SEVEN WAYS to BRIDGE THE WORKPLACE GENERATION GAP

“For the first time in history, FIVE GENERATIONS are working side by side in the workplace.
Their differences can be a source of creative strength and opportunity, or one of stifling stress
and unrelenting conflict.” JoAnne Marlow

YOU CAN MAKE THE DIFFERENCE in YOUR WORKPLACE
Get ready to enhance your organization’s Culture, Hiring Process, Professional Development,
efficiency, productivity, and employee happiness.
Perhaps these complaints are familiar?
•

“I just don’t understand why people can’t do the job they’re hired to do.”

•

“What’s wrong with young people today?”

•

“My boss is so technically challenged and slow. She just doesn’t understand or support a faster
way to do things.”

•

“Gen Y’s seem to think they can set their own hours, be late, or take time off for appointments
during work hours.”

•

“My people just aren’t motivated to do my new project.”

•

“My boss is so disrespectful and condescending. Who needs that?”

There are Seven Ways (at least) to Bridge The Workplace Generational Gap where, with a little work
and thought, you can align each worker’s goals and aspirations to your organization’s and see
significant improvements in efficiency and performance. And that means higher employee retention,
profit, and employee fulfillment.
Organizations Often Don’t Understand their Real Costs of Turnover
Annual employee turnover rates have remained around 25% in North America for years; however, with
Millennials, now the largest segment of the global workforce and “testing” out a number of careers and
jobs, turnover has become an even more expensive, multi-million dollar drain.
Plan for Results
In this Seven-Step Guide, you’ll learn valuable success tips to reduce turnover and how to become a
more effective leader. It includes how to ensure the right employees are on the right teams, with the
right managers. Likewise, equipping managers with the most applicable people management skills and
resources is no longer optional if the objective is improving productivity and sustaining profitable
business growth.
Today, there is a workforce that spans five generations and almost 65 years. By understanding and
predicting the needed changes in your organization, you’ll experience higher performance,
productivity, engagement, retention, and recruiting success.
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#1

MIND THE GAPS
OMG, There Are Five of Them!

