Passing the kn

owledge baton

from one generation to the next

Awareness of differences am among four generations
ensures knowledge transfer, helps employees keep open minds

BY SARAH DOBSON

itting down in a meeting with a
team member who s 12 years
younger, Anna Stuart is discover-
ing she must change her approach
when her colleague comes ready to Lalk
about her interests and expectations.

“It's new learning for me, to sit and
listen and not feel the need to be defen-
sive or intimidated,” says Stuart, a part-
ner at HR consulting firm Robertson
Surette in Halifax.

That ion is all too now
that four generations work side by side
in the workplace — veterans, baby
boomers, Gen Xers, and millennials or
Gen Yers — with varying values, atti-
tudes and behaviours,

Nearly one-half of Canadians admit to
experiencing a clash with older or
younger workers and four in 10 say this
kind of workplace “adds some challenges
to the job." However, the poll Monster
Canada conducted earlier this year also

found about onsqu.nrteroﬂhmethjnlt a
multi

ty and are seeing “mixed results and are

learning opportllnity f\l‘ld u’s knowl-
edge sharing that should be of interest to
emp!oyers as older generations slowly
ition out of the workf: while
younger ones come and go.

“HR leaders need to be concerned
with this issue because they need to un-
derstand how they're going to ensure a
steady supply of labour,” says Giselle
Kovary, co-founder and managing part-
ner at n-gen People Performance, a con-
sulting firm based in Toronto.

But not everyone thinks it is an issue.
A study by the Institute for Corporate
Productivity found one-third of compn-
nies in the United States say genera-
tional differences are not that important
and almost 70 per cent do not have pro-
grams In place to deal with the different

rations.

gene!
‘While large, leading-edge

mostly i 1" says Stuart. “We're
secing a challenge in terms of, ‘How are
we going to make sure our institutional
knowledge gets passed along?™

Dosznmtypuappiy’
Experts have d

a big-picture view of their workforce
and, therefore, they can look at how
they can create more integrated HR
practices,”

Deep down, the generations probably
are not that different — matures can
demonstrate work cthic by being re-

the growps, allotting certain charaeteris-
tics to each (see table on page 52). But is
it really that easy to pigeonhole the var-
ious groups, and are the differences
among them that marked? More than
one-quarter (27 per cent) of employees
don’t even notice other workers' ages,
according Lo the Monster Canada poll.
While it's true people should never
be labeled, there's enough research
“that in a broad, macro perspective, we
can look at life-defining events that hap-
pened during a generation's coming-of-
nge period that helped shape their val-

have put programs in place, most of
these efforts haven't yet reached maturi-

ues and " says Kovary. "So
being able to understand at a macro lev-
el provides an organization and leaders

thul of authority, following the rules
and working preseribed hours, while mil-
lennials are interested in getting the job
dong, in whatever way necessary, says
Stuart.

“If you dig beneath that, the way in
which waork ethic manifests itself looks
different but their values around work
ethics may not be that different after all,”
she savs. “If we surface what we have in
common or why we are different and can
we accept our differences, then we start
to break down silos. But if we don't have
that kind of conversation... that’s where
we gee it become problematic and start
to grate within the workplace.”

See Page 32 [ COMPLETE

Complete strategy needed to foster understanding
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