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What Readers Are Saying About Gen Y Now

“Great leadership is the one sure thing that separates truly exceptional organizations
from the rest. Hobart and Sendek have nailed it with this book. We are in a new century
and leaders need new skills and capabilities to lead their current—and future—work-
force. This book shows you how to be a 21st century leader.”

—Stephen J. Kontra, vice president,
Global Learning & Development, Pfizer Inc.

“Insightful and well-conceived, Hobart and Sendek blend unique perspectives about
the often misunderstood, yet talented crop of Gen Y workers. A must read for educa-
tors, employers, administrators, and leaders who seek guidance on effectively blending
old-school concepts, work ethics, and technology with today’s vibrant and creative next
generation. The book is positive, upbeat, and optimistic about where this generation can
take us if we effectively partner with them.”

—Dr. Rick Brandenburg, Wm. Neal Reynolds Distinguished
Professor, North Carolina State University

“As I read Gen Y Now, I kept thinking, ‘Exactly! I wish my boss knew this.” The book
shows leaders exactly what they need to do to attract and retain Gen Y workers, and any
organization that has seen an exodus of Millennials should read Gen Y Now to figure out
what they’re doing wrong and how to make it right.”

—Annie Siebert, former newspaper reporter, freelance writer, and editor

“Hobart and Sendek provide a great resource for leaders and consultants navigating the
ever-changing landscape of generational challenges in the workplace.”

—Nicole Lipkin, Psy.D., author, What Keeps Leadership
Up at Night and Y in the Workplace

“Gen Y is firmly in the workforce and leaders better understand them to be successful.
Hobart and Sendek show leaders how to respond to Gen Y’s need for learning, recogni-
tion, fairness, and flexibility and take advantage of their willingness to collaborate and
innovate. The book is must reading for managers in all types of organizations.”

—Manuel London, Ph.D., dean, College of Business, State
University of New York at Stony Brook

“It’s not that corporate America can’t afford to ignore generational differences anymore;
it’s that corporate America can’t afford not to harness them. If youth are our future,
that future belongs to organizations that know how to manage, motivate, and mentor
Millennials into leaders. Hobart and Sendek are here to show you how it’s done.”

—J. M. Henderson, author and contributor, Generation Meh, Forbes

“Hobart and Sendek absolutely nailed the challenges and joys of working with Gen Y. It
is a must read book for any business leader.”

—Dave Kinnear, CCE-Board Certified coach and Vistage chair



“Hobart and Sendek have teamed up to author a remarkable book on an ‘evergreen’
topic. It promises to put you on the path to managing Generation Y employees and their
impact on the future of your success as a leader!”

—Carol Hacker, author of fourteen books, including the best-selling,
Hiring Top Performers

“Gen Y Now reframes the workplace canvas by painting generational differences as diver-
sity, not adversity.”

—Melissa Hider O’Brien, learning specialist, Black & Veatch

“I’ve hired and managed a lot of Millennials and this new edition is invaluable and
insightful. Read it and profit!”

—Andrew Wood, LegendaryMarketing.com, author, Traits of Champions

“The case studies and practical research alone make this new edition a winner. As a
bonus it’s a fun read as well.”

—Rick Crandall, editor, Thriving on Change in Organizations

Praise for the First Edition of Gen Y Now

“I have long appreciated Herb Sendek’s ability to unite and inspire his players to perform
at a higher level. That degree of selflessness is only possible when true leadership is pres-
ent. Herb and Buddy have taken these concepts and applied them to business strategy.
Gen Y Now provides leaders with real-world tools to build a winning plan.”

—Jeff Van Gundy, NBA analyst for ESPN and former NBA head basketball coach

“Buddy Hobart and Coach Sendek have delivered a slam dunk. By providing such keen
insights into this all-important generation, they have developed a leadership guide for
everyone looking to build a team in the new economy.”

—Tom Booth, Schering-Plough Consumer HealthCare,
VP of International Marketing

“If we look back across the generations that came before us, we recognize that each
confronted unique challenges and, for better or worse, shaped the world. As a university
president now welcoming freshman classes that have never known a time when the
Internet was not ubiquitous or when an unlimited scope of information was not at their
fingertips, I can attest to the fact that Generation Y operates in a different modality.
Buddy Hobart and Herb Sendek offer astute commentary on the implications and poten-
tial of this generational sea change for those who seek to operationalize leadership.”

—Dr. Michael M. Crow, president, Arizona State University

“Gen'Y is who will replace our leadership in the coming years. This book should be on
every leader’s list.”