Countless business leaders are so busy “working in the
business,” with their daily responsibilities, that they risk
neglecting “working on the business”. They may be unaware
of the generational challenges that could mean the
difference between success and failure. It is essential to get
to know these generational characteristics and preferences
to harness their abilities and allow them to perform their
best.
Dynamics of Five Generations
Organizations have been used to Baby Boomers dominating their markets and businesses for
decades. Many are now experiencing a huge shock with the tsunami of Millennials in their workplace.
Not only do these young adults bring an important knowledge of technology, they also bring their
creative energy, business culture, and work-life balance expectations to the workplace. An employer,
without recognizing or accommodating these expectations, runs the risk of losing beneficial skills and
contributions if Millennials leave for a “better fit” opportunity elsewhere.
Since generations come of age and enter the workforce around the same time, people in each
generation often share similar history, social, economic, and political experiences, which often shape
their expectations and work-styles. Since not everyone communicates, behaves, or approaches work
the same, generational and cultural differences often lead to workplace conflict that results in
suboptimal productivity.
For perspective, some of each generation’s defining characteristics include:
Silent Generation (Born 1926-1945)
This generous and mature group experienced the effects of WW II, the stock market crash, the Great
Depression, and faced unbelievable poverty for years. Their economy was destroyed and that contributed
to a low birthrate. Through fear and hard work to survive, they were warned to keep their heads down,
mind their own business, and be quiet to not stir up any unrest that might disrupt what little they had.
Baby Boomers (Born 1946-1965)
After WW II, the soldiers returned home, and the economy started to boom… as did the population. As a
result, the population exploded, especially in North America, with over 85 million people born between
1946 and 1965, aptly named Baby Boomers.
This group experienced consumerism, low unemployment, space exploration, the Berlin Wall, the
environmental movement, and general discontent with the status quo in the 1960s. Unrest with the
desire for equal rights and segregation sparked many protests, as well as the assassinations of
prominent political leaders. They had unprecedented access to capital, education, and opportunity.
They believed that they could “get ahead” with hard work. Although a good number still want to work,
many feel forced to continue to work well into their senior years in order to rebuild their retirement
savings since the Great Recession in late 2008.
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Generation X (Born 1966-1979)
The smallest generation of all with only 25 million in North America was a result of both parents going
to work and the increase in divorce. This generation became very independent growing up when they
were expected to take responsibility for themselves and their siblings until parents returned home.
This sense of accountability had a big influence on how they now behave autonomously at work.
Gen X found that tasks could be performed in a fraction of the time with technology and across
geographies, ushering in globalization of trade. This generation could pursue any career regardless of
their gender, and anyone could choose family, career, or both – as they desired. Today, with most Gen
Xers having families, they highly value a family life/work balance, and seek organizations that will
provide them with that option.
Millennials or Gen Y (1980-1997)
Children born to Baby Boomers and Gen X created another huge population burst between 1980 and
1997, and are currently the largest population demographic in the world. Most are currently in the
workforce or post-secondary school, and will quickly surpass any other generational population in the
workplace. To be encouraging, most parents created expectations that their children could be
anything they wanted to be – and their children grew up thinking they could not fail.
They have a heightened social awareness and significant respect for ethnic and cultural diversity.
They anticipate the latest technology and computers to be at work, the home, and in schools. The way
they work involves multi-tasking, high collaboration, and socialization. This generation has experienced
monumental times when women went to space, rose in the ranks of all professional positions, and ran
for political leadership. They were affected by two Middle East wars, the terrorist attack of 911, and
they also saw their hardworking parents be laid off and lose most or all of their savings in the recent
Great Recession. This situation has jaded their loyalty to any one employer and, depending on the
situation, Millennials average only two years to two and a half years at any one employer. They are
sponges and want constant learning and professional development.
Generation Z (Born 1998-2017)
This generation seems to be very different from Millennials and is the first generation to be totally
digitized. It’s not the Millennials we need to be worried about. It’s today’s 10-year-olds. This
generation has never experienced a life without a smart phone, computer, or tablet and at a very
young age, are so advanced technologically, that it will be almost impossible to keep up with them.
In the workplace, they are motivated by practical rewards such as gasoline cards, student loan
reimbursements and extra time off to recognize their successes. They will scrutinize everything, as they
are skeptical and don’t take anything at face value. They see no difference in the people they work with
and everyone in an organization is treated equally. They will have more education than any other
generation, have more debt, and will take part in mentoring and internships to prepare them for the
workforce.
This generation also will inherit a world with monumental problems: climate change, terrorism,
economic inequality increases, and job instability. By the time the first wave of Gen Zs have graduated
from university, only one of them will be entering the work force for roughly every three retiring Baby
Boomers.
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#2

THE WORKFORCE AND WORKPLACE ARE CHANGING
“I don’t see why we need to change.
We’ve been running the company like this for decades.”

Much has changed, especially when you consider that in 1989, we didn’t have the Web or and
Facebook came to us in 2004. Depending on your age, people still use calculation methods ranging
from Smart Phones, electronic calculators, adding machines, paper and pencil, and fingers. The
workers are changing, work is changing and the workplace is changing. These changes affect all
generations in some way.

