International Journal of Business and A International Academy of Science,

General Management (IJBGM)

ISSN(P): 2319-2267; ISSN(E): 2319-2275 ‘ . ) Engineering and Technology

Vol. 5, Issue 6, Oct - Nov 2016; 41-50 Connecting Rescarchers; Nurturing Innovations
© IASET IASET g ; g

THE EXPECTATIONS OF GEN Y IN THE CHANGING WORKPLACE DYNAMICS- AN
INDICATION TO THE HR MANAGERS

NEETA SINHA! & NEELAM KSHATRIYA ?
!Assistant Professor, School of Liberal Studies ditdbeendayal Petroleum University,
Gandhinagar, Gujarat, India
C-32, Sharanam 10, Opp.Hilton Row Houses, Near Amdargar Crossroads,
Satellite, Ahmedabad, India

ABSTRACT

Over the past few years, an increase in stresddas witnessed amongst employees of various génesat
working together at the workplace. In the processettling at work, Millenials (Gen Y) are demorading new behaviors

with the intent to gain success, which is starkffedent from their predecessors.
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INTRODUCTION

Gen Y the recent entrants into global workforce angjected around 1.7 billion all-inclusive acrdks Globe
represent 25.5 percent of the world population. Tata shows that by the year 2020, India will hdve highest
proportion of employable workforce in the world.gfy Indian town is up-and-coming as a talent cehé&ece India will
be a source of 500 million trained work force by2@0Therefore the need for studying Generation W teir career
aspirations is justified. In India Gen Yers accofomt25.47 percent of world population (Indian Plapion Bureau, 2009)
in India, they make up to more than half of theydapon. In the era of globalization and fierce gutition, the Corporate

Sector has to deploy and develop the servicesilkdédlpeople hence it is important to understanétwhatters to them.

Gen Yers are entering the workforce in large numlaerd will continue to dominate the workplace fog hext

there to four decades.

In today’s constantly changing world, organizatitimst stand tranquil are in danger of falling behiworkplace
created has to be such where people want to weokder to create a thriving, high-growth organiaatiToday everything
at a workplace is changing so fast, that even tfioss that make huge strides in creating greatkplaices also have to
persistently carry on with their efforts of makitig culture at their workplace increasingly mowsét, based on trust and
open to contribution by all. Today’s workforce egfgemore from their workplace. With the limitedetat pool available at
the discretion of every organization, the employ&esw their worth, and are well aware of their nwrkalue.
Organizations hence, are working towards creatingkplaces which incorporate factors that their emppés value the

most.

Indians some decades back were considered quiierafif from their western counterparts in termstred

meaning they attached to time, relationships andkwdowever a lot of this has clearly changed now.

India and Indians are seen to be moving from aHhigntext culture” towards a “low context culture”.
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High-context culture for e.g. the culture at Asidrica, South America and Middle East. People iasth cultures give
importance to interpersonal dealings and trust.u@rbarmony and concurrence is chosen over the \ahient of the
individual. People here are governed more by ilomibr feelings and less by facts and logics androanication is more
indirect and formal on the other hand the Low-cantailture for e.g. the culture prevalent at Nofimerica and a large
part of Western Europe is more logical, straightlividualistic, and action-oriented. People herki@dogic, facts, and
directness. They solve problems by lining up andlating facts. Their decisions hence are basethas rather than
intuition and finish with actions, the communicatis simple, to the point, and proficient in anigting the action to be

taken.

Talking about our own cultural context, for us aslians while working and resolving problems, oucu® is
generally on relationships and we do not lay equal adequate stress on time and task, and thim&dered as a positive
characteristic of our culture. However our failimemaintaining time lines, following the structuaed adhering to the
processes, higher efficiency in doing repetitivek& and focus on too much detailing, are all alityd to our high

contextual orientation.