—Bradley D. Penrod, AAE, executive director, CEO,
Pittsburgh International Airport


http://LegendaryMarketing.com

“Competitive companies and lean nonprofit organizations need to attract and retain
the best talent, especially in tough economic times. Hobart and Sendek provide a clear
message: don’t confuse Generation Y employees’ desire for progress, need for feedback,
and insistence on meaningful work and work/life balance for self-centeredness, slacking,
or disloyalty. Read this book and you will recognize the value Generation Y brings to the
workplace. Learn how to engage Generation Y. Their talent will bring you technological
expertise and continuous innovation.”

—Manuel London, College of Business, State University of
New York at Stony Brook, author, Job Feedback

“Gen Y Now is a compelling account of the demographic trends facing the organizations
of tomorrow, coupled with strategies for the managers and leaders of today.”

—Michael McQueen, author, The New Rules of Engagement

“Gen 'Y Now provides important insights into the realities of tomorrow’s workforce, reali-
ties that dispel some of the common myths about this generation and guide you to under-
stand their real value and importance.”

—Bette Price, CMC, coauthor, GenBlending: Ten Surprising Trends
About Generation Y That Will Make or Break Your Business

“Gen Yers are potential champions for any business. I've had great success with giving
people goals and letting them go at them. With this book, you can, too.”

—Andrew Wood, author, Traits of Champions

“It is natural to push back against the habits of Gen Y, but Gen Y Now presents a compel-
ling motive to do just the opposite. Read this book to tap into the advantages of Gen
Y—ahead of your competition.”

—Jeff Taylor, MillennialMarketer.com

“Gen Y Now is like a great mentor in a business culture that requires every manager to
step up to the plate and oversee Generation Y employees. Those who succeed will earn
the strategic, competitive advantage. Hobart and Sendek offer practical insight and doz-
ens of ideas for turning Gen Y employees into world-class performers!”

—Carol A. Hacker, author, Hiring Top Performers—350 Great
Interview Questions for People Who Need People

“This book is right on target. It not only helps leaders gain an awareness of the chal-
lenges, it also provides real-world strategies for success.”

—Doug Collins, four-time NBA all-star,
head basketball coach, and sports analyst


http://MillennialMarketer.com
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This book is dedicated to our Coach, Dave Maloney.
He was our coach, mentor, and, most importantly, our
dear friend. We miss him every day. We hope we made
you proud.
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® INTRODUCTION

A few years ago, Herb Sendek and [ were talking about leader-
ship when the subject of Gen Y came up. Herb had asked
me about our consulting practice and whether we were seeing
anything in the marketplace that was universal across industries
and geographies. Solutions 21 has partnered with firms around the
world, ranging from start-up to Fortune 500. We have worked in
manufacturing plants, law firms, executive boardrooms, and nearly
everything in between. While there are similar issues in every
industry, seldom are the challenges identical across industries, and
even less often across the globe. Until Gen Y.

[ answered Herb by telling him that we are seeing businesses
having a hard time attracting and retaining young talent. When
he asked me why I thought that was, I must admit I allowed my
Baby Boomer prejudice to show through and said things like,
“These kids are different. They are not loyal, will quit in a minute,
and expect things they have not earned. They think they are spe-
cial, are entitled, and do not have an ‘old fashioned’ work ethic.”

Herb then challenged me to think differently. He challenged
me, as a leader, the same way we will challenge you in this book.
The challenge of attracting and retaining Gen Y talent is not
about Gen Y. It is about leadership. Gen Y is attracted to strong

xvii



xviii INTRODUCTION

leaders and want to associate themselves with folks who display
timeless leadership. This book is about timeless leadership every
bit as much as it is about Gen Y.

We wrote the first edition of this book in 2009, and much has
changed since then. Generation Y is fully in the workforce, the
Great Recession has had a huge impact on business, and Baby
Boomers are quickly retiring. Technology has grown exponentially
and has impacted the work world in many exciting and unforeseen
ways. This book reflects our many years of research in addition to
the experience we have gained talking about leadership and Gen
Y around the world. By 2025 nearly 75 percent of the global work-
force will be Gen Y. Gen Y is the future of work.

Since 2009 we have been able to strike a very unique balance as it
relates to Gen Y. We are Boomers who advocate for this cohort. You
will see they have much to offer. They will challenge leaders to con-
tinually improve their leadership skills and they will find new, innova-
tive, and productive solutions to business challenges. They will work
hard, be extremely loyal, and be some of the best team players you
have ever worked with . . . when led correctly.

