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Introduction 

 

Having the ability to successfully communicate within an organization is vital to the 

organization’s success. There are several benefits to good communication within 

organizations.  These include ability to increase profitability, morale, and interpersonal 

relations in the company.  Among these benefits come implications.  As important as 

technology is today to various careers, it can also become daunting to those who may not 

have much experience with its benefits.  Our paper focuses on generational differences in 

organizations: their traits, values, as well as provides training and an overview of 

emerging technological trends in social media for those of older generations.   

 

One unique characteristic of today’s organizational structure is the differences in ages of 

those employed.  There are two views on generational differences in the workplace as 

stated in an essay by Anick Tolbize at the University of Minnesota (2008).   The first 

view implies that shared events influence and define a generation.  Individuals in 

different generations, while diverse, share the same certain thoughts, values, and 

behaviors because of shared life events within that generation.  These values, reactions, 

and behaviors differ across generations.  The second viewpoint states “although there 

might be variations throughout an employee’s life cycle or career stage, ultimately 

employees may be generic in what they want from their jobs and trying to bifurcate 

employees by generations may be misguided” (Tolbize, 2008).   

 

Currently there are four generations of Americans in the workplace.  These generations 

include the Veterans, Baby Boomers, Generation X, and Generation Y.  Several 

differences and similarities encompass these generations in reference to organizational 

communication including work values, attitudes, thoughts, and interpersonal 

communication behaviors.   

 

 

Audience Analysis 

 

Our audience is the members of the COM 223 “Professional and Organizational 

Communication” class.  We are all undergraduate students with minimal years of 

experience in the communication field, and are ready to embark on the next level of our 

chosen careers.  Whether we will next seek an internship or a job, knowledge about 
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generational differences as they relate to organizational communication is vital to our 

understanding of interpersonal relationships and communication preferences in 

organizations.   

 

Our training would be most beneficial to undergraduate students and recent graduates, 

but could also be useful in large non-profit or corporate organizations where interpersonal 

communication is an issue.  With this training, we hope to give professionals the tools 

and methodologies essential to effective organizational communication in an age diverse 

workforce.  After our training, individuals should have a firm understanding of the traits 

and preferences of the members of the four generations.  This understanding will resolve 

conflict, create strong relationships, and help individuals perform their job better in the 

workplace.  

 

 

Agenda 

 

1. Overview of generations and introduction (4 minutes) 

2. Interpersonal communication preferences of generations (4 minutes): Michelle 

3. Leadership preferences of generations (4 minutes): Kristen 

4. Digital media and its impact on generations (4 minutes): Amber 

5. Jeopardy game (review) (10 minutes): Michelle, Alex, Kristen, Amber 

6. Conclusion (1 minute): Alex, Michelle, Kristen, Amber 

 

 

Training Procedures and Materials  

 

Our training program is a combination of lecture and audience participation.  The lecture 

portion will include an introduction to our presentation, an overview of each generation, 

and how each generation communicates interpersonally, with authority and respect, and 

with digital media.  

 

 In the overview portion we will first discuss the values felt by each of the four 

generations in terms of workplace values and ethics. Second, we will move into 

discussions of the interpersonal communication preferences of the four generations and 

their leadership preferences and attitudes toward leadership. Third, we will discuss how 

generations communicate with authority figures and as leaders. Lastly, we will discuss 

the impact of digital media on the generations.  

 

After our lecture, we will have an audience participation module. We will conduct a 

Jeopardy-style game to test our audience’s retention of our presentation. Each group 

member has created five questions each of varying difficulties about their research topic. 

Audience members will break up into two teams and pick questions from each category 

and difficulty to answer.  The game will last for approximately ten minutes.  

 

The main equipment needed for this program is a computer and projector for the 

PowerPoint presentation and review game.  The audience may use scrap paper and a 
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writing utensil to take notes during the presentation lecture.  In an actual organization, a 

handout listing the agenda would be given to the employees before the start of the 

meeting.  The entire presentation is designed to last approximately thirty minutes.   

 

 

Overview of Generations  

 

Veterans 

 

The Veterans are the oldest working generation.  Most are retired but there are still 

several that are currently employed.  The members of this generation include those born 

between the years 1922-1945.  In terms of their work values, the Veterans value hard 

work. They respect authority, sacrifice for their work, and adhere to rules.  They believe 

work is an obligation and place their work duties before recreation.   