Today’s Thoughtful Employee
Recent national studies have shown that employees, of every age, are focused on employment choices
that include those that emphasize a positive employee experience, one that encourages growth and
strives for wins for everyone – from the most junior to most senior positions.
How employers and organizations treat the “whole” person matters more than ever now. Many people
care less about earning more from working overtime, moving up the corporate ladder, or pursuing
highly competitive sales careers. It’s often about the stuff you can’t see; but rather, you can feel. The
need for soft skills and a high Emotional Intelligence Quotient (“EIQ”), creating environments of mutual
trust, respect, transparent communications, accountability, a sense of being part of a larger vision, and
being heard and recognized have risen to the top of desirable work environments for many.
Possessing a dysfunctional or unhappy culture are reasons that businesses should make changes to
retain their best talent. This type of change does not need a comprehensive, re-engineered strategy.
In fact, creating some small but significant and cost-effective changes will affect the employee
experience positively by creating a culture focused on employee fulfillment, rather than one of work.
Every generation brings something different and valuable to the workplace and its culture. The
companies and organizations that understand and harness these generational differences - to achieve
a win-win outcome - will grow stronger, adapt to change more quickly, and create a competitive
advantage for themselves.
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Significant Workplace Shifts:
1. Life-Long Learning Is a Necessity, Not a Myth
Students in their third year of university will find that, shortly thereafter, much of what they’ve
learned is obsolete. Careers and required skills are changing so quickly that many young adults will
be discouraged, frustrated, and confused about what will make them happy in a career. They have
not been taught how to determine their “sweet spot” during their teen and young adult years and
consequently hop from job to job to find a best “fit”.
2. Training and Re-Training
In the last several decades, Baby Boomers who are employed or seeking work have risen from 30%
to 40%. As the job market strengthens, more companies are wooing the Boomers with formal retraining programs. It is not a surprise that many middle managers are attending long-distant
Masters leadership programs.
3. The Coin has Flipped - Trained Personnel Shortage
The demographics of the workplace are changing as Millennials and more recent generations enter
the workforce. Both knowledge and talent are key hiring factors with an emphasis on Emotional
Intelligence (EI) for both employees and employers.
A worldwide shortage of skilled college-educated workers of more than 38 million is predicted by
2020. Government funds often are available, offering affordable skills training to employers and
their employees. This is a huge benefit to enhance retention of experienced and valuable workers.
4. The Value of Job Satisfaction
Deloitte research states that over 34% of the workforce are now free lancers and that amount will
grow over time as Millennials continue to enter the workforce and be disillusioned with the culture of
the organization and Boomers choose to consult or begin a small business based on their interests
and passions.
5. Balancing Life and Work
We are shifting away from work-life balance and toward work-life integration which means that our
old boundaries between our personal and professional lives are blurring. Technology now allows us
to bring our “work-lives” home and our “personal lives” to work. As a result, flexible work
environments allow and trust employees to work when and where they want, provided that they are
able to get their jobs done and produce high quality of work in a timely manner. Management at
organizations must shift from command and control to playing the role of coach and mentor,
regardless of whether employees work remotely.
6. Job Flexibility
Some employers scratch their heads when a young worker looks over at another department and
states that they want to try this other job next (regardless of their required skills). For some
organizations, it is difficult to offer flexibility to meet their employees’ desired flexibility. Deloitte,
however, allows employees to select their desired workload, the pace at which they want to work,
amount of travel, and the type of employees they want to be (individual contributor, leader, etc.).
Other organizations offer mentoring in various departments, where employees can shadow staff in
different departments to cross-pollinate ideas throughout the organization.
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#3

WHO’S DRIVING YOUR BUS?
Know What Your Organization Stands For
Are you able to quickly and clearly state your organization’s
purpose? A strong and thorough understanding of the vision,
values, and mission of your organization is fundamental in
setting an example for new recruits and your employees.
When employees see that you walk the talk, it instills trust and
purpose for them.
If your management is not doing anything more than waving
nonchalantly at the plaque on the wall that proudly states your
Vision or Values, then perhaps it’s time to bring this to the
table for discussion. Not having a vision of where the
organization is heading is like leading a team in the pitch dark.
Leaders provide vision and strategy for the organization,
while managers implement that vision with their teams.

The tough part, often, is ensuring that everyone is on board with the same vision and values. That
takes time, communication, enthusiasm, and passion from the top.
Leaders should talk about:

What do
we stand
for?

What’s
nt
importa ?
e
h re
around

How can we
motivate people?

Where we
are headed?

Can we
take the
risk?

