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Dedication 

This book is dedicated to those who will fill the leadership 

gap as Traditionalists and Baby Boomers retire.  My 

greatest wish for the Millennial and Gen Z generations is 

that they learn how to lead our society and economy to 

new heights without all the hang-ups of past generational 

transitions.  

 

I love working across generational and cultural lines, 

especially with Millennials and Gen Z.  Maybe that’s 

because my children are Millennials and Gen Z.  I love 

them deeply.  I don’t want them to have to enter a 

workforce led by leaders who don’t get the flow of our 

modern society. 

 

I want to say thank you to my wife, Debra Buschman, and 

our children who have encouraged me and shared in the 

time and financial sacrifices required to complete a 

doctoral program and write this book.   

 

Greg Buschman, Ph.D.(c) 

http://www.gregbuschman.com/
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Forward 

 

Ross Kirwin, MBA, VP & Investment 

Professional.  

 

I was on the front end of the millennial 

generation entering the workforce, and many managers at 

that time didn’t exactly know “what” we were all about.  

This book gives so much attention to learning about my 

generation.  It’s great to see how much research went into 

this book.   

 

As opposed to being told, “get a job,” the section that 

encourages folks to ask themselves questions to 

determine what they want to do, was enlightening.  How to 

choose a fulfilling career is not taught or discussed 

enough.  My dad used to joke that whatever industry you 

started in would most likely be the industry you will be in 

for your entire career, so pick wisely.  However, I’ve heard 

other folks say, “get a job to get experience.”  Asking 

these questions throughout your career and life, will be 

helpful.  Doing some soul-searching along the way will 

help keep you from finding yourself stuck in a job or 

industry you don’t like.  Asking these questions after 

significant life events (getting married, having children) 

could help identify needed changes. 

 

http://www.gregbuschman.com/
http://www.ithinkyouthink.com/freecallorwebinar
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Something else important I learned from the book, is the 

reasoning behind how older generations have developed 

their way of thinking.  Having a better understanding could 

have helped me when I asked for my first raise (just 

because I was there for a year, I thought I “deserved” it).  

My manager at that time acknowledged my hard work, and 

that they were pleased with me.  He then asked me if I 

would like him to ask his boss if he should give me a raise, 

even though the company was not doing well at that time.  

He got his point across without beating me up.  I think 

back and realize he didn’t say what he probably wanted to 

say.  If he did, I would have been depressed and had less 

productivity.  The discussion on how and when Millennials 

should approach conversations with their superiors about 

advancement and compensation was helpful. 

 

I am very excited to be a part of a generation that values a 

balanced work/life balance!  The workplace, unfortunately, 

sometimes looks down on that phrase.  The book 

discusses how Millennials can approach this topic in 

interviews and gives some options on how to use words 

that other generations will respond to positively.  I feel like 

the minute a Traditionalist or Boomer hears the phrase 

“work-life balance,” they prejudge what is about to be said 

or discussed, or possibly the person.  What Millennials are 

saying is, “we as Millennials have experienced first-hand, 

as children and young adults, what happens when work 

becomes more of a focus than having a healthy personal 

life.” 

http://www.gregbuschman.com/
http://www.ithinkyouthink.com/freecallorwebinar
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Lastly, the info to help Millennials who are currently in 

organizations that are managed in an authoritarian 

manner by a Boomer or Traditionalist was helpful.  Lots of 

people will benefit from the advice on what to do if their 

firm continues to be successful with this approach, thereby 

never seeing a need to change.  Do you get out sooner 

rather than later?  If your firm mainly motivates by money, 

how do leaders learn there are other ways to reward and 

get intended behavior, beyond money?  

 

Ross 

  

http://www.gregbuschman.com/
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Brent Sucher, CMP, Marketing Director  

 

All of this is great.  Seriously, I learned a 

lot from the book.  From my perspective, 

one of the most significant issues the 

book addressed was, “Why any 

Millennial or Gen Z might even care about leadership in 

the first place?!” Be it what others think about it, or the way 

they currently do things.   

 

“Why should I care?  And if I do, what now?” The answer 

is simple; If you understand and apply the book’s content 

in your communications with others, you will unlock the 

door to promotions, better income, and happiness in your 

field while gaining the respect of other generations.   

 

The book is bigger than any one of us.  It helps people see 

not just generational differences, but also cultural 

differences, something that Millennials and Gen Z care 

about profoundly: sensitivity to identity!  Different 

generations, by default, don’t engage on a personal level.  

Understanding people’s personalities and management 

styles is like acquiring the ability to speak another 

language.  The book’s real-life examples and contexts are 

priceless, “context is power.”   

 

One of my most eye-opening takeaways from this book 

was seeing the side-by-side comparisons of how each 

generation might handle the same problem or situation, 

http://www.gregbuschman.com/
http://www.ithinkyouthink.com/freecallorwebinar
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and then discuss how each other generation should 

manage them.  If we as a generation are going to strive to 

be catalysts of change, to create work environments that 

value people, which are fulfilling, it’s our responsibility to 

HELP management to identify the value and return we 

bring to the table.  Building multi-generational teams that 

want to help one another succeed produces a positive 

winning environment.  There are plenty of stats to back 

that up, and this book is full of practical “how to’s.” 

 

The wording is conversational, “big picture,” and purpose-

driven.  The book takes the time to paint a picture for 

Millennials and Gen Z about how old work environments 

used to be, and it gives the context of each generation’s 

tendencies and their “why.”  It uses short comparisons of 

crucial differences that provide meaning to readers who 

are new to leadership and who might not even know that 

generations think differently.  The section on professional 

advancement and the human resources lingo used when 

hiring leaders and managers a HUGE value.  The advice 

will help you earn respect in the interview process and 

with seasoned peers.   

 

This book matters.  It matters to help win the respect of 

people from other generations, and prove we don’t suck, 

because our generation is awesome and great!   

 

Brent

http://www.gregbuschman.com/
http://www.ithinkyouthink.com/freecallorwebinar
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Preface 

I love working with Millennials and Gen Z.  Maybe that’s 

because my children are a part of the Millennial and Gen Z 

generations.  I love them deeply and don’t want them to 

have to enter a workforce led by Gen Xers and Baby 

Boomers who don’t get the flow of our modern society.  

You may be asking yourself, “Why should you care about 

what others think, and why should others care about the 

way you do things?”  Millennials and Gen Z want to be 

“real.” 

 

The struggle is real; the first step in making a positive 

difference in this world, and your life, is to become a 

leader.  All leaders must have followers for nothing great 

happens without a team.  Becoming a great leader that 

can grow an organization or lead a movement requires a 

leader that can develop and lead other leaders.  “Great” 

doesn’t come just because a person has years of 

experience.  It takes training and applying the art and 

science of leadership to experience.  Open your mind to 

knowledge and understand that you don’t know what you 

don’t know. 
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Introduction 

Welcome! 

Thanks for joining with me in learning the art and science 

of effective leadership.  Whether you are a Millennial, Gen 

Z, Gen X, Baby Boomer, or Traditionalist, you’re reading 

this because of a desire to lead well.  Organizations need 

competent positive leaders!  America and the world need 

you! 

Generation Age Group Definitions 

There has been much debate on when each generation’s 

birth years begin and end.  Pew research is one of the 

most trusted research sites, so I am using their definitions.  

 

• Traditionalist: Born 1928-1945. 

 

• Baby Boomers: Born 1946-1964. 

 

• Gen X: Born 1965 – 1980. 

 

• Millennials: Born 1981-1996. 

 

• Gen Z: Born 1997 – 2012.1 

 
1 (Dimock, 2019) 

http://www.gregbuschman.com/
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A Note to Gen Z and Millennials 

If you’re a Millennial or in Gen Z, this book shows you how 

to win the confidence of Gen Xers and Baby Boomers.  

You will learn how to prove you don’t suck and how to 

succeed as a leader in a workplace dominated by Gen X 

and Baby Boomers. 

