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Abstract: Generational diversity is represented in today's workplace more than at any other time in history. According to the specialists the Millennium Generation enters the workforce, triggering a series of new managerial challenges. The purpose of this article is to analyze the specific shortcomings, and also opportunities, inherent in managing – and working with – the Millennials from Romania. After focusing on the characteristics of workers in each generation, we consequently highlighted the main characteristics of the Millennium Generation from Romania. The case study on a young consultancy firm from Romania reveals the attributes, approaches and key motivators of the young professionals from this company, in fact vivid examples of the wide range of changes in the mentality, expectations and behaviour of the workforce nowadays. We militate for better understanding at all organizational levels of the various work styles and attitudes, in order to leverage creativity and enhance both team and organizational success. One main conclusion is that executives may need to rethink their existing practices, by addressing generational specificity and increasing effectiveness in the workplace without reinforcing stereotypes. Methodology: We used a qualitative approach at a company level, applying instruments such as interviews, questionnaires and observations. 

 Key words: Millennials, generational diversity, Romania, case study

1. INTRODUCTION

Due to a competition-based business environment, the management of companies of all sizes from Romania, and especially small and medium ones, becomes aware of the importance of developing human resources as a long term competitive advantage. Even so, most workplace interactions in companies from Romania nowadays still follow the traditional principles that have assured, for ages, employee’s obedience. However, the general tendency introduced by the Millennium Generation, to reshape the framework of workforce coordinates, is also part of the Romanian business environment. This young generation, the largest since the baby boomers, begins to enter the labour market relying heavily on their talent, creativity and commitment to think and live freely, becoming the subject of an increasing number of articles and studies worldwide. 

We consider that, since employers and managers from Romania are not yet properly informed about their youngest employees, they are still facing many problems when it comes to managing them. This is why we have considered highlighting the threats and opportunities related to hiring and collaborating with them, the main goal being to define several keys in order to improve the team and organizational success. To begin with, we will try to introduce the reader to the rather complex generation of the Millennials with their unique attributes and high professional potential, hoping to create a complete image of the interactions and possible conflicts emerging between employees of various ages and perspectives. Beyond the division between our generation and the past or future generations, we can identify that categories differ not only by age, but also by characteristics such as trend-setters, attitudes towards society, or work-life balance. Furthermore, our paper will focus on the case study based on a two years old successful consultancy firm from Romania, whose Millennial employees are being managed by a Generation X administrator. The main goal is to discover whether these employees follow the Millennium Generation’s characteristics pattern advanced by the specialized literature and whether the management adapts adequately to current changes in the workforce.  

2. THE MILLENNIALS AMONG OTHER CONTEMPORARY GENERATIONS IN THE WORKPLACE - CHARACTERISTICS, FACTS AND FIGURES 

According to our observations, the Romanian workforce follows the general trend set by the developed countries – there are four generations working side by side in organizations nowadays. An analysis of the specialized literature on generations at the workplace reveals that, despite the existence of different classifications, the differences among these are not significant. Thus, we find Traditionalists or Veterans (born before 1946), Baby Boomers (born from 1946-1964), Generation X (born from 1965-1980) and Generation Y (born from 1980-2000), each generation having different attitudes and expectations about their jobs and careers (Deloitte, 2005; Spiro, 2006). There is also the Generation Z, those born after 2000 (Urban Dictionary). It is important to note that the lines between generations are not strict. However, there are important generational differences that have real implications for how employers and employees work together, each generation bringing a different set of attitudes to the job, such as: a heavy focus on work as an anchor for their lives – the case of Baby Boomers; the enjoyment of work, combined with concern for the work/life balance - the case of Generation X; the desire to work flexibly anytime, anyplace and  to have the output evaluated instead of how, when or where they completed the task - the case of Generation Y (Deloitte, 2005). 
Taking into account all the above, we consider that there is a complex and quite new situation for the Romanian business environment and moreover the employers and managers are not fully aware of it. In this paper, we focus on the Generation Y, also known as the Echo-boomers, Boomer Babies, Millennials, the Entitlement generation, the Millennium generation, the Digital, Net, Digital natives, the MySpace/Facebook, Generation @ and the “Why” generation (Business Week, 2005; Spiro, 2006), and furthermore on the way in which this generation from Romania works and can be managed. Regarding the size of Millennials (1st July 2006) in Romania, there are 5.53 million people, the others generations totaling as follows: 3.18 million of Traditionalists, 6.47 million of Baby Boomers, 5,34 million of Generation X and 1.06 million of Generation Z (National Institute of Statistics, 2007). Therefore, the Gaming Generation, formed by Generation X and Generation Y (Deloitte, 2005) has around 10.87 million people in Romania that means 50.57% out of the total population (21.58 million in the 1st of July 2006). 

2.1. Why are Millennials so different from other generations?

Starting from their childhood, Generation Yers have been surrounded by computers and the Internet, these being actual part of their lives. In fact, this generation is the first one that had this chance in the case of Romania; the Generation X did not have the same opportunities offered to them in developed countries. Therefore, we consider that even in Romania, the Millennials are entering the workforce with “networking, multiprocessing, and global-mindedness skills” (Deloitte, 2005).  