Good part is that a lot of this is clearly begimnito change. Now we are quite proficient with stnoe,
competent in managing time, following processes, arientation is clearly moving towards task as paned to people
and relations, earlier. Today’s India, like its vega counterparts is trying to put up processegvVerything and this new
generation may choose not to attend a companyogethier because it is outside work hours and ertesfwith his or her
private time. For today’s youth between the east thie west despite the physical distance therdoanmany things in
common for example television serials, music, gigm@ashion and above all the social networking mederving a

reasons for bringing the world a lot more closer.

These changes are getting converted to the langeural shift that is likely to sweep the corporatelia of
tomorrow. The new generation of employees, whoeatering the workplace with new expectations hdste managers
to deal with new challenges. The difference betwgenerations, and the subsequent adjustment amctadns of the

workplace practices so that everyone can be accalated, is the primary challenge being faced byctrporate world.

The life of a Human Resources Manager prior to @ebal Economic downturn was primarily focused on
supporting the business by attracting and retaittiegskillful and capable employees. Focus on Selecand orientation
of the new employee into the business taking cétbeir needs and requirements along with thosth@fbusiness, were
the prime job responsibilities. After the downtuanhost of organizations are focusing on “Alternatiworkplace”

programs which consist of lot many nontraditionakkpractices, encompassing varied locations attohgs.

This study would bring out considerable informatiom what are the various workplace expectations tta
“Young Cohort” has from its future employer durihg college life and as an Employee while they“@e Job”. This
would enhance the understanding of HR managersewhitruiting and also in retaining the employeesfamts like
focusing on Individual difference while managingopke or treating the entire generation differenfjso it would help
the Academia to understand them better in termth@fvalue system they have created and accordimglfify their

Pedagogy.
Ever Increasing Importance of Relationships at theNorkplace

The last few years, have raised the expectatiorengsioyee and employer hold from each other. Thel@yer
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expects high performance and productivity; andahmployee expects wider social implications for teelwes and their
dependents. Employees not only expect monetaryosujgowever also look up to their work organizatimnprovide
opportunities to develop their skills, help thent@®me more sound technically, provide them adeqopp®rtunities for
innovation, so that they can excel in life, grovd &recome competitive, support them in raising teewial status, provide

them with an atmosphere which broadens their soticlk.
The Importance of “Work Environment” in Promoting “ Employee Engagement”

It's all about perceptions these days, unlike tlieiotimes; today’s employees are no longer williagvork in
office without adequate air-conditioning, comfofabworkstations, and internet connectivity and so. &Vork
surroundings are seen as parameters of manageocoscesn for their employees. The infrastructure,ghemises and the
lobby, all aid in forming perceptions by the prosipee employee for the organization. Employees ekpeulti cuisine
cafeterias, gyms, wellness programs all to be ther¢he premises since these contribute directlythe level of

engagement they have with their work organization.
Virtual World

A dispersed workforce where employees may have asfiorface-to-face contact with their colleagues is
something which is not uncommon at all. And asvinial workplace becomes more prevalent; orgaignatwill have to
give careful thought to the management of the saiféle on one hand technology offer's employee'sager flexibility,
it can also limit choices and opportunities, paiticly the social interaction that office or fagtdrased work offers, and
the implied learning that flows from the everydagd-to-face interactions. A December 2009 SHRM pntkaled that
52percent of companies provide for their employeetual work options,” or scenarios that allow faork away from the

company premises, and 22 percent anticipate aaaserin the number of employees who work out obffiee.

For new employees this form of contact can be wseful in inducting them into their new workplage|earning
from more experienced colleagues, developing rappbsorbing corporate culture and professionatsttand building
networks and communities of practice. Differentnfioof communication goes well with different sitwats, some people
are more comfortable with one approach over anptret this includes managers also. There are scanagpers who find
it very difficult to manage teams who are not phg8y in the office and there will be more needstgport and train
managers to deal with this situation and to stwkat can be equilibrium between retaining contral ancouraging levels
of trust and teamwork. On the other hand, younganagers who have grown up with social networkiregliely to be

more comfortable and more proficient at using tbisn of communication.
Flexible Workplaces