A Note to Gen X and Baby Boomers 

If you’re a Gen Xer, this book will help you flourish in a 

multigenerational workforce and prepare to take the reins 

as Boomers begin retiring in large numbers.  If you’re a 

Boomer, this book provides useful advice on how to 

mitigate the risk of business interruptions due to the 

retirement tsunami that is coming, as well as recoup some 

of the over $550 billion disengaged employees are 

estimated to cost American corporations.2 

 

While this book intends to transfer knowledge to help you 

become a better leader, its wording has a less formal feel.  

It’s more of a conversation, a book of real-life stories from 

various business people and places, and it’s big-picture 

and purpose-driven.  As you read each story, think about 

each generation’s life experiences, where they are coming 

from, and why?   

 

A key to unlocking relationships is understanding the other 

person’s “why.”  Why do they think, act, and react the way 

 
2 (Gallup, 2017) 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  7 

they do?  When you know, you’ll be better positioned to 

motivate others to follow you no matter what their age.  

 

My greatest wish for the Millennial and Gen Z generations 

is that they learn how to lead our society and economy to 

new heights, without all the hang-ups of past generational 

transitions.  Remember, every generation “sucked” to the 

ones that came before them.  As long as we’re all in the 

same boat, let’s grow together and improve our 

workplaces and lives. 

What is Etymology and Why Should I Care? 

In the 1970s, when I was in elementary school, we had a 

teacher who would punish us for using the phrase ‘aw 

shucks.’  He told us it was a curse word.  WTH, a curse 

word?  Sure enough, at one time, it meant ‘oh sh*t’ and 

was considered profanity!  Now it is a term that expresses 

shy embarrassment. 3  The Stack Exchange is a great 

place to read about a word’s past, mainstream, and 

modern meaning or etymology.  Etymology is the study of 

word origins.  As society changes, the essence of words 

can change or take on more than one meaning.  Their use 

and acceptance may diversify as well.4  Not only can word 

meanings change, but each generation adds new words.  

For example, if you search for terms such as; adulting, 

woke, salty, kiki, no cap, etc., you can find lots of articles 

 
3 (Stack Exchange, n.d.) 
4 (Online Etymology Dictionary, 2019) 

http://www.gregbuschman.com/
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on Millennial and Gen Z lingo.5  Communication is a two-

sided process; make sure to participate effectively.6  Ask 

yourself, “do I practice active listening when talking 

with members of different generations?”   

 

In the back of our minds, we know that words and word 

meanings change over time.  Traditionalists, Boomers, 

and Gen Xers consider the words you got in trouble for 

saying when you were young.  How many of those words, 

like ‘aw-shucks’ mean something different now?  Never 

has the essence or meaning behind words changed so 

quickly as it does today.  The digital and Internet age has 

unleashed society’s ability to form new lingo, propagate 

slang, and modify word meaning.  Try reading a Gen Z’s 

text string, good luck if you are over 40!  On the flip side, 

some changes add richness to our life and business 

experiences.  Either way, we must all realize that what 

we hear may not be what another person is saying.  If 

you don’t understand something, don’t judge, ask for 

clarification, and practice active listening. 

 

  

 
5 (Borge, 2019) 
6 (Pearce, 2007) 

http://www.gregbuschman.com/
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Chapter 1: Getting Your “Why” 

On 

A Dead Leader Walking 

In 2017, while in the Caribbean, I met a young American 

leader who was 28 years old.  He had cultivated a 

following of 15,000 Millennials and paid for his trip by 

leasing his list of followers to marketing departments.  His 

primary clients were liquor distributors who paid him 

$5000 every few months to throw flash parties and 

another $5000-$15,000 to show them how to market their 

products to Millennials better. 

 

He did a magnificent job of promoting himself through 

social media, and his parties were epic.  The liquor 

distributors rented the venues, hired bands, set up tasting 

tables and beer stands, food trucks, etc.  His average 

gathering drew 2000-3000 people.  As we talked, I shared 

some of my corporate leadership experiences, and he 

asked me some questions.  He wanted my opinion on why 

he hadn’t been able to keep a corporate job or obtain 

promotions.  “Why do I keep getting fired,” he asked.  

“Why don’t leaders at work listen to me, I get so 

frustrated with them, I end up just quitting.  Now no 

one trusts me enough to hire me into a position with 

responsibility.” 

 

http://www.gregbuschman.com/
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I asked him to explain each situation, and the bottom line 

was he had no idea how corporations promote people, 

how HR operates, and that there are measures of 

employee value.  Nor did he respect or relate to other 

generations.  This talented young man thought that he 

was already a leader because he was able to gather a 

following on social media.  He was right to a degree; he 

had followers, but for how long?  He understood how to 

lead a group of young, energetic, party-going peers, and 

he was great at it, but he had no idea how to be a leader 

of leaders, produce leaders, or be a leader in any other 

context.  Because he refused to embrace the fact that 

50% of leadership is a natural ability, and 50% is a learned 

science, he never progressed past his current state.  He 

chose not to learn how to expand his reach or sustain his 

success.  He became a dead leader walking.  

Leadership and Organizational Growth  

Here was a talented, smart young person, who could talk 

to his peers, but had no idea how to interact with or lead 

his parents’ or grandparents’ generations.  He was bitter 

because life was more complicated than what his mother 

had taught him.  His mom was always saying, “do the right 

thing, get good grades, pay attention in school, and you’ll 

get a good job and life will be good.”  However, in today’s 

competitive world and economy, doing the basics 

right doesn’t guarantee life will work out the right way.  

You must gain specific knowledge and skills to succeed.   

 

http://www.gregbuschman.com/
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He didn’t know or understand the five pillars of 

organization leadership for growth or what it takes to be 

successful at each one: 

 

• Challenging the status quo with positive innovation. 

• Inspiring a vision and set of goals that result in 

mutual commitment from all employees. 

• Building teams that are empowered and are 

interdependent upon one another to succeed. 

• Modeling the behaviors you espouse to others. 

• Encouraging the hearts of employees so that they 

work through difficult times, striving to achieve the 

mutual vision and goals set before them.7 

 

All five pillars of organization leadership for growth 

require an understanding of how and why each 

generation thinks the way they do.  Gaining an 

understanding of the assumptions, beliefs, and norms of 

those you are trying to lead is critical in motivating today’s 

multi-generational, multi-cultural workforce.   

 

How things work out is up to you.  There is no magic 

wand; it takes smarts, hard work, time, education, and 

wisdom.  The dead leader walking’s career was severely 

limited because he didn’t know what he didn’t know.  Don’t 

make the same mistake; choose to learn to lead. 

 
7 (Johnson & Johnson, 2013) 

http://www.gregbuschman.com/
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Millennials Don’t Suck; They’re Awesome 

It seems that all I hear from my Gen X and Baby Boomer 

friends is how Millennials suck.  They suck in their work 

ethic, feel entitled, their attitudes suck, and they don’t 

respect us.  “They suck, they suck, they suck.”  Do you 

hear the same?   

 

There is a misconception that Millennials are 

oversensitive, lazy, and uncommitted.  Instead, data 

shows they are passionate, hard workers, and active in 

social causes.  Sessa, Kabacoff, Deal, and Brown’s study 

set out to separate the myths from reality and how the 

generational differences affect the workplace.  Millennials 

make learning a priority and find happiness in their 

families.8  While Millennials may not be as independent as 

Gen Xers, they are full of confidence and sensitivity.9  

Another study done by social scientists, Leuenberger and 

Klüver, also found that the younger generations desire 

more frequent feedback than what is provided in annual 

evaluations.10  They want feedback so they can improve 

their performance.  In our diverse workforce, values will 

differ among the generations based on “beliefs, values, 

goals, work attitudes, world views, and attitudes toward 

leadership,” which develop throughout our lifetimes.11  

 
8 (Sessa, Kabacoff, Deal, & Brown, 2007) 
9 (Kapoor & Solomon, 2011) 
10 (Green & Roberts, 2012) 
11 (Sessa, Kabacoff, Deal, & Brown, 2007) 

http://www.gregbuschman.com/
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These values shape our attitudes and willingness to adapt 

to change.   

 

Emerging leaders take note!  If you, as an emerging 

leader, bring positive and definite answers to workplace 

challenges, you will have the chance to establish yourself 

as a prospective leader and begin building positive 

relationships with those who can promote you. 

Every Generation’s Characteristics are Different 

Every generation has its own set of characteristics.  

