Abstract 
Organizations today are faced with many difficult circumstances from a troubling economic period and high unemployment rates to a multitude of different personalities and generations running their business. As the external factors change throughout the decades, understanding the different generations – Veterans, Baby Boomers, Generation X, Generation Y, and Millennials – has become even more important to ensure a successful and sustainable organization. This paper will explore each generation to understand what their values and motivational factors are and the implications this has in today’s work environment. As a new generation enters and an older, more traditional generational prepares to retire, managers throughout organizations must have a thorough understanding of what is most important to these individuals to create a positive work environment. Teams today include more generations than ever before and since they all have varying concerns and are stimulated differently, managers will have a hard time being successful without fully understanding what makes their employees “tick.” 

It seems that every twenty or thirty years a new generation term is coined, but how is a generation socially defined and determined? Generations are typically defined by many different characteristics including, but not limited to: the year he or she is born, major world events, popular culture trends, musical talent, values, parental expectations, and relationships. As new generations and trends emerge, some of these characteristics become what is common among most individuals born within the given time frame, therefore defining the generation. Over the past century there have been many notable generations – Veterans, Baby Boomers, Generation X, Generation Y, and Millennials – to name a few. Today’s workforce is infiltrated by each of these generations which poses a challenge to organizations and managers to understand and effectively engage individuals with varying perspectives on work and life. Discovering in more depth what each generation identifies with and finds important will help managers create a well-rounded and supportive team. 
One of the largest generations in today’s society is the baby boomers, who are characterized as individuals born roughly between 1945 and 1965. For many years the population of the United States had been declining, but this postwar era created a significant increase in the population, producing a generation that was given a lot of attention. The large influx in the population forced manufacturers to create products that were specifically geared towards these individuals because there were not enough to support the large number of consumers (Zemke, Raines, & Filipczak, 2000). Families communicated through face-to-face interaction and the telephone gained tremendous popularity. 
Since this time in history was marked by events such as the Vietnam War, Cuban Missile Crisis, the ending of World War II, and several assassinations (JFK and Martin Luther King, Jr.), many parents cherished and supported their children because they had personally sacrificed time in the war, or saw the devastation it had to other families. The children of this generation were typically optimistic and positive about his or her future because the United States was rebuilding and expanding, which created many opportunities for them. 
After the baby boomers generation came the “lost” generation, Generation X, who were born between 1960 and 1980. These individuals were usually overshadowed by the large baby boomer generation because Gen X was approximately half the size, noted by Raines (1997), “Along came Generation X, a bit like the younger sibling following behind the older sister – the older sister who just happened to have been homecoming queen, cheerleader, NHS member, and class president (p. 9-10).” This attitude gave everyone the impression that people of this generation were self-absorbed and only cared about what the impact of a situation was going to be on themselves, but in fact it may have been an act of survival. The economic boom that occurred in the previous generation provided ample opportunity for advancement, but with the declining birthrate and limited job opportunity, the Gen X population was concerned about where they fit into the picture and how they would be able to financially support their families when the workforce was dominated by boomers. 
There were also several events that helped shaped the “egotistical” attitude of Gen X including the Watergate scandal leading to Nixon’s resignation, Three Mile Island nuclear disaster, the Challenger disaster, and Rodney King beatings. These marked important moments of the generation that created uncertainty and an individualistic attitude that put people into “survival” mode (Tamborini, 2011). Gen X’ers did have reason to hope because there were many technological advancements at the time, including the evolution of cell phones, which assisted in framing the way they preferred to communicate. Cell phones allowed everyone to interact with each other on a new level, no matter where they were located throughout the country. This opened up a new method of interaction that allowed them to think more globally and generate more independence to work and live freely. 
Following Generation X is Generation Y, or Millennials, which is comprised of individuals born between 1980 and 2000. This generation is comparable to the baby boomers because it is also a very large portion of the population and is currently entering and commanding the workforce. Children of this generation are particularly different because their parents are from different generations, therefore a variety of values and practices were passed on to Gen Y. The parents of this generation can be very hands-on and involved in their children’s lives because they may feel they lacked guidance throughout their life. 
Technology has become one of the defining characteristics of this generation which has allowed the children to know more than their parents – through television, cell phones, the internet, and endless technological advances that the older generations never caught on to. Throughout this time communication became easier because there were numerous methods to reach people, but also became more informal since many communication options no longer involved face-to-face interaction. This has become one of the most notable differences between generations because Millenials are said to have very poor face-to-face communication skills (Simons, 2010). 
Once managers understand the times in which his or her employees were raised and the impact it has on his or her work ethic and motivation, it becomes easier to manage the team. It is important as a manger to identify the different work ethics on the team in order to maintain effectiveness because everyone will work differently and in order for each member to achieve his or her maximum potential, the manger must ensure that he or she can identify issues or opportunities. Despite management styles, every employee on the team has the potential to be a significant contributor to the team if he or she is put in the right circumstances. Since different generations react to managers in various ways, understanding the way that each employee is motivated becomes critical to having an effective team. 
As previously mentioned the baby boomer generation was the largest generation the United States had experienced so they received a lot of attention and personalized products. Due to this, these individuals tend to have high expectations of what people think of them and are highly motivated to succeed. They come from traditional nuclear families where the father was the worker and mom stayed at home to take care of the family. This created a sense of teamwork among the family as they were growing up which is also demonstrated in their work ethic. In addition, since so many people were entering the work force at the same time it was very competitive so individuals had to “stick out” in order to be successful in his or her industry. 