These five principles are the essence of what is necessary to lead people. Discuss your organization’s
values, dreams, and why it’s so vital that everyone understand how he or she can benefit and
contribute by working to attain your organization’s vision.

“A Vision,
without a well-defined action plan with a timeline to achieve it,
is merely a Dream.”
JoAnne Marlow
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Shared Values and Vision
Shared vision and values provide employees with a reference point on which to focus their skills and
brainpower. (Fig.1). There needs to be an adequate overlap of values between employees/employer to
collaborate effectively.
Fig.1 Shared Values

Company Values

Mutual
Values

Employee’s Values

People beg to make a difference and they can only do that
if they all know where they’re going!

In a sense, employees just want to know where
they stand, where they’re going, and whether
your company is the one to take them there.
Offering a sense of purpose and identity is one
of the best ways to attract talent; particularly to
those searching to contribute to the world, rather
than achieving just a monetary goal.
Guide your employees to choose the bus where
the driver has a clear direction and destination.

#4

GENERATIONAL COMMON CONNECTIONS
They’re Not So Different After All

No matter what their generation or position, there are common threads and preferences that are shared
with all employees, no matter their age or experience. Employers need to recognize these important
factors if they are going to reap the benefits of high performance and loyalty from their most desirable
employees.
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What (almost) everyone wants:
❒
❒
❒
❒
❒
❒
❒
❒
❒
❒
❒
❒
❒
❒
❒
❒
❒

A bigger picture with a vision of where the organization is going, why, and how they’ll get there
Communication on the progress of the company and desired actions required
Shared values that speak to their purpose
A place they can look forward to going to each day
Challenging and engaging work
Recognition for a job well done
An organization that has a good reputation with clients, the community, and the environment
Strong, responsible leadership and management
People with whom they like to work
Flexibility in time and work place
Treated with mutual respect
Competitive compensation package
On-going training and professional development
Mentorship (upwards and down)
Current technology
Life and work harmony
Accountability and trust

•

How many did you check off that are important to your organization?

•

How close do they match the needs of your staff?

Highlight the ones that are important to you and still need to be implemented.

#5

WHO BEST FITS THE SEATS?
Hiring and Retaining Highly Effective Talent

Hiring the Best Fit
Choosing the best candidate for the job, with
shared goals, is crucial for the success of the
organization and the employee. It reduces the high
cost of unnecessary turnover and suboptimal
productivity.
What Is The Available Position?
Position descriptions need to be well defined,
including the skills and attributes needed from the ideal applicant. I recommend that you:
•
Discuss the job with the manager or department head.
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•
•
•

Understand the manager’s and department goals.
Have a current policy and procedures manual.
Prepare appropriate interview questions for the position.

1. Update Your Questions. Asking questions that were created in the 1980s just doesn’t cut it for
today’s employees. They all communicate differently and you will have to listen for the deeper
meaning from their answers. Then you’ll be able to make an informed decision on whether they
qualify for the position. Be curious and ask for clarification.
2. Set The Candidate At Ease. Developing rapport with candidates is not just saying “How ‘bout
those Blue Jays?” It is a science and involves specific protocols designed to create a relationship
of trust, openness, sharing, engagement, and transparency.
3. Create a List Of Outcomes For Their First Six Months. Candidates need to understand your
priorities, quality and required delivery expectations. It sets a benchmark and milestone for both
you and the new hire. It’s also a good motivator for a new Gen Y employee to create a plan of
action to attain the goal.
4. Know what training is available and how it is offered. Most new people are information
sponges and expect to be trained for their new position. How you offer training is fundamental in
motivating a new recruit. Many organizations offer on-line training, which is just a printed training
manual, on line. Many do not learn well this way and won’t read it at all. As a result, they’ll struggle
with their job and leave before you know it.
The following technique will increase the confidence of both the trainer and new hire that the job
will be done properly. The supervisor will be able to confidently leave the new person unattended.
You may wish to offer this process to the trainers or supervisors in a meeting.
DESCRIBE…………

The supervisor describes what the task is and why it is
relevant to the job or department.

