


The various generations currently in the workplace

A brief overview of a typical ‘life journey’ and how this relates

About stereotypes and meta-stereotypes of generations

Hints on how to work with generations including succession

How generational understanding relates to 
your business and succession planning
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1 Are you considering a family business succession in the near future, and when?

2 Do you yet know who in the family will secede?

3 Does passing over the ownership or leadership of the business concern you?

4 If it does concern you, why does it concern you?

5 Are you worried that the younger generations will not look after the business like you did?

6 If so, why?

7 Have you considered any differences there may be between you and your potential successor?

8 Are you concerned that your successor may do things differently?

9 If so, why?
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Childhood and 
Adolescence

EARLY ADULT TRANSITION

Settling down

MID LIFE TRANSITION

Entering middle 
adulthood

Age 50 transition

End of middle 
adulthood

LATE ADULT TRANSITION

Late adulthood

Entering the adult 
world

Age 30 transition

65

60

55

50

45

40

33

28

22

17

https://en.wikipedia.org/wiki/Stage-crisis_view


Instructions

1. List your family members 
with their birth year

2. Work out how old they will 
be in 10, 20 and 30 years

3. Align this with when you 
think your succession will 
take place, and Levinson’s 
‘Seasons of Life’ from the 
previous page

4. Be aware however, that 
everyone is different and 
we don’t all fit into clear 
and concise life stages!

Gen Name Birth Year Age in 10 years Age in 20 years Age in 30 years
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1925-1945: The 
Silent Generation

1946-1964: Baby 
Boomers

1965-1979: 
Generation X

1980-1994: 
Generation Y 
(Millennials)

1995-2012: 
Generation Z 

(iGen)

2013-2025: 
Generation Alpha
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Looking forward 10 years, 
the US Department of Labour is 
expecting the majority of workers 
to be Millenials with iGen just 
behind them. 

Whilst this is US data, we can expect 
similar generational splits within 
Europe, therefore businesses need 
to consider these new demographics 
as customers, employees, clients and 
business owners.

You can see the approximate work 
journey of each generation on the 
next slide.
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1880     1890     1900     1910     1920     1930     1940     1950     1960     1970     1980     1990     2000     2010    2020     2030

First births 
in generation

Last births 
in generation

First of 
generation
reaches 70

Last of 
generation
reaches 70

Work Journey

Last of 
generation
reaches 60

First of 
generation
reaches 18

Last of 
generation
reaches 18

First of 
generation
reaches 60

Lost Generation
1883 - 1900

Generation X
1965 - 1979

Generation X
1980 - 1994

Greatest Generation
1901 - 1924

Silent Generation
1925 - 1945

Baby Boomers
1946 - 1964

Generation Y
1995 - 2012

Generation Z
2013 -



Silent Generation Boomers Generation X GenY (Millennials) GenZ (iGen)

1925-1945 1946-1964 1965-1979 1980-1994 1995-2012

• Hardworking
• Strong willed
• Loyal
• Respectful towards 

authority
• Traditionalist

• Goal-orientated
• Competitive
• Value relationships
• Like hierarchies
• Career focussed
• Good interpersonal 

skills
• Provided with easy 

opportunity

• Flexible
• Hard working
• Hard playing 

(work/life balance)
• Well educated
• Ethnically diverse
• Individualistic
• Independent
• Self-sufficient
• Resourceful
• Adaptable to 

change

• Collaborative
• Team focussed
• No issues changing 

jobs for 
advancement

• Not salary focussed

• Digital natives
• Tech-savvy
• Value job security
• Appreciate 

financial wellness
• Autonomous
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► Don’t overthink what other generations think 
or do. Most studies suggest these stereotypes are 
incorrect.

► Research alludes that generational differences 
do not necessarily translate into differences in the 
workplace.
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► Whilst you may think other generations see 
your generation as x, y or z; the studies seem to 
suggest that this isn’t correct.

► Be aware that some of your older workers 
may well have ‘expectations’ of younger 
successors based on their generation. These 
may well be incorrect and you should consider 
how to make them aware of this before any 
issues occur. 
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Life cycle or age effects 

• Differences between
younger and older people 
are largely due to their 
respective positions in the 
life cycle.

Period effects 

• When events, 
circumstances or social 
forces simultaneously affect 
everyone:
• Events (e.g. wars, social 

movements, economic 
booms or busts)

• Circumstances (scientific or 
technological breakthroughs)

• Social forces (such as the 
growing visibility of LGBTQ 
groups in society) 

Period effects 

• Differences between 
generations can be the 
by-product of the unique 
historical circumstances 
that members of an age 
cohort experience.

https://www.pewresearch.org/politics/2015/09/03/the-whys-and-hows-of-generations-research/#fnref-20058600-2
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Understanding these factors and 
differences enable businesses and 

individuals:

To embrace the values and 
overcome the hindrances to 

different practices;

To adopt openness and 
transparency within 

organisations and 
management style. 



