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Executive Summary

Introduction
Business is threatened by the well-documented
demographic time bomb. In a few years we will
have more than a talent shortage to contend
with; there will be a people shortage.

The birth rate is dropping in many countries
including the UK; schools are closing because
there are not enough children to fill them. At the
other end of the age spectrum, the population
‘bulge’ that is the Baby Boomer generation is
about to retire from the workplace. That leaves a
dwindling number of current and upcoming
employees to fill available jobs. 

So the current cohort of new recruits – Generation
Y, aged up to 28 – are a rare and important
commodity. In ten years they will make up the
largest proportion of the workforce and fill senior
management positions.

The problem is that Generation Y (‘Gen Y’) is
fundamentally different to Generation X (‘Xers’ –
aged up to 42) and the Baby Boomers (‘Boomers’
– aged up to 62) in ways that cause ructions in the
workplace. Gen Y think differently about work,
learning and relationships because of the
environment they grew up in. They have only ever
known economic prosperity. They have many

choices: gap years and extensive travel are the
norm. They can join a company, or set up their
own. They have seen their parents in stressful jobs,
working long hours and realize that hard work for
big companies apparently does not bring
prosperity and happiness, or make the world a
better place. They want their lives to be different –
and this shows. If they are dissatisfied, they resign.

Yet, even though Gen Y employees are crucial to
the future of work, organisations are jeopardising
their ability to recruit and retain them. Either they
make erroneous assumptions about how to work
with Gen Y, or they fail to attract them in the first
place. Either way their hard-won, expensively-
recruited young employees jump ship, costing
organisations money, opportunity and reputation.

The talentsmoothie “Tell it how it is” Research
project investigated Generation Y and what they
want from the workplace. This summary report

• outlines the main findings of that research.

• explores the implications for recruitment,
development, management and engagement.

• recommends actions.
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The research
The research was conducted between October
2007 and February 2008 via an online
questionnaire on the talentsmoothie research
website: www.tellithowitis.com. 

2521 respondents completed a 26-question
survey. Many also gave qualitative responses.

“Work has become a more 
important part of our lives, hence 
our determination to find work we
like. Work is not just a means to live
but a part of our social life. ”

The main findings
• Good leadership, a job that uses their

strengths, and personal development are seen
as nice-to-haves to Boomers and Xers. To Gen
Y they are essential.

• If Boomers and Xers are not well-managed, not
excited by their job or not developed, they will
be dissatisfied and demotivated. Gen Y will not
put up with it and will resign.

• Being allowed to use their strengths and being
trusted were cited as their ‘best experiences’
at work. Strength-based principles resonate
with Gen Y in recruitment and development. 

• Poor management was cited as the major
cause of Gen Y’s ‘worst experiences at work’
and one of the main reasons they had left or
would leave an organisation.

• Gen Ys learn differently to Xers and Boomers,
they prefer to learn from their peers, and through
coaching and mentoring. Most of all they look
for ‘fun’ and multi-sensory experiences. 

• They are more likely to stay with their second
employer, than the first. This may be because
they now have some experience and have a
clearer idea of what they want from their
career and employer.

• ‘Invading’ social networking sites such as
Facebook and mySpace to recruit is
unwelcome and ineffective. 

• Access to social networking sites at work is 
not always a deal breaker. It is preferred, 
but only 21% said not having it at work was
a reason for leaving.

• Although Gen Y are seen as socially and
environmentally conscious, only 30% of
respondents said there was a sector they
would not work in. 

• Flexible working times and locations are
important to Gen Y. 85% of Gen Ys want to
spend 30-70% of their time working from home.

• Although Gen Ys love technology, they do 
not like e-learning.

“ I feel the importance to strive to use
our core talents is stronger for my
generation. Older people seem
happy to choose a job solely for the
money aspect. ”
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