Although the job market may have been very competitive, Baby Boomers tend to be very optimistic because they grew up in a time of expansion and opportunity in the United States. World War II had just ended and the economy was recovering when troops returned home and families started to expand. Many of the children who grew up in this generation took for granted all the opportunities that were available at the time and engrained in their psyche that they deserved what was given to them. As times progressed and economic conditions changed, it became more difficult for individuals of this generation to understand and accept that certain things, especially in the work environment, will not just be given to them when times are tough (Zemke et al., 2000). 
In order to get the most out of employees from the baby boomer generation, managers must identify what motivates and stimulates them to perform his or her best. Baby boomers tend to be very personal individuals so taking extra time to get to know these individuals on a deeper level will mean a lot for the relationship. They want to know that they, individually, can make a difference on the outcome of the team or organization so this personal bond will strengthen the relationship and allow them to feel they have a stronger impact on the results. The personal relationship may be beneficial for giving them opportunities, but mangers must also be cognizant of those who feel they are a “know it all” and take advantage of what the manager allows them to do. As previously mentioned, baby boomers come from a generation where they were the star of the show so they need to feel special but still be given barriers to stay within. Many of them have spent their lives looking out for and promoting themselves, so it may be easy for them to turn on a co-worker or manager in a tough situation (Zemke et al., 2000). Overall, baby boomers are individuals who are used to attention and will do whatever they need to do to fulfill themselves so it could be a difficult relationship to manage. The more managers know and understand the circumstances the boomers grew up in, the easier they are to understand and manage on the team. 
In contrast to the baby boomers, Generation X was used to living outside of the spotlight and in the shadow of what the boomers were achieving. They are very independent and self-reliant because of the circumstances, mostly divorce, which they grew up in (Raines, 1997). Although this may leave them feeling bitter, it allows them to get work done on a team without having to ask a lot of questions or depend on others to help put together the information. It is important to recognize team members who act this way because many individuals can misconstrue it to think that he or she does not want to be part of a team or is too controlling to delegate the work when in fact he or she is just used to having to do things alone in order to have it done. In the past, mothers traditionally stayed home and took care of the family and household while the father worked, but with higher divorce rates and more broken families, women began to enter the workforce during this generation, giving women a new outlook on opportunities to advance (Elmore, 2010). 
In addition to being independent, Gen X’ers were accustomed to change whether it was in their family or the global events so they are not afraid or adverse to trying something new (Morton, 2003). This characteristic is important to have on a team because managers can always rely on this individual to think outside of the box and try something different when others may be reserved and just do what is told. Having a team of risk-takers and those who do things “by the books” will create balance among the team to generate new ideas while still staying true to what needs to be done in order to be successful. Although they may be willing to take chances on new ideas, managers should not necessarily expect Gen X’ers to come up with those new ideas. The previous generation was very motivated and determined to work, but Generation X felt there were more important things in life, like spending time doing things they loved outside of work, because they were used to not being recognized for the work they did (Zemke et all., 2000). Just because they do not have the same motivation does not meet they do not get their work done. If these workers are put in the right environment like flexible hours, informal work environment, or lenient supervision, they will flourish and get work done efficiently. Distinguishing these individuals on the team will allow managers to create a work environment that lets them work to their fullest potential without jeopardizing the team’s success. 
Finally, the most recent generation to enter today’s workforce is Generation Y, or the Millennials, who have created the most questions for managers because of the generation gap between the two. Generation Y is commonly characterized by the rapid advancement of technology that quickly created a gap between “young” and “old” generation in today’s workplace. Technology has become such an integral part of this generation’s everyday life that it commonly creates motivation for them to succeed. Organizations and managers can utilize this by offering perks such as new computers, Blackberry’s, video conferencing, and additional technological benefits in order to recruit and maintain individuals of this generation (Barford & Hester, 2011). 
As previously noted, Generation X started to spend more time focusing on life outside of the workplace, but Generation Y takes it to the next level. This generation does not feel as though work needs to be done between the traditional nine to five timeframe and has a strong desire for work-life balance. This may come into conflict with managers from the baby boomer generation who feel that work is very important and should be done whenever it is required. Determining when flexible hours are appropriate will enable the team to work most efficiently so neither managers nor the team feel like they need to sacrifice what is important to them. 
In addition to managers not understanding how to encourage millennials on their team, the issue of the younger generation managing those of an older generation has created a lot of conversation in the workplace. Successful millennials and Gen X’ers who have been able to climb the corporate ladder are now managing Baby Boomers and other Gen X’ers who may have very different work styles (Johnson & Johnson, 2011). As the generation gaps continue to grow and infiltrate organizations everyone must take the time to talk to each other to understand what the differences are and how they should be utilized to be most effective. It is also essential to have open and honest conversations among employees and managers regarding current performance and potential because Millennials strive to do their best, but also feel entitled to more than they may deserve. This attitude could create a feeling of resentment towards their manager if it is not properly addressed (Gentry, Griggs, Deal, Mondore & Cox, 2011). 
Identifying and capitalizing on what motivates and drives each generation is key to being successful in today’s workforce because there are so many different generations and types of workers. It is not only imperative for managers to know and value what each of their employees brings to the team, but it is also critical that everyone on the team knows how to interact and work with each other in order to maintain a happy and satisfied team. In an ever-changing work place the dynamics of a team are difficult to keep constant. And as the Baby Boomers reach retirement age, new generations will be quickly filling the voids they left. Currently Millennials account for approximately 29% of the workforce, but it is projected to be 50% by 2018 (Dechert-Hampe Consulting, 2011) – is your organization prepared for the change? Taking the time now to understand the upcoming generations will only benefit organizations and teams in the long run. 
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