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ABSTRACT 

 

Theme: “Multi-generational integration as HRM strategy for international 

organization” 

Master thesis is performed on 85 pages (format А4, the font type Times 

New Roman, кегль 14, interlining 1.5) excluding attachments. 

Number of tables –30 (excluding attachments). 

Number of pictures – 6(excluding attachments). 

Number of formulas – 0(excluding attachments). 

Keywords: Multigenerational, labor integration, Human Resources, 

management, HRM strategy, organization, study case, intergenerational, 

international. 

Master Thesis consists Introduction, 4 chapters, Conclusion and 

Bibliography.   

In the theoretical part are presented the basic concepts, principal authors and 

definitions of the main topic. 

In the practical part are analyzed the general characteristics of the investigated 

enterprise and the activities of HR specialists about the topic, as well as the 

perception of the employees on the subject of investigation. 

On the base of received results are proposed recommendations on how to 

improve on multigenerational integration within the Company. 

In conclusion the results in accordance with object. 
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ABSTRACT 

 

The present research aims to diagnose and analyze the existence of 

multigenerational integration within a French company dedicated to the sale of 

household products and solutions located in Yekaterinburg, Russia. 

The methodological design used was mixed, in two stages, the first of 

quantitative cut, using as an instrument the questionnaire and in the second use of 

semi-structured interviews. 

The results of the phases show a positive approach to the perception of 

employees about the intergenerationality existing within the Company, with 

tendencies to differences between work and mentality or world vision between 

generations. 

Multigenerational integration within organizations is one of the most 

innovative topics in the field of Human Resources because in the coming years will 

be 5 generations who are collaborating in the workplace. 

Likewise, specialists in the subject are developing studies on this topic in 

order to reduce generational gaps and align similarities to the achievement of 

organizational objectives. 
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1. INTRODUCTION 

 

At present, HR specialists face several challenges such as leadership 

problems, motivation, integration, attraction and retention of talent. 

Due to globalization and accelerated technological development, the 

generational gaps have widened and these differences in the conception of the 

world, the future, and therefore of the work, provoke turbulence within the 

companies, in the teams, between bosses and collaborators. Companies must 

continually prepare for the changes that are to come in the coming years. 

One of the greatest challenges for organizations is to achieve integration and 

a point of convergence between generations that will lead them to the professional 

growth and, at the same time, the company. 

This is an area of opportunity for the Human Resources area, as this 

multigenerational convergence, should drive business transformation. 

In the coming years there will be 5 generationssharing the same workplace, 

these generations are very different in their way of thinking and acting, for this 

reason the issue of multigenerational integration is booming within the scope of 

HR. 

The policies and practices that most companies apply to manage their HR 

were created in a context that responded to certain needs; currently collide with the 

mentality of the new generations, who inevitably enter companies and pressing to 

modify your culture. 

Generational turbulence can be solved through an understanding of 

generational differences (How they originate and how they will evolve), and 

fundamentally based on the belief that forms of work must progress. 

This implies giving new answers to new situations and for this, we need to 

analyze and understand the generational differences, in order to be able to generate 

Talent Management strategies that respond to the current needs and that allow to 

compromise all the generations in the work environment. 
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Although the term "Multigenerational integration" is one of the most 

innovative trends in terms of HR in recent years, there are still several 

misunderstandings or lack of information about the subject, which leads to the lack 

of analysis and diagnosis on this topic in Specific or non-inclusion in HR strategic 

plans. 

Due to the lack of information, it is common to hear that in some companies 

"Do not have this kind of problems" or simply "Do not believe in generational 

differences". However, those companies that have integrated intergenerational 

plans into their annual HR programs have seen outstanding results in terms of 

achieving desired goals. 

Then, it is important to highlight the basic aspects of all research: 

Object of research:It is a companyspecializes in sales of products and 

solutions, in Yekaterinburg, Russian Federation. 

The matter of research:The identification of theMultigenerational 

integration of the Organization. 

Objective: To analyze and diagnose the Company in terms of 

multigenerational integration, in order to detect the perceptions of its employees 

and propose improvement strategies. 

Instruments: Questionnaire and semi-structured interview. 

On the other hand, in addition to performing a multigenerational integration 

analysis within the company, a series of strategies to be used corresponding to the 

results obtained from applied research are proposed. These strategies can be 

summarized in two general groups: Strategic plan for multigenerational integration 

and establish multigenerational employee practices. 

Limitations:It can be mentioned that the issue of language difference is the 

one with the greatest impact; although there is a common language, English, 

between the researcher and the HR specialist of the organization, most of the 

Company's employees do not speak it. The predominant language within the 

company is Russian and that of the researcher, Spanish. 
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The lack of time for the application of surveys and interviews was another 

limitation, everything had to be done within working hours and employees did not 

have time to perform them consciously and objectively. 

The interviews could not be carried out in a personal way; some specialists 

were given formats with the questions asked and these, in turn, answered them in a 

personal way; the researcher was not able to investigate in depth the issues he 

intended to address. 

Another important limitation to note is that the surveys submitted and sent 

were mostly answered by Generation Y associates, for this reason, the analysis and 

diagnosis has very strong trends on this generation. 

For the present research, it is intended to address the 5 existing generations: 

Traditionalists, Baby Boomers, Generation X, Generation Y and Generation Z. 

The Company is divided as follows: Traditionalists 0%, Boomers 6.8%, Gen 

X 25.1%, Millennials 67.8% and Zs .2%, almost 100% of the total population is 

distributed among the Boomers, Millennials and Xs generations;because of this, 

several aspects of the research are focused on them. 

 

2. Methodology 

 

This chapter addresses the methodology used in this study, which allows 

identifying the level of multigenerational integration in the company mentioned 

above, as well as the different perceptions of a sample of the total number of 

workers with respect to the topic addressed. 

The methodological design used was mixed, in two stages, the first of 

quantitative cut, using as an instrument the questionnaire and in the second use of 

semi-structured interviews. 

 

2.1Type of study and design 

 

The present study consists of a social research, focused on psycho-labor 

aspects, that starts from a qualitative and quantitative approach. 
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The scope of this research is exploratory because the multigenerational 

integration is a subject not so much addressed and studied; the approach is 

innovative character identifying concepts and ideas that will be the basis of 

upcoming research on the subject. 
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2.2 Participants 

 

The company has 441 employees classified in 4 different generations: Baby 

Boomers, Generation X, Generation Y and Generation Z. 

In the following table, the number of participants is detailed according to the 

applied instrument: 

 

Table 1 

Total of participants  

 

Total of 

employees 

Online 

questionnaire 

Printed 

questionnaire 

Online 

interview 

Printed 

interview 

Traditionalists: 0 Participants: 24 Participants: 28 

Participants: 2 

managers, 

unknown 

generation. 

Participants: 8 

managers, 

unknown 

generation. 

Baby Boomers: 

30 

Baby Boomers: 

1 

Baby Boomers: 

0 

Generation X: 

111 
Generation X: 1 Generation X: 4 

Generation Y: 

299 

Generation Y: 

22 

Generation Y: 

23 

Generation Z: 1 Generation Z: 0  Generation Z: 1 

 

2.3 Techniques of inquiry 

 

In both, quantitative and qualitative research, there are various measurement 

techniques according to the desired results. 

For the present study, both types of research were chosen in order to obtain 

detailed information about the characteristics of the generations approached and 

the labor integration between them. 

 

2.3.1 Quantitative research 

 

The technique used to carry out this type of research was the questionnaire, 

in which the demographic data investigated were the age and gender of the 

participants in order to classify the generation to which they belong. 

Also, in this way the anonymity of the respondents is maintained and the 

answers have a higher degree of reliability. 
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The objective of the questionnaire is to obtain information about the 

employees' appreciation of their generation at work, the characteristics that define 

them, their work style and values, as well as inquire about the perception they have 

about the other generations that share their place of work. 

On the other hand, it also seeks to detect the existence of generational 

conflicts and whether there are strategies based on the issue of the Organization. 

The questions were divided as follows: 

 

Table 2 

Total of questions 

 

Total of questions: 23 

Closed questions: 20 

7 single option 

13 ranking option 

Open questions: 3 

 

 

2.3.1.1 Quantitative instrument: Questionnaire 

 

Please read each question carefully and respond thoughtfully.  

 

Year of birth Before 1946     1946 to 1964 1965 to 1980   1980 to 1999 

   After 1999   

    

Gender Female         

Male  

 

For this section, choose the best answer for the following statements.  

 

 

1. How would you rate multigenerational work collaboration in the Company  

a) Excellent         

b) Very good         

c) Good         

d) Acceptable         

e) Bad         
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f) Very bad         

g) It does not exist         

         

2. What does the Company develop to construct work collaboration between 

different generations?          

a) It has a systemic strategy of multigenerational collaboration   

b) It takes some occasional not systematic measures.     

c) It doesn´t have strategies of multigenerational collaboration   

         

3. What style of leadership do you think is optimal for the Organization?  

a) Delegated         

b) Autocratic         

c) Democratic         

d) Transformational (Developing )       

e) Laissez-faire (Minimum interference)       

f) The style of leadership should depend of the situation    

     

4. Does the Organization carry out special strategies to attract young talent?  

a) Definitely, Yes.         

b) Yes, but not systemic         

c) Some particular measures and actions       

d) Doesn´t realize any strategy or measure      

      

5.   What strategy does the Organization implement to manage different styles of 

work between generations?          

a) It implements special strategy (Which includes a complex of collaboration 

activities, training or team meetings)    

b) Some integration/collaboration activities      

c) Some training         

d) Some team meetings         
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e) None of the above     

         

6. Does the Company adapt the forms of learning and training according to the 

generational differences?       

a) Yes         

b) No         

c) Sometimes  

          

7.   What qualities you should learn from other generations? (Choose one or more 

than one option)            

a) Discipline         

b) Collaboration         

c) Commitment         

d) Courage         

e) Flexibility         

f) Other         

         

For this section rate each statement in a scale from 1 to 6, where 1 is the best 

option and 6 is the last option for you.   

      

8. What does the Company offer to attract young talent?      

a) System of continuous education       

b) Modern equipment and informational technologies    

c) Career opportunities         

d) High salary and benefits         

e) Learning and mentoring of previous generations to new generations 

f) Readiness of elder generations to learn from younger ones   

          

9. What do you think the Organization should invest more in to increase the 

attractiveness for the younger generation and retain young talents?  

a) System of continuous education       

b) Modern equipment and informational technologies    
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c) Career opportunities         

d) High salary and benefits         

e) Learning and mentoring of previous generations to new generations  

f) Readiness of elder generations to learn from younger ones  

 

For this section rate each statement in a scale from 1 to 5, where 1 is the best 

option and 5 is the last option for you.  