Gen Z thinks one way, younger Millennials another, older 

Millennials still another, Gen Xers another, and Baby 

Boomers, yes…still another.  It seems a million books are 

advising Gen Xers and Baby Boomers on how to lead 

Millennials, but few, if any, focus on helping Millennials 

and Gen Z understand how to become leaders.   

 

The analog world in which Boomers and Traditionalists 

learned to lead, no longer exists.  It’s time for the 

Millennial generation to step into leadership roles and lead 

our corporations, tech industries, and organizations.  It’s 

time for Gen Z to become emergent leaders and start 

thinking about how they want the world to look over the 

next century. 

 

We, as senior leaders, need to make way for them, mentor 

them, and help them understand how we tick, not the 

other way around.  According to Pew Research, there are 

http://www.gregbuschman.com/
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56 million Millennials in the workforce, and by 2020 nearly 

half of all workers will be Millennials, outnumbering Gen 

Xers!12 

 

Millennials and Gen Z listen up!  The older generations 

don’t have the same world view as you, and if they do, 

they rank their values in a different priority order than you!  

Unless you begin to understand how Gen Xers and 

Boomers think, you’re screwed when it comes to leading 

us! 

Generational Transitions  

I was born in 1965 in the first year of Generation X.  I grew 

up in the middle of the transition from an analog to a digital 

world, from a manufacturing-based economy to a tech and 

services-based economy.  I was an original gamer and 

Donkey Kong master.  I started on Pong, Mattel’s classic 

handheld football games, then Nintendo’s RBI Baseball, 

Zelda, NHL Hockey, and Sega’s Sonic the Hedgehog.  I 

gamed my way through every system.  Even after I was 

married and had children, our family’s first game console 

was mine.  It was an original Play Station and was a 

Christmas gift from my wife, (I bought it for myself, 

wrapped it and labeled it from Mrs. Claus to Santa, LOL)!  

My favorite game was a flight simulator and Crash 

Bandicoot.  My kids introduced me to Sim City, Medal of 

Honor, Halo, and others when we got our first Xbox. 

 
12 (Fry, 2018) (Sessa, Kabacoff, Deal, & Brown, 2007) 
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I’m sure lots of Millennial gamers are reminiscing about 

their youth right now, and Baby Boomers are wondering 

what in the world is he saying?  That’s my point exactly!  

Although my children grew up as gamers, I don’t see the 

world as Millennials, or Gen Z do, and they don’t view the 

world as I do!  Now add Boomers and Traditionalists into 

the mix, who grew up in an analog world with no digital 

gaming at all, and that alone is enough to demonstrate 

how our world views can differ.  These world view 

differences cause communication, relationship, and trust 

issues! 

 

Let’s look backward from a Boomer’s perspective.  I was a 

first-generation gamer, but a second-generation nerd!  My 

father, a Traditionalist, worked his way up from being an 

original punch card mainframe coder, to a leader at 

McDonnell Douglas and IBM’s information systems 

business.  He’s a first-generation nerd.  He used punch 

cards to code computers.  YES, just like in the movie 

Hidden Figures, he was one of those white shirt, blue tie 

mainframe computer geeks, and he loved it.  He went on 

to code in FORTRAN and COBOL and then to write much 

of IBM’s original quality assurance and risk management 

strategies.  Even today, he tells me he sometimes dreams 

in COBOL and writes programs in his sleep!  He was a 

great leader inside and outside of work.  However, guess 

who struggled to connect with his elders and with his 

children?!  That’s right, even with all the things we shared, 
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we still had difficulty communicating, having a relationship, 

and building trust as father and son.  Thank God, as we’ve 

gotten more mature, we have developed a great 

relationship. 

 

Every generation seems to say the same thing about 

the generations that precede and follow them, “We just 

don’t get the ____ generation!”  Even though my family 

had the benefit of being early adopters of technology (my 

father and I were nerds, and my children and I are 

gamers), we each have distinct ways in which we see the 

world.  We base what we believe and see upon the society 

and time in which we each grew up.  All generations have 

differences between them, and generational interactions 

get even more complicated when considering geographic 

and regional differences as well.  People in California think 

differently than do Floridians, than do New Yorkers, 

Texans, Midwesterners, and so on. 

Communication, Relationship, and Trust 

Each generation’s viewpoints have value; 

understanding them is essential to the growth of the 

others.  We must learn to lead each other.  It is vital to 

facilitate effective communication and have innovative 

thinking in managing human resources.  These elements 

will help create a work-life balance that will include 

professional development and well-being while increasing 

your productivity.  Leadership development helps to 

accomplish these goals. 
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Thierry Pauchant, Ph.D., professor at Montreal HEC, 

pointed out that leadership has focused on leaders and 

their followers rather than the development of 

leadership.13  To gain credibility, a leader must be real, 

relevant, and respectful of each generation’s cultural 

needs.   

 

For instance, Millennials are not as forgiving as other 

generations for ineptitude and lack of leadership skills.14  

In other words, Millennials judge leaders more harshly 

than the older generations do.  They forgive of their peers 

more than their leaders.  These traits make it more 

challenging for them to develop strong relationships with 

leaders their age, much less those of older generations.  It 

takes clear, concise, and frequent communication, healthy 

relationships, and trust to gain followers.  No one is a 

leader unless they have followers.  

 

Note to Millennials and Gen Z:  If you can’t relate and be 

more tolerant and forgiving of leaders of all ages, you’ll 

stunt your career growth and get passed over for 

leadership roles.  One reason why studying different 

leadership methods is so important is to overcome this 

obstacle. 

 

 
13 (Green & Roberts, 2012) 
14 (Kapoor & Solomon, 2011) 
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If you struggle with interpersonal relationships, that’s ok.  

You can change that.  Coming from a technology 

background, I know many managers who struggle with 

interpersonal relationships and social skills.  They’ve often 

become experts in their field because they were 

inquisitive.  However, when a person is at the expert stage 

of leadership development they are self-focused.  I advise 

when a person’s center of locus is inward; they are open 

to developing neurosis and obsessions.  However, if they 

can learn to shift their focus on meeting their team’s and 

superior’s needs, it opens them to see beyond themselves 

and to build relationships.  This advice is suitable for 

anyone who needs to reach across the generational gap.  

Focus on the other person.  Use your natural curiosity and 

concentrate on finding out about the other person.  If you 

take this approach, people are far more likely to open up 

to you.  Along the way, you will more than likely find 

common ground upon which to build.  

Why Keep Reading this Book?  

If you’re a Millennial or in Gen Z, and you want to lead, 

especially if you’re going to lead Gen X and Boomers, 

you’re going to have to embrace the struggle and learn 

how to communicate with the older generations.  

Understanding why they learned to lead in specific ways 

and how they view leadership roles is critical.  It’s time to 

start building trusted relationships with other generations.  
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If you’re a Gen Xer or Boomer, and you want to raise the 

next generation of leaders and grow your business, “deal 

with it,” the world has changed.  Our economy is no longer 

based on manufacturing.  Leadership styles, like 

command and control, are no longer respected or 

effective.  Machiavellian principled leadership styles are 

offensive to today’s workers, and qualified talent will not 

stay if led that way.  We must learn how to communicate, 

have relationships, and build strong trust bonds with our 

children’s generation.  It’s our responsibility to lead by 

example and bring positive change, bettering everyone’s 

work-life balance while maintaining workplace 

effectiveness.   
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Chapter 2: Leaders Are 

Dropping Like Flies 

A Tsunami is Forming 

On August 13, 1868, in New Zealand, business leaders 

and workers were going about their daily routines, mothers 

were preparing their children for school, and planning the 

day’s activities and chores.  No one expected that shortly 

their lives and the lives of their countrymen would be 

changed forever.  Thousands of miles away, one of the 

most massive earthquakes in modern history struck South 

America.  It was approximately 9.0 on the Richter scale.  

The quake’s shock wave started a wave in the Pacific 

Ocean.  As it traveled across the ocean, the swell grew 

larger and larger, forming a massive tsunami.  Hours later, 

without warning, 25,000 souls passed into the afterlife, 

hundreds of businesses were devastated, and damages 

totaled $300 million.15 

 

When unprepared, tsunamis can be a devastating event.  