 

 In terms of organizational communication preferences, Veterans much prefer individual 

interaction over group interaction.  They prefer a more formal style of communication 

with use of memorandums.  In terms of feedback, “no news is good news,” as Veterans 

do not particularly enjoy feedback.  Veterans want a job that provides a feeling of 

satisfaction in a job well done.   

 

Messages of motivation for Veterans include wanting to know their experience is 

respected.  As employees particularly prefer some sort of work-life balance, it is 

interesting to note the Veterans’ lack of preference.  Veterans simply believe the two 

should not meet (Hammill, 2005).   Their preferred work environment is a hierarchical 

structure.  They want a clear chain of command, top-down management, and a 

conservative organizational culture (West Midland Family Center, 2012).   

 

Baby Boomers 

 

The Baby Boomers are the generation that was born between the years of 1946 and 1964.  

The Baby Boomers are characterized by their preference for their business focus of long 

work hours.  In terms of work ethics and values, the Baby Boomers could be known as 

the challengers.  They tend to challenge authority, dislike conformity and rules, and have 

a heavy focus on work as an anchor in their lives.  

 

Teamwork is a preference with the Baby Boomers.  They consider themselves loyal to 

the team, process oriented, and relationship focused at work.  This generation also strives 

for high levels of success.  The Baby Boomers value ambition, collaboration, equality, 

personal fulfillment and gratification, personal growth, and teamwork.  Despite their age, 

they do value youthfulness.  The Baby Boomers want respect from the younger workers 

and a flexible route toward retirement.  They are also willing to take risks and work 

efficiently. 
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In terms of preferred work environment, the Baby Boomers prefer a “flat” organizational 

hierarchy that is democratic and offers equal opportunity to all.  They also prefer a warm, 

friendly, and humane environment (West Midland Family Center, 2012).   

 

Generation X 

 

Generation X includes individuals born between the years of 1965 and 1980.  In terms of 

work ethic and values, this generation places a significant value on productivity.  They 

are outcome oriented and output focused.  One of the main differences in Generation X is 

their high regard for a work-life balance.  While they do enjoy their work, this generation 

cares less about advancement and more about having an equal work-life balance.  They 

have a work ethic that no longer mandates 10 hour workdays.   

 

The members of Generation X look for meaningful work and innovation, but also prefer a 

more casual work environment.  They prefer diversity, technology, informality, and fun.  

Generation X members rely on having acute technological skills and business savvy to 

stay marketable.  A particular trait is their preference for order and conciseness.  They 

want to get in to the workplace, get the job done, and then move on to the next 

opportunity.  Often they can be criticized for having no attachment to a particular 

employer for moving easily between jobs.  Their preferred work environment consists of 

a fast-paced, flexible, and informal organizational culture that is efficient, functional, 

positive, and fun (West Midland Family Center, 2012).   

 

Generation Y 

 

Lastly, the fourth and final generation currently in the workforce is Generation Y.  Also 

known as the Millennial generation, these individuals were born between the years of 

1981 and 1994.   Generation Y members have an innovative view toward organizations.  

They expect to influence the terms and conditions of the job, want stability in a career, 

and are obsessed with career developments.  They value contribution and want to 

enhance their job skills by furthering their education.  Generation Y places a large focus 

on technology.  They believe that because of technology, they will have the ability to 

work flexibly at any time or place.  

 

 Like the Baby Boomer generation, Generation Y thrives in a collaborative work 

environment.  They understand that people are what make the organization successful.  

Members of this generation have a different view on leadership, with a high preference 

for mentorship.  Generation Y may be the first generation that accepts older leadership.  

They set high expectations of their bosses and managers to assist and mentor them in 

attainment of professional goals.  The members of this generation want to maintain long-

term relationships with their employers, but prefer to do so on their own time. They also 

prefer continuous feedback on their performance (West Midland Family Center, 2012).   

 

 

Interpersonal Communication 
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Generations differ in regard to interpersonal communication. Interpersonal 

communication is the way people communicate one-on-one as well as the way an 

individual can respond to society as a whole. It is the way someone communicates their 

thoughts, ideas and feelings to another person. The overall purpose of communication is 

shared meaning; so if someone can share their ideas with another person and create 

mutual understanding, then communication is successful. However, with four different 

generations currently present in the workforce, there can be differences in interpersonal 

communication styles, which can lead to conflicts between age groups.  