  

10. What needs are prioritized for you when choosing a job?     

a) Material needs         

b) Security         

c) Social (In communication, belonging to a group)     

d) Respect, recognition         

e) Self-realization         

         

11. What multigenerational conflicts are most likely to exist within the 

Organization?            

a) Differences in work style        

b) Differences in values         

c) Differences in competences        

d) Differences in priority needs        

e) Differences in mentality or world vision      

           

12.   What factors motivate you to stay in this Organization?    

a) Work-life balance         

b) Money and incentives         

c) Professional development        

d) Recognition          

e) Stability  
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13. Which aspects of personal development you consider more important?    

a) Family          

b) Success         

c) Money         

d) Happiness         

e) Stability         

         

14.   Why did you choose to work in this Company?      

a) Competitive remuneration        

b) The values of the company correspond to my personal values   

c) Good reputation         

d) Good professional development opportunities     

e) Good working environment        

         

15.   What do you expect about this Company?       

a) Acquire work experience        

b) Professional development        

c) To have good income and benefits       

d) Feeling of appraisal         

e) Work-life balance   

      

16. How do you see your position within the Organization?      

a) Challenging, stimulating         

b) Flexible         

c) Stable         

d) Participatory         

e) Visionary         

         

17. What do you think would help to improve the quality of your work?   

a) Better equipment and technologies      

b) Flexible time         
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c) Training         

d) Better income and incentives        

e) Good working environment        

    

18. What value defines you better?        

a) Honesty         

b) Respect         

c) Responsibility         

d) Courage         

e) Optimism         

         

19. In your opinion, what factors do you consider important to be a good leader?  

a) Skills, knowledge and experience       

b) Visionary and ability to change        

c) Empathy (Ability to be sensitive to others)      

d) Enthusiasm         

e) Model to follow and personal values  

       

20. What motivational need is the company focused on?     

         

a) Physiological - Food, rest, etc.        

b) Physical, occupational and family safety      

c) Social, friendship and affection        

d) Success, recognition, respect        

e) Self-realization  

    

Please answer the following questions:       

     

21. Write 3 characteristics of your generation 

      

22. Give 3 characteristics about the work style of your generation   

 

23. If you were the boss, what would you realize in the Company to promote 

multigenerational work collaboration?       
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2.3.2 Qualitative research 

 

In the case of qualitative research the semi-structured interview technique 

was chosen for data collection, because this type of instrument allows the 

understanding of behaviors to a greater depth. 

The interview consists of 10 questions, which were applied to area managers 

and department heads within the Organization. 

The purpose of the interviews is to collect information about how managers 

perceive the generational differences within their work teams, as well as to detect 

if the company has strategies and plans to increase multigenerational integration 

based on the needs and motivations of a particular generation and their 

interrelation between them. 

In general, the study was performed with different participants chosen by an 

intentional non-random sampling. 

 

2.3.2.1 Qualitative instrument: Interview 

 

1. How many employees of each generation does the Company have? 

 

a) 18 and younger 

b) Between 19 and 37 

c) Between 38 and 52 

d) Between 53 and 70 

e) More than 70 

 

2. Do you feel differences of mentality between generations in this Company? 

 

3. Describe the characteristics, needs and preferences of each generation in 

their work style 

 

a) 18 and younger 

b) Between 19 and 37 

c) Between 38 and 52 

d) Between 53 and 70 

e) More than 70 
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4. Do managers apply different strategies for each generation in situations of 

solving conflicts? 

 

5. Are there conflicts between generations (individual representatives, groups, 

or communities) in this Company? How do you manage them?  

 

6. What specific motivational strategies does the Organization use to support 

employees´ careers depending of their generation?  

 

a) 18 and younger 

b) Between 19 and 37 

c) Between 38 and 52 

d) Between 53 and 70 

e) More than 70 

 

7. Do managers know which type of organization is most attractive to new 

generations? Are you doing something to be this kind of organization?  

 

8. Describe the type of leadership in the Organization 

 

9. What do Human Resources department (Or personnel department) 

specialists think about the integration of employees within the work place? 

Do you realize any emphasis on the generational integration?  

 

10. Is the Company prepared to meet the needs and expectations of all 

generations? 

 

2.4 Process 

 

In the first instance, several meetings were held with human resources 

specialists from the Organization to explain the subject of exploration and delimit 

subjects and research objects. 

A presentation was made in front of the Committee of the Organization 

where all the area managers were explained the purpose of the investigation, its 

scope and doubts were resolved. 
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To carry out the application of printed surveys, several visits were made to 

the workplace, covering the different schedules that the company manages; they 

were given the instrument to the employees and they answered them during their 

working day. 

For the application of the online surveys, the company's Human Resources 

Manager sent the link of the electronic instrument to different area managers and 

they, in turn, transferred it to their teams. 

On the online interviews the same procedure was carried out as the 

electronic surveys, the only difference was the target audience, this time addressed 

to area managers only. 

Personal interviews were conducted through a printed guide of questions 

given to area managers and were answered in writing. 

In the second stage of the research the technique of content analysis was 

used to collect and interpret qualitative and quantitative data from both 

Instruments. 
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4. THEORETICAL FRAMEWORK 

 

According to the Society for Human Resource Management: “Nearly 60% 

of HR managers at large companies say they have observed office conflicts that 

flow from generational differences”(Gutierrez, 2013). 

Due to the participation of different generations within the same workplace, 

a phenomenon called Generational Turbulence has appeared; this “Conceives the 

coexistence of members of different demographic cohorts in a company, 

generating divisions in beliefs, values and conceptions of work”. (Molinari, 2013) 

In order to gain a better understanding of the situation of multigenerational 

integration, it is important to define the basic terms that make them up; such is the 

case of generation which is defined byPalese, et al. (2006) as“The grouping of 

peoplewithin similar age groups, born in the same time of history and culture”. 

Weingarten (2009) says that“A generation traditionally is interpreted as a 

span of about 20 years, although shorter periods can produce vast differences in 

culture”.  

Based on this explanation, for the present investigation it was decided to 

choose the rank between generations proposed by Chirinos (2009), who divides 

them as follows:Traditionalists (Born before 1946), Baby Boomers (1946 - 1964), 

Generation X (1965 - 1980), Millennials (1981 - 1999) and Generation Z (2000 to 

date). 

Shown below the principal characteristics of the main 3 generations 

addressed in the present investigation: 

 

Baby Boomers 

Also called:Woodstock generation, Sandwich generation and Vietnam 

generation. 

Values: Ethic, dedicated, loyal, committed, emotionally mature, 

authoritarians, supportive. 
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Work style: Computer immigrants, they have problems with technology due 

they did not grow up with it they communicate by informal settings and prefer 

meetings and open dialogue, workaholics. 

 

Generation X 

Also named: Baby Bust generation 

Values: Alienated, independents, challengers and cautions. 

Work style: Informal rapport at work and a desire to make work fun, 

searching for intellectual stimulation, immediate feedback, value flexibility and 

freedom. 

 

Generation Y 

Also called: Millennials, Baby Boom Echo, and the Nexters. 

Values: Diverse, education is the key to success, demanding,  

Work style: They will leave one job for another if it is beneficial for them, 

want quick response and results, multitaskings, the hardest to recruit and retain, 

require mentorship, support and intellectual stimulation. 

 

The next table describes the principal characteristics of the main 3 

generations of this investigation: 
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Table 3 Characteristics about generations 

This table and the information about generations above are based in references 1, 

2, 8, 15, 21, 25 and 27. 

 

 

 

Baby Boomers Gen X Millennials

Outlook Optimistic Skeptical Hopeful

Work ethic Driven Balanced Determined

View of authority Love/hate Unimpressed Polite

Relationships Personal gratification Reluctant to commit Inclusive

Turnoffs Political incorrectness  Cliché, hype Promiscuity

Leadership

Consensual and collegial. Passionate 

and concerned

participation. Communication,  

responsibility, and respect for each 

other’s autonomy. 

Competence. Tend to be fair and 

straightforward. Do not respect 

authority, they prefer egalitarian 

relationships. They like challenges. 

Brutal honesty.

Pulling together. 

Believe in a collective action and a 

will to get things changed.

Milestones

Assassination of political icons, 

Civil rights movements, 

Women’s rights movements, 

The Vietnam War

Impeachment of President Nixon, 

fall of the Berlin Wall, 

MTV,

increased divorce rates,

HIV/AIDS, 

introduction of computers.

The Age of Technology, Social 

networking ,

Terrorism, 

Iraq War, 

Natural disasters,  

Pop culture

Characteristics
Optimism, team orientation, work for 

personal fulfillment

Cynical, independent, 

nonconformist, informal

Confident, demanding, impatient, 

lack of job loyalty, social, diverse

education

Perceptions

Success is visible: Values quality, 

titles, trophies, plaques,

money, rewards, competitive, view 

change as inevitable

Loyal to people, not the company, 

risk takers and entrepreneurial, 

work/life balance is very important

Strong sense of self, have “hero” 

mentality, want constant feedback

Motivation at work

1. Employer reputation

2. Management/leadership quiality

3.  Stability/Labor security

1. Career development

2. Compensation & Benefits

3. Work-life balance

1. Career development

2. Compensation & Benefits

3. Work-life balance

How to retain them?

1. Employer reputation

2. Stability/Labor security

3. Compensation & Benefits

1. Compensation & Benefits

2. Work-life balance

3. Training and professional 

development

1. Compensation & Benefits

2. Work-life balance

How to atract them?

1. Employer reputation

2. Compensation & Benefits

3. Stability/Labor security

4. Kind of job

1. Compensation & Benefits

2. Work-life balance

3. Stability/Labor security

1. Kind of job

2. Employer reputation

3. Compensation & Benefits

4. Work-life balance

Positive aspects

They bring values, they know

how to work and leave

paw print. They like their work

and want to keep it.

They are very responsible

and disciplined.

They are not conflicting

and want to modernize.

Have more experience

and responsibility.

They are better able

and are more stable;

they take care of their employment.

They teach young people..

Have new ideas

and strategies; freshness and 

energy.

Have better attitude

and more aggressiveness.

They are more

technology.

Negative aspects

They do not mate with younger 

people.

They follow established behavior 

patterns and behave with malice or 

accept the changes.

Closed thinking, have a desire to 

retire.

They have fixed ideas and find it 

difficult to adapt.

They are defensive and they 

generate problems.

They are conformist and apathetic

They are immature and unstable.

They lack commitment and do not 

abide by the rules.

They are conflicting and 

problematic. 
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After defining the generations to be studied, and their generational ranks, it 

is important to understand the context of the research, which is based on labor 

integration, which is defined as: "The process of insertion and adaptation of the 

individual to an Organization"(Schein, 1968). 

Intergenerational integration is defined as “An ideal form of achieving 

intergenerational solidarity, which has a great deal of importance today, as ever, 

because of the increasing growth of the elderly population”. (Mateja, 2014). Also, 

we can define Intergenerational practice as: “Aims to bring people closer to 

achieve mutual benefits and promote understanding and respect between 

generations” (Gutierrez, 2011). 

Having defined the basic terms of the research, it can be concluded that 

Multigenerational Integration within organizations is: "The process focused on the 

incorporation and inclusion of employees, based on the different generational gaps 

within an organization". 

“Intergenerational programs are among the most relevant actions to link 

generations, since research has shown that they offer multiple opportunities to 

promote intergenerational interdependence and cooperation” (Lambert,et. al, 

1990). These types of programs are a practical and efficient way to integrate the 

different generations, creating opportunities for learning, development and even 

social. 

