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EXECUTIVE SUMMARY
Question
As the workforce ages we are finding it a challenge to recruit new employees at all levels. So our question involves what
can we do to attract and retain young people to our company? We have some insight into how to attract employees but
where we would like your help is how to design our work and career paths to maintain the employees?
Clarification of the Question
After our conversation, we came to an agreement with our client to focus our research on answering below questions:
1. What are the key motivators for workers of the younger generation to devote their career to an industrial plant?
2. Suggestions and/or ideas of redesigning jobs and career paths in an appealing way that helps attract and retain
workers of the younger generation.
Introduction
Today’s workplace is demographically unique in that it spans four generations - Generation Y (under 30); Generation X
(30-44); Baby Boomers (45-64); and Veterans (65 and older). 1 Generation Y refers to people born between 1982 and
1993, which make up about 30% of the U.S. population. As manufacturing employers expect a large-scale exodus of
older workers in the forthcoming years, it becomes a business necessity to effectively engage and retain this group of
Generation Y who will be eventually replacing 80 million baby boomers over the next five to seven years. 2 A study by
Deloitte estimates that 40 to 60 percent of workers will come from Generation Y and younger generations by 2025. 3
Understanding the Needs of Generation Y
Generation Y is the first generation to grow up with digital media, acquiring an invaluable ability to manipulate electronic
information. Well informed and media-savvy, Generation Y is more knowledgeable than any previous generation and
comfortable with the fast-paced setting of technology in the workplace. 4 The key motivators of Gen Y are the following: 3
•
•
•
•
•
•
•
•

Long-term career development and multiple experiences within a single organization
Sense of purpose and meaning in work
Availability and access to mentors across the company
Work-life flexibility
Tech-savvy work environment
Open social networks that embrace open and honest communication
Opportunities for personal growth, even in entry-level jobs
Working with committed colleagues who share their values

Connecting Generation Y to the Manufacturing Companies
The manufacturing sector’s demographic profile is disproportionately composed of old workers and men. Study shows
that the manufacturing sector has experienced a decline in the size of its labor force, has been less successful recruiting and
retaining female workers, has a workforce that is aging faster, and has declining compensation levels when compared to
other industry sectors. 5 Manufacturing employers are encouraged to consider below aspects of workplace practices and
job designs for younger generation, which can shape employee commitments to employers and their work:
• Creating highly productive environments in which all employees feel valued and capable of making positive
contributions by voicing their opinions 6
• Providing training and personal attention to young workers in entry-level jobs as they are looking to be taught,
reviewed and given positive feedback for self-improvement 7
• Developing educational programs to promote careers in manufacturing, as 65% of Generation Y is motivated,
retained and influenced by career development opportunities 3
• Allowing autonomy and flexibility since 73% of Generation Y preferred managers that allow the freedom to
complete their job through flexibility and not necessarily on a 9 to 5 schedule 8
• Encouraging or training supervisors to think about what contributes to and detracts from retention, and how it might
be different for younger workers. Success in retaining Gen Y employees depends primarily on front-line
supervisors.4

Findings on Talent Management Model for Generation Y
Attracting high performers early in their careers, retaining and training the best mid-level managers, and developing
competence in specific areas, will improve current talent gap. A range of options to improve the talent process include: 9
Attracting
• Manufacturers should communicate a consistent, positive, and realistic image, and provide real-life experience in a
challenging and exciting work environment. Firms should develop communication programs that involve high
achievers as brand ambassadors. 3
• Commit to recruiting a small number of top-tier college graduates on a regular basis. If this cannot be done
annually, taking on new grads every two to three years. Use of performance management practices among the next
level of employees will identify weak performers and create room for new graduates if none exists. 9
Engaging / Connecting
• To keep Generation Y motivated, it is important to constantly seek their input and opinions from small to large
decisions. They are more likely to stay with the organization when they see their ideas being implemented. 10
• Management should communicate to the workforce the importance and impact of their work. (e.g. clarify how their
efforts contribute to firm’s success). Generation Y should be encouraged to articulate what is meaningful to them. 3
• Encourage knowledge sharing among employees through discussion boards and blogs with guidelines for usage. 3
• Firms should develop customized mentoring programs in which senior staffs guide younger workers, specifically
in problem-solving skills and linkages between organization and individual performance. 3
Developing
• Chart out a clear development path for all production and service personnel. For example, moving from a machine
operator to a cell leader to a shift supervisor and so on. 3
• Specialized training should be provided for those of the Generation Y workforce who handle sophisticated
equipment in both process and discrete manufacturing industries. 3
• Create robust and consistent competency and career development models across the business. This can be done
initially in small steps at all levels of the organization while you create the framework to allow for larger steps. 9
Deploying
• Enable career mobility to allow individuals to have multiple experiences. Young personnel should be encouraged
to work in cross-functional teams, consisting of people from different generations. 3
• Infuse the organization with a few high-performing specialists in areas such as supply chain, even if the individuals
involved are from other industries. Bring these skills into the organization to change the business capability. 9
Retaining
• Among the most important factors driving employee retention are opportunities to develop and advance in their
careers. Generation Y wants to know where they are going to be. A survey shows they will wait an average of 10
months for an opportunity to develop before concluding that advancement was blocked and they should move on.10
• Conduct regular succession planning and performance/ potential reviews of the "next 50" senior leaders and the
most recent 50 entry-level college graduates. Such action can spur incredible change in the talent pool and in the
results achieved by a capable and agile core group of leaders at each rung of the organizational succession ladder. 9
Real World Practices
• Samsung, as part of the Regional Specialist Program, selects talented assistant managers with more than three
years of experience and sends them on multi-year sabbaticals to different countries to learn about the region. 3
• At Lockheed Martin, experienced executives are paired with less seasoned workers to help transfer crucial
knowledge. New recruits are coached to ask for examples, stories, and experiences to enhance their understanding.3
• Cisco recently introduced a reverse mentoring scheme where a group of ten Generation Y employees mentored
senior executives in the company. Leaders have an increased awareness of how Generation Y employees think. 11
• Chesapeake Energy hired a social media coordinator to support interactive initiatives and stay on the cutting-edge.
It keeps employees’ careers moving forward by committing to promotions based on ability rather than longevity. 12
Conclusion
Surveys reveal remarkable similarities in workplace preferences between Generation Y and a broader part of the
workforce. 13 Manufacturing firms will have to rethink their talent management model to address Generation Y’s specific
needs in a way the entire organization can benefit. Companies taking measures to truly develop and engage all employees
to build a high performance workforce will have better positioned themselves to create a competitive advantage. 14
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