Gen Y also brings some unique challenges. We have not shied
away from addressing these leadership challenges. Gen Y needs to
be led, coached, and mentored. When we have worked with Gen
Y around the globe, they have told us we “get it” as it relates to
attracting and retaining their generation. We “get” what they are
looking for in a job, company, and leader. We have not shied away
from challenging Gen Y on their developmental issues, and they
have appreciated that input.

Gen Y is not afraid of challenges, input, feedback, and strong
leadership. Just the opposite. They are looking for it.

This book is a leadership book. It will help leaders understand
Gen Y, create a plan to attract and retain the best talent, align the
culture to support all employees (not just Gen Y), and show you
how to execute on the plan. This book is about the future of work.

Buddy Hobart
March 2014



®@ CHAPTER ONE

THE PLATFORM IS
BURNING

S am started with Walter Manufacturing right out of high
school. He wanted to attend college, but he didn’t have
enough for tuition and he needed to earn money to support his
future family. Shortly after joining the company, he married
his high school sweetheart.

As with all new hires, Sam was on the maintenance crew and
was assigned some of the most difficult and dirty jobs in the plant.
The plant worked three shifts, and all new maintenance employees
were required to work rotating shifts for at least three years.

While the work was hard, Sam was eager to learn and take
on more and more responsibility. He was always asking, “What'’s
next!” and was never afraid to take on a new challenge or
assignment. In fact, Sam often stayed late to make sure his work
was properly transitioned to the next shift.

After “putting in his time” on the maintenance crew, Sam’s
hard work and dedication were rewarded and he received his first
promotion. Fast forward many years and Sam is still at Walter
Manufacturing. He’s progressed steadily, taken on many roles and
is currently a general foreman. In addition to his steady rise in
the company, Sam found time to go back to school and earn a
bachelor’s degree.



2 GEN Y NOW

Back to the Future

If we were to tell you Sam’s story was from 1975 you would eas-
ily believe it. There were a lot of Sams in 1975. Maybe you have
not seen many lately. Well, Sam is thirty-five and has worked at
the same place his entire life. He is a real person, and we simply
changed his name and company.

Sam’s generation, Gen Y, is the future of work. When we asked
Sam why he stayed at the same job, put up with shift work, took
on the dirty tasks, and worked unpaid overtime, his answer was
simple. He wanted to. He wanted to because his managers and the
business owners were true leaders and he simply wanted to work
for them. They earned his loyalty.

When we probed further he told us his leaders pushed,
challenged, corrected, coached, and, maybe most importantly,
trusted him. They gave him several jobs to tackle and recognized
his good work. He was encouraged to go back to school, even
though a degree might have him looking for other opportunities
outside the company. They also “called him on the carpet” when
his work was sub-standard. In short, his leaders were true leaders.

This book, when all is said and done, is a leadership book
for a new generation of employees and a new generation of
leaders. Gen Y (also referred to as Millennials), all eighty million,
demand a new leadership style. What worked in the past and
passed for leadership will no longer work. Gen Y does not accept
sub-standard leadership and will “vote with their feet.” They will
leave your company rather than work for someone who is not a
good leader.

The Time Is Now

When we wrote the first edition of this book in 2009, businesses
still had time to put their plans and strategies in place to attract
and retain the next generation of talent. That window has closed.
The time is now. Gen Y (born between 1977 and 1995) is fully in
the workforce. In 2013 the youngest turned eighteen. In 2009 the
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youngest was only fourteen, so the full impact of this generation
was still in the future. Not now. Every Gen Yer is working, looking
for work, or earning an advanced degree to enter the workforce.
To paraphrase John Kotter, the inventor of Change Management,
“The platform is burning.”

Since our first edition, much has changed and we will address
it in this edition. The Great Recession* has had a major impact
on Gen Y and how they view the world. Much like the Great
Depression impacted the “Greatest Generation” for their entire
lives, the Great Recession will impact all of Gen Y’s decisions,
careers, and spending choices.

Not only has all of Gen Y entered (or are prepared to enter)
the workforce since 2009, but the oldest of this cohort has gained
many years of experience and vast amounts of education. In addi-
tion to being the most well-educated generation of all time, start-
ing in 2013 every eight seconds for the next eighteen years, a Gen
Yer will turn thirty-six. We certainly are not talking about “these
kids” anymore.

As Gen Y matures and gains experience, Baby Boomers and
Gen X are marching toward retirement. Gen Y will be replacing
this lost knowledge capital. Boomers began to turn sixty-five in
2010 and a Boomer will turn sixty-five every 8.5 seconds until 2029.