It is very important to include  Multigenerational Integration within the HR 

Strategic Plans, some of its advantages are:“Reduce start-up costs, reduce stress 

and anxiety, decrease staff turnover and save time”. (Dolan, 2013). An effective 

integration can be seen in the motivation and gratification of the worker. 

The basis for creating a successful Multigenerational Integration Strategy is 

to know the demographics of the population of the company; due to lack of 

information, many HR specialists fail to implement generational tactics. 

The Center's National Study of Business Strategy and Workforce 

Development foundthat:“Only 12.0% of 578 organizations had analyzed their 

workforce demographics to a "great extent." One-fourth reported that their 
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organizations had not analyzed the demographics of their workforces at all”. 

(Fraone, et al., 2008). 

After analyzing the population and detecting the demography of the 

population, it will be much easier to identify the similarities and differences 

between generations; with these characteristics, the strategic plan will specifically 

target the needs of the individual in a personal and group way. 

Some studies reveal that there are similarities between generations, such is 

the case of Deal(2006) who mentionsthat “Family tops the list and they all want 

respect and trustworthy leaders who will coach them”. Also, Deal(2006) says that 

“Where the generations differ is how they demonstrate respect, offer and receive 

feedback, and prefer to learn”. 

Kirkpatrick (2008) is centered on the use of technology as the major 

difference between generational gaps, "Causing frustration from older workers 

who wish younger colleagues would unplug, and eye-rolling from young people 

who see the discomfort of their senior co-workers as an unwillingness to catch 

up".Managers must take advantage of the differences and turn them into 

similarities or strategies of union between generations. 

By detecting that the greatest gap between generations is technology, HR 

specialists must focus their strategic efforts to make it a generational integration 

advantage, so young people will mentor older people on issues like this. 

"At present two different generational communities coexist, one of young 

people, and even children, and another of adults, who although they share the same 

computer technology, mobile and multimodal, use and transform it in a different 

and peculiar way”. (Cassany, et al, 2008). 

For Prensky (2001), there are two types of digital users, the first are digital 

immigrants, which are all those who have reached adulthood before the massive 

use of technology; On the other hand are the "digital natives", which are the new 

generations that have grown using technological devices. 

Leadership is a key point for the development of multigenerational 

integration; Chiavenato (2000) defines leadership as: "The interpersonal influence 
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exercised in a situation, directed through the process of human communication to 

the achievement of one or several specific objectives”.  

For his part, Oludele (2016) refers to the importance of the role of the good 

leader when directing teams. Leaders should be focused on the organizational 

vision, communication, motivation and empowerment of their employees, in order 

to achieve organizational success. 

The following styles of leadership (Oludele, 2016), were chosen for this 

research because they are the most used today within the Organizations: 

Autocratic leadership: This style of leadership is managerial and controlling; 

leaders make decisions without consulting employees and motivation is centered 

on rewards and punishments. 

Democratic leadership: Focused on employee participation, which is part of 

the decision-making process for the involvement of the leader, who in turn will 

encourage them to cooperate and delegate tasks. This leadership style encourages 

employee responsibility. 

Laissez-Faire leadership:Also known as Delegative. In this type of 

leadership, the manager must have an open communication with employees and 

focus on minimal supervision. Employees are responsible for most decisions taken 

and motivate and direct themselves. 

Transformational leadership: These leaders encourage teamwork and seek 

the good of all. They drive group decision making and focus on their employees 

learning and growing in a personal and professional way. They tend to be visionary 

and empathic. 

Weingarten (2009), talks about the importance of understanding the different 

generational cultures, the lack of it increases the levels of organizational conflicts. 

On the other hand, it mentions that a negative work environment causes stress and 

in turn increases the turnover between employees;leading to a significant increase 

in recruitment and selection costs. 
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3.1 Organizational context 

 

This Company is focused on the sale of household products and solutions, it 

is a do-it-yourself hypermarket; it makes a unique commitment: "To provide home 

improvement solutions tailored to each customer's specific needs".(14) 

Inaugurated in France in 1923, in its beginnings was focused on the sale of 

American military surplus and soon introduced kit homes and other building 

material. 

In 1960 and already with several stores inside France, they decided to 

change the name of the store to the actual name of the Company and in 1980 is 

acquired by the Mulliez family. 

In the late 80's the brand began its international expansion to countries such 

as Spain, Poland and Italy and later comes to America with stores in Brazil. 

In 2004 it arrived to Russia and by 2014 it had 68,200 employees; this 

means that this year more than 5,700 associates joined to the Company. 

The Companyis the fourth-largest actor in the world in the do-it-yourself 

industry, the second-largest in Europe and the largest in France. (14) 

 

5. ANALYSIS OF THE TOPIC IN THE COMPANY 

 

According to the results obtained from the analysis and diagnosis of the 

current situation in terms of multigenerational integration within the Company and 

detecting the different perceptions of employees on the existing 

intergenerationality, the following conclusions are reached. 

The brand under investigation is located in Yekaterinburg Russia, and is 

made up of 441 employees, which are divided into 221 women and 220 men, 

showing gender equity in the processes of recapture and retention of talent. 
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These 441 associates are divides within the Organization by generations as 

the following chart, detecting a great influence of the Millennials on the other 

generations and having the minimum participation of generations the 

Traditionalists and Zs. 

 

Picture 1Total population of the Company divided into generations 

The employees interviewed perceivethe Company as an organization that is 

governed according to strategic plans, indirectly one of them is seeking to build 

collaboration between different generations, through a complex of collaboration 

activities, training or team meetings, but leaving behind theadaptation in the ways 

of learning and training according to the generational differences. 

According to the perception of the employees interviewed, the Company has 

several strategies to attract young talent, having as priority career opportunities, as 

well as high salary and benefits, reasons why the associates believe that they must 

be the tactics in which the Company must continue to invest in attracting these 

generations. 
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In general terms, employees surveyed and interviewed do not perceive 

generational differences within the workplace, but on issues of multigenerational 

integration, most respondents confirm that the main intergenerational conflicts 

within the workplace are summarized in two variants: Differences in work style 

and differences in mentality or world vision. 

It is important that HR specialists detect the similarities between 

generations, which will cause synergy between employees of different ages, and it 

is proven that the success of these plans lies in the similarities and not in the 

differences. 

One of the most marked similarities in this research is the issue of values 

and qualities; in the first instance, one of the values that predominate as a 

characteristic among all the generations studied is responsibility. 

The new generations seek to learn from the previous generations qualities as 

discipline and commitment, just as the old generations intend to practice greater 

risk in their lives. 

Most of the managers interviewed know the number of employees for 

generations working within the Organization or in their work team, which refers to 

the partial knowledge of the information of the population of the associates. 

The employees have a sense of Laissez-faire-style leadership within the 

Organization, which is the result of minimal interference on the part of managers 

and the delegation of activities. 

 

4.1 Characteristics of the Company as Organization 

 

The Company´s culture is founded on people; “People are the most 

important resource of every business. This is why each employee is closely 

involved in the life and development of his or her sector, store and company”.(14) 

Mission: Companyhelps people all around the world improve their living 

environment and lifestyle. 
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Objective: To help our customers imagine the home of their dreams and, 

above all, to achieve it. 

Logotype: Symbolizes the roof of a house. It is reflected in by common 

values that are shared and lived by all employees. 

Values: Honesty, generosity, respect for others, closeness, simplicity, 

consistency and spirit of performance. 

It is very important to emphasis that the Company has a strong business 

structure: “What makes the Companyso original is the autonomy given the 

companies, the integration of contributions made by each country, and employee 

involvement. Taken together, these factors give the banner life and energy, helping 

it grows and improves”.(14) 

About this, when a new store in opened in a different country, it has its own 

autonomous management and recruitment processes, enriching the company's 

identity with its local experiences, but never forgetting the common values that 

characterize the Company. 

The Companyis an organization focused on its employees, which has 

integrated activities such as the "Synergies" discussion groups, where employees 

have the opportunity to talk to each other about their experiences and practices, 

thus achieving closeness with the Company. 

The Company attaches great importance to information and training efforts 

towards employees, seeking their personal and professional development. 

On the other hand, it focuses on empowerment and freedom of expression on 

the future of the Company. 

In addition, it is interested in the work in promoting the team work and the 

achievement of collective objectives. 

Employees can become shareholders of the Company in France, Spain, Italy 

and Poland, which fosters a mentality based on teamwork and progress. 

The Company also has Corporate Social Responsibility, which enhances the 

commitment of partners with today's society. 
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4.2 Results 

 

The following are the results obtained from both applied instruments: Semi-

structured interview and questionnaire. 

In the case of the survey, the demographic data of the participants are 

analyzed first. 

Then, in both tools, the second step to follow will be the analysis of the 

results obtained. 

 

4.2.1 Questionnaires 

 

Sociocultural information of interviewees 

 

Table 4 Demographic data of participants by generations 

Year of 

birth Generation Participants 

1946 and 

before Traditionalist 0 

1947 to 1964 
Baby 

Boomers 1 

1965 to 1980 
Generation 

X 6 

1981 to 1999 
Generation 

Y 44 

After 1999 Generation Z 1 

 

This table shows how the participants were 52 employees of 4 different 

generations between 17 and 70 years of age, with most of the employees being 

members of Generation Y or Millennials, which is representative due to the total 

number of workers in that generation within the Organization. 
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Table 5 Demographic data of participants by gender 

Gender Traditionalist 

Baby 

Boomers X Y Z Total 

Female 0 1 4 15 1 21 

Male 0 0 2 27 0 29 

No answer 0 0 0 2 0 2 

Participants 0 1 6 44 1 52 

 

40% of the participants are male and 55% female, 2 of the participants did 

not answer the question, thus giving 100% total. 

In total within the Organization are divided into 221 women and 220 men, 

which show a balance of gender and equity in the Company. 

 

Closed Questions 

 

It is important to mention that in Russia the term integration or integration 

activities is not identified within companies; it is more defined as corporate events. 

For this reason, it was decided to place in the initial part of the surveys a 

brief description of the term to better contextualize and direct the research 

questions. 

 

Table6 Perception of Multigenerational work collaboration in the Company 

 

Question 1. How would you rate multigenerational work collaboration in the 

Company? 

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Excellent 0 1 3 19 1 24 

Very good 0 0 1 11 0 12 

Good 0 0 1 8 0 9 

Acceptable 0 0 0 7 0 7 

Bad 0 0 0 0 0 0 

Very bad 0 0 0 0 0 0 

It does not 

exist 0 0 0 0 0 0 
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Question number one of the questionnaire is intended to measure the 

perception of employees about the degree of multigenerational collaboration within 

the company. 

There were 7 options of answers, being the first choice for the 4 generations 

the answer "Excellent" with a total of 24 elections, following for "Very good" with 

12. 

This shows that the company generally works collaboratively with 

multigenerational groups or teams and employees are aware of it. 

 

Table 7 Strategies to develop work collaboration between generations 

 

Question 2. What does the Company develop to construct work collaboration 

between different generations? 