DEMONSTRATE….

The supervisor demonstrates each step of the process,
and explains what they’re doing and why. (Always explain
why for “relevance”).

DEMONSTRATE….

The new recruit demonstrates the process, while the
trainer observes.

FEEDBACK………...

The Trainer offers feedback and corrects the trainee, if
needed

REPEAT……………

If needed, the trainee repeats the process until you are
both certain he or she knows and understands the steps.

5. Ask: “How Would You Spend An Extra $30K?” A candidate’s answer can reveal what
motivates them to stay with your organization. They’ll also realize there is a link between
compensation potential and their work engagement and higher productivity. By knowing what is
really important, both to them and the organization, you will be able to encourage them on a more
personal level. Having this type of conversation with your employees will ensure them that you
sincerely take an interest in them and understand both their interests and how they fit within the
organization’s goals. You can share their excitement, as they get closer to their personal goal
through work. Not only is their work relevant to the company’s success, it is relevant to what they
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want to achieve for themselves. They’ll appreciate you as a thoughtful and supportive mentor in
their accomplishments.

#6

TAKING THE BUS TRIP
Enjoy The Journey, And Anticipate The Destination

I use the metaphor of a bus trip destination to represent the organization’s goals, vision, action plan,
and selection of the best people to fill the seats. ‘Passengers’ will
have a number of concerns or questions, and management needs to
address them before the bus leaves.
a) Preparing For The Trip
•
As a leader or manager, the first thing you need to make
clear is the destination.
•
Talk about the destination, not the journey. Share the
rationale of achieving the arrival of the destination. The more
you can describe the above using the senses, the better.
•
What vehicles or tools do you need to get there?
•
Do you have a map or a clear path of your daily actions? Or are you in uncharted territory?
•
People will expect an agenda or itinerary so that they can plan ahead, get prepared, and bring
the right tools.
b) People Will Want To Know Some Comfort Facts:
•
Are the seats comfortable and wide, with adequate legroom?
•
Are there bathrooms, rest stops, and food?
•
Will we have fun along the way?
c) Is The Bus Safe? Have all the mechanical checks been completed? Will the passengers feel
safe in your hands?
d) Has Anyone Checked On Potential Warning Signs Or Pitfalls?
e) Do We Have A Plan “B” And “C“ If Something Goes Wrong?
f) Sharing Information: Talk And Listen
One of the biggest challenges facing most organizations involves “communication” and has been
a chronic problem that affects every facet of the organization. It doesn’t matter how small or large
your employee list is, communicating information, plans and goals, challenges and celebrations,
and motivating others are crucial for a successful organization.
g) Does Your Team Leader Have A Plan Of Action That Everyone Has Read And Understood?
OBJECTIVES
List of Goals

TASKS
What you need to do
to achieve the goals

SUCCESS
CRITERIA
How you will identify
your success

TIME FRAME
By when do you need
the tasks completed?
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h) Encourage a New Mindset: “Accept Feedback as an Opportunity to Improve and Learn”
It really doesn’t matter what you call it: suggestions, criticism, reprimand, constructive criticism, or
feedback. If it is delivered like criticism, it will only be heard as a negative conversation. A person
who feels criticized will view him or herself as a disappointment or failure in doing their job. Some
will take the comments passively while others may be quite dramatic in their defense. For some
people, especially Gen Y, “failure” equals “giving up” and they find the nearest exit. Receiving
feedback, whether positive or negative, is important for people to realize that it is an indicator of
how they’re doing and how and why they need to improve. It is an attitude of “what have I learned
from this experience?”
i)