 

There are many aspects to interpersonal communication that can differ among the four 

generations, such as workplace relationships, social approval and criticism and locus of 

control. To converse successfully, people need to understand generational diversity and 

to recognize everyone’s styles of interpersonal communication.  

 

Workplace Relationships 

 

Relationships among coworkers can dramatically alter organizational culture. Negative 

relationships within an organization can lower morale, productivity, connectivity, 

mutuality, motivation and loyalty (Carmeli, Brueller & Dutton, 2008). Alternatively, the 

effect of successful relationships means having open communication channels among 

coworkers and fostering a positive work environment in order to have the best two-way 

communication. “The capacities enabled by high-quality interpersonal relationships allow 

members to exchange more variable information and ideas which are critical to creating 

and sharing solutions to problems and new ways to improve work processes and 

outcomes” (Carmeli, Brueller & Dutton, 2008).  An organization with psychologically 

healthy relationships and communication means a greater degree of sharing, learning, 

thinking, and success, in general. However, different generations can have different ways 

of forming relationships with their coworkers.  

 

Veterans 

Since many Veterans entered the workforce during chaotic times (both world wars and 

the Great Depression), they possess a strong sense of patriotism and loyalty which makes 

them great team players. They are committed to teamwork and collaboration and have 

high regard for developing interpersonal communication skills (Gordon & Steele, 2005). 

Until recently, they have never had to rely on technology to sustain relationships, and 

they typically prefer to talk to people face-to-face. In the workforce, Veterans expect to 

form happy relationships with their co-workers. 

 

Baby Boomers 

Similar to Veterans, Baby Boomers have a strong sense of work loyalty, which makes 

them great employees. They bring to the workplace a service orientation and an ability to 

form good relationships (Gordon & Steele, 2005). While they make good team players, 

they are driven, hard working and competitive, which can create conflicts with other 

employees. As long as someone is not in competition with a Baby Boomer, they can 

expect a good relationship. 
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Generation X 

Born in a time of declining population growth, Generation X is highly more independent 

than the previous two generations. “Gen Xers are self-reliant, global and diverse thinkers, 

pragmatists, skeptics, and technologically competent” (Gordon & Steele, 2005). They 

generally value a balance between personal and work life, which can lead them to not 

form relationships within the office. Commonly, they are impatient and cynical, have 

poor people skills and need their own space and alone time (Gordon & Steele, 2005). 

Interpersonal communication can be a challenge for them and for their co-workers. 

 

Generation Y 

This group is the first global-centric generation, because they grew up in a time of 

Internet, rapid technological advancements and global terrorism. They have strong 

values, deeply appreciating diversity and inclusion and embracing altruism, open-

mindedness and confidence (Gordon & Steele, 2005). They are the most team-centric 

generation since the Veterans, which makes them friendly co-workers. 

 

Social Approval and Criticism 

 

All four generations differ on the amount of approval and criticism they need to succeed. 

Someone who desires social approval “is concerned with the impression they make on 

others, is more likely to conform, and is more formal in dress and manners” (Twenge & 

Campbell, 2008). On the other hand, those not concerned with social approval are less 

likely to conform, need less assurance, have higher self-esteem, and are more accepting 

of criticism. Although these psychological traits vary from person to person, each 

generation exhibits commonalities in their opinions of approval and criticism. The ways 

in which people handle criticisms are important to remember when combating 

generational conflicts and developing workplace harmony. 

 

Veterans 

This generation entered the workforce in an era of abundant military power, and as a 

result they value conformity (Gordon & Steele, 2005). They value social approval, but, at 

the time, same they appreciate criticism. The have extreme loyalty to their work, and they 

view criticism as constructive feedback. Veterans can struggle when organizations are 

looking for innovative ways of thinking, and they are criticized for their traditional 

mindsets (Twenge & Campbell, 2008). Veterans are traditionalists and can have 

difficulty adjusting to modern-day sensibility. 

 

Baby Boomers 

They are uncomfortable with conflict, can be overly sensitive to feedback, and prefer 

receiving criticism in the form of an annual review (Gordon & Steele, 2005). Although 

they are competitive and team players, Baby Boomers generally can exhibit sensitivity 

and low self-esteem. They are people-pleasers, so hearing criticism can impact their 

conscious negatively. 