Answers Traditionalist 
Baby 

Boomers 
X Y Z Total 

It has a systemic 

strategy of 

multigenerational 

collaboration 

0 1 3 32 1 37 

It takes some 

occasional not 

systematic 

measures. 

0 0 1 6 0 7 

It doesn´t have 

strategies of 

multigenerational 

collaboration 

0 0 5 2 0 7 

 

For question number 2, the focus of the question was based on how the 

company developed the collaboration between generations, where the most 

common response was "It has a systemic strategy of multigenerational 

collaboration", with 37 responses in total. 

The Baby Boomer generation, Y and Z chose it as the largest option, unlike 

the X, which chose: "It does not have strategies of multigenerational 

collaboration". 
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With these results, it is concluded that most employees believe that the 

company systematically performs strategies of collaboration between generations, 

but the members of Generation X do not share this view. 

One of the 52 participants did not answer the question posed. 

 

Table 8 Styles of leadership in the Organization 

 

Question 3. What style of leadership do you think is optimal for the Organization? 

Answers Traditionalist 
Baby 

Boomers 
X Y Z Total 

Delegated 0 0 0 6 1 7 

Autocratic 0 0 0 0 0 0 

Democratic 0 0 3 7 0 10 

Transformational 

(Developing ) 
0 0 0 7 0 7 

Laissez-faire 

(Minimum 

interference) 

0 0 0 17 0 17 

The style of 

leadership should 

depend of the 

situation 

0 0 2 7 0 9 

 

Of the 6 leadership styles posed as an option to question number 3, it was 

Laissez-Faire who was 17 times elected, followed by Situational and Democratic. 

Participants are of the opinion that the most common leadership style in the 

Organization is that of minimal interference, managers let their employees work 

their own way and only sometimes direct or advice associates. 

This enables employees to develop trust and freedom as a motivational 

factor. 

None of the respondents chose the Autocratic option, which speaks highly of 

the Organization and the perception of employees before it. 
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Table9 Strategies to attract young talent 

 

Question 4. Does the Organization carry out special strategies to attract young 

talent? 

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Definitely, Yes. 0 0 4 26 1 31 

Yes, but not systemic 0 1 1 13 0 15 

Some particular 

measures and actions 0 0 0 5 0 5 

Doesn´t realize any 

strategy or measure 0 0 0 1 0 1 

 

Table 9 shows the results on the existence of special strategies for attracting 

young talent within the Organization. 

The results show a tendency to confirm the existence of these strategies 

being the option "Definitely, Yes" and "Yes, but not systemic" the best rated by the 

participants. 

It is important to mention that the generations X, Y and Z take "Definitely, 

Yes" first choice and the participant of the Baby Boomer generation chooses "Yes, 

but not systemic". 

1 of the Millennials surveyed thinks that no strategies are available for 

holding young talent or there are no measurements of the topic. 
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Table 10 Strategies to manage different styles of work between generations inside 

the Organization 

 

Question 5. What strategy does the Organization implement to manage different 

styles of work between generations? 

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

It implements special 

strategy (Which includes 

a complex of 

collaboration activities, 

training or team 

meetings) 

0 0 3 34 1 38 

Integration/collaboration 

activities 0 0 1 10 0 11 

Training 0 0 1 0 0 1 

Team meetings 0 0 0 1 0 1 

None of the above 0 1 0 0 0 1 

 

For question number 5 the participants have questioned the type of strategy 

that the company uses to manage the different styles of work between generations 

and they are posted 5 options of an answer. 

Within these 5 options, the one with the highest score turned out to be: "It 

implements special strategy (Which includes a complex of collaboration activities, 

training or team meetings)", which highlights the existence of a set of specific 

strategies directed at specific audiences. 

The participant of the Baby Boomer generation mentions that none of the 

previous options are implemented, which allows inferring that there are no such 

strategies within the Company for the member of this generation. 

It is important to emphasize that the term multigenerational integration is an 

innovative theme, which could be reflected in the responses of the participants, 

especially in generations like the X or Baby Boomer. 
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Table 11Forms of learning and training according to different generations 

 

Question 6. Does the Company adapt the forms of learning and training according 

to the generational differences? 

Answers Traditionalist 

Baby 

Boomers Gen. X Gen. Y Gen. Z Total 

Yes 0 0 4 13 1 18 

No 0 1 1 23 0 25 

Sometimes 0 0 0 9 0 9 

 

Table 11 shows the results on the question of adaptation of learning 

techniques and training for different generations. 

This question is asked in order to know the perception that employees have 

about how the company adapts to the different generations in terms of learning. 

25 of the 52 participants answered that there are no such adaptations in the 

company; The Generation X, for the most part, as well as the Generation Z 

participant, mention that there are adaptations, while the Millennials and the Baby 

Boomer tend to have a negative answer on the subject. 
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Table 12 Qualities to learn from other generations 

 

Question 7.   What qualities you should learn from other generations? (Choose one 

or more than one option) 

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Discipline 0 0 2 12 1 15 

Collaboration 0 0 1 9 0 10 

Commitment 0 0 2 20 1 23 

Courage 0 0 0 6 0 6 

Flexibility 0 0 0 5 0 5 

Other 0 1 0 3 0 4 

Risk 0 1 0 0 0 1 

Difficult to respond 0 0 0 1 0 1 

Nothing 0 0 0 1 0 1 

I can´t see any 

difference 0 0 0 1 0 1 

 

Table 12 presents the results on what qualities of other generations they 

would like to learn; for this question, participants could choose one or more 

options as well as place other qualities that were not specified. 

 Those that received more answers were the "Commitment" and "Discipline" 

options, being, likewise, the first options for the generations X and Y and the only 

one for the Z. 

For Baby Boomer, the option chosen was "Other" where his option was 

"Risk", which shows that this participant admires the irrigation of the other 

generations. 

For questions 8 and 9, participants were asked to rank on a scale of 1 to 6, 

with 1 being the most important and 6 being the last option of their choice, in a list 

of several options. 

The results of each question are divided into two tables, the first table shows 

the options that obtained the highest scores 1 and 2, the second table shows the 

options with grades 5 and 6, in order to summarize the answers and obtain a 

Comparison of the data in question. 
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From question 8 to question 20 only the printed surveys were taken into 

account for the results due to an error on the part of the participants in the online 

option. 

Because of this, only 3 of the 4 generations contain answers to the following 

questions, Baby Boomers could not be taken into account. 

 

Table 13 Best strategies to attract young talent to the Company 

 

Question 8. What does the Company offer to attract young talent? 

 

Best rated       

Answers Traditionalist 

Baby 

Boomers Gen. X Gen. Y Gen. Z Total 

System of continous 

education 0 0 1 9 0 10 

Modern equipment and 

informational 

technologies 0 0 0 2 1 3 

Career opportunities 0 0 3 17 1 21 

High salary and benefits 0 0 4 10 0 14 

Learning and mentoring 

of previous generations 

to new generations 0 0 0 4 0 4 

Readiness of elder 

generations to learn from 

younger ones 0 0 0 5 0 5 

Less ranked       

Answers Traditionalist 

Baby 

Boomers Gen. X Gen. Y Gen. Z Total 

System of continous 

education 0 0 1 6 1 8 

Modern equipment and 

informational 

technologies 0 0 0 8 0 8 

Career opportunities 0 0 1 4 0 5 

High salary and benefits 0 0 0 5 0 5 

Learning and mentoring 

of previous generations 

to new generations 0 0 3 8 0 11 

Readiness of elder 

generations to learn from 

younger ones 0 0 3 15 1 19 
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The first option, in general terms, was "Career opportunities" followed by 

"High salary and benefits" according to the question that seeks to inquire about 

what the Company offers to attract young talent. 

For the Millennials, as well as for the X, their answers correspond to the 

previously mentioned results; the Z for their side opted for "Modern equipment and 

informational technologies", as well as "Career opportunities". 

For the options with fewer choices are shown "Learning and mentoring of 

previous generations to new generations" and "Readiness of elder generations to 

learn from younger ones", which correspond to the answers of the X; Generation Y 

had the least ranked option "Modern equipment and informational technologies" 

and the Z "System of Continuous Education". 

 

Table 14 Perception of best investments to attract and retain young generations 

 

Question 9. What do you think the Organization should invest more in to increase 

the attractiveness for the younger generation and retain young talents? 

 

Best rated       

Answers Traditionalist 

Baby 

Boomers 

Gen. 

X Gen. Y Gen. Z Total 

System of continuous 

education 0 0 4 4 0 8 

Modern equipment 

and informational 

technologies 0 0 1 4 1 6 

Career opportunities 0 0 1 14 1 16 

High salary and 

benefits 0 0 0 14 0 14 

Learning and 

mentoring of previous 

generations to new 

generations 0 0 1 3 0 4 

Readiness of elder 

generations to learn 

from younger ones 0 0 1 3 0 4 
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Table 14 continuation 

 

Less ranked 

Answers Traditionalist 

Baby 

Boomers Gen. X Gen. Y Gen. Z Total 

System of continuous 

education 0 0 0 2 1 3 

Modern equipment 

and informational 

technologies 0 0 0 5 0 5 

Career opportunities 0 0 1 2 0 3 

High salary and 

benefits 0 0 2 4 0 6 

Learning and 

mentoring of 

previous generations 

to new generations 0 0 2 13 0 15 

Readiness of elder 

generations to learn 

from younger ones 0 0 3 16 1 20 

 

With respect to table 14, the options on what the company should invest 

more to attract and retain young talent are "Career opportunities" and "High salary 

and benefits", which reaffirms the answers to question number 8. 

Generation Y chooses these options as their first choices. 

Likewise, the two aspects with less qualification are "Learning and 

mentoring of previous generations to new generations" and "Readiness of elder 

generations to learn from younger ones", which prove the results of table number 

8. 

Generation Z does not consider "Learning and mentoring of previous 

generations to new generations" as one of its options with lower punctuation, 

which is interesting to be able to infer that the participant is interested in this 

subject. 

For the corresponding tables from question number 10 to number 20, the 

measurement scale was 1 to 5, with 1 being the most important and 5 being the last 

option of your choice, in a list of several options. 

 



42 
 

Table 15Principal needs to choose a job 

 

Question 10. What needs are prioritized for you when choosing a job? 

 

Best rated       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Material Needs 0 0 2 13 1 16 

Security 0 0 1 7 1 9 

Social (In 

communication, 

belonging to a group) 0 0 1 9 0 10 

Respect, recognition 0 0 2 7 0 9 

Self-realization 0 0 2 10 0 12 

Less ranked       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Material Needs 0 0 1 3 0 4 

Security 0 0 3 12 0 15 

Social (In 

communication, 

belonging to a group) 0 0 1 10 0 11 

Respect, recognition 0 0 1 8 1 10 

Self-realization 0 0 2 12 1 15 

 

For question number 10 and the most important needs that participants 

choose to choose a job, the answers with the highest score were "Material Needs" 

and "Self-realization", which match the highest rankings of Millennials and X; For 

the Z, "Material Needs" was also one of the favorites, but "Security" was his 

second option. 