This same type of event repeated itself over and over until 

modern-age communication and meteorological 

technology began to predict and warn people of these 

events.  Even so, on March 11, 2011.  Thirty-three-foot 

waves traveling 500 miles per hour struck a nuclear power 

plant in Japan, creating one of the most significant nuclear 

 
15 (eCoast, 2018) 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  21 

disasters of our lifetime.  At that time, the World Bank 

estimated that it would take five years to recover from the 

$235 billion in financial devastation and the 452,000 

displaced people resulting from the tsunami.16  The results 

were stress on the global supply chain for more than two 

years.    

 

The generational shift in the workforce is swelling.  The 

U.S. Department of Labor predicts a significant shift in 

the makeup of the workforce.17  The resulting tsunami of 

change will open leadership doors for Millennial and Gen 

Z employees to advance into leadership faster than earlier 

generations.  The question is, will they (you) be ready to 

fill the tens of thousands of vacant leadership roles that 

are coming?  If we, as current leaders, do not help support 

this transition, what will happen?  What will be the cost?   

 

Current leaders, we must prepare and grow emergent 

leaders by learning to communicate with and value each 

other and our differences.  Emerging leaders need to 

engage in leadership training.  If we do our parts, we’ll 

help ensure smooth leadership transitions and avoid 

business disruptions due to lackluster leadership benches. 

 
16 (Phillips, 2011) 
17 (U.S. Bureau of Labor Statistics, 2019) 
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We Need a New Wave of Leaders 

As our nation’s workforce ages at an alarming rate, the 

warning signals are telling us to prepare, but will we do 

so?  If we are to weather the coming generational shift and 

retirement storm, we must begin to create new leaders 

from the younger generations, pass on our leadership 

wisdom, and prepare the way for them.  To accomplish 

this task, corporate leaders will need to understand and 

sponsor:  

 

• Millennial and Gen Z team work ethics. 

• Mentor and reverse mentor emerging leaders. 

• Re-invigorate disengaged employees. 

• Attract and retain top talent. 

• How to modernize and expand communication 

channels. 

• Win the hearts of emerging leaders through 

sustainable leadership. 

• Incorporate transformation and servant-based 

leadership ideals. 

• Identify potential leaders. 

• Manage a kaleidoscope of assumptions, beliefs, 

and norms. 

• Build trust and relationships with multiple 

generations. 

• Re-evaluate their team’s generational diversity.  
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The U.S. Department of Labor reports that younger 

generations are entering the workforce later, and portions 

of the older generations are working longer.  Those who 

are working later in life are filling jobs normally filled by 16 

to 24-year-old workers.  The younger generations are 

taking longer to graduate from college and therefore enter 

the workforce later.  Teams are becoming more diverse 

in their generational makeup.  Leaders will have to know 

how to relate, motivate, and lead people from all 

generations.  The Department of Labor predicts this trend 

to continue until 2028.18 

 

We must take this opportunity to ready ourselves and our 

businesses to avoid the devastating effects of having a 

shallow pool of leaders.  No one should expect new and 

emerging leaders to navigate the coming turbulent waters 

unless we train and support them. 

Catch the Vibe, Ride the Wave 
In 2001, I was living in Atlanta, but working for our 

Scottsdale, AZ, division.  Every other week I flew into 

Scottsdale and then back home to manage the Atlanta 

facility.  For the past year, there had been changes 

happening in the human resources and marketing 

divisions, and the company hired a new senior vice 

president of marketing (SVP).  The first project she gave 

our team was to start documenting our knowledge.  

 
18 (U.S. Bureau of Labor Statistics, 2019) 
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Writing down our learned knowledge threw up red flags for 

me.  Once we wrote down our intellectual property (IP), 

stored it on our hard drives, and uploaded it into the 

shared enterprise content management (ECM) system, 

the vast majority of us would no longer be needed. (BTW - 

at the time, the storage technology was cutting edge, 

using “the cloud,” impressive, huh?!).  I tried to warn my 

colleagues that a reduction in force (RIF) was coming, but 

they laughed me off.  They thought, “after all, the company 

still needs people, right?”  

 

While they sat comfortably at their desks, working on the 

documentation project, I reached out to another company 

in our industry.  One that we beat all the time using the 

marketing and sales strategies I had created.  I figured 

they would jump at the chance to hire the person who was 

authoring the approach to which they were losing, and I 

was right.  They thought I would bring a lot of value to their 

team and could help them turn their sales revenue around, 

and I did!  

 

As we negotiated my employment package, I continued to 

give 110% to my current employer and finished the 

documentation project.  A few weeks later, I flew into 

Scottsdale, AZ, as usual, only to walk into a building with 

the oddest, somber atmosphere I had ever experienced.  

Several people in grey suits greeted me, and there were 

two armed guards in each hallway.  The “suits” asked me 

to follow them quietly, and they took me to one of our 
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meeting rooms where my colleagues were sitting.  I 

thought to myself, “This is so bizarre!”  I asked one of my 

friends what was going on, and he let me know that the 

new SVP had flown in with her HR team and was handing 

out severance packages!  I had walked into a corporate 

wake and was attending the division’s funeral.  Even the 

air inside the building felt heavy and sad! 

 

This atmosphere was completely different than it had been 

the past few years.  Usually, this was the happiest and 

most fun-filled work environment in which I had ever 

worked.  We were known for being the creative innovation 

hub for the entire $3 billion, 30,000 employee operation.   

We had the freedom to build a creative, innovative 

atmosphere.  We were the first to adopt business casual 

attire, and on Fridays the guys could wear jeans, and the 

women sundresses, and who cared if we wore open-toed 

shoes that day?!  Heck, half of us wore Nikes and sandals.  

What’s even more remarkable, is that our offices were 

across the street from the PGA TPC course, and we would 

grab hotdogs and hit a bucket of balls for lunch at the 

driving range (drop mic)!  

 

Note to Millennials and Gen Z: To understand how 

creative and progressive our division was, let’s contrast it 

to the rest of the company.  If you were in sales, the 

managers required suit and ties for the men, and suit or 

dress for the woman, with no open-toed shoes.  The office 

layout placed managers’ offices along the walls, while 
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everyone else sat at five-foot-wide cubical style desks.  

Your desk had a tower computer (PC) that sat under your 

desk and a landline phone.  Each person had to report in 

at 8:00 am, tell their manager which customers they were 

going to visit that day, come back to the office no later 

than 4:30 pm and report on the day’s events.  Even if you 

lived in your sales territory, you still had to make these 

useless drives!  You would have to drive out of your area 

to report to the office and then drive back, even if it was an 

hour each way!  What a waste of time (BTW mind blown 

yet?  If not, keep reading.). 

 

Asking to telecommute (work remote) meant you were 

lazy, you couldn’t be trusted, there must be something 

wrong with you, or you were most likely interviewing with 

another company, and they should probably fire you.  

Many sales compensation plans used a recoverable draw 

commission system.  If you don’t know what that is, ask an 

old-timer.  It meant, if you didn’t sell anything or meet your 

quota, you had to pay back your salary.  That’s why it’s 

called a draw.  The company gave you an advance or a 

‘draw’ against your monthly sales.  If you didn’t sell, you 

owed them!   

 

Let’s get back to the story.  The issue was, depending on 

which senior leader you asked, we were either innovative 

leaders or complete corporate rebels!  To the gloom-and-

doom “starched-shirt ice queen of the Northeast” new 

SVP, we were rebels.  She didn’t like our style, and she 
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was there to shut us down.  One by one, I watched my 

friends get RIFed.  Three, six, and nine-month severance 

packages were handed out, depending on the length of 

employment.  If you were lucky enough to receive a job 

offer, the entire operation was moving to the Northeast.   

 

While I was observing the ominous events, my director 

walked in and asked why I was in the room.  We went to 

his office, and he explained that the new SVP was firing 

75 out of 110 of our staff members.  Not because they 

sucked, we were the second most innovative industry 

program in the nation, but because the new SVP was a 

Traditionalist.  She saw our creative culture as a threat to 

the way she thought.  She was a laggard and hated our 

creative atmosphere.  She liked to have command and 

wanted to squeeze everyone to fit inside her little 

traditional box.  Although my director, my teammates, and 

I had kept our positions and gained more clout, I had 

already packed my parachute.  I jumped to a smaller $1 

billion company with better upward mobility.  Moreover, I 

landed higher in leadership and took my first national role.  