 

Generation X 

Commonly, Generation X has high levels of self-esteem and narcissism (Twenge & 
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Campbell, 2008). They have little concern for social approval, and instead take an 

individualistic approach to work, which is reflected in their independence and cynicism. 

They prefer consistent feedback on their performance and can easily handle criticism 

(Gordon & Steele, 2005).  

 

Generation Y 

This generation is a delicate combination of confidence and sensitivity. They commonly 

have a sense of entitlement and general optimism, but they need constant reassurance and 

approval. They are sensitive to criticism and need approval, partially because of the close 

parental involvement in their childhoods (McNamara, 2009). At the same time, members 

of Generation Y believe conformism stifles creativity (Twenge & Campbell, 2008). 

Instead value ‘outside of the box’ thinking that is not bound by the need for approval. 

 

Locus of Control 

Locus of Control, a concept developed by personality theorist and psychologist Julian 

Rotter, refers to the extent to which individuals believe that they can control events that 

affect them (Twenge & Campbell, 2008). Events can either be internal, meaning the 

person believes that they control their life, or external, meaning they believe that their 

environment, some higher power, or other people control their life. Although it is 

acceptable to have an external locus of control, internals are more likely to succeed, strive 

to achieve, and take advantage of opportunities to develop their abilities and skills. Locus 

of Control is important to note in interpersonal communication because it influences 

people’s belief in their organization and co-workers, and it directly affects the ways in 

which people handle teamwork. Human resource practices, such as counseling and 

development programs, can focus on individual perception of work and promote 

employee-friendly environments (Twenge & Campbell, 2008). Introducing these 

programs into a workplace can help individuals who have external outlooks. 

 

Veterans 

Veterans have strong loyalty to their workplace organizations and are capable of working 

productively with others within group situations. With their loyalty and passion for work, 

they report stronger job satisfaction and organizational commitment (Twenge & 

Campbell, 2008). Overall, Veterans are more internal thinkers, and they hold themselves 

accountable for events in their personal and work lives. 

 

 

Baby Boomers 

Baby Boomers are a mixture of internal and external locus of control. They may prefer to 

work collectively with their co-workers because the probability of success may be higher 

due to more contribution (Twenge & Campbell, 2008). At the same time, they are hard-

working individuals, so they attribute their success to their driven, diligent and 

competitive nature. 

 

Generation X 

This generation is highly skeptical of authority and takes an individualistic approach to 

life. They grew up in the age of divorce, two working parents, and the introduction of 
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technology (Gordon & Steele, 2005). With this in mind, they believe they have complete 

control over their life, which means they are responsible for their successes and failures 

 

Generation Y 

Members of Generation Y are commonly externals; when something goes wrong, they 

are quick to blame outside circumstances and avoid responsibility. This is a result of the 

strong parental involvement in their childhoods; they are overly comforted and accept 

failure as an uncontrollable occurrence (Twenge & Campbell, 2008). This being said, 

they are very team-oriented and work well approaching less individual orientations 

 

 

Generational Differences Regarding Authority and Respect 

 

Generations and their respect for authority are very distinct. Authority can come present 

itself in various forms in the workplace. Ranging from supervisors to leaders of the 

company, from clients to project managers, leaders are treated differently from 

generation to generation. These differences mainly stem from childhood and upbringing. 

 

Veterans and Authority 

Veterans are the oldest generation in the workforce today. This generation suffered 

through the Great Depression and had parents suffering through the Depression as well. 

This generation experienced extreme poverty followed by years of prosperity and well-

being. Due to first-hand knowledge of poverty, traditionalists place high value in work-

ethic as well as respect for authority (Generational Differences Chart). They have high 

respect for conformity and rules, with a top-down hierarchical management approach. In 

a survey, traditionalists were the generation that most included authority in their top 10 

values. The Veterans’ respect for authority is the result of feeling that working is a 

privilege as opposed to a right (Kane, 2012). Growing up with the Great Depression 

taught Veterans the value of a hard day at work and the true value of money (Tolbize, 

2008). Veterans value their careers and by extension respect people in places of 

leadership. 