Succession in Family Businesses | Training Model for Sustainable Succession Process in Family Businesses 16

Geography, social and cultural influences generational understanding but may 
differ depending on circumstances. This is supported by research conducted by 
Schuman and Scott  (1989), where they suggested that generational identities 
arise is based on collective memories of shared events that take place within 

each generation’s late formative years. The distinctive social, political and 
economic occurrences from each country shaped the population specific 

outlook and approaches.

Each generation’s perspectives, worldview, upbringing and traditions 
(the things that make up a culture) is fundamentally different between different 

generations (Brinckerhoff P., 2007). 
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Erikson T. (2011) also indicated that geography considerably influences the 
formation of generational beliefs and behaviour, for example national 

circumstances such as World War 2 had heavily influenced the development of 
Traditionalists (born from 1928 to 1945) and Boomers (born from 1946 to 1960), 

and the outcome of the events differ from different countries (such as those 
from the US or UK versus Russia, East Germany, China). 

Factors such as the state of economy, education opportunities or the political 
environment also contributed to the generation differences and the 

differences across each country. For example, the state of the local economy 
during their formative years had major implications for their outlook on life 

today for Generation X such as those witnesses in China and India due to 
economic reforms.

https://hbr.org/2011/04/generations-around-the-globe-1
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https://www.pewresearch.org/fact-tank/2019/09/09/us-generations-technology-use/
https://www.comptia.org/content/research/managing-the-multigenerational-workforce-2018
https://www.entrepreneur.com/article/290763
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Millennials lead on some technology adoption measures, but Boomers and Gen Xers are also heavy adopters
% of U.S. adults in each generation who say they…

Note: Those who did not give an answer are not shown. 
Source: Survey conducted Jan. 8 – Feb 7, 2019. PEW RESEARCH CENTER
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► What is motivating your potential leadership 
and ownership successors? Are you fulfilling those 
motivations?

► Are you completely certain that your chosen 
successor wants to take over the business? If not, 
they could be more likely than previous generations 
to just exit the company!
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Boomers Generation X GenY (Millennials) 

1946-1964 1965-1979 1980-1994

• Note the successes and inform them. 
Don’t wait until something goes 
wrong – give them information.

• People want to continually learn so 
provide mentors, even to the older 
workers. Aligning a boomer to a 
younger worker as a mentor can be 
beneficial all round.

• Even boomers want opportunities to 
develop their skills – give them good 
CPD options

• Ensure you provide opportunities to 
try new things and provide new 
challenges.

• They want to be given the chance to 
self-start, use their initiative and 
develop their skills – give them the 
opportunity to do so.

• They can be individual but ensure 
someone in the business understands 
their individual requirements to keep 
them engaged.

• Provide frequent feedback, especially 
when positive.

• As with the boomers, a mentoring 
scheme can really link generations 
together. Studies show GenY like this.

• Provide them with technology and 
give them the option to teach you 
about technology. 

• Flexible hours link into the GenY 
understanding of technology. Do they 
need to be in your workplace during 
set times?

• Provide them with opportunities to do 
social good.
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► Don’t be overly worried about 
different generations leading or 
owning.

► Studies show that employees 
want ‘inspirational’ leaders and 
managers, and age isn’t the issue 
you think it is.
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► Consider how the successor 
generation views business-related 
stress amongst current leaders. Can 
you make changes to alleviate this?

► Ensure you review ALL 
candidates for leadership and 
ownership succession. Consider 
breaking any existing primo-
geniture (first born) rules that may 
be deemed as ‘what we always do’.

https://www.sufabu.eu/learning-hub/case-studies/
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1 Are you considering a family business succession in the near future, and when?

2 Do you yet know who in the family will secede?

3 Does passing over the ownership or leadership of the business concern you?

4 If it does concern you, why does it concern you?

5 Are you worried that the younger generations will not look after the business like you did?

6 If so, why?

7 Have you considered any differences there may be between you and your potential successor?

8 Are you concerned that your successor may do things differently?

9 If so, why?
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https://www.comptia.org/content/research/managing-the-multigenerational-workforce-2018
https://repository.upenn.edu/cgi/viewcontent.cgi?article=1075&context=od_theses_msod
https://hbr.org/2011/04/generations-around-the-globe-1
https://www.entrepreneur.com/article/290763
https://hbr.org/2019/08/generational-differences-at-work-are-small-thinking-theyre-big-affects-our-behavior
https://workforceinsights.randstad.com/hr-research-reports-workmonitor-q22018
https://www.pewresearch.org/politics/2015/09/03/the-whys-and-hows-of-generations-research/#:~:text=Differences%20between%20generations%20can%20be,the%20process%20of%20forming%20opinions
http://www.pewresearch.org/fact-tank/2019/09/09/us-generations-technology-use
https://www.tandfonline.com/doi/abs/10.1080/1359432X.2012.673279
https://universumglobal.com/blog/keeping-generation-x-y-z-throwing-away-shot/
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