 

What’s the moral of this story?  Business seasons 

have signs.  Like surfing in the ocean, if you pay 

attention, you can predict when a wave is coming, feel its 

vibe, and ride it to a better place.  Are you aware of the 

business environment surrounding you?  Don’t be like 

my former peers and get swallowed up in the wash.   

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  28 

Waves of Change 

During that season of my career, I experienced a rogue 

wave.  Rogue waves are those that are in the middle of 

the ocean, stick up higher than the others, but don’t affect 

the direction of the primary current.  We had made 

transformative headway into a more modern way of doing 

business.  We were riding a real wave; we were innovative 

leaders.  However, a rogue wave, in the form of a laggard 

SVP from another era, with outdated ideas, fighting 

against the flow of change came in and shut us down.   

Her only legacy was one of domination and destruction. 

 

From that time on, the company struggled to grow.  The 

board of directors made more poor appointments and 

hired a lackluster CEO, its stock lost 50% of its value, and 

people lost hundreds of thousands of dollars from their 

retirement accounts.  Another traditionally managed 

company eventually acquired the company, and in 2018 it 

had to restructure, cutting 4000 jobs, and it is at risk of 

bankruptcy.  Today, Glassdoor.com rates it as a “Stay 

Away.”  Watch out for rogue waves and be aware of 

real current changes in the primary flow. 

 

Business seasons and work environments have an 

atmosphere, a temperature, a feeling, a vibe, and 

analytical markers that point out the primary flow’s 

direction.  If we are actively listening, we’ll recognize that 

we talk about these change indicators in our social 

conversations, over dinner, drinks, or a glass of wine.  
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One evening my wife and I, who are Gen Xers, were at 

our friends’ house for dinner.  Six of our close friends 

(three couples) joined us.  Two of the couples are Baby 

Boomers, and two are Gen Xers like us.  When we 

arrived, we hugged and gave welcome kisses (on the 

cheek, LOL) as usual.  After a short time chatting, the gals 

went into the dining room, and the guys sat in the living 

room.  As the guys updated each other on life, they asked 

me about my doctoral studies and the subject of this book.  

 

Note: The names have been changed to protect the 

innocent, LOL! 

 

Chuck began talking about how fascinated he was with my 

research on workplace behavior on leadership and the 

generations.  He joked about how he likes to watch funny 

videos about Millennials on the web.  Chuck works for the 

government and said they have generation diversity 

classes on how to work with other generations.  He started 

discussing common perceptions of Millennials from his 

Baby Boomer perspective.  As soon as he began, Jim, a 

Baby Boomer, and John, a Gen Xer, started chiming right 

in.  They were each telling stories about how Millennials 

had helicopter parenting, participation trophies, lack of 

work ethic, feelings of entitlement, and no sense of 

commitment to anything.  Millennials need to adjust to the 

way they see the world, just like we were expected to by 

our leaders.  Then turning to me, they asked if my in-depth 
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look showed the same things.  Are Millennials really like 

that?  

 

Most Boomers and Gen X leaders are interested in 

working with and understanding the younger generations.  

Chuck attended all the generational diversity training 

classes he could.  He also asked me lots of questions over 

the next six months.  I was able to share a different point 

of view about Millennials and Gen Z than portrayed in the 

media.  I hope I helped him in some small way because he 

is now running an entire government division.  Crossing 

the generational ‘aisle’ pays off.  Consider reaching out 

and striking up a conversation with other generations.  

Realize the other generations are just as 

uncomfortable facing the wave of change as you, and 

Gen Xers feel trapped by the generational shift. 

Gen X: A Wave of Dissatisfaction 

The undertow of workplace dissatisfaction is pulling Gen X 

down.  They’ve already been hit by a change wave, and 

their needs are being overlooked at work.  They are called 

the forgotten generation, and that’s how they feel.  They 

are more likely to be passed over for promotions more 

often than their younger and older counterparts.19  They 

are the most unhappy work generation since the founding 

of America.20  There are many reasons for this.  For 

 
19 (Craver, 2019) 
20 (Hill, 2019) 
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instance, the fear of being replaced, losing their job, and 

the consequences that may follow, i.e., not being able to 

support their families.  Operational strategists realize a 

typical Gen Xer will put in long stress-filled work hours, 

without complaining or jumping from job to job.  They use 

these fears against them when it comes to workplace 

concessions and the environment in which they work.21  

Gen Xers watch their needs go unmet, while the company 

makes changes to accommodate Millennial needs. 

Gen Xers are rethinking their quality of life.  It is 

becoming more frequent for mid-career Gen Xers to leave 

their lucrative roles to find work that is more fulfilling and 

enjoyable.  They are picking up on the trend of work-life 

balance.22 

The Great Wave of Disengaged Workers 

Gen X’s disenchantment with work, and Traditionalists’ 

and Boomers’ impending retirements are fueling workforce 

disengagement.  In the private business sector, only 33% 

of American employees are engaged at work as compared 

to the world’s best organizations where 70% of workers 

are engaged.23  The cost of disengaged employees for U. 

S. companies is $483 billion to $605 billion a year, yet

21 (Eisenberg, 2019) 
22 (Hill, 2019) 
23 (Sorenson & Garman, 2013) 
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leaders and managers who focus on employees’ 

strengths can eliminate workforce disengagement.24 

Chances are you have at least one disengaged worker in 

your office.  They’re the ones who are there but aren’t 

there.  The ones who never have an answer, and always 

expect the workgroup to make up for the work they don’t 

get done.  Dreaming of retirement is just one reason why 

employees become disengaged.  Other causes are; 

burnout , disenchantment with current managers, the lack 

of mentoring, and limited upward mobility.  At some point 

in their careers, many people experience at least one of 

these. 

Note to Emerging Leaders:  Providing answers that 

recoup some of the lost revenue spent on disengaged 

workers is a terrific way to prove your worth as a leader.  

One modern strategy to do so is called Appreciative 

Inquiry (AI).  It is a set of skills based on positive 

psychology.  Current and emerging leaders should 

develop these skills, and we will talk more about them in 

later chapters.  These skills help combat disengagement 

from the beginning and help disengaged workers re-

engage.  AI focuses on employee and company strengths. 

It is a positive, healthy leadership strategy.  Leaders also 

need to recognize equality and diversity in the workplace 

and use them as positive sources of energy and not 

24 (Gallup, 2017) 
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division.25  An excellent strategy to be recognized as a 

leader at work is to use AI techniques, such as engaging 

in “World Café” style meetings.26 

The Monster Wave of Retiring Leaders 

In the United States government sector, almost 60% of 

employees are eligible to retire, and the “senior 

management cohort consists mainly of Baby Boomers, 

which is setting the stage for conflict with the post-

modernism orientation of the Generation X and Millennials 

that are replacing retiring employees.”27  Research also 

identified that the government is concerned that their 

human capital is at “high risk” and that unless 

management takes this issue seriously, they will be 

looking at a “retirement tsunami.”28  There’s a monster 

wave of change swelling in the workplace’s makeup as 

Traditionalists disappear, Boomers prepare to retire, and 

the number of Millennials who are entering the workplace 

increases.29 

This monster wave has been swelling for a while, and it’s 

getting ready to crest.  If you’re going to successfully 

navigate and ride this monster, and take your place in 

leadership, you’re going to need to be a(n):  

25 (Sorenson & Garman, 2013) 
26 (The World Cafe', 2019) 
27 (Green & Roberts, 2012) 
28 (Green & Roberts, 2012) 
29 (Fry, 2018) 
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• Overcomer.

• Sincere communicator.

• Relationship builder.

• Emotionally and culturally woke.

• Creative innovator.

• Team builder.

• Bridge-building, chasm-crossing, gap-filling,

motivational leader.

