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It takes a village to raise a child…
—attributed to either an African or a Native American proverb

…or to build a team
— a healthy, evolving workforce —

that remains invested and achieves goals.



As managers, we need to know 
what is important to our employees 

who span generations 
that are different from each other.  



And our employees need to know what is important to us —

Decker Credo
Was: If you don’t have anything nice to say, 

don’t say anything at all. 

Now that I’m in my 60’s: 
MAYBE THEY NEED TO KNOW.



As described by William Strauss and Neil Howe in their treatise on cross-
generational relationships:

“A generation is a group of people who share a 
common location in history and, as a 
consequence, have a collective persona that not 
only members share, but they can all relate to.” 
(Strauss, W., & Howe, N. (1992). Generations: The History of America's Future, 1584 to 2069. New York, NY, 
Morrow. 



Five Distinct Generations in the Work Place
1925-1945:  Traditionalists (Silent Generation)

1946-1961: Baby Boomers

1964-1980: Gen X

1981-1994: Gen Y (Millennials)

1995-2012: Gen Z (iGen) 

The era spans depicted here are an approximation of current information available. 
Fry, R. (April 11, 2018). Milliennials are the largest generation in the U.S. labor force. Retrieved from http://www.pewresearch.org. 



Generations in the 2018 Workplace
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TRADITIONALIST
S

Show me I am 
valued for my 
loyalty, work 

ethic, customer 
service, 

perspective, and 
experience.

STRONG 
LEADERSHIP

RESPECT ME

1925-4945 (2%)

GENERATION  X

COMMUNITY 
AND WORK-LIFE 

BALANCE

INVEST IN ME

Show me I am 
valued for my 
independence, 

tech savvy,  
project 

development, and 
collaborative 

spirit.

1965-1980 (33%)

RETAIN ME

Show me I am 
valued  for my 
talent, can-do 
attitude, social 

networking  and 
multitasking skills, 
and quick learning 

curve. 

GENERATION  Y

INVOLVEMENT 
AND FLEXIBILITY

1981-1994 (35%)

Show me I am 
valued for my 

knowledge,  
ability to manage 

data, fast 
turnaround time, 

and  ability to 
adapt to my  

surroundings.

GENERATION  
Z

1995-2012 (5%)

INDEPENDENCE 
AND FLEXIBILITY

CHALLENGE 
ME

BABY 
BOOMERS

Show me I am 
valued for my 
contribution, 

resourcefulness, 
work ethic,

initiative, and 
social maturity.

FAIRNESS AND  
JOB SECURITY  

1946-1964 (25%)

RELY ON ME



Traditionalists in the Workplace
Born 1925-1945 

• In their 70’s, 80’s and early 90’s

• Family oriented, experienced, reliable, hard working, dedicated, 
conservative attitudes 

• Detailed-oriented – if they are asking questions, they are seeking to understand. 
Supply the details.

• Uncomfortable with conflict – bone up on conflict management skills, 
seek to maintain a low-conflict threshold in the office or on unit.

© 2017 B2bwhiteboard on Utube



Baby Boomers
Born 1946-1964 

• Grew up with idealistic TV portrayals of family (e.g., Leave It to Beaver, Ozzie and Harriet).

• Sharp contrast with era characterized by radical change and dissent: Viet Nam War, distrust of 
political leadership, push for racial and gender equality, individual freedom of expression.



Boomers in the Workplace 

• Hard work – (even over talent and brains) will pay off.  Need  
opportunities to produce quality work.

• Problem solvers – enjoy challenges.

• Importance on need to earn respect – this goes both ways.

• Projects that require teamwork and initiative – put 
them in charge.



Generation X 
Born 1965 – 1980

Gen X grew up in a time of massive family change where both parents worked, 
divorce rates climbed, personal computers became commonplace in their rooms, 
and many were in latch key programs.

This group also experienced great change and uncertainty in the world as the 
Berlin Wall fell, Los Angeles exploded into devastatingly violent race riots, and 
the space shuttle Challenger exploded, killing all seven astronauts. 



Gen X in the Workplace

• Strong and successful entrepreneurial spirit

• Believe in creating balance in their 
lives, family focused, and 
street and tech savvy.

• Passionate (when they find their 
passion), creative and social in nature



Generation X:  What Do They Want? 

• Flexible working hours and job sharing

• May want to work independently or may see themselves as free agents, 
but Gen X also thrives as part of the community and shared vision 

• When possible, let them set the goals or at least share in establishing the goals

• They can multitask…so let them multitask 



By 2020, 
approximately 

36 % of the 
workforce 

will be Gen Y or 
Millenials. 



Generation Y 
Born: 1981-1994

• Gen Y’s combine the can-do attitude of the Traditionalists, the teamwork of the 
Boomers and the high-tech know-how of Gen X.

• Gen Y exceeds the Baby Boomer generation in size (currently 25% of US population)

• Grew up on the Learning Channel, cell phones, DVD players, pixel-rich screen 
displays, and soundless wireless access

• Comfortable and adept in the technological world of the internet, Skype, 
Facebook and all other social media venues.



Gen Y in the Workplace

Three important things to know about this generation: 

1) They live and breathe technology.

2) They have strong self-awareness.

3) They may seem to exhibit short-attention spans because of their 
media consuming habits, but don’t be fooled. Gen Y may be 
processing a variety of events simultaneously. 



Generation Y:  What Do They Want? 

• Involvement in unit activities

• To be part of a shared vision

• Opportunities for them to show you how quickly they learn.