 

Veterans as Leaders 

As well, the Veterans are very concerned with being treated with respect from those 

below them in the company. With an emphasis on hierarchical top-down management, 

Veterans expect respect from those below them because of their increased knowledge 

with age and experience (Birkman). Veterans place high value in proper titles. When they 

are being addressed, traditionalists prefer to be referred to as Mr., Mrs., or Ms. as 

opposed to their first names. They believe that their seniority should place higher value 

on their thoughts and opinions. Naturally, Veterans prefer memos, letters, and personal 

notes to emails and phone calls (Tolbize, 2008). Veterans have not been as accustomed to 

the age of technology as other generations, and the majority of their work experience was 

prior to the leap in technological advances. In addition to preferring formal titles, 

Veterans feel respected with proper grammar and lack of slang or profanity (Generational 

Differences Chart).  
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Boomers and Authority 

Similar to Veterans, Boomers place high value on work and commitment to getting the 

job done (Kane, 2012). Boomers were raised with the promise of the “American Dream,” 

therefore, this generation can tend to be workaholics (Generational Differences Chart). 

They were the generation to invent the 50 hour work week, and are often seen as 

materialistic (Generational Differences Chart). Boomers have become slightly more 

comfortable with their interactions with authority figures, and find themselves to be 

rather impressed by authority even though they grew up to be the radical, anti-

government generation of the 70’s (Tolbize, 2008). Boomers, similar to the Veteran 

generation, feel that their opinions and thoughts should be held in more esteem due to 

their experience and seniority (Kersten, 2002). Because the Boomer generation is more 

comfortable with authority than their predecessors, Boomers tend to appreciate personal 

touches from managers and authority figures.  

 

Boomers as Leaders 

Similar to the Veterans, boomers also favor the top-down management approach to 

leadership, but are focused on relationship building (Kane, 2012). Boomers as authority 

figures tend to favor personal interactions, face-to-face meetings, and phone calls rather 

than electronic communication. This stems from the idea that work and personal life are 

intertwined (Birkman).  

 

Boomers have been credited with a more relaxed working environment by allowing 

flexible schedules and casual business dress codes (Generational Differences Chart). 

Although they create a more relaxed and casual working environment with comparison to 

the Veterans, Boomers do expect a level of deference from their subordinates 

(Generational Differences Chart). Boomers try to create a consensus atmosphere for 

making business decisions (Kane, 2012). They specifically like hearing opinions from 

everyone (Birkman).  

 

Generation X and Authority 

Generation X grew up as children of the Boomer generation, meaning they grew up with 

working parents. Generation X are widely known as latchkey children, referring to being 

left alone at home frequently, which relates to their sense of independence and desire for 

balance of work and personal life (Kane, 2012). In relation to authority, Generation X is 

not impressed or intimidated by titles or positions (Generational Differences Chart). Even 

though Generation X is unimpressed by titles, they find it extremely important to feel 

valued by their superior in their job. They want their opinions and thoughts to be heard 

(Generational Differences Chart). Although they want to be heard, they do not expect 

deference from superiors or subordinates.  

 

This generation is the one most likely to bridge the gap between the older and younger 

generations (Generational Differences Chart).This generation finds it very easy and 

natural to interact with their superiors. Witnessing parents putting in long hours at work 

yet still getting laid-off, Generation X finds their trust in authority to be a bit shattered 

(Kersten, 2002). Generation X is skeptical of authority and has little respect people in 
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positions of authority. It is easiest for Generation X to respect authority when they feel 

their time is being properly used (Birkman). They dislike unnecessary meetings, 

therefore, Generation X prefer to receive to-the-point messages particularly in the form of 

voicemail or email (Birkman).  

 

Generation X as Leaders 

Generation X, in the position of authority, favor a work atmosphere where everyone is 

equal and receive respect based on competence (Generational Differences Chart). Just as 

they desire to have their opinions heard by their superior, Generation X strives to create a 

relaxed atmosphere where there are equal opportunities to be heard and listened to. They 

tend to challenge others and ask questions about what is being said. This may stem from 

their tendency to be skeptical and independent. As leaders, Generation X do not 

micromanage, but they will share information frequently and immediately (Birkman). 

This generation prefers communication to be straight to the point and tied to results 

(Birkman).  