Courageous Conversations
Sometimes, feedback can escalate to conflict, which is an inevitable part of work (and life). We've
all seen situations where people with different goals and needs have clashed, and we've all
witnessed the often-intense personal animosity that can result. The thing that a manager must
consider is “How important is this relationship to you?” “Is it really going to help by being this
inflexible?” “What will I gain by staying in control of this goal, process, or person?” Think of the
flexibility of the Willow tree that, even during the toughest challenges, allows it to stand its ground.
When a problem is resolved effectively, you can also eliminate many of the hidden problems that it
brought to the surface. We never fully know or understand what is going on with a person’s life
until we ask.
Triggers for conflict differ depending on one’s experiences, culture, age, and reaction to certain
situations. Several general concerns of each generation include:
•

Gen Z find that all other generations are not innovative when it comes to solving issues or
thinking out of the box. They are easily bored and struggle with the education that is
currently offered. As far as they are concerned, it is still in the “dark ages”. They are
skeptical and will double-check everything for a better solution or more information.

•

Millennials/Gen Ys are frustrated due to stressors caused by the cost of living, difficulty
finding work commensurate with their education and goals, expensive housing, and the
continued economic effects of the Great recession. Even in 2017, there is concern of war,
E.g. North Korea. Twenty-eight percent who are working are still living at home, even at 30+
years of age. Millennials tend to play out the drama at work, no matter who is listening, and
the listener senses it as personal criticism.

•

Gen Xs, who may be the ones to “break” through these two sparring generations, are
patiently (mostly) waiting to rise to the top of the organization. However, there are less of
them, and they are not as technically savvy as Gen Y, so they don’t necessarily qualify for
these jobs. Often, they will keep to themselves, rather than work with people they don’t
respect.

•

Boomers have their own stressors as their jobs are outsourced, replaced by technology, or
downsized. Many still are trying to recover their losses from the Great Recession. Over 80%
are unhappy in their job, which leaves them miserable, but quiet at work. They tend to play
out their drama at home, which affects the rest of the family dynamics.

•

Silent Generation members observe and just shake their heads in bewilderment. They
share their frustration with their peers.
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j)

Treat Each Other Like Valued Clients. We’re All In Client Service.
The most successful sales professionals see themselves as problem solvers with specific domain
expertise. They value their time and that of others, so they don’t waste valuable resources or
emotional energy trying to convince a person to buy something that fails to fill a need. When
treating our employees as a valued client, the yield is higher productivity, respect of others, and
collaboration.

k) Focus on The Journey and Course - Correct as You Travel
Talk amongst yourselves about what’s going
right; then do more of “that” to solve other issues
within the organization that need resolution. This
method of appreciative enquiry is invaluable
when you want to focus on the problem and not
on the symptoms, as many managers tend to do.
l)

Learn From Each Other
Create continuing learning environments to
encourage professional development. Mentor up
and down the organizational staircase. We have
so much to learn from each other.

#7

Collaboration: Beyond Engaging Individuals
Is Your Team Rowing in The Same Direction?

Today we live in the paradox that meetings are the most important tools for working together and yet
they can be the most unproductive and expensive strategy we use. How many times have you
attended a meeting, wishing you were anywhere else but there? Engagement is difficult when people
are seen rolling their eyeballs at the lack of an organized agenda, poor meeting leadership, or lack of
boundaries.
Baby Boomers and Millennials are great team players, but for different reasons. Meanwhile,
Generation X prefers being independent, can do the work on their own, and do not require a team to
do what one person can do in record time.
Learn How to Develop a High Performing and Effective Team
There are big differences between team building exercises,
and developing a Highly Effective Team. Admired facilitators
take the time needed to learn the essential steps in
preparing for and leading the meeting. The steps are the
same no matter if a meeting is with two or more people, or
it’s a meeting of 15 minutes to several days. Take a look at
your options for team development rather than the typical
team (rah-rah) building. There is a disparity…and potentially,
a huge financial difference.
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Steps to Create Team Development
1) Learn how to plan for a meeting
•
Determine your intentions and select the best talent to be part of your team. Create an agenda
with your intentions well stated. Ask for input prior to the meeting. There is a detailed process
for all these steps in my course, Death by Meetings! No More.
2) Set the tone of the meeting
•
Invest your time in developing the agenda and the meeting process. Hand-select your team
because of their energy, attitude, skills, and innovative ideas essential for the organization.
•
Imagine and resolve what could take a meeting off its tracks and what you can do about it,
before it happens.
•
Engage all your participants by purposefully involving them in the meeting and discussions.
3) Listen for and observe the triggers that set people off
•
Ask them to share their thoughts in detail and have empathy.
•
Demonstrate appropriate situational communication skills.
•
Let everyone speak without interruption. If necessary, set a time limit.
•
Be transparent, accountable, and respectful. Re-state the outcomes at the end of the meeting,
create a plan of action and accountability, follow-up when you said you would, and celebrate
when goals are met.
•
Be open to learning something new about developing a team.
4) Accountability
•
Leave with everyone knowing the plan of action, the perceived results, deadlines and follow-up
process…and who’s in charge.