As far as the options less ranked by the participants are found "Security" and 

"Self-realization", which also agree with the options of generation X and Y; In 

both tables it is possible to see that "Self-realization" is as much of the best 

rankings as of the less ranked ones, which allows distinguishing a divided tendency 

of Generation X and Y with respect to the Self-realization. 
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Table 15 Perception of Multigenerational conflicts within the Organization 

 

Question 11. What multigenerational conflicts are most likely to exist within the 

Organization? 

 

Best rated       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Differences in work style 0 0 3 9 1 13 

Differences in values 0 0 2 7 0 9 

Differences in competences 0 0 1 5 0 6 

Differences in priority Needs 0 0 0 6 0 6 

Differences in mentality or world 

vision 0 0 2 

1

2 1 15 

Less ranked       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Differences in work style 0 0 1 4 0 5 

Differences in values 0 0 1 9 0 10 

Differences in competences 0 0 2 9 0 11 

Differences in priority Needs 0 0 3 9 1 13 

Differences in mentality or world 

vision 0 0 1 11 1 13 

 

"Differences in work style" and "Differences in mentality or world vision" 

are the most important answers regarding question 11, which mentions the types of 

multigenerational conflicts that could exist in the organization, the 3 generations 

were of Agreement in the previous answers, which proves that the work style and 

the mentality of the generations can result as problems factors within the company. 

With respect to the less ranked options, we have "Differences in priority 

Needs" and "Differences in mentality or world vision" in general and for the 3 

generations studied. 

"Differences in mentality or world vision" is also ranked in this table which 

represents a division of opinions between generations with regard to the causes of 

multigenerational conflicts. 
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Table 16 Factors of motivation to stay in the Company 

 

Question 12. What factors motivate you to stay in this Organization? 

 

Best rated       

Answers Traditionalist Baby Boomers X Y Z Total 

Work-life balance 0 0 2 11 0 13 

Money and incentives 0 0 4 15 1 20 

Professional development 0 0 2 15 1 18 

Recognition 0 0 0 3 0 3 

Stability 0 0 0 2 0 2 

Less ranked       

Answers Traditionalist Baby Boomers X Y Z Total 

Work-life balance 0 0 0 9 0 9 

Money and incentives 0 0 0 7 0 7 

Professional development 0 0 2 6 0 8 

Recognition  0 0 2 10 1 13 

Stability 0 0 4 14 1 19 

 

In question number 12 the answers were divided into 5 categories for their 

free choice; Of these 5 categories, the ones that received the highest overall score 

were "Money and incentives" and "Professional development", as well as a higher 

score for the 3 generations studied, corresponding to a balance in answers for the 

members of the 3 categories based In goods and professional development. 

For the less ranked options, the 3 generations chose "Recognition" and 

"Stability" as the options with a lower score on the factors that motivate them to 

stay in the Organization. This corresponds to aspects more focused on personal 

rather than material motivations, which implies a lack of these within the 

Organization or the lack of interest of the participants in those options. 
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Table 17Most important personal development aspects 

 

Question 13. Which aspects of personal development you consider more 

important? 

  

Best rated 

Answers Traditionalist 

Baby 

Boomers Gen. X Gen. Y Gen. Z Total 

Family  0 0 3 16 1 20 

Success 0 0 1 7 0 8 

Money 0 0 1 5 1 7 

Happiness 0 0 3 13 0 16 

Stability 0 0 0 5 0 5 

Less ranked 

Answers Traditionalist 

Baby 

Boomers Gen. X Gen. Y Gen. Z Total 

Family  0 0 0 4 0 4 

Success 0 0 1 13 0 14 

Money 0 0 2 14 0 16 

Happiness 0 0 1 3 1 5 

Stability 0 0 4 12 1 17 

 

In question 13, mention is made of the most important personal aspects for 

the participants, where "Family" and "Happiness" are the most ranked by the 3 

generations, which reaffirms the results of Deal´s study (2016)where it shows that 

the family is the most important aspect for all generations. 

"Money" and "Stability" are those classified as less important in general, as 

well as for Generation X. 

For Millennials the less important options are "Success" and "Money", they 

are more focused on subjects of happiness, 

As well as for the Generation Z "Happiness" and "Stability" are the options. 
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Table 18 Reasons why employees choose this Company to work for 

 

Question 14. Why did you choose to work in this Company? 

 

Best rated       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Competitive remuneration 0 0 1 11 0 12 

The values of the company 

correspond to my personal 

values 0 0 1 9 1 11 

Good reputation 0 0 3 8 1 12 

Good professional 

development opportunities 0 0 1 12 0 13 

Good  working environment 0 0 2 6 0 8 

Less ranked       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Competitive remuneration 0 0 2 8 1 11 

The values of the company 

correspond to my personal 

values 0 0 2 11 0 13 

Good reputation 0 0 0 11 0 11 

Good professional 

development opportunities 0 0 3 8 0 11 

Good  working environment 0 0 1 8 1 10 

 

In question number 14, the participants are asked why they chose this 

company to work on it, the best results being "Competitive remuneration", "Good 

reputation" and "Good professional development opportunities". 

On the contrary, the option of the same question with lower score was "The 

values of the company corresponding to my personal values", general and specific 

answer of the generations X and Y, which makes notice a tendency of choice of the 

company does not For the values it represents, but above all for development, 

remuneration and reputation. 
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Table 19Expections about the Company 

 

Question 15. What do you expect about this Company? 

 

Best rated       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Acquire work 

experiencie 0 0 0 4 0 4 

Professional 

development 0 0 2 16 1 19 

To have good 

income and benefits 0 0 2 15 1 18 

Feeling of appraisal 0 0 2 5 0 7 

Work-life balance 0 0 2 6 0 8 

Less ranked       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Acquire work 

experiencia 0 0 2 9 1 12 

Professional 

development 0 0 2 5 0 7 

To have good 

income and benefits 0 0 0 3 0 3 

Feeling of appraisal 0 0 1 15 0 16 

Work-life balance 0 0 2 14 1 17 

 

In the table above, the results are shown on what the participants expect 

from the company in which they work, having as the general tendency 

"Professional development" and "To have good income and benefits" which 

corresponds to aspects focused on the material and Professional development, 

rather than personal development. 

These responses were also chosen with the highest score for the 3 

generations surveyed, which represents equity in what they expect regardless of the 

generation to which they belong. 

The lowest rankings were "Feeling of appraisal" and "Work-life balance"; 

For the Zs, "Acquire work experience" is one of the least important options.  
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Table 20 Perception of the employees about their positions within the Company 

 

Question 16. How do you see your position within the Organization? 

 

Best rated       

Answers Traditionalist Baby Boomers X Y Z Total 

Challenging, stimulating 0 0 2 10 1 13 

Flexible 0 0 1 15 0 16 

Stable 0 0 1 9 1 11 

Participatory 0 0 2 6 0 8 

Visionary 0 0 2 4 0 6 

Less ranked       

Answers Traditionalist Baby Boomers X Y Z Total 

Challenging, stimulating 0 0 1 9 0 10 

Flexible 0 0 2 4 0 6 

Stable 0 0 2 4 0 6 

Participatory 0 0 1 15 1 17 

Visionary 0 0 1 10 1 12 

 

In question 16, there were 5 free choice options where "Challenging, 

stimulating" and "Flexible" were the best rated for Generation Y. 

Generation Z also opted for "Stable" and X "Participatory", which shows 

that the 3 generations perceive their positions through challenges and stimuli, but 

also in a flexible way for some of them, which is why in the previous tables 

Flexibility is not reflected In the responses of participants as they expect from the 

Organization. 

The general responses with lower qualification were "Participatory" and 

"Visionary", being also those chosen by Generation Z and Y, which shows that 

participants do not feel involved in the Organization nor with plans. 
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Table 21 Opinions to improve the quality in the workplace 

 

Question 17. What do you think would help to improve the quality of your work? 

 

Best rated       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Better equipment and technologies 0 0 1 10 1 12 

Flexible time 0 0 1 9 1 11 

Training 0 0 2 7 0 9 

Better income and incentives 0 0 1 12 0 13 

Good working environment 0 0 3 7 0 10 

Less ranked       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Better equipment and technologies 0 0 2 12 0 14 

Flexible time 0 0 3 7 0 10 

Training 0 0 1 10 1 12 

Better income and incentives 0 0 2 7 0 9 

Good working environment 0 0 0 8 1 9 

 

The table 21 shows that, in general, what would improve the quality of the 

work of the people surveyed would be "Better equipment and technologies", as 

well as "Better income and incentives", again reinforcing the material on the 

personal and being The Millennials' priority options as well. 

On the other hand, some Millennials surveyed also chose "Better equipment 

and technologies" as one of the less ranked, which shows that this generation has 

different opinions about what would help them improve the quality of their current 

work. On "Training" the most interested are the Xs. 
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Table 22 Values that define the employees 

 

Question 18. What value defines you better? 

 

Best rated       

Answers Traditionalist Baby Boomers Gen. X Gen. Y Gen. Z Total 

Honesty 0 0 3 14 1 18 

Respect 0 0 1 13 1 15 

Responsibility 0 0 2 6 0 8 

Courage 0 0 1 7 0 8 

Optimism 0 0 1 6 0 7 

Less ranked       

Answers Traditionalist Baby Boomers Gen. X Gen. Y Gen. Z Total 

Honesty 0 0 0 6 0 6 

Respect 0 0 3 6 0 9 

Responsibility 0 0 2 4 1 7 

Courage 0 0 2 14 0 16 

Optimism 0 0 1 16 1 18 

 

In question 18, there are 5 options of values to be qualified as the one that 

best defines them, "Honesty" and "Respect" being the first places generally and 

"Honesty" for the 3 participating generations. 

In the case of the answers with lower score were "Courage" and "Optimism" 

the general elections, as well as for the Millennials, which presents a discrepancy 

in the results with the mentioned theories, which mention that this generation is 

defined as brave and optimistic. 

 

 

 

 

 

 

 

 

 

 

 

 

 



51 
 

Table 23 The most important factor to be a good leader 

 

Question 19. In your opinion, what factors do you consider important to be a good 

leader? 

 

Best rated       

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Skills, knowledge and 

experiencia 0 0 2 17 0 19 

Visionary and ability to change 0 0 2 16 1 19 

Empathy (Ability to be 

sensitive to others) 0 0 1 1 1 3 

Enthusiasm 0 0 1 5 0 6 

Model to follow and personal 

values 0 0 2 7 0 9 

Less ranked       

Answers Traditionalist 

Baby 

Boomers  X Y Z Total 

Skills, knowledge and 

experience 0 0 1 4 1 6 

Visionary and ability to change 0 0 1 3 0 4 

Empathy (Ability to be 

sensitive to others) 0 0 2 9 0 11 

Enthusiasm 0 0 2 15 0 17 

Model to follow and personal 

values 0 0 2 15 1 18 

 

In the table 23, the results of the question about what the participants 

consider to be a good leader are shown, being the answers better qualified "Skills, 

knowledge and experience" as well as "Visionary and ability to change" which 

shows that the participants They look for a visionary, skillful and expert leader. 