Flexibility in the workplace is the wave of the dué. There are several time-honored benefits ® ghowing
trend. If employees are given autonomy in decidiag to produce results and strike better work#igééance, it could turn
out to be a great tool to boost loyalty towards é¢hgployer. When the decision of how, when and wieeteft with the
employees, businesses have seen to achieve gneabts of success and the employees have prospdreand result is
a more competitive organization with high produityiv high employee engagement, and more innovatinod less
employee turnover. The vision of allowing more fl@iork and flextime can be a scary thought for manyanizations. In
such a scenario, it is best to start at the topfand policy around flexible workplace arrangemeais! to reassess their

effectiveness at periodic intervals - giving thexible strategies sufficient time to show results.
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The Changing Labor Force Demographics

The globe’s population as predicted will grow frém® billion in 2010 to 7.6 billion by the end of 2L however
the population in the working age bracket is expgdb decline in many countries. Be it Japan witleeeno. of people
moving out of the workforce is much higher thansthavho fall in the age bracket to enter in it, ardpe where the year
2010 saw more workers retiring from the workforbart joining. Russia, Canada, South Korea and Ghindd also be
witnessing a similar state, by the end of this dec&o the countries like India, where one-thirdwf population is below
15, do have a demographic advantage over the otBeagil, Mexico and Indonesia also possess a ainatlvantage.
However it is important to know that this young ptation will be advantageous only if they are pdmd with adequate
opportunities to educate themselves and also ttavedl of skills which are necessary for them ta glksorbed in the

talent pool.
Increasing Mismatch between the skills Employers Neel and the Talent Available

An international employment agency, in one of itsvey in 2010, stated that approximately 31perazt
employers worldwide are struggling to find the ahbie talent to match up to their requirements. #usl struggle becomes

even more difficult when it comes to attracting éogpes with skills that are critical to the orgaatian.

Similar results have been predicted by other seuasewell. For e.g. an HR Consultancy firm knowrTawsers
Watsons study has revealed that more than 80peoféhé organizations which are tagged as thedastth economies
are facing the shortage of adequately skilled eygas. On one hand the colleges have been showimgwed ranks,
however the fact of the matter is that organizatiare still finding a gap between the skills thayeénacquired to the skills
actually needed at the work front. And this is ti@in cause of unemployment being faced by the ydtstcritical for the
educational institutes and the economist to undedsthe skill sets that are desired by the emptoy@rovercome this

alarming issue.
Unretired Baby Boomers and Women to Fill the SkillsGaps

The AARP, a leading US advocacy group for retiredpde, believes that 80percent of baby boomersksiip
working either full- or part-time, even after theétirement age. Women, across the globe have edaga well-educated
source of talent, and have made an entry to th&fame in ever greater numbers in recent decadewener, their talents
are still not utilized to the optimal; especiallysocieties with conventional views on gender, tmglincludes many fast -

growing economies too.
Increasingly Global and Mobile Talent Market

It is not surprising these days to find the talenyour home country getting drained, because tebeareer
opportunities elsewhere, in some other county, sother continent. Better integration across theketarin the last few
decades is the primary reason for the same. Inflaetimmigration percent increased to as high ged2nt, and the
maximum movement was witnessed towards the OE@Ihtes. However with the recent slowdown in thebgl
economy and the newly posed legal restrictions, rthigrants have faced the dejection and hostilignfrthe local
residents, since even the developed markets haarewignessed high unemployment, in the downturmage. All these

factors have left migrants stay back at their haontries.

