
According to a recent  

SHRM survey of 1,000 peo-

ple, 2/3 of them had experi-

enced or witnessed incivili-

ty in the workplace within 

the last month; 57% said 

they experienced/witnessed 

it in the last week.* Ac-

cording to this survey the 

three most common forms 

of incivility are addressing 

someone disrespectfully, 

interrupting or silencing 

another while speaking, and 

excessive monitoring/

micromanaging. In today’s 

political environment, vio-

lent language and incivility 

are rampant. For some 

people it seems to give 

permission to engage in this 

behavior without concern 

for consequence. The con-

sequences when it shows 

up in the workplace are 

hurtful to the individual and 

in turn can create job dis-

satisfaction, turnover, dis-

rupted teamwork, unwilling-

ness to openly share ideas 

resulting in reduced innova-

tion and creativity, distrust, 

decreased customer satis-

faction, and low morale. On 

the other hand, a kind 

word, a smile, or a sincere 

positive acknowledgement 

of someone’s contribution 

can buoy a person’s spirits 

for the whole day and ulti-

mately have the exact oppo-

site impact on your organi-

zation as does incivility.  

Some things you can do in 

your organization to pro-

mote civility, particularly in 

this election year, are: 1. 

Survey employees to see if 

incivility exists. Is it happen-

ing between employees, or 

between employees and 

vendors, or customers, or 

both? 2. Praise employees 

for positive performances. It 

is a natural human instinct 

to  readily notice the 

Teamwork Between Gen Z and Baby Boomers 

While we still have folks 

from the Silent Generation 

(born 1925-1945) in the 

workforce, the majority of 

the oldest generation are 

Baby Boomers (1946-1964) 

and the youngest of the 

generations are known as 

Gen Z (2001-2020). To the 

‘naked eye’ these genera-

tions may look like night 

and day, but it is important 

to find common ground for 

our workers to get the 

most satisfaction and give 

their best effort at work.** 

Toward this end, start by 

dispelling the stereotypes 

for all of the generations. 

Baby Boomers are typed as 

collaborative but averse to 

change; Gen X as inde-

pendent but bleak; Millenni-

als as driven but entitled; 

and Gen Z as progressive 

but disloyal.*** Additionally, 

the prime motivator for 

Baby Boomers is often said 

to be job security and for 

Gen Z it is working for a 

cause they believe in. You 

can see that generalizations 

can offer some guidance so 

that we can be aware of the 

possible differences, but it is 

important to go below the 

surface assumptions. We all 

might value job security and 

working for a cause. On the 

other hand, there are some 

skills and qualities that the 

different generations can 

offer. The older generations 

offer historical/institutional 

knowledge which can also 

lead to wisdom and leader-

ship. The younger genera-

tions are often much more 

tech savvy, offer a fresh per-

spective, and often ask 

HR Trends: 

• A federal district court 

in Texas has ruled that 

Congress violated the 

constitution when it 

passed the Pregnant 

Workers Fairness Act 

(PWFA) resulting in 

the EEOC being 

stayed from enforcing 

this law in Texas. 

• According to SHRM 

there has been an 

unexpected trend of 

employees choosing to 

retire. This could re-

sult in staffing con-

cerns for employers. 

• According to a survey 

by Boston Consulting 

Group, people of col-

or are less likely to 

have their request for 

a disability accommo-

dation approved than 

their white counter-

parts. 

• The NLRB has 

weighed in on employ-

ers who banned cer-

tain Black Lives Matter 

logos depending upon 

how the logo was 

displayed. They sup-

ported Whole Foods 

for banning extrane-

ous attire with the 

logo but did not do so 

when the logo was on 

an apron that was 

required for work. 

• Even though inflation 

has cooled, over 50% 

of workers say that 

their paychecks are 

not keeping pace with 

inflation. 

• While only 4% of em-

ployers do this cur-

rently, there is a grow-

ing trend of offering 

menopause benefits 

such as virtual care 

and hormone therapy. 
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What we once enjoyed we 

can never lose. All that we 

love deeply becomes a part of 

us. — Helen Keller 

“why?” One Gen Z person 

told a story of her dad’s 

frustration that he calls his 

direct reports and they 

respond via email. She 

wondered why he didn’t 

just send a text! 

A survey by the London 

School of Economics and 

Political Science (LSE) re-

vealed that younger gener-

ations who are managed by 

older generations report 

lower productivity.** The 

larger the age gap, the 

lower the productivity. 

They also found that when 

employers engaged pro-

cesses that fostered valuing 

the differences and aligning 

around common values and 

motivations productivity 

went up.  

Additional actions you can 

take with your staff. 1. 

Learn about your employ-

ees. This might include 

their motivations, their 

work habits, and their 

goals. Look for common 

ground. 2. Conduct work-

shops. One company found 

that communications were 

breaking down due to dif-

ferent communication 

styles and chose to have a 

workshop on effective 

communication. 3. Create 

mixed generation teams. 4. 

Encourage open dialogue. 

5. Do teambuilding exercis-

es. Provide an opportunity 

for them to do something 

fun and new together. Fo-

cus on shared values. 6. 

Start a two-way mentor-

ship program. Reciprocal 

learning breaks down barri-

ers and promotes continu-

ous improvement and ad-

aptation. 

ask them to put it in writ-

ing after thinking it out 

more fully. 5. Create di-

verse teams where differ-

ent perspectives can be 

heard. ‘Cross pollination’ 

of your staff also strength-

ens your organization. 6. 

Encourage people to man-

age their own conflicts. 

Give them a resource if 

they need a neutral facilita-

tor to help do this. 7. Pro-

vide training to handle 

conflict or recommend 

resources for this. De-

escalation training such as 

Verbal Judo or Nonviolent 

Communication are op-

tions. These skills can be 

invaluable between staff, 

with customers and ven-

dors, and in your employ-

ees’ personal lives as well. 

‘threat’ or what is wrong 

and it is easy to overlook 

what has gone right. En-

courage your leaders in 

particular to turn this ten-

dency on its head by look-

ing for what is right and 

praiseworthy. Praise it. 3. 

Be alert and sensitive to 

employees’ feelings. Don’t 

discount them. Rather, if 

they don’t make sense to 

you, reflect them back in a 

neutral way and then be 

curious about them by 

asking open-ended ques-

tions. Be tactful about 

where and when you do 

this. 4. Encourage respect-

ful dissent related to tasks, 

strategies, and mission. If 

you see that someone is in 

disagreement encourage 

them to speak. If they are 

highly charged about it, 

encourage them to give 

their disagreement more 

thought, follow up later, or 
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