In the case of less ranked options, they were "Enthusiasm" and "Model to 

follow and personal values" in general, being the same for the Millennials and X, 

differing from the Z, which chose the other option "Skills, knowledge And 

experience" by contrasting the responses in the table above. 
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Table 24 Perception of the employees about motivational needs 

 

Question 20. What motivational need is the company focused on? 

 

Best rated 

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Material needs 0 0 2 6 0 8 

Security 0 0 4 10 0 14 

Social (In communication, 

belonging to a group) 0 0 2 9 1 12 

Respect, recognition 0 0 0 14 1 15 

Self-realization 0 0 0 7 0 7 

Less ranked        

Answers Traditionalist 

Baby 

Boomers X Y Z Total 

Material needs 0 0 1 16 1 18 

Security 0 0 0 9 1 10 

Social (In communication, 

belonging to a group) 0 0 0 6 0 6 

Respect, recognition 0 0 3 5 0 8 

Self-realization 0 0 4 10 0 14 

 

For question 20, we try to detect, according to the participants, what are the 

motivational needs in which the Company focuses, having as general results 

"Security" and "Respect, recognition", being the first options also for the Y, 

differing Of the Z and X which choose "Social". 

In the case of the options with lower qualification, there are "Material 

Needs" and "Self-realization" which shows a perception by the participants of the 

lack of focus on these two variants by the Organization, which reaffirms that the 

"Self-realization" is not an interesting factor for the company and not for the 

participants. 
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Open questions 

 

In the case of the following 3 questions, both the printed and electronic 

questionnaires of the 52 participants were taken into account. 

 

Table25 Characteristics of employees´generations 

 

Question 21. Write 3 characteristics of your generation 

Generation Characteristics 

No. 

Answers 

Boomers 

Responsability 1 

Efficiency 1 

Learning 1 

X 

Discipline 3 

Responsability 3 

Hard work 2 

Professional experience 1 

Courage 1 

Endurance 1 

Well prepared 1 

Punctuality 1 

Independence 1 

Y 

Responsability 11 

Openness to the new 10 

Courage 9 

Optimism 9 

Active 7 

Enthusiasm 7 

Flexibility 5 

Discipline 5 

Focus on results 3 

Respect 3 

Desire for learning/Easy learning 3 

Honest 2 

Purposefulness 2 

Punctuality 2 

Energetic 2 

Hard work 2 

IT 2 

Patient 1 

Speed of reaction 1 

Communicativeness 1 
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Continuation of Table 25 

Y 

Adaptation 1 

No differences 1 

Development  1 

Self confident 1 

Punctuality 1 

Focus on money 1 

Politeness 1 

Creativity 1 

Obstinacy 1 

Ambitiousness 1 

Live fast, die young 1 

Modernity 1 

Z No answer 1 

 

The table 25 shows the results on the characteristics, given by the 

participants, about the opinion they have about their own generation. 

In the case of the participant Baby Boomer, he/she gives as characteristics of 

his generation "Responsibility, efficiency and learning", for Generation X would 

be "Discipline, responsibility and hard work", for the Millennial "Responsibility, 

openness to the new, Courage and optimism "the last two tied for 9 replies each 

and the Z decided not to answer. 

In the case of the Millennials, the answer has given contrasts with the 

answers in question 18, where the opposite is mentioned. 

 

 

 

 

 

 

 

 

 

 



55 
 

Table 26 Characteristics of the work style according the generations 

 

Question 22. Give 3 characteristics about the work style of your generation 

Generation Characteristics No. Answers 

Boomers I do not understand a question 1 

X 

Responsability 2 

Experience 1 

Prediction 1 

Sequence 1 

Friendship 1 

Hard work 1 

Punctuality 1 

Attention to details 1 

Y 

Responsability 13 

Speed of reaction 10 

Multitasking 6 

Active 4 

Openness to the new 3 

Flexibility 3 

High quality 3 

Hard work 3 

Courage 2 

Optimism 2 

Enthusiasm 2 

Desire for learning/Easy learning 2 

Development  2 

Sociability 1 

Tolerance 1 

Team work 1 

Purposefulness 1 

Respect 1 

Accuracy 1 

Energetic 1 

Initiative 1 

Stubbornness 1 

Discipline 1 

Attentiveness 1 
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Continuation of table 26 

Y 

Difficult to answer 1 

Politeness 1 

Experience 1 

Obstinacy 1 

Creative 1 

Independence 1 

Focus on costumers 1 

Communicativeness 1 

Z No answer 1 

 

The table 26 shows all the responses provided by the participants to gain a 

greater perception of their opinions about their work style. 

In the case of the participant Baby Boomer, he / she did not understand the 

question and no answers were received about it. In the case of Generation X, the 

response that was repeated was "Responsibility" having other variants such as 

"Hard work" and " Punctuality ". The Millennials define their working style as 

"Responsible, speed of reaction and multitasking", which reaffirms the tendencies 

of the mentioned authors previously, for their part the Z did not answer the 

question. 

 

Table 27 Suggestions to promote multigenerational work collaboration 

 

Question 23.   If you were the boss, what would you realize in the Company to 

promote multigenerational work collaboration? 

Generation Characteristics 

No. 

Answers 

Boomers 

For me there is no problem in communicating with 

different generations 1 

X 

Everything is good 2 

Team projects 1 

Corporate events 1 

Development of mutual understanding and respect 1 

Coaching  1 
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Continuation of table 27 

Y 

Trainings with people from different generations 8 

Team projects 6 

Corporate events 6 

Coaching 3 

Training to new changes 2 

Team building 2 

Don´t know 1 

Support of managers 1 

Equality 1 

Everything is good 2 

Taught young people to work with their hands 1 

Z No answer 1 

 

In the previous table you can see that the participant Baby Boomer does not 

perceive any problem between generations, Generation X propose "Team projects, 

corporate events and development of mutual understanding and respect". On the 

other hand the "Trainings with people from different generations, Team projects 

and corporate events "these answers have similarity between both generations, 

whereas Z did not answer. 

 

4.2.2 Interviews 

 

It is important to note that interviews were not conducted in a personal way, 

8 printed formats were given to managers chosen at random by the Human 

Resources Manager and 2 were answered electronically, giving a total of 10 

interviews. 

The results delivered were not expected due to lack of information in the 

responses, since many of them were closed. 
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Figure 2- Number of employees according each generation 

 

80% of the intervieweesknow the ages of the company's workers, only 20% 

did not respond. 

Thus, it can be seen that 50% identifies the employees between Generation 

X and Y and another 30% takes into account the Generation Baby Boomer. 

This question was asked to be aware if managers know the ages of their 

employees and their overall ratings. 

 

 
Figure 3 –Perception about different mentalities between generations 
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In the figure 3, we can see how 60% of the interviewees believe that there 

are no differences between the mentalities of the organization's generations, 20% 

believe that it is rare to happen and the other 20% say that there are differences of 

mentality. 

 

Table 28 Description of characteristics of each generation according to work style 

 

Question 3. Describe the characteristics, priority needs of each generation and their 

preferences in the style of work? (18 years and under, 19-37, 36-52, 53-70, over 

70) 

Generation Answer Number 

Z 

Money 1 

Developmnet 1 

Innovativeness 1 

Creativity 1 

Training 1 

Y 

Development 8 

Stability 2 

Ambitious 2 

Challenges 2 

Interested 2 

Dynamic 2 

Reconginition  1 

Money 1 

Entretainment 1 

Quick decision making 1 

X 

Stability 6 

Measured rythm 3 

Development 3 

Logic 1 

Money 1 

Boomers 

Stability 5 

Anticipation retirement 1 

Health plans 1 

Dimensionality 1 
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The table above shows the preferences, characteristics, and needs that the 

respondents responded with respect to each generation. 

In the case of the Baby Boomers, the most common response among 

participants was "Stability", followed by retirement and health plans. 

For Generation X they also referred to stability, being more specific in labor 

stability, followed by "Measured Rythm and Development". 

For the Millennials, the 3 most common responses were "Development, 

stability and ambitious", which reinforces the personality and preferences of this 

generation. 

With respect to the Z, there were several responses, but none repeated, 

among them appear some as "Creativity and training" which verifies theories about 

this generation. 

 

 
Figure 4 –Leadership strategies in resolving conflict situations 

 

60% of the respondents mentioned that among managers there are different 

strategies for resolving conflicts in each of the generations, the remaining 40% do 

not perceive this way. 
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Figure 5- Existence of conflicts between generations 

 

Regarding question 5, 60% of respondents believe that there are no conflicts 

between generations within the company, while 20% say it is rare to happen, and 

the other 20% mentions that they do exist. 

Among the ways to solve this type of conflict, the answers were: "We decide 

together", "They solve problems by their own" and "Depends on the situation", 

never mentioning specific strategies. 

 

Table 29 Special motivational strategies according different generations 

 

Question 6. What special motivational strategies does the company apply to 

employees of different generations? (18 years and under, 19-37, 36-52, 53-70, over 

70) 

Generation Answers 

Z Can´t say 

Y 

Social ensurement 

Mortgage credits 

Feedback 

Support 

Respect 

Programs "Say about our 

talent" 

Cooperative projects 

X 
Social documents 

Feedback 
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Continuation of Table 29 

X 

Support 

Respect 

Personal projects 

Management 

General 

I don´t know about it 

There are some tools to 

involve, young people more 

active through them. Old 

generations is not always 

interested in this kind of 

movements. 

There is not any yet 

The same for all 

Development of young 

generation 

 

On the motivational strategies that the company applies to the different 

generations, no one answered the generation Z, for the Millennials aspects like 

"Feedback, support and respect" were mentioned which infers what is what the 

interviewees think they need, for the X Were "Management, personal projects and 

respect" more focused answers to the job success, among the generals are 

mentioned "Development of young people and tools to involve employees". 

 

Table 29 Strategies to attract young people 

 

Question 7. Do your company managers know which type of organization is most 

attractive for young people? Do they do anything to be such an organization? 

Answers Number 

Yes 3 

More digital 

methods 2 

No information 2 

No 1 

Entretainments 1 

Sport activities 1 

Don´t know 1 
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The previous table mentions some strategies that the Organization makes to 

attract young talent, such as "Sports activities, digital methods, and 

entertainments". 

 

Figure 5 –Style of leadership within the Company 

 

Almost 50% of the interviewees believe that the leadership style that 

describes the Organization is "Democratic", 18% do not know or did not respond 

and another interviewed commented that "Close Management". 

 

Table 30 Special measures about generational differences 

 

Question 9. What do specialists of HR (Human Resources Management) think 

about the staff of the company? Is there an emphasis (Special measures) on the 

rallying of employees of different generations? 

Answers Number 

No 2 

Yes 1 

No differences 3 

No answer 2 

Team building 1 

Mutual events, projects, 

trainings 1 
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3 of the 10 interviewees believe that there are no generational differences or 

special measures, the options given by some interviewees were "Team buildings 

and mutual events, projects and trainings". 