To ride this wave, current and emerging leaders need to 

work together.  This merging of the generations needs a 

coordinated effort to make sure that upper management 

transfers its experiential wisdom and organizational 

knowledge to its emerging leaders.  We must bridge the 

gaps between Traditionalists, Baby Boomers, Generation 

X, Millennials, and Gen Z.30   

Today’s business climate, its indicators, its temperature, 

its vibe, is one pointing to a wave of millions of people 

who are re-evaluating their lives, disengaged at work, and 

focused on retiring.  There is a wave swelling for the need 

for tens of thousands of new leaders.  Prepare yourself 

and get trained.  Position yourself to fill a more vital role 

and to have more responsibility, and increased pay.  You 

want to ride this wave! 

30 (Green & Roberts, 2012) 
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Chapter 3: Differences in Value 

Systems 

The Priority Difference in Values 

In one of my entrepreneurial ventures, I developed a 

“three-legged stool” business plan for myself and two 

close friends.  All three of us were from different 

generations and had the same values.  The business plan 

would only work if each of us executed our part as written. 

Each of us was an expert in our respective areas, and the 

venture was a smashing success at first, but as time 

progressed, a fracture opened and became very apparent 

to two of us.  The third person was utterly blind to the 

issue.  The problem was, although we valued the same 

things, we ranked them differently...

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  175 

References 

Amabile, T., & Kramer, S. (2011). The Progress Principle. 
Boston, MA: Harvard Business Review Press. 

Ambedkar, B. R. (1936, 1937, 1944, 2018). Annihilation of 
Caste. New Delhi, India: Rupa Publications. 

America Counts Staff. (2019, February 21). Education. 
Retrieved from United States Census Bureau: 
https://www.census.gov/library/stories/2019/02/num
ber-of-people-with-masters-and-phd-degrees-
double-since-2000.html 

Apple. (1984). Apple 1984 Commercial. Retrieved from 
YouTube: 
https://www.youtube.com/results?search_query=Ap
ple+1984+Commercial 

Associated Press. (2008, September 18). In Hard Times, 
Tent Cities Rise Up Across the Country. Retrieved 
from Life on NBC NEWS: 
http://www.nbcnews.com/id/26776283/ns/us_news-
life/t/hard-times-tent-cities-rise-across-
country/#.XIqSxNF7l0s 

Associated Press. (2015, July 9). Actor Tom Selleck 
Reaches Tentative Settlement with Water District. 
Retrieved from CBS NEWS: 
https://www.cbsnews.com/news/actor-tom-selleck-
reaches-tentative-settlement-with-water-district/ 

Barton, C. (2013, March 18). Traveling with Millennials. 
Retrieved from Boston Consulting Group: 
https://www.bcg.com/publications/2013/transportati
on-tourism-marketing-sales-traveling-
millennials.aspx 

Bartz, C. (2009, November 13). Leadership in the 
information age. Retrieved September 3, 2017, 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  176 

from The Economist: 
http://www.economist.com/node/14742618 

BCorporation. (2019). A Global Community of Leaders. 
Retrieved from BCorporation: 
https://bcorporation.net/?gclid=EAIaIQobChMIlq6R
8Y3R5AIVhMDICh2msQ1XEAAYASAAEgL9-
_D_BwE 

Bernhard, B. (2018, June 18). St. Louis Post-Dispatch. 
Retrieved from Federal report: Coldwater Creek 
Contamination May Raise the Risk of Cancer in 
North St. Louis County Residents: 
https://www.stltoday.com/news/local/metro/federal-
report-coldwater-creek-contamination-may-raise-
the-risk-of/article_b70fd34e-c07d-5cee-8348-
f76d3d4a90eb.html 

Blake, R., & McCanse, A. (1991). Leadership Dilemmas- 
Grid® Solutions. Houston, TX: Gulf Professional 
Publishing. 

Bogdan, C. (2016, December 12). One in 6 Americans 
Take Antidepressants, Other Psychiatric Drugs: 
Study. Retrieved from NBC NEWS: 
https://www.nbcnews.com/health/health-news/one-
6-americans-take-antidepressants-other-
psychiatric-drugs-n695141 

Borge, J. (2019, April 12). Here’s What All of Those 
Popular Slang Words Really Mean. Retrieved from 
The Oprah Magazine: 
https://www.oprahmag.com/entertainment/g236035
68/slang-words-meaning/?slide=12 

Bozzo, S., & McDowel, M. (2008). Blue Water Wars. 
Retrieved from Shop PBS: 
https://shop.pbs.org/blue-gold-world-water-wars-
dvd/product/BGWW601?productId=3477137 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  177 

Bronner, S. (2011). Critical Theory: A Very Short 
Introduction. Oxford, UK: Oxford University Press. 

Brown, J., Homer, K., & Isaacs, D. (2007). The World 
Cafe'. In P. Holman, T. Devane, & S. Cady, Change 
Handbook: The Definitive Resource on Today's 
Best Methods for Engaging Whole Systems (pp. 
pgs. 73-88). San Francisco, CA: Berrett-Koehler 
Publishers, Inc. 

Burnes, B. (2006). Kurt Lewin and the Planned Approach 
to Change. In J. Gallos, Organization Development 
(pp. pp. 133 - 157). San Francisco, CA: Josey-
Bass. 

Buschman, L. (2017, December 21). Leadership and the 
Golden Rule. (G. Buschman, Interviewer) 

Cartwright, S. (2002). Double-Loop Learning: A Concept 
and Process for Leadership Educators. Journal of 
Leadership Education, Vol. 1, Issue 1, Pgs. 68-71. 

CelebrityTV. (2019, April 8). UPDATE: Auburn Star 
Gymnast Retires After Breaking Legs During 
Competition [GRAPHIC PICS]. Retrieved from 
YouTube: 
https://www.youtube.com/watch?v=IlOhwsqoQB8 

Center for Servant Based Leadership. (2016). The Servant 
As Leader. Retrieved from Robert K. Greenleaf 
Center for Servant Based Leadership: 
www.greenleaf.org 

Center for Servant Leadership. (2016). The Journey Starts 
Here. Retrieved from Robert K. Greenleaf: Center 
for Servant Leadership: https://www.greenleaf.org/ 

Conscious Capitalism. (2019). Welcome to Conscious 
Capitalism. Retrieved from Conscious Capitalism: 
https://www.consciouscapitalism.org/ 

Cooperrider, D., & Whitney, D. (2007). Appreciative 
Inquiry A Positive Revolution in Change. In P. 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  178 

Holman, T. Devane, & S. Cady, The Change 
Handbook: The Definitive Resource on Today's 
Best Methods for Engaging Whole Systems (pp. pp. 
74-88). San Francisco, CA: Berrett-Koehler 
Publishers, Inc. 

Cornell University. (2019). Servant Leadership Certificate 
from Cornell University. Retrieved from eCornell: 
https://info.ecornell.com/servant-leadership 

Costanza, D., Badger, J., Fraser, R., Severt, J., & Gade, 
P. (2012). Generational Differences in Work-
Related Attitudes: A Meta-analysis. Journal of 
Business and Psychology, Vol. 24, No.2, pp. 375-
394. 

Craver, J. (2019, August 5). Gen X: The 'Forgotten 
Generation' Gets Overlooked for Workplace 
Promotions. Retrieved from Credit Union Times: 
https://www.cutimes.com/2019/08/05/gen-x-the-
forgotten-generation-gets-overlooked-for-
workplace-promotions-413-
160525/?slreturn=20191118112050 

Creative Commons License. (2009, April 22). From a 
Movie to a Movement. Retrieved from Te Story of 
Stuff: https://storyofstuff.org/ 

Daniels, M. D., & Price, P. V. (2009). The Essential 
Enneagram. New York, NY: HarperCollins. 

Davy, K., & Harris, Ph.D., S. (2005). Value Redesigned: 
New Models For Professional Practice. Atlanta, GA: 
Greenway Communications, LLC. 

Dewey, J. (1916, 1944, 1997). Democracy and Education. 
New York, NY: The Free Press. 

