
The Multigenerational Workforce: Generational Profiles 
	

Summary  
Generation Purpose / Values Key Concerns 

Traditionalists Legacy, respect, formal roles Ageism, irrelevance, tech 
marginalization 

Baby 
Boomers 

Work ethic, team success, 
mentoring 

Retirement security, relevance loss 

Gen X Autonomy, balance, bridging roles Caregiving burnout, being overlooked 
Millennials Growth, meaning, well-being Debt, burnout, lack of mentorship 

Gen Z Authenticity, purpose, stability, 
mental health 

Job fear, isolation, mental-health 
expectations 

 

Intersecting Purposes 

• Desire for Meaningful Work 
Every generation wants to feel their work matters—whether that’s leaving a legacy 
(Boomers), driving innovation (Gen Z), or contributing to a bigger purpose (Millennials). 

• Growth & Development 
Continuous learning is universally valued, though the format differs (formal training vs. 
micro-learning vs. mentorship). 

• Respect & Recognition 
All generations want acknowledgment for their contributions, even if the style of 
recognition varies. 

 

Intersecting Concerns 

• Job Security & Stability 
Boomers worry about retirement readiness; Gen Z fears automation and economic 
volatility; Millennials and Gen X stress over financial security. 

• Work-Life Balance & Well-Being 
Mental health and burnout are cross-generational concerns—though younger cohorts 
are more vocal, older ones feel it too. 

• Fairness & Inclusion 
Equity in opportunities, pay transparency, and unbiased treatment matter to everyone, 
even if expectations differ. 



 

Intersecting Circumstances 

• Rapid Technological Change 
AI, automation, and digital transformation affect all generations—creating both 
opportunity and anxiety. 

• Economic Uncertainty 
Inflation, housing costs, and retirement planning impact everyone, albeit at different life 
stages. 

• Cultural Shifts Toward Flexibility 
Hybrid work, DEI initiatives, and evolving norms around leadership and collaboration 
influence all cohorts. 

 

Generational Profiles 

Traditionalists (Silent Generation, 1925–1945) 

Purposes 

• Deep loyalty and respect for organizational values and hierarchy 
• Desire to be formally acknowledged for lifetime contributions  

Concerns 

• Fear of being sidelined or overlooked in favor of younger, tech-savvy talent  
• Want defined roles (e.g., mentors, consultants) to maintain purpose into later years  

Circumstances 

• Formed during the Great Depression and WWII—shaped by resilience, scarcity, and 
respect for authority  

• Often work as advisors rather than full-time staff  

 

Baby Boomers (1946–1964) 

Purposes 



• Defined by hard work, loyalty, and leaving a legacy  
• Thrive on teamwork and structured career goals  

Concerns 

• Retirement readiness stirs financial anxiety  
• Worry about being perceived as outdated or a burden  

Circumstances 

• Grew through post–WWII expansion, civil rights, and employer loyalty  
• 2024–25 data show Boomers working past retirement for financial and identity reasons  

 

Generation X (1965–1980) 

Purposes 

• Seek autonomy, work-life balance, and bridging roles  

Concerns 

• Burnout from dual caregiving + career (“sandwich generation”)  
• Feel overlooked in favor of Boomers and younger generations  

Circumstances 

• Raised amid economic upheaval, rising divorce, early tech wave  
• Surveys show high stress, slower promotions, mixed support  

 

Millennials (1981–1996) 

Purpose 

• Seek the “trifecta”: money + meaning + well-being  
• Thrive on feedback, career development, and purposeful work  

Concerns 

• Financial strain from debt, housing, retirement  
• Prone to burnout when purpose or manager support is lacking  



Circumstances 

• Experienced Great Recession, social media, and remote work normalization  
• COVID-era study: positive financial outlook but rising expenses  

 

Generation Z (1997–2012) 

Purpose 

• Demand authenticity, inclusion, purpose-driven roles, and stability  
• Prioritize mental health and structured support via mentorship  

Concerns 

• Anxiety over job security, cost-of-living, AI, climate change, remote isolation  
• Poor mental-health support drives turnover 

Circumstances 

• Grew up in global turbulence, pandemic, and rapid automation  
• Prefer structured office environments for mentorship and community  