Slowly the economy is showing the signs of recowamyl it is expected that the demand for labor gallup and
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hence even migration percent will bounce back. Thalso coupled with countries trying to diministe restrictions they
had imposed on migration during the downtime. Thegetbping economies also are showing striking dgmekent and

growth opportunities which is going to have itseetfon the migration percent. The World EconomituRohas stated that
reverse migration is being increasingly seen ind&eeloping countries, however the fact that dgwedbeconomies are a

top choice to work for, cannot be ignored.
Health & Wellness Programs for Employees

Various wellness programs for employees are baingy their work organization. They are no longewed as
an extravagance but a “must have” in every orgdioiza As the importance of these initiatives conés to grow,
organizations are not only focusing on fitness @enas a means to get their employees healthiealdutay value to short
programs encouraging small recreation and ententih breaks for the employees; promote and spr@adeaess about
exercises employees can do at their desks; focusmeditation, mindfulness, and non-traditional “wding”
interventions. In order to measure the efficacguth programs, organizations need to measure thesethings (1)How
much they are able to save on the health care sgpe(2)The percentage by which the rate of absisntegoes down and

(3)by what percentage does the output increass, rafining such programs.

Till some decades back, organizations were moresked on the “ROI” and any expense on employeesseas
as a cost to the company however in the modernaenasuch form of spending on the employees is ssea “VOI”
(Value on Investment) which measures the soft dsp@cthe intangible benefits, unlike ROI that égs as a measure of

the hard or tangible benefits.
Psychological Health in the Workplace

American Psychological Association has statedafadychologically healthy place of work promotesdjbealth
and well being for the employees and enhances za@t#onal performance and productivity. The worlkaractices that

are generally considered as important are broddgsified into five types, as stated ahead:

Measures on increasing employee engagement orviewant, striking a correct work-life balance foertn
promoting the growth and development of the emmownsuring the employee has a sound mental arglcghyealth
and the work surroundings are safe, and the emela/enotivated enough by various “recognition pemgs” over and
above the hygiene factors. It is important to rtbee, organizations today are progressively foaisin both the physical

and mental health of their employees.
Increased Bargaining Power with Employees and Usagd Rewards and Recognition Programs

Last two to three decades have witnessed a lothahges in workplace. Loyalty is no longer prevalent
Competition has become intense, organizations tehanged, and they are reducing their costs to becorare
productive, resort to frequent layoffs to beconanke. All this slowly ended the trend of decadesesfice with the same
organization. During the downturn of the econonghhiinemployment was witnessed. As the upswingmsfuhe skilled
employees stand to get the benefit. With the lichitdent pool, they are demanding more, and aneasingly having a
say in how the work is assigned to them, how shthidg be assessed and rewarded for their perforendmday, it's the
employee, who is defining the workplace and notehgloyer; their liking, and inclinations are beiagcounted for in
designing the workplace of the future. Employeeagmgnent is given due importance and the rewardsreswhnition

programs are helping the employer in the samesiffarces positive behavior which assists the firmghe achievement
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of its goals. A motivated workforce certainly withpact the bottom line positively. The importandenon monetary
rewards has increased multifold, rewards need a@xpensive and in cash. A pat on the back, dicaté, a trophy, or a

hall full of the audience cheering you on your agkiments, all works wonders.
Increased Usage of Social Media /Social Networkirgites

Social Networking has become a vital part of evagys life today. There are hundreds of millionspefsonal
users on sites like Twitter, Facebook, LinkedInhais also become an important means of doing asiwéh growing
number of firms that sell their things through thesediums. It's noteworthy that across the worl& ptofessionals are
occupied in developing policies for the usage esthwebsites at the work place. HR professiomalgtzeir organizations
are increasingly using social networking sitesdanscandidates before they are invited for anweer and this trend up
picked up first in the United States, followed legtrof the world. According to a SHRM survey in Maower 2009, only
3percent of the organizations included this practito their recruitment process by the end of 2008&lso stated that
86percent of HR professionals felt that they woudd prefer hiring a candidate whose social netwagkirofile showed
indicated “unprofessional behavior”. The sociawmking media and the increased prevalence of Isiplgere are helping
the prospective candidates to learn more about@rad before they attend an interview. Chat boaads available both
to consumers and job seekers which serve to clarlfyt of information about the organizations. Eher a new trend to

hire “social media managers” to help organizationnd their way more effectively through the intet way.
Technology Being Put to Use at the Workplace in Orer to Eliminate Geographic Barriers

