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Preface

It was over a dinner gathering with some colleagues from the fast moving consumer goods industry that probably provided seed for this book. Over dinner, the seasoned professionals took turns complaining and expressing bewilderment at how challenging it was for them to manage their young hires – young being below the age of 30. I remember taking in all their comments and then chimed in that instead of being negative about them, we should seek to understand them. This gave way to more ridicule and predictions that such efforts would be in vain. However, I left that night determined to find a way to gain insight into the minds of millennials and to explore how mentoring affects their attitudes towards work.

We fear what we do not understand. Often times, we fail as a result of fear due to inertia, apprehension or a sheer lackadaisical attitude towards an area that we do not understand. At times, we perceive we know better. In reality, most times we are too clouded by our pride or do not even realise the existence of our blindspots due to ignorance. At a recent human resources practitioner conference, one professional innocently posed a question to a renowned academic on how she should handle millennials. To the surprise of many attendees, this academic shot back and claimed that enough has been said about millennials and that we should move on to other topics in the field of human resources. Although much might have been said or written about millennials, the truth is that many experienced individuals continue to find the generation gap too wide for them to bridge. Many simply do not know what makes a millennial tick.

I sincerely hope that this book will provide some insights in your journey in understanding a new and exciting generation. Even as I share my thoughts and findings, I am reminded that the more I learn, the more I discover I do not know.


Paul Lim
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Baby Boomers (1946 — 1965)

e Globally consists of the most number of people in any
generational cohort (Duchscher & Cowin, 2004)

e Loyal and forward thinking

e Team players

Generation X (1966 — 1980)

e Manages change well
e Thinks independently

e Technologically competent

Generation Y or Millennials (1981 — 2000)

e  Multi-taskers
e Serves for the social betterment of society

e Technological experts
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