• A relaxed work environment – remember that lack of planning on your 
part doesn’t constitute their emergency!



Generation Z
Born 1995-2012 



By 2020, Gen Z will comprise approximately 
20% of the US workforce.



Generation Z in the Workplace:

• Personal drive 

• Technology talent

• Need to know role and purpose in overall mission

• Value diversity 

• Work-life integration

Things to Keep in Mind:



Tips for Managing Different Generations

• Accommodate employee differences 

• Treat employees like you would a 
customer

• Learn all you can about them

• Make an effort to accommodate 
personal scheduling needs 

Never stereotype a “generation!”



Tips for Managing Different Generations

• Create workplace choices 

• Allow the workplace to shape 
itself around the people who 
work there

• When possible, shorten 
chain of command and 
decrease bureaucracy 



Tips for Managing Different Generations

• Operate for a sophisticated management style

• Give those that report to you the big picture, specific goals & 
how the goals will be measured

• Allow them to work independently or in their own groups

• Provide feedback, rewards and recognition as appropriate 



Tips for Managing Different Generations

• Nourish retention — help Gen Y lead Gen Z 

• Retaining valuable employees is essential 
to an effective unit 

• Offer lots of training – from one-on-one 
coaching sessions and interactive 
computer-based classes to an extensive 
and varied classroom curriculum 

• Encourage lots of lateral movement 
and broader assignments 



Six Crazy Good Management Styles

The key to being an effective leader is to have a broad 
repertoire of styles and to use them appropriately.

Spoiler Alert:



Six Crazy Good Management Styles 

1. Directive

2. Authoritarian

3. Affiliative

4. Participative

5. Pacesetting

6. Coaching



Directive 

The DIRECTIVE (Coercive) style has the primary objective of immediate 
compliance from employees:

• The “do it the way I tell you” manager
• Closely controls employees
• High concern for tasks



Effective when:
• There is a crisis
• When deviations are risky

Not effective when:
• Employees are new to their responsibilities – little 

learning happens with this style

Directive 



Authoritative 

The AUTHORITATIVE (Visionary) style has the primary objective 
of providing long-term direction and vision for employees:

• The “firm but fair” manager

• Gives employees clear direction

• Motivates by persuasion and feedback on task performance



Authoritative (continued) 

Effective when:
• Clear directions and standards 

are needed
• Leader is credible

Ineffective when:
• Employees are new – they 

need guidance on what to do
• Leader is not credible –

people won’t follow your 
vision if they don’t believe in it



Affiliative 

The AFFILIATIVE style has the primary objective of creating harmony among 
employees and between manager and employees:

• The “people first, task second” manager

• Avoids conflict and emphasizes good personal relationships among employees

• Motivates by trying to keep people happy



Affiliative (continued) 

Effective when:
• Used with other styles
• Tasks routine, performance adequate
• Counseling, helping
• Managing conflict

Least effective when:
• Performance is inadequate – affiliation does not emphasize 

performance
• There are crisis situations needing direction

https://leadersinheels.com/career/lets-get-emotional-dealing-confrontation/


Participative 

The PARTICIPATIVE (Democratic) style has the primary objective of 
building commitment and consensus among employees:

• The “everyone has input” manager

• Encourages employee input in decision-making

• Motivates by rewarding team effort

https://leadersinheels.com/business/3-ways-of-getting-your-team-to-perform-their-best/


Participative (continued) Effective when:
• Employees work together
• Staff have experience and 

credibility
• Steady working environment

Least effective when:
• Employees must be 

coordinated
• There is a crisis – no time for 

meetings
• There is a lack of competency –

close supervision required



Pacesetting

The PACESETTING style has the primary objective of 
accomplishing tasks to a high standard of excellence:

• The “do it myself” manager

• Performs many tasks personally and expects employees 
to follow his/her example

• Motivates by setting high standards and expects self-
direction from employees



Pacesetting (continued) 

Effective when:
• People are highly motivated, competent
• Little direction/coordination required
• When managing experts

Least effective when:
• When workload requires assistance from others
• When development, coaching and coordination are required



Coaching

The COACHING style has the primary objective of long-term 
professional development of employees:

• The “developmental” manager

• Helps and encourages employees to develop their strengths 
and improve their performance

• Motivates by providing opportunities for professional 
development



Coaching (continued) 

Effective when:
• Skill needs to be developed
• Employees are motivated and want development

Ineffective when:
• The leader lacks expertise
• When performance discrepancy is too great – coaching managers 

may persist rather than exit a poor performer
• In a crisis

https://leadersinheels.com/business/tips-on-crisis-management/


The key to being an effective leader 
is to have a broad repertoire of styles 

and to use them appropriately. 

Identifying good and bad leadership behavior using a Psychotron

Hint: *Think of crazy good as boiling hot!



PSYCHOTRON

Rate the 
Behavior
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==
==



QUESTIONS? 



Question: 

How do we 
motivate 
younger nurses 
to get involved in 
professional 
nursing 
organizations 
like FSARN? 



Knowing that millennials live and breathe technology…

• Ask them to reach out to group members via social media, texting, video 
conferencing, etc. 

• Ask them to share their vision: what they would like to contribute to and gain 
from the organization.

• Stay focused on a specific objective until the objective is met to alleviate focus 
shift from a generation that is used to constantly checking social media.

• Supply instant and generous helpings of feedback to encourage participation.
• What else?

Review: Gen Y 
(Millenials, ages 24-37 in 2018, 35% of workforce)

What could FSARN do to better appeal to Gen Y’s? 



Thank you 
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