Leadership for a New Generation

In many ways leadership is timeless. Many of the things we will dis-
cuss in this book are not new. However, many leadership tenants
have evolved over time and no longer resemble the original intent.

“According to Wikipedia—The Great Recession is an ongoing marked global economic decline
that began in December 2007 and took a particularly sharp downward turn in September 2008.
The recession affected the entire world economy, with greater detriment to some countries than
others, but overall to a degree that made it the worst global recession since World War II. It was
a major global recession characterized by various systemic imbalances, and was sparked by the
outbreak of the U.S. subprime mortgage crisis and financial crisis of 2007-2008. The economic
side-effects of the European sovereign debt crisis, austerity, high levels of household debt, trade
imbalances, high unemployment, and limited prospects for global growth in 2013 and 2014, con-
tinued to provide obstacles for many countries to achieve a full recovery from the recession.
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This evolution™ has left us with some things that, at times, are not
even recognizable as leadership. In fact, many of the leadership
practices organizations say they do (and may even do as a part of
their culture) end up having a very negative impact on Gen Y.
Opver the past fifty years many organizations have said things
like, “People are our greatest asset” or “We have an open door pol-
icy” or “There is no such thing as a stupid question” to motivate
and communicate with their employees. In practice, people never
hear feedback, are made to feel stupid when seeking input, and the
boss’s door, while physically open, might as well be nailed closed.
First and foremost, this book is about leadership and aligning
your words with your actions. We will challenge you to evalu-
ate your leadership, get your peer leaders on board and, finally, to
develop the next generation of leaders. All of this can be built
into your culture. It’s the next step in the evolution of corporate
leadership (see Figure 1.1). The opposite of evolution is extinction.
As a consultant and a coach, we have the opportunity
to interact with many different people from all walks of life.
We have also had the good fortune of working with some of the
best leaders in the sports and corporate worlds. They have one
thing in common. When it is time to change something in their
organizations or on their teams, they first look in the mirror. Bear

Leadership
and
Culture

Next Gen

Leaders

—

FIGURE 1.1. 21st Century Leadership: An Ongoing Process

“http://i.word.com/idictionary/Evolution


http://i.word.com/idictionary/Evolution

THE PLATFORM IS BURNING 5

Bryant, the legendary football coach, used to say, “When we win
the team played great. When we lose I coached a bad game.” And
he meant it. Change and leadership start in the mirror.

“Management is about coping with complexity. Leadership
is about coping with change.”

John Kotter, Harvard University,
Author, Leading Change

Consultant's Corner

Since the publication of the first edition of this book in 2009, I've
had the good fortune of speaking to groups around the world
on the topics of leadership and Gen Y. One of the things | do is
ask the audience to write down the adjectives they think of when
they think of Gen Y in the workplace. They are instructed to throw
political correctness to the wind.

Without fail, the results are always the same. Folks start off
with one or two nice things about Gen Y, like “tech-savvy” or “well-
educated.” From there it is usually an out-of-control train wreck.
The audience says things like “spoiled, lazy, entitled, soft,” and
some things not fit to print.

| then relay my “road to Damascus conversion” regarding Gen
Y. Coach Sendek had me open my mind and look in the mirror.

When we first started to discuss writing a book, | had
very similar prejudices toward Gen Y. As the youngest of six
children, born to Greatest Generation parents in a working class
neighborhood, | did not think highly of Gen Y. In fact, the book
was intended to be a “point/counter-point” book, with Herb
giving the virtues of Gen Y and me challenging him every step
of the way.

(continued)
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Herb forced me to look in the mirror. As a lifelong student of
leadership who makes his living working with Gen Y every day,
Herb posed a simple point for my consideration. He said, “By
definition, leaders have followers.” Then he asked me, “If one
cannot adapt his leadership to the new followers, guess what
that means?”

It was time for me to look in the mirror. You may well have
some of the same feelings | had about “these kids” and “Why
can't they be more like us?” | pose the same question to you, “If
you can't adapt your leadership to new followers, what does that
mean?” The answer is obvious: you won't have followers for long,
which means you will no longer be a leader.

The Right Kind of Change

Let’s, right up front, tell you what this
book is NOT about. This book is NOT
about coddling a new group of employ-
Gen Y will force ees. [t is NOT about compromising
your values. It is NOT about giving in
_ or acquiescing to a new generation. It is
align words and about leadership and leading the right

actions. kind of change.

Key Point

businesses to

“When we are no longer able to change a situation, we are
challenged to change ourselves.”