Dimock, M. (2019, January 17). Fact Tank: News in the 
Numbers. Retrieved from Pew Research Center: 
https://www.pewresearch.org/fact-

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  179 

tank/2019/01/17/where-millennials-end-and-
generation-z-begins/ 

eCoast. (2018, August 11). Remembering the Tsunami of 
August 1868. Retrieved from eCoast: 
https://www.ecoast.co.nz/tsunami-of-august-1868/ 

Eisenberg, R. (2019, March 25). Gen X: Least Happy At 
Work, Most Financially Stressed. Retrieved from 
Forbes: 
https://www.forbes.com/sites/nextavenue/2019/03/2
5/gen-x-least-happy-at-work-most-financially-
stressed/#22827c66b747 

Forster, M. (Director). (2008). Quantum of Solace [Motion 
Picture]. 

Forsyth, D. (1980). A Taxonomy of Ethical Ideologies. 
Journal of Personality and Social Psychology, Vol. 
30, pp. 175-184. 

FourSight. (2018, January 28). FourSight Home. Retrieved 
from FourSight: www.foursightonline.com/ 

Fry, R. (2018, April 11). Millennials are the Largest 
Generation in the U.S. Labor Force. Retrieved from 
Pew Research Center - FactTank News in the 
Numbers: http://www.pewresearch.org/fact-
tank/2014/06/05/generation-x-americas-neglected-
middle-child/ 

Galbraith, J., Downey, D., & Kates, A. (2001). Designing 
Dynamic Organizations. New York, NY: AMACOM. 
Retrieved from Galbraith Management Consultants, 
LTD.: https://www.jaygalbraith.com/services/star-
model 

Gallup. (2017). State Of The American Workplace. 
Retrieved from Gallup: 
https://www.gallup.com/workplace/238085/state-
american-workplace-report-2017.aspx 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  180 

Green, D. D., & Roberts, G. E. (2012). Impact of 
Postmodernism on Public Sector Leadership 
Practices: Federal Government Human Capital 
Development Implications. Sage: Public Personnel 
Management, 79-96. 

Gregory, J. (2009). The Great Depression in Washington 
State. Retrieved from Hoovervilles and 
Homelessness: 
http://depts.washington.edu/depress/hooverville.sht
ml 

Harvard Business Review. (2016). Why People Quit Their 
Jobs. Harvard Business Review, pp. 20-21. 

Hershatter, A., & Epstein, M. (2010). Millennials an the 
World of Work: An Organization and Management 
Perspective. Journal of Business and Psychology, 
Vol. 25, No. 2, pp. 211-223. 

Hill, C. (2019, March 26). The Quiet Desperation of Gen X 
Workers Across America. Retrieved from MSN 
MarketWatch: https://www.msn.com/en-
us/money/careersandeducation/the-quiet-
desperation-of-gen-x-workers-across-america/ar-
BBVbRlI?ocid=se 

Hinote, S. C., & Sundvall, T. J. (2015). Leading 
Millennials. Air & Space Power Journal, pp. 131-
138. 

Holland, K. (2015, February 4). Fighting With Your 
Spouse? It's Probably About This. Retrieved from 
www.cnbc.com: 
https://www.cnbc.com/2015/02/04/money-is-the-
leading-cause-of-stress-in-relationships.html 

Huffman, M. (2012). Organizations, Managers, and Wage 
Inequality. Sex Roles, Pgs, 216-222. 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  181 

Hughes, R., & Ginnett, R. &. (2015). Leadership: 
Enhancing the Lessons of Experience. New York, 
New York: McGraw-Hill. 

Inamori, K. (2013). Amoeba Management: The Dynamic 
Management System for Rapid Market Response 
1st Edition. Boca Raton, FL: CRC Press. 

Jiang, J. (2018, May 2). Millennials Stand Out for Their 
Technology Use, but Older Generations also 
Embrace Digital Life. Retrieved from Pew Research 
Center: Fact Tank News in the Numbers: 
https://www.pewresearch.org/fact-
tank/2018/05/02/millennials-stand-out-for-their-
technology-use-but-older-generations-also-
embrace-digital-life/ 

Johnson, D., & Johnson, F. (2013). Joining Together: 
Group Theory and Group Skills. Upper Saddle 
River, NJ: Pearson. 

Jones, B., & Brazzel, M. (2014). The NTL Handbook of 
Organization Development and Change: Principles, 
Practices, and Perspectives. San Francisco, CA: 
Wiley. 

Kapoor, C., & Solomon, N. (2011). Understanding and 
managing generational differences in the 
workplace. Worldwide Hospitality and Tourism 
Themes, 308-318. 

KickMari Sports. (2016, August 6). Rio Olympics French 
gymnast breaks a leg on landing. Retrieved from 
YouTube: 
https://www.youtube.com/watch?v=8qBmUVVkBjw 

Langer, E. (2016, June 9). Psychology Today. Retrieved 
from Self-Esteem vs. Self-Respect: 
https://www.psychologytoday.com/us/articles/19991
1/self-esteem-vs-self-respect 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  182 

Lebow, V. (1955). Price Competition in 1955. Journal of 
Retailing. 

Livingston, R. (2014). The Future of Organization 
Development in a VUCA World. In B. Jones, & M. 
Brazzel, The NTL Handbook of Organization 
Development and Change: Principles, Practices, 
and Perspectives (pp. pgs. 659-673). New York, 
NY: Center for Creative Leadership. 

Lucidchart. (2017, October 23). Agile vs. Waterfall vs. 
Kanban vs. Scrum: What’s the Difference? 
Retrieved from Lucidchart: 
https://www.lucidchart.com/blog/agile-vs-waterfall-
vs-kanban-vs-scrum 

Manwani, H. (2013, October). Ideas Worth Spreading. 
Retrieved from TED: 
https://www.ted.com/talks/harish_manwani_profit_s
_not_always_the_point?language=en 

Maxwell, J. (2013). The Seventeen Irrefutable Laws of 
Teamwork: Embrace Them and Empower Your 
Team. New York, NY: HarperCollins. 

McCormick, J. (2018). The First-Time Manager. New York, 
NY: HarperCollins Leadership. 

McCoy, D. (2010). Leadership Building Blocks: An 
Insider's Guide to Success. Sacramento, CA: 
Flourish Publishing Group. 

Merriam-Webster. (n.d.). Definition of Reckless. Retrieved 
from Merriam-Webster: https://www.merriam-
webster.com/dictionary/reckless 

Metcalf, M., & Palmer, M. (2011). Innovative Leadership 
Fieldbook. Tucson, AZ: Integral Publishers. 

Mill, J. S. (2002). On Liberty: John Stuart Mill. Mineola, 
NY: Dover Publications, Inc. 

Mind Tools. (n.d.). The Blake Mouton Managerial Grid 
Leading: People and Producing Results. Retrieved 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  183 

from Mind Tools: 
https://www.mindtools.com/pages/article/newLDR_
73.htm 

Morgan, G. (2006). Images of Organizations. Thousand 
Oaks, CA: Sage Publications. 

Mya, K. (2017, February 3). Why Millennials Have 
Become the Wanderlust Generation. Retrieved 
from UsNews: 
https://travel.usnews.com/features/why-millennials-
have-become-the-wanderlust-generation 

Myers, K., & Sadaghiani, K. (2010). Millennials in the 
Workplace: A Communication Perspective on 
Millennials' Organizational Relationships and 
Performance. Journal of Business and Psychology, 
Vol. 25, No. 2, pp.225-238. 

Omnicom Group. (2019, October 10). News, Events & 
Filings. Retrieved from Omnicom Group: 
http://investor.omnicomgroup.com/investor-
relations/news-events-and-
filings/default.aspx#QuarterlyEarnings 

Online Etymology Dictionary. (2019). Online Etymology 
Dictionary. Retrieved from Eymonline: 
https://www.etymonline.com 

Pearce, W. B. (2007). The Making of Our Social Worlds: A 
Communication Perspective. Malden, MA: 
Blackwell Publishing. 

Phillips, C. (2011, March 16). The 10 Most Destructive 
Tsunamis in History. Retrieved from Australian 
Geographic: 
https://www.australiangeographic.com.au/topics/sci
ence-environment/2011/03/the-10-most-
destructive-tsunamis-in-history/ 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  184 

Plenert, G. (2012). Strategic Continuous Process 
Improvement. New York, NY: McGraw-Hill 
Companies, Inc. 