 
Figure 6 – Knowledge of needs and expectations of all generations 

 

Regarding the previous question as to whether the Organization knows the 

needs and expectations of each of the generations, 90% said yes and the remaining 

10% did not answer; this is a very good indicator since the interviewees believe 

that the company is aware of the needs of its employees. 
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5. RECOMMENDATIONS 

 

The results obtained show an average perception of the "Very good" on the 

multigenerational integration within the Company, but also found aspects to 

improve such as: "Differences in work style" and "Differences in mentality or 

world vision"between members of the 4 generations working together; Because of 

this, a Strategic Intergenerational Plan is proposed with which it is tried to solve 

the existing conflicts on the mentioned aspects. 

Each generation requires different strategies in certain cases such as 

leadership, feedback, and communication, but it is important to mention that, 

always focusing on the similarities and respecting the contributions that identify 

each generation in this way, intergenerationality will be achieved. 

 

5.1 Strategic Plan for multigenerational integration 

 

Objective: To form intergenerational teams that, together, work toward the 

achievement of the Organization's objectives, as well as reduce generational 

conflicts within the Company. 

Responsible: Department of Human Resources, Communication, managers 

of the different areas and IT. 

Target: All employees of the Organization. 

The proposal of the Strategic Plan for multigenerational integration is 

divided into steps, which are described below: 

 

5.1.1 Establish a committee responsible for integration. 

 

Objective: To plan, implement, develop and measure the results of 

intergenerational activities and strategies in the Company. 

Responsible: Members of the Department of Human Resources, preferably 

of different generations. 
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After carrying out these basic steps and having delimited those responsible, 

we proceed to the development of strategic intergenerational activities. 

 

5.1.2 Analyze the population of the Company. 

 

Objective: To know the demographic data of the members of the company, 

as well as how many employees of each generation exist to develop a plan that 

suits their needs. 

Responsible: Department of HR and managers of the different areas. 

Target: All employees of the Company. 

Instrument: Surveys and databases. 

 

5.1.3 Define the personality of the generations. 

 

Objective: To understand the similarities and differences between 

generations, as well as the aspects thatidentify each of them with respect to work 

styles, mentalities, values, and perceptions. 

Responsible: Department of HR. 

Target: All employees of the Company. 

Instrument: Surveys and theoretical bases. 

 

5.1.4 Create an internal campaign on intergenerationality. 

 

An essential part of the Strategic Plan is the creation of a concept that in 

itself summarizes all the activities, actions and messages that are intended to be 

transmitted; for this, it is necessary to create an internal communication Campaign. 

In this step it is important to have the different personalities well identified and 

translate the message into a joint style without forgetting their own essences and 

respecting differences, considering language, means of delivering the message, 

timing, and so on. 

For a campaign to be successful, you must ask questions such as: What is the 

message? How would you say? Who is the audience? – to mention a few. 
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Objective: Give an identity to the set of activities and strategies that will be 

implemented in the generational integration in the Company. 

Responsible: Department of Human Resources, Internal Communication and 

IT. 

Target: All employees of the Company 

Campaign name: Fusion. 

Message: The objective of the concept is to unite the collaborators through 

Communication and HR efforts focusing on the similarities between generational 

gaps. 

The name Fusion is chosen because it represents union, integration, strength, 

bonding and synergies. 

Also, Fusion refers to "Synergies" one of the activities that the Company 

uses to boost closeness among the members of the Company. 

Slogan: We are all XXXX (Name of the Company) 

Media: Institutional magazine, email, mural newspaper, social networks, 

intranet, institutional videos, banners, posters, gimmicks. 

 Isologotype: 
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The isologotype of the campaign is composed of the name of this: Fusion, as 

well as the slogan in the lower part of the logo. 

The Yellowtile typography was chosen in green for the logo because it is a 

style of letter that combines the classic of the cursive, with the modern style of the 

script, which simulates the multigenerationality of the Company, as well as the 

unions between letters, the merger between generations. 

The slogan is written with Montserrat typeface in black. 

Both shades represent the institutional colors of the company. 

 

 

 

 

 

 

 

Because different generations use the existing forms of communication both 

inside and outside the organization, the Communication and HR departments must 

focus the messages to the various communication channels to reach all the target 

audiences. 

Baby Boomers: Institutional magazine, emails, Wall newspaper, boards. 

Generation X: Intranet, emails, institutional videos, meetings. 

Generation Y: Intranet, social networks, emails. 

Generation Z: Intranet, social networks, institutional videos. 

 

5.2 Establish multigenerational employee practices 

 

HR specialists should put into practice different strategies to effectively 

attract, retain and direct the different generations existing inside and outside the 

Organization, as the case may be. 

Slogan 

 

 

Campaignnam

e 
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The following strategies can be used by HR to integrate generational 

differences and thus achieve greater commitment and collaboration among 

coworkers. 

 

5.2.1 Innovative multigenerational talent attraction strategies 

 

Objective: To build a balanced workforce by attracting talent from various 

generations and innovative recruitment efforts. 

Responsible: Department of Human Resources and managers of the different 

areas. 

Target: External Talent 

Instruments: It is proposed to use the following tools to achieve the desired 

talent attraction. 

 

Recruiting efforts focused on target generation 

 

Nowadays the different generations look for work through diverse means of 

communication, as well as the way in which they give to know their abilities and 

experience are of a very varied way. 

The following are examples of the means by which the different generations 

focus the search for new work experiences, as well as the different ways in which 

they present their professional profile. 

Baby Boomers: Newspaper, internet job boards, recommendations, printed 

CVs. 

Generation X: Electronic work bursaries, email, electronic CVs. 

Generation Y: Social networks, blogs, entrepreneurships, electronic and 

interactive CVs and videos. 

Generation Z: Social networks, entrepreneurships, interactive CVs, and 

videos. 
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Use of social networks and internet 

 

One of the latest trends focused on attracting talent is social networking and 

interactivity. 

Companies must have diverse and up-to-date social networks through which 

prospective employees can participate, see the latest news of the company, and 

view videos that represent the organizational culture, as well as find job offers. 

The main social networks suggested are Facebook, Twitter, YouTube, 

Instagram and LinkedIn. 

In addition to having social networks, the company must have an updated 

website, with an innovative and easy to read design, with institutional information, 

job opportunities, as well as sections that demonstrate the company's culture 

abroad. 

 

Adjust job descriptions according to the target generation you are looking for 

 

Just as candidates focus on their CVs and profiles depending on the 

company and the position to which they are applying, the company must also 

orient the job profiles according to the target generation. 

The job description of a Baby Boomer should be more focused on issues 

related to specific tasks and compensation, unlike a Millennial, which seeks to 

work in a company that is according to their values, goal-oriented, and work-life 

balance. 

 

5.2.2 Multigenerational talent engagement  

 

Objective: To achieve high retention rates, as well as to reduce the rotation 

and costs of these activities. 

Responsible: Department of Human Resources and managers of the different 

areas. 

Target: Multigenerational internal talent. 
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Instruments: It is proposed to use the following tools to achieve retention of 

the desired talent. 

 

Development of Career planning 

 

One of the best talent retention strategies is the development of a career plan, 

this tactic allows the employee to have a vision of their work in the short, medium 

and long-term, as well as develop skills that will allow them to achieve the desired 

professional goals. 

Through this strategy, the company detects the future leaders of the 

organization and prepares them with training, courses, and activities that will 

enable them, in the future, to lead the Organization's senior management. 

In the case of Baby Boomers, these types of strategies help them plan their 

retirement and personal purposes, but above all to become mentors by sharing 

knowledge with the new generations. 

 

Succession planning strategy 

 

A career succession plan seeks the acceleration of the next generations who 

will gain knowledge and experience from the current leaders. 

This is one of the strategies where Mentoring can be used effectively and 

reaching generations, on the one hand in the transfer of knowledge and on the other 

in the acquisition of practice through the most experienced. 

 

Social media platform for employee engagement 

 

Just as social networks connect people globally, so can organizations at 

organizational level by fostering employee interaction and organizational 

knowledge. 

The creation of an internal social network or intranet allows the exchange of 

information in an agile and accessible to all; through the intranet can be published 

organizational news, articles of interest, videos, among others. 
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It is a tool that promotes the employees' commitment to the company due to 

the information received and the sense of belonging. 

 

Flexible schedule 

 

This is one of the most discussed issues about competitive advantages 

between organizations and although it is believed to be a benefit focused on the 

new generations, the issue of flexible hours benefits all generations. 

It is not about working when you want or where you can, this strategy is 

focused on the delegation, trust, and responsibility towards the worker, whatever 

their generation. 

Members of all generations have personal plans that they can make through 

a flexible schedule. 

There are specific plans for each generation or plans that can be 

implemented together, such as: 

Baby Boomers: Part-time work during the retirement phase. 

Generation X: Flexible hours during maternity and paternity. 

Generation Y: Home office and flexible schedules. 

Generation Z: Part-time work after school hours. 

According to Schawbel (2013)“Which do not usually offer flexible work 

hours have difficulties retaining Millennials”. 

 

Development of educational programs and trainings 

 

Regardless of the age or generation to which the employee belongs, learning 

programs as well as professional training or developmental skills are always a 

competitive advantage and one of the proven strategies in the topic of talent 

retention and decreased turnover. 

On the other hand, interstate rotation programs are a tactic that allows 

employees to learn more about the organization, the different areas, and prepare it 

for succession and career plans. 



73 
 

According to Deal (2007) “The majority of Xers and Yers prefer to learn 

both hard skills and soft skills on the job, while the majority Traditionals and 

Boomers, prefer to learn soft skills on the job, and learn hard skills through 

classroom instruction”. 

 

Recognition 

 

Personal, professional or social recognition is one of the needs of self-

realization of the human being, however, there are different ways in which workers 

seek to be rewarded or recognized depending on the generation to which they 

belong.  

“Traditionalists want to be praised for their time and dedication; Baby 

Boomers prefer name recognition and prestige, Generation Xers prefer programs 

that will help them balance work and life and Millennials want career development 

opportunities”.(2) 

 

5.2.3 Effective Leadership 

 

“Leaders are drive to establish a climate that would encourage workers 

retention in countering the staffing crisis … and an issue that occupies many a 

leader or manager’s….”(21) 

Objective: To develop a multifaceted leadership style that adapts to the 

needs of the company and its workers according to the generation to which they 

belong. 

Responsible: Department of HR. 

Target: Managers and managers, as well as employees of the Organization. 

Leadership strategies for each generation based in SHRM (2004): 
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Traditionalists 

1. Gain their confidence by demonstrating compassion and understanding; and 

2. Create positive working relationships by gaining trust and respecting their 

experience without being intimidated by it. 

 

Baby Boomers 

1. Support a work/life balance 

2. Show appreciation for their energy and hard work 

3. Approach them with respect for their achievements 

4. Employ a leadership style that is collegial and consensual 

5. Offer opportunities to serve as a coach as part of the change process 

6. Challenge them to contribute, as part of a team to solve organizational 

problems 

7. Involve them in participating in the organization’s direction and 

implementation of change initiatives. 