In an economy which is progressively more globah#iure, technological advancement is the centiging
force for the same. Usage of technology is increggieliminating the geographic barriers. For an HiRfessional,
recruitment process has gained the advantage ltattmatives like video interviews and video conferes which provides
the hiring experts the choice to track the prospegbb candidates from any part of the world. UsadjInternet to obtain
education, to learn more for professional develapnand various distance learning programs haveo la¢xome very
rampant mostly for firms which have multiple donestnd/or international locations. Special buddkication is kept
towards the development of search engine optintigg8EO), so that pertinent information is readisilable when a job

seeker conducts an online search.
Vulnerability of Business Technology to Adversity

The field of technology has a collective concureena the increased threat from hackers, other aodtwmaladies
and spam in the recent years. The software indastdy business firms have reported this issue; sothities have a
strategic impact on their functioning. Symantec digried a survey in 2010 and stated that the snmall raidsized
businesses comprising of 10 to 499 employees hawemade IT security and protection as one of thijhest priority
task and on an average have budgeted an expe$& @00 a year on the same, they have also alth¢ate-thirds of
their IT staff's time on matters of information peotion, computer security and disaster preparediésAfee, a security
technology company, reported that the productionh distribution of malicious software, had reachedhighest levels
ever in the first half of 2010. As per them, neds5,000 new pieces of malware appear every dapinpater systems

across the globe.

The Split between Technology-Savvy and the not se€h Savvy Employees
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“Digital divide” is a phrase referring to the gaptlyeen the ‘heavily wired urban’ and the ‘wirelesgal’ regions
that are deficient in high-speed Internet accesgap\is also been observed at the workplace betteebaminded workers
and their less technologically literate co-workeB&neration Y is the first generation to grow uphwiomputer/internet
access readily available at all times. In comparign them the other generations like Boomers, wheehbeen in the
workforce since long have recently learned thedsasf the online world. Employers are encouragingkers of all ages

to embrace technology on the job.
E-Recruitment on a Rise

The recession of 2007-2009, saw a massive incieade number of applications coming for each jaisting.
HR and Recruitment professionals across the glabedf the common challenge of trying to locate thestntalented
candidate out of all the applicants. This led taynaf them turn to e-recruiting technologies to make entire process
easier. The most valued aspect of such technolagig®e ability to improve job matching; it has anbed the search
capacity when huge numbers of applications haugetprocessed. These technologies make the protbsshoapplying

for a job and sorting through candidates very easy.

SUMMARY

With all the recent trends emerging at the workplaemployers globally have realized the importante
attracting and retaining employees, and also utmlsiishat practices and offerings that were eféectn the labor market

till some years ago may no longer be equally eiffecin the current times. Hence Employers havesto

These trends, though don't affect the workplacedlly, however it does affect the way in which werkv The
workplace today, is not just the furnishings and four walls of the premises; it is more about hoappy are the
employees working at the workplace, and what kih@pportunities are available for them, which imntican facilitate

both their personal and professional life.

With this change in the outlook towards the humapitel, the role that the Human Resource Profeatsdmad
played so far has also undergone substantial ckahlyav they are playing a more strategic role tolwahe development
of the organization by having a clear understandihighe macro view of the organization and hencmdeble to
participate and contribute towards the major peticand decisions. They are playing the role of ghaagents and are
effectively supporting the employees to achievér thpeals. In fact their role has become very vélesatnce the workplace
diversity has also become so prevalent. They a&etidorsers of work values, ethics and beliefshestiol the organization

maintain its culture, which is the bedrock of everganization.

Intense competition is being witnessed by firmsomdy at a local level however also from firms asohe globe.
Hence Organizations need to evolve, become mostiela@nergetic, and ensure that every employeerstahds and
drives the mantra of customer centricity. The ceddbgrowth of IT and BPO sector in India and thevatence of MNC's
has been instrumental in changing the work cultarindia, which earlier was too different from théher parts of the

world. With globalization, this gap between thetarés has narrowed down to some extent.
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