 

Generation Y and Authority 

Generation Y is the most technologically-savvy generation and are just beginning to enter 

the workforce (Kersten, 2002). Members of Generation Y are similar to Generation X in 

many ways, particularly in the sense that they are not impressed or intimidated by titles 

(Generational Differences Chart). They find that respect has to be earned rather than 

simply accepted and understood without merit. Generation Y members will respect 

authority figures who respect them in return. Generation Y, like Generation X, want to be 

held in esteem by their superiors. They want their opinions to be heard and they want to 

have a voice in their job (Generational Differences Chart).  

 

Although Generation Y members will generally test their employers, they recognize 

authority figures for guidance when dealing with issues or obstacles. Members of 

Generation Y are very good with communication and therefore can detect when they are 

being talked down to and when sarcasm is being used. This causes resentment. Likewise, 

they can detect when language is being used in a respectful manner and they will feel 

valued. Any communication that is tied to personal goals and achievements will be 

received well.  

 

Members of Generation Y view the workplace much differently than the older 

generations. Generation Y members tend to favor family and personal life over career 

obligations (Kane, 2012) . This generation was pampered by their parents, which leads 

the members of Generation Y to be overly-confident yet they crave attention and 

affirmation from their employers (Tolbize, 2008). Members of Generation Y value humor 

and positive messages (Birkman).  

 

Generation Y as Leaders 
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Members of Generation Y place much emphasis on technological communication and 

advancements (Kersten, 2002). This is the first generation to grow up almost entirely 

submerged in digital media, therefore members of Generation Y prefer to communicate 

using this technology (Birkman). Email, text messages, instant messages, and voicemail 

are the preferred methods of communication by Generation Y (Birkman). Members of 

Generation Y are very relaxed in leadership roles (Generational Differences Chart). They 

tend to focus primarily on positive messages, personal goals and objectives, and prefer 

teamwork as opposed to individual projects. 

 

Generations and Digital Media 

Another way generations communicate differently in the work place is through digital 

media. Digital media is a combination of social media, media based on user participation 

and user-generated content, and other forms of technology, such as e-mail and telephones 

(Pikalek, 2010, p.151). Although there are similarities in how each generation uses digital 

media to communicate in the workplace, most generations differ. 

 

Adopting Social Media 

Although most people, even traditionalist, have learned how to use digital media such as 

e-mail and text message, social media can appear intimidating. Social media appears even 

more intimidating when required to use it at the workplace. All job seekers, from recent 

college graduates to the almost retired, go through a similar six-step emotional cycle in 

regards to using social media in the workplace. The cycle goes as follows:  

“1. Total denial of the importance of social media. 

2. An acceptance that social media is somewhat useful.  

3. Realization of the complete and utter adoption of social media by hiring professionals 

today, and a fear that they are missing out.  

4. Frustration at the total lack of instruction on what to do about it.  

5. Anger that their non-strategic and inconsistent use of social media is not producing any 

of the promised results.  

6. Determination to figure out social media and seek expert advice” (Waldman, 2012). 

 

Generation Y 

Because Generation Y grew up with technology they are extremely tech-savvy. They rely 

on this technology to perform their jobs best. This generation is plugged in virtually 24 

hours a day, seven days a week. Due to this, they prefer to communicate through e-mail, 

text messaging, and social media, rather than face-to-face (Pikalek, 2010, p.153).  Being 

so tech-savvy also makes people in Generation Y ideal for marketing and advertising 

campaigns. Gen Y can make or break viral marketing campaigns by communicating with 

one another through online social networks, text messaging, videos and tweets (Strutton, 

2011, p.561). Although this generation grew up with social media, they are not exactly 

experts. Generation Y’s downfall to digital media is that they have “digital dirt” 

(Waldman, 2012). Because this generation grew up with Facebook, Twitter, and email 

they have most likely posted all of their poor choices online. Having this “digital dirt” 

can make it difficult to get a job; however, most of Generation Y can read privacy 

policies and try to delete whatever they can (Waldman, 2012). 
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Generation X  

Generation X is also technology adept. They were the first generation to grow up with 

computers, so they live their lives interwoven with technology (Pikalek, 2010, p.152). 

This generation is comfortable using cell phones, e-mail, laptops, social media, and other 

technology employed in the workplace (Pikalek, 2010, p.152).  