 

Generation X 

1. Tell them the truth 

2. Offer mentoring programs 

3. Clearly identify boundaries 

4. Offer learning opportunities 

5. Honor sense of work/life balance 

6. Respect the experiences that have shaped their beliefs and thinking 

7. Clearly communicate that repetitive tasks and quality checks are part of the 

job. 

 

Generation Y 

1. Offer mentoring programs 

2. Provide structure and strong leadership 

3. Be clear about expectations and long-term goals 

4. Take time to orient with respect to the organization’s culture.  
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Generation Z 

Very similar to Generation Y, so we can assume that the leadership style used for 

Generation Y will likely be acceptable and effective with Generation Z.(25) 

Instruments: It is proposed to use the following tools to achieve effective 

leadership. 

 

Generational understanding 

 

The understanding of generational differences must also be developed at 

management levels. 

For employees to accept these differences and know how to work in 

intergenerational teams, the leaders of the Organization should serve as an example 

to avoid conflicts between the workforces and achieve goals. 

 

Observation and successful feedback 

 

The issue of feedback is not far behind if it is generational terms; Each of the 

different generations has its own style of feedback process, while the Baby 

Boomers prefer it through the example of the leader, new generations prefer it 

immediately. 

Feedback fosters the professional growth of individuals, as well as learning 

and continuous improvement in their activities, skills, and behaviors. 

 

Development of high-performing teams 

 

A high-performance team is one that is aligned with organizational goals and 

works together to achieve them. 

It is the leader's strategic role to implement plans that integrate the 

multigenerational workforce by combining different areas of work. 

Leaders work to detect employees' plans and align them with organizational 

goals. 
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A well-defined multigenerational team led in conjunction with the variety of 

knowledge, mentalities, and experiences that define them achieve more efficient 

and innovative projects. 

 

5.2.4 Implementation of Generational Integration Action Program  

 

“The key is that organizations find a way, structurally, for generations to 

interact, but it cannot be a rah-rah coffee or lunch. It has to be bringing them 

together in meaningful ways so they are engaged in projects together, and that has 

to be managed in the course of time” (Randstad, 2008). 

Objective: Integrate the labor force through multigenerational interaction. 

Responsible: Department of HR. 

Target: All employees of the Organization. 

Instruments: The following tools are proposed for the implementation of the 

Intergenerational Action Program. 

 

Development of generational understanding 

 

In order to achieve the objectives of the Intergenerational Strategic Plan, it is 

necessary for each member of the Organization to know the generational 

characteristics that exist, as well as their differences and similarities in work styles 

and mentalities. 

These types of activities help break down stereotypes between generations, 

eliminate generational conflicts, and focus on the style of communication. 

 

Improve communication skills and Generational sensitivity  

 

Once the generational understanding has been developed and by detecting 

the differences and similarities between generations, it is possible to work 

effectively with colleagues. 

One of the most marked differences in multigenerational terms is the style of 

communication that defines each generation; both leaders and coworkers must 
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develop communicative skills to achieve effective dialogue and away from 

generational conflicts due to misuse of communication sensitivity. 

While Traditionalists use a face-to-face system based on respect for 

hierarchies, Zs prefer to do so through electronic means and more informally and 

openly, even with immediate bosses or managerial positions. 

The new generations keep in mind the hierarchical respect before any 

situation, but in terms of expression of ideas or opinions before high command are 

much smaller than in comparison with the Boomers. 

 

Generational impact analysis 

 

This strategy seeks to involve employees of all generations in the analysis of 

the company policies and decisions in order to focus the strategies of attraction and 

retention according to the actual needs of the current workforce, as well as the 

future partners. 

 

360-Degree Mentoring 

 

The Mentoring is one of the most used techniques within the Organizations 

in the subject of generational integration; The Mentoring seeks that the more 

experienced workers transmit their knowledge to the new generations and vice 

versa. 

The Mentoring not only refers to the employees of generations as 

Traditionalists or Boomers transmit information to the new generations, the 360 

approach refers to also that the new generations can transfer knowledge to previous 

generations, especially in areas such as technology and innovation. 

With the 360 Mentoring, employees, regardless of the generation to which 

they belong, engage in a more direct way with their company; In addition, they feel 

appreciated by their co-workers. 

“Mentors and mentees have higher promotion and retention rates than those 

not involved in mentoring” (Insala, 2007). 
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This strategy is used in activities like: 

- Transmission of knowledge and experience between generations. 

- Focus on specific objectives or projects. 

- Career succession plans. 

- Virtual mentors in unlimited times. 

 

Intergenerational workforce teams 

 

Through this type of strategies, it is sought to reinforce the teamwork 

between generations through the sharing of ideas, knowledge, and experiences. 

An intergenerational team solves problems and achieves objectives in a 

varied way, because the way of solving and thinking of each individual, as well as 

of each specific generation, is very different from one another. 

A multigenerational team will share the discipline of Traditionalists, with the 

multitask way of working a Millennial, combined with the innovation of Z and the 

creative approach of a Gen X. 

 

Develop teambuilding workshops 

 

Other strategies proposed by employees of the Company were the team 

building and workshops, which, informally and fun, seek to bring workers closer 

and achieve generational integrity. 

These activities can be done both outsides and inside the company and are 

advised to conform them by teams of different generations to achieve the desired 

goal.   

Generations like Traditionalists or Baby Boomers often resist participating 

in this type of activity, unlike the Xs or Ys who believe that these actions unite 

employees in a personal and professional. 

Through these integration exercises, older generations are influenced by the 

attitude and energy of the new generations, as well as these learn to coexist 

informally with their predecessors. 
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Intergenerational exercises 

 

Prejudice is one of the most important barriers when it comes to 

multigenerational integration. 

There are various games or informal activities that help stereotypes between 

generations to break and coexist with each other. 

The examples of them I mention the following: 

 

Generational perspective 

 

This activity seeks to reduce generational conflict by encouraging 

participants to recognize value and respect the perspectives and experiences of 

peers of other generations on some topic of general interest or some important 

organizational event. 

In this way, the different points of view or experiences of the collaborators 

will be perceived, listening to their experiences, memories, and confrontations. 

 

Intergenerational games  

 

One of the objectives of generational activities is to encourage 

multigenerational teamwork so that workers will not only understand the 

importance of collaboration but also the advantages of doing so within an 

intergenerational environment. 

The games will help to detect similarities in mentalities, behaviors, lifestyles 

and perspectives. 

 

Corporate events 

 

One of the strategies proposed by the participants was the organization of 

Corporate events, these events are one of the major tools in terms of generational 

integration because, in informal environments, the relationship between employees 

is encouraged both indoor and outdoor. 
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Corporate events are usually aligned with some theme or important date, 

such as New Year celebrations, anniversaries, special launches, among others. 

Corporate events are of an inner character and there is no interaction with external 

audiences to achieve the integration goal. 

As far as intergenerational corporate events are concerned, through a cordial 

and relaxed atmosphere, different generations coexist with each other, share 

common activities and general theme talks. 

 

6. CALENDAR OF STRATEGIC PLAN OFMULTIGENERATIONAL 

INTEGRATION 

 

 

 

July August September October November December January February March April May June July

Establish a committee responsible for integration 1

Analyze the population of the Company 1 1 1

Defining the personality of generations 1

Creation of communication campaign 1 1

Institutional magazine 1 1 1 1 1 1

Email 3 3 5 5 3 3 5 5 3 3 5 5

Mural newspaper 1 1 1 1 1 1 1 1 1 1 1 1

Social network 4 4 4 4 4 4 4 4 4 4 4 4

Intranet 3 3 5 5 5 3 5 5 5 3 5 5

Intitutional videos 6 6 6 6 6 6 6 6 6 6 6 6

Banners 6 6 6 6 6 6 6 6 6 6 6 6

Posters 6 6 6 6 6 6 6 6 6 6 6 6

Gimmicks 1 1 1

Attraction of multigenerational talent 1 1

Employment Fairs 1 1 1

Social network 4 4 4 4 4 4 4 4 4 4 4 4

Institutional Web site 3 3 3 3 3 3 3 3 3 3 3 3

Retention of talent 1 1

Educational programs and trainings 1 1 1 1

Employee Acknowledgments 1

Generational integration action program 1 1

Generational Impact Analysis 1 1

360-Degree Mentoring 6 6 6 6 6 6 6 6 6 6 6 6

Intergenerational Workforce Teams 1 1 1 1

Teambuilding workshops 1 1

Corporate events 1 1 1

Measure results 1 1 1 1

1. Once

2. Dialy

3. Weekly

4. Three per week

5. Two per month

6. Continuous action

Strategic Plan of Multigeneration Integration 2017 - 2018
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7. CONCLUSION 

 

According to the analysis and diagnosis made within the present research on 

the existence and perception of multigenerational integration within the 

organizations, it follows that this issue is not yet fully developed in some countries, 

such as Russia, by comparison with the United States or European countries. 

There are now several studies carried out around the world, including Africa, 

where they reveal the importance of the subject as well as the new findings 

included in different researches; but it should be emphasized that at present, the 

issue of integration begins to focus also on generational gaps. 

Human Resource specialists, as well as managers in general, are unaware of 

the importance and repercussions of the topic and, despite existing and identifying 

generational differences, attribute them to other issues such as leadership or 

motivation. 

It is important to mention that to date, there are managers who do not believe 

in generational differences or are unaware of the issue, for this reason, there are no 

programs dedicated to intergenerationality that are not given the importance it 

requires. 

Multigenerational integration is not just a set of random integration 

activities; it requires a strategic plan divided into individual tactics, but at the same 

time generational practices. 

Intergenerational strategies require established tactics from the moment the 

talent is attracted. Once the appropriate personnel is attracted, HR specialists 

should focus their efforts on organizational engagement, followed by leadership 

strategies and implementation of an intergenerational action program. 

This research detects different perceptions about work styles, values, and 

needs between generations, in addition to the various personal and professional 

objectives that characterize them. The differences between generational gaps are 

notorious in every way, but in turn, several intergenerational theories are verified 
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such as the importance of the family, the interest in learning new things, as well as 

the personal and professional development. 

The historical context, social, political and even family, defines the 

characteristics of each generation, as well as how to overcome the situations and 

events that marked its growth and development. 

Although generations are "cataloged" by personal prejudices, such is the 

case of the old generations who refer to the new generations as "lazy, disloyal and 

aimless" and these, in turn, define the Boomers and Traditionalists as "Closed 

mentality, rigid and repressed» that is not the whole picture.There is a generational 

interest in learning from each other. The risk and creativity of young people, the 

commitment and discipline of the old generations, mutually highlights the 

responsibility that describes the generations in different styles. 

Just as in Marketing it is necessary to know the consumer or external 

customer and apply strategies of attraction, in HR it is also basic to know the 

internal public, their needs, motivations, values, etc., in order to be able to 

implement adequate strategies and achieve the objectives set. 

The most important aspect of this research is the focus on the similarities of 

the generations and not on their differences; if these similarities are detected in 

time and an intergenerational strategic plan is implemented, issues such as staff 

turnover, low levels of work climate and motivation will be significantly 

diminished. 
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