Prichard, S. (2013, January 24). 9 Qualities of the Servant 
Leader. Retrieved from Skip Prichard Leadership 
Insights: https://www.skipprichard.com/9-qualities-
of-the-servant-leader/ 

Prossack, A. (2018, November 30). 6 Reasons Your Best 
Employees Quit. Retrieved from Forbes: 
https://www.forbes.com/sites/ashiraprossack1/2018
/11/30/6-reasons-your-best-employees-
quit/#126296ff2d74 

Public Service Announcement. (1973). Keep America 
Beautiful 1973. Retrieved from YouTube: 
https://www.youtube.com/results?search_query=ke
ep+america+beautiful+1973 

Pynes, J. E. (2013). Human Resource Management For 
Public and Nonprofit Organizations: A Strategic 
Approach (4th ed.). San Francisco, CA: Jossey-
Bass. 

Real, K., Mitnick, A., & Maloney, W. (2010). More Similar 
than Different: Millennials in the U.S. Building 
Trades. Journal of Business and Psychology, Vol. 
25, No. 2, 303-313. 

Ross, D. (2009). Aristotle: The Nicomachean Ethics. 
Oxford, UK: Oxford University Press. 

Schaeffer, B. (2018, December 01). Machiavellian 
Leadership: How Toxicity Can Lead to an 
Organization’s Demise. Retrieved from FireHouse: 
https://www.firehouse.com/leadership/article/21025
131/machiavellian-leadership-how-toxicity-can-
lead-to-an-organizations-demise 

Seidi, D. (2004). Munich School of Business. Retrieved 
from LMU: Ludwig-Maximilians Universität Munchen: 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  185 

https://www.zfog.bwl.uni-
muenchen.de/files/mitarbeiter/paper2004_2.pdf 
Sessa, V. I., Kabacoff, R. I., Deal, J., & Brown, H. (2007). 

Generational Differences in Leader Values and 
Leadership Behaviors. The Psychologist-Manager 
Journal, 47-74. 

Slater, R. (1999). Jack Welch and the GE Way. New York, 
New York: McGraw-Hill. 

Smith, A. (1776). The Wealth of Nations.  
Sorenson, S., & Garman, K. (2013, June 11). How to 

Tackle U.S. Employees' Stagnating Engagement. 
Retrieved from GALLUP NEWS: 
https://news.gallup.com/businessjournal/162953/tac
kle-employees-stagnating-engagement.aspx 

Stack Exchange. (n.d.). English Language & Usage. 
Retrieved from Stack Exchange: 
https://english.stackexchange.com/questions/34904
5/the-origin-of-the-word-aw-shucks 

Taylor, P., & Gao, G. (2014, June 5). Generation X: 
America’s neglected ‘middle child’. Retrieved 
September 2, 2017, from PEW Research Center: 
http://www.pewresearch.org/fact-
tank/2014/06/05/generation-x-americas-neglected-
middle-child/ 

The World Cafe'. (2019). The World Cafe'. Retrieved from 
http://www.theworldcafe.com 

The World Cafe. (2019). The World Cafe: Shaping Our 
Futures Through Conversations That Matter. 
Retrieved from The World Cafe: 
http://www.theworldcafe.com/ 

Tony Robbins. (2019). Find Your True Self. Retrieved from 
Tony Robbins: https://www.tonyrobbins.com/disc/.  

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com  186 

Torbert, B. (2004). Action Inquiry: The Secret of Timely 
and Transforming Leadership. San Francisco: 
Berrett-Koehler Publishers, Inc. 

Tosey, P., Visser, M., & Saunders, M. (2011, December 
2). The origins and conceptualizations of ‘triple-
loop’ learning: A critical review. Retrieved from 
Sage Journals: Management Learning: 
epubs.surrey.ac.uk/7446/8/Tosey_The_origins_and
_conceptualisations.pdf 

Toyota, Inc. (2012). 75 Years of Toyota, Even Better Cars. 
Retrieved from Toyota-Global: https://www.toyota-
global.com/company/history_of_toyota/75years/dat
a/conditions/philosophy/toyotaway2001.html 

U.S. Bureau of Labor Stastitics. (2019). Employment 
Projections - 2018-2028, USDL-19-1571. 
Washington, D.C.: U.S. Department of Labour. 

U.S. Bureau of Labor Statistics. (2015, December). United 
States Department of Labor. Retrieved from U.S. 
Bureau of Labor Statistics: 
https://www.bls.gov/opub/mlr/2015/article/labor-
force-projections-to-2024.htm 

Unilever. (2019). Sustainable Living. Retrieved from 
Unilever: https://www.unilever.com/sustainable-
living/ 

Unilever PLC. (2005, October 02). Unilever Streamlines Its 
Leadership Structure. Retrieved from Unilever: 
https://www.unilever.com/news/press-
releases/2005/05-02-10-Unilever-streamlines-its-
leadership-structure.html 

VanMeter, R., Grisaffe, D., Chonko, L., & Roberts, J. 
(2013). Generation Y's Ethical Ideology and Its 
Potential Workplace Implications. Journal of 
Business Ethics, Vol. 117, No. 1, pp. 93-109. 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com 187 

Waldek, S. (2018, January 22). 8 Multi-Million-Dollar 
Masterpieces Found in Unexpected Places. 
Retrieved from History: 
https://www.history.com/news/8-multi-million-dollar-
masterpieces-found-in-unexpected-places 

Welch, J., & & Byrne, J. (2009). Jack: Straight from the 
Gut. New York, New York: Werner Books. 

Zemke, R., Raines, C., & Filipczak, B. (2013). Generations 
at Work: Managing the Clash of Boomers, Gen 
Xers, and Gen Yers in the Workplace. New York, 
New York: American Management Association. 

Zigarelli, M. (2013, August 17). Ten Leadership Theories 
in Five Minutes. Retrieved from YouTube: 
https://www.youtube.com/watch?v=XKUPDUDOBV
o&feature=youtu.be 

http://www.gregbuschman.com/


© 2020 Gregory Buschman, Ph.D. (c) | www.gregbuschman.com 
Get Your Free Call or Webinar: www.ithinkyouthink.com/freecallorwebinar 

188 

About Greg Buschman, Ph.D.(c) 

I am a husband and father of four 

young adults.  As you will see on my 

personal webpage, my family and I 

love to travel, spend family time, and 

explore different cultures and their 

histories; www.gregbuschman.us. 

 

I started in business as an 

entrepreneur and learned to squeeze 

60-hours of work into 40-hours (or 

less).  Effective-efficiency served me well, and in my first 

corporate role, I made rookie of the year by revitalizing an 

underperforming territory.  As a regional/national leader, I 

transformed underperforming teams, departments, and 

divisions into high performers.  As measured by industry 

averages my areas of responsibility produced millions of 

dollars in incremental growth, outpaced industry averages, 

and received national and global recognition.  Today, I’m 

finishing my behavioral sciences doctorate in leadership 

and organizational development in “Creative Leadership 

for Innovation and Change.”  I hold master’s degrees in IT 

and marketing management; MSIS and MSMKT. 

 

Who I help: 

I help current and emerging leaders and their 

organizations improve performance.  I use strategies 

proven in my career as a top-performing leader, and those 
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used by the world’s most successful organizations.  

Although I cannot make any claims of an increase in your 

income or business outcomes, I do believe I may be able 

to help you be more successful and achieve better results. 

How I help:  

I coach leaders and organizations on how to unlock their 

leadership potential and the power of the multi-

generational/multi-cultural workforce.  I lead them through 

a series of step-by-step leadership development 

strategies.  The focus is on producing positive people 

behaviors, positive work environments, and positive 

business outcomes.  Following these proven strategies, 

leaders are better able to guide teams to meet or exceed 

expectations while improving their work-life experiences.   

Expertise:  

Multi-generational & Multi-cultural Leadership | Speaking | 

Advising | Leadership Coaching | Change Management | 

Organizational Development | Revitalization | Education 

Greg can be reached at:  

Email: Gregory.Buschman@gmail.com 

Phone: 727-742-5045 

Website: www.gregbuschman.com 

Twitter: gbuschman1 

Instagram: gbuschman 

LinkedIn: www.linkedin.com/in/gregbuschman/ 
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