

http://www.pdcounsel.com/
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Lapinson Wealth Management Group, serves indi-

viduals and businesses in all areas of investment 

planning, including: 

 Retirement Planning 

 Tax Management 

 Estate Planning 

 Education Funding 

 Risk Management 

 Investments 

 Employee & Executive Benefits  

For full details on how the Lapinson Wealth 

Management Group can help you with your 

investment needs: Please contact: 

 

Charles Lanzillotto, Financial Advisor 

461 From Road 

Mack VI, Suite 101 

Paramus, NJ 07652 

 

Direct: 201-599-0900 

Toll-Free: 888-455-1553 

Fax: 201-599-5824 

Email: charles.lanzillotto@wachoviasec.com 

 

Our approach is personalized because your 

 

CWS Software provides a wide range of HR solu-
tions to improve employee communications, 
leave time management, benefits administra-
tion and compensation management. We work 
with our clients to develop custom work-
flow solutions to improve productivity for their 
business.  We offer the personal attention that 
larger companies and canned software packages 
simply cannot. 

  
For more information regarding any of our ser-

viceõs please contact: 
 

Selma Attride 
17 Broadway 
Second Floor 

Florham Park, NJ 07932 
Phone: (877) 387-9283  

Fax: (973) 796-2769 

HR MARKETPLACE 

July-August 2009 Newsletter 

If you would like to ad-

vertise in the HR Market-

place, have content sug-

gestions, program ideas, 

meeting topics, calendar 

items, or would like to 

contribute to future 

newsletters;  

please contact: 

info@thehralliance.net 
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The Forum Group, a privately owned staffing and consulting firm has been providing clients and can-
didates with the finest in Human Capital and Financial Consultative services for over 35 years.  From 
a staffing perspective, we have grown to a client service organization encompassing eight divisions of   
specialized recruiting.  While operating under the same management umbrella, the divisions are seg-
mented by recruitment specialty and employee degreed recruitment professionals plus research and 
support staff.   In a field not known for stability, our placement counselors average over ten years of 
service with our firm.  Each division is directed by a principal with over twenty years at the firm; a 
statistic unmatched in the staffing industry. 

 
For more information regarding any of The Forum Groupõs services or staffing divisions,  

please contact 

Monica Milner, Vice President 
260 Madison Ave, 2nd Floor 

New York, NY 10016 
Monica@forumgrp.com 

212-687-4050 x 408 

 Human Resource Expertise In All Areas  Training & Development 

 Employee Benefits & Retirement Plans  Employee Relations Strategies & Counseling 

 Cost Savings Strategies & Solutions  Outplacement & Layoff Strategies 

 Compensation & Performance Management  Orientation Programs 

 Staffing & Recruitment  Policies, Employee Handbooks 

 

Are you struggling for answers to your human resources issues?  

Hereõs what Sageview Consulting can do for youé 

Sageview Consulting is a Certified Woman-Owned Business that provides workplace solutions tailored to 

your unique business culture by providing expertise in human resource management, training, benefits, com-

pensation and staffing.  The founding partners of Sageview Consulting each have over 25 years of experience 

in all aspects of human resources having served in high-profile, hands-on HR positions. 

To learn more about Sageview Consultingõs Human Resources Management Services, contact us at (212) 201-

0729 for a complimentary initial consultation or visit our website at www.sageviewconsulting.com. 

mailto:Monica@forumgrp.com
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ABOUT THE HR ALLIANCE 

The goal of The HR Alliance, is to create an environment and network of resources where HR pro-

fessionals can turn for advice, best practices or to find a helping hand.  

Our aim is to help HR professionals broaden their business networks, and to provide useful re-

sources by sharing knowledge and expertise.  

We achieve this by exploring the newest trends, strategies and best practices in Human Capital 

Management and its impact on the future of HR.  

This forum is a great place to sharpen your skills, meet new and exciting people, look for new 

talent, and find rewarding working opportunities.  

 

Come meet other local Human Resource professionals to share knowledge, skills, and experi-

ences. Discuss HR and Human Capital Management practices, resources, strategies and future 

trends.  

This Newsletter is provided to you by The HR Alliance 

Notice and Disclaimer: The HR Alliance Group Newsletter is published the second week of each month. 

This newsletter is intended for the use of members of The HR Alliance.  Content in this Newsletter is for 

information purposes only and should not be construed as specific advice. 
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