Victor Frankl, Author,
Man’s Search for Meaning

Leading this change will have several very important benefits.
An important thing to know is that any changes you put in place
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that motivate Gen Y will also be well received by all of your
employees. Gen Y has been more vocal and demanding than pre-
vious generations. Previous generations would “put up with” poor
leadership and simply disengage. We call this “retiring on the job.”
They may well stay and not quit, but they are not engaged and
they are certainly not as productive as possible. Leading your orga-
nization in ways that will attract Gen Y will also increase your
overall productivity from every generation.

This book will help you align your organization in ways that
attract Gen Y, increase all employee productivity, and create a
more engaged and motivated workforce. You will see that hiring
and retaining folks like Sam is possible. Sam may eventually leave
his current employer, and you will also lose
quality employees who move on to other

challenges, but you will have maximized Key Point
your investment along the way and will Every
be known as an employer (and leader) of generation
choice. This is not something “warm and

» o » Tl wants what
fuzzy” and “nice to do.” This may be the
single most important thing a business can Gen Y demands.
do to positively impact its bottom line.

Exhibit 1.1. Families Want to Understand Gen Y, Too

As we worked with leaders throughout the country and around
the world lecturing on how to better understand Gen Y, both
of us have been amazed at the unexpected benefits our work
has produced. While we set out to help business leaders create
better recruiting and retention strategies, we found we were
accomplishing much more: we were also helping Baby Boomer
parents better understand their children.

Senior executives have approached us after our talks to thank
us for the insights—not as business leaders, but as parents! While
this book isn’t aimed at parents, we would feel deeply honored
if even one person improved his or her relationship with Gen Y
children as a result of the contents of this book.
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Conclusion

Beginning in 2013 the last of Gen Y turned eighteen and is either
in the workforce or preparing to join the workforce. They are
the future of work and at eighty million strong will define talent
acquisition and retention practices for decades. Business leaders in
the 21st century will be challenged to adapt to several new reali-
ties and to discard 20th century management practices that no
longer work. Business leaders must learn how to integrate four
generations of “breadwinners” into their workforce and adapt their
leadership in order to attract and retain the best talent available.
Talent retention is critical for many reasons, including financial/
bottom line profits. Turnover is costly and has a direct impact on
the financial performance of any company.

At the end of the chapters, following the traditional conclusion, we
include a brief biography of a real Gen Y individual that describes his
or her work situation. These bios are designed to provide you with an
additional perspective on the points brought out in this book.

Ann'’s Gen Y Profile

Name: Ann
Location: Northeast
Age: 27
Background:

. Graduated with a bachelor’s degree in English from a
large state university

. Served as editorin-chief of the university's daily student
newspaper during her senior year of college

. Worked for nearly six years at a major metropolitan daily
newspaper as a reporter and editor

« Currently working as a copy editor at a worldwide busi-
ness publication owned by a large corporation
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After graduating from college in 2008, Ann was thrilled to land
a job as a copy editor at a major newspaper near her hometown,
calling it her “dream job." After just a few years, though, Ann was
seeking work at a new organization.

While she enjoyed reporting and editing, Ann was frustrated
with the newspaper's operations. There was no formal mentoring
program or focus on professional development, so Ann felt like
there was little room for improvement and even fewer opportuni-
ties to move up.

The paper’s newsroom was unionized, meaning Ann brought
home a higher salary than a lot of her peers, but it also fostered
a sense of complacency among her colleagues. Her editor, for
example, arrived later and left earlier than Ann nearly every single
day, leading Ann to feel resentful and disillusioned.

Additionally, the union focused on protecting older workers,
which meant that Ann wasn't enjoying some of the benefits of her
peers working in other industries. A percentage of her pay went
toward a pension fund she was not a part of, and the fund will likely
never be solvent enough for Ann to count on it as a retirement
plan. Because Ann is planning to start a family at some point, the
newspaper's less-than-stellar maternity leave policy also left her
wanting to find an organization with more progressive benefits.

Ann sought new work for more than two years before decid-
ing to leave the paper to work as a copy editor for a larger publica-
tion owned by a major corporation. This job comes with a higher
salary and better benefits, including a 401(k). Ann's bosses at her
new job have also told her there will be opportunities for profes-
sional development, as well as chances to move into new roles
with the company.

For Ann, the characteristics of a good job are

« Opportunity to learn and grow professionally

. Recognition that her development is good for the organi-
zation’s success

. A fair salary and progressive benefits, including flexible
work schedules, paid time off, retirement plans, and
maternity and paternity benefits

. Flexible work arrangements, including the ability to work
from home

(continued)
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Ann is motivated by:

. Feedback and constructive criticism
. The ability to affect long-term change
. Collaboration at work