 

Another reason Generation X does so well communicating with digital media is because 

their culture was shaped by instant results. This means they want direct answers and they 

want them fast, which digital media provides (Kersten, 2002). Contrary to popular belief, 

Generation Y does not dominate the most popular social-media networks; Generation Y 

does. For example, 64 percent of Twitter’s and 61 percent of Facebook’s users are aged 

35 or older (Pikalek, 2010, p.152).  

 

This generation’s downfall to social media is staying focused. They need to remember 

that they are publishers when they use social media and getting off topic could possibly 

be dangerous. Many Gen Xers have been fired for careless Facebook and Twitter posts 

(Waldman, 2012).   

 

Generation X vs. Generation Y  

Although Generation Y is more heavily engaged with social networking media and 

Generation X is more reliant on e-mail, the two generations' motivations and behaviors in 

regards to communicating with digital media are strikingly similar. Not surprisingly, very 

few differences were found between the generations and their technology skills or 

attitudes toward technology (Strutton, 2011, p.559).  

 

Baby Boomers 

Although Baby Boomers did not grow up with computers as other generations have, they 

have not given up on learning how to use digital media in the workplace. They may 

prefer to call clients, talk face-to-face with co-workers, or send letters rather than e-mails, 

but they do not refuse to use digital media to communicate (Waldman, 2012). 

 

 Baby Boomers have seen the impact that social media has had in the world of hiring, 

along with the rise of many new technologies that have transformed our world. Because 

of this, they know how important it is to learn digital media. In addition, Baby Boomers 

are surprisingly less likely to fail at social media than other generations because they are 

so cautious with technology (Waldman, 2012). 

 

 Baby Boomers are people who work to live, so if work is changing the means of 

communication, they are willing to change, too. Baby Boomers are also competitive and 

aim to build rapport. With the fast pace of digital media, it is extremely easy for Baby 

Boomers to keep in touch with past clients, and easy make new ones (Kersten, 2002). In 

the United States, there is an estimated 270 million Internet users and one third of them 

are from the Baby Boomer generation. This means more than 80 million Baby Boomers 

that are using social media (Teoh, 2011). In 2010, only 20% of baby boomers used social 

media on a daily basis. That number jumped to 32% for 2011 representing a 60% 
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increase (Teoh, 2011). This shows that the Baby Boomer generation is getting more 

comfortable with online interaction on both a professional and personal level. Baby 

Boomer’s downfalls in regards to digital media are being overly cautious and not 

applying strategic thinking to their social media presence (Waldman, 2012). 

 

Veterans 

Of all four generations, Veterans are the slowest to change their work habits. Because 

they are the least technology adept and technology continues to evolve, they struggle to 

learn the new technology and work processes (Salkowitz, 2012).  Due to this, Veterans 

are the most likely to write memos and letters, speak to co-workers and management 

face-to-face, and prefer meetings over mass company e-mails. However, it is not 

impossible for them to learn. Studies have shown that Veterans can learn and use new 

devices and software as well as anyone; they are just not as willing (Salkowitz, 2012). 

The question that Veterans should ask themselves when it comes to digital media in the 

work place is, “How can I adapt this new tool to the job I already know?” 

 

How to Effectively Use Digital Media in the Workplace  

Businesses need to take advantage of the tech-skills that Generation X and Generation Y 

workers bring to the office, while also encouraging more experienced employees, Baby 

Boomers and Traditionalists, to participate. An effective strategy to accomplish this is 

reciprocal mentoring (Salkowitz, 2012). Mentoring is typically where a more senior 

person takes a young colleague under their wing and communicates knowledge and 

career guidance. Reciprocal mentoring creates a two-way conversation. As the mentor 

teaches the newcomer valuable business information, the young person can help their 

older colleague master the techniques of digital media and other new technology 

(Salkowitz, 2012). Reciprocal mentoring solves many workplace issues at once; it builds 

relationships across the generation gap, reinforces training programs, and allows all 

workers to feel valued. 

 

Conclusion 

Having the ability to successfully communicate within an organization is vital to the 

organization’s success. Knowing how each generation communicates with digital media, 

authority, and interpersonally will help employees succeed in the workplace both 

professionally and personally. Understanding how each generation communicates in the 

workplace will help resolve conflict, create strong relationships, and help you perform 

your job better. Although each generation communicates differently it is important to 

meet in the middle and work together for better communication and success in the 

workplace.  
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