CONCLUSION
Whether your organization is primed for the changes that are either apparent or on their way, I hope
you have found these steps useful in putting some action in your plan. Change is NEVER easy, and
many organizations implement changes through trial by error. That approach rarely works and it takes a
lot of time and money to undo failures. By spending your time talking and surveying your employees
from the beginning (or at any point), you will be able to focus on the changes that will have the largest
positive impact on your organization and employees. Here is the Re-Cap of the Seven Ways to Bridge
the Workplace Generation Gap:
Step One

Mind the gaps. Learn the differences between your multi-generation
workforces, and adapt.

Step Two

Acknowledge that the workplace is changing and prioritize filling the lacking
gaps

Step Three

Who’s driving your bus? Leaders must convey their vision effectively and
ensure that everyone wants to follow and make it happen.

Step Four

Harness Generation-common connections. The team has more in common
than you think.

Step Five

Who best fits the seats? Making mistakes in hiring can be one of the most
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costly expenses in an organization.
Step Six

Taking the bus trip. How do you plan to get everyone on board…and stay
longer because they believe in your leadership and the organization’s?

Step Seven

Collaboration: Beyond engaging your teams. Streamline your meetings by
being prepared and inform your team. The strongest leaders have the most
loyal followers.

It has been my pleasure sharing this Workplace Generation Gap guide with you. And I look
forward to support your ongoing success.

Need help getting everyone rowing in the same direction?
Learn how you can be personally mentored by JoAnne Marlow to help your multi-generational
workplace become collaboratively and highly productive.
www.SystemsForEngagingTeams.com/mentoring

Grab your Next BIG Bonus!
Set Up Your FREE 20 minute Phone Conversation.
By appointment only!
www.SystemsForEngagingTeams.com/mentoring
I’ll look forward to talking with you soon!

JoAnne
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Develop Your Professional Excellence
To engage your employees and managers to increase their productivity, I invite you to
register for one or all of the four highly interactive training programs suitable for in-person
skills training for you and your staff.

•

Seven Ways to Bridge The Workplace Generation Gap: This eye-opening training
session takes the guesswork out of working across the generations and offers tactical
advice to best work with your multi-generational team.

•

Hire Power: Five Critical Steps to Recruit and Retain Your Best People

•

Dialogues Between the Decades: Inter-Generational Communication that says: “I
hear you”, “I understand you”, and “I’ll do something about it”.

•

Death by Meetings…No More! How to Create Effective, Efficient Meetings with
Highly Engaged Multiple Generations
www.SystemsForEngagingTeams.com/training-series

Your Training Leader:
JoAnne E. Marlow, B. Comm., B. Ed, MA Leadership
JoAnne Marlow is a leading authority, best-selling International author, speaker, and Certified
Coach. She is a thought leader in multi-generational communication and human development
systems. Having an in-depth understanding of how to motivate individuals and crossgenerational teams to access their potential and achieve outstanding results has proven
successful for her clients. For decades, JoAnne taught and trained all five generations who
now often work side-by-side.
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