An analysis of the specialized literature on the main characteristics of the Millennials reveals several common traits, such as: good acquaintance with technology, healthy dose of optimism, high level of individualism and autonomy/independence, penchant for severity, intrinsic motivation, short time orientation, free-thinking, flexible, well-informed and aware of their own value. Our opinion is that all of these characteristics have a great impact on their way of seeing their life and on their working style and therefore it becomes very important for the managers, employers and also employees from another generation to take them into consideration when they work with and/or manage the Millennials. 

2.2. The Millennials in the workplace

There is a large interest on the Generation Y at work, the main starting point being that current organizations are increasingly dependent on younger talent. (Deloitte, 2005) 

It is said that on one hand “generation Y’s characteristics put them on high demand in today’s job market” and on the other hand “managers and employers are having an extremely difficult time understanding how to incorporate them in the work environment”. (Spiro, 2006) But, which are the main characteristics of the Millennials in the workplace? Using the specialized literature, we mention here the most important ones:

· mobile, aspirational and tribal; seek work-life balance; engage with staff; sensitive of corporate social responsibility; culture of positive relationships, consistent messages (Salt, 2007);
· high expectations of employers; need for ongoing learning; goals, goals, goals; desire for immediate responsibility; balance and flexibility (Spiro, 2006);
· to work with positive people; to be challenged; to be treated respectfully; to learn new knowledge and skills; to work in friendly environments; to have flexible schedules; to be well-paid (Deloitte, 2005);
Starting from these characteristics of the Millennials, there are at least three main topics that are analysed by specialists, such as: how to communicate with them, how to motivate them and how to manage them. 

Regarding how to communicate with the Generation Y, the main rules are: in a positive way, respectfully, in a motivational way, electronic and in-person if the message is really important (Deloitte, 2005).
There are several “golden rules” in order to motivate the Generation @, such as: weak control that provide space for innovations; ongoing learning opportunities; fair payments; continuous feedback; flexible work schedules; positive relationships and so on. There is the so called personalized motivation that implies the profiling of employees in order to determine how each individual prefers to be managed (Spiro, 2006). 

To manage the Millennials can be a difficult task without a proper preparation which can mean a very good understanding of the main characteristics of people from this generation, being up to date with the specialized works regarding this topic and the existence of a real motivation towards engaging in a long term professional relationship with this type of workforce. Thus, it is important to know (Deloitte, 2005):
· how they want to be managed, such as: in a flexible way, together with friends, to be held in respect, to have fun, to be challenged and to be trusted as leaders;

· practical ways to manage them, for example: providing engaging experiences that develop transferable skills; assuring a rationale for the work they are asked to do and for the value it adds; providing variety; developing teams and networks; maintaining a work environment that rewards extra effort and excellence; helping them to navigate work and family issues. 

Regarding the Generation Y in the workplace, there are a series of opposite opinions related to their values. On one hand there are those who pray for their self-esteem, skilled in multi-tasking, flexible and persistent when facing change, highly skilled in social networking and team activities (Deloitte, 2005). On the other hand, there are opinions according to which the Generation Y is narcissistic, “focused only on themselves and incapable of acknowledging or appreciating others' points of view or circumstances” (Erickson, 2008). 
2.3. Managing Romania’s Millennials 

From our point of view, all the above mentioned is true if we consider the Romanian Millennials skilled workforce. We make this remark because of the reality in Romania, where significant differences between rural and urban population, between big, medium and small cities, and also between social classes still exist in terms of access to Internet, to informational technology and networking possibilities. 

The published studies about the Romania’s Millennials are only a few, especially articles in management and business magazines. In what follows we bring the main ideas of these writings:

· the existence of a real problem having in mind the Generation Y from Romania and the current educational system that does not address the characteristics of these people, such as: focused information and straight and direct rewards (Sârbu, 2008);
· the main methods to motivate the Generation Y are a merit-based reward system and the payment of the tuition fees for a study program; on the other hand the professional career development and the possibility of job rotation are also very important (Oniga, 2008);
· the Romanian Millennials embrace a certain denial in what concerns taking over/assume models from former generations and therefore they are defining personal models through reciprocal imitations; in fact they want a one-way fold of the society according to their needs and wishes (Dumitru, 2008);
As a conclusion, the Millennials grew up with computers and the Internet, they are self-confident, they are looking for solutions instead of waiting for indications, and they treat work as a way to fulfill their needs and desires rather than a mean of putting food on the table. 

3. CASE STUDY: A YOUNG CONSULTANCY COMPANY FROM ROMANIA

When he first came to Romania in 2007, he knew little about the local business environment, but still eagerly wanted to learn and try to become a successful entrepreneur. Indeed, personal experience taught this Italian manager that even admitting the similar Latin origin of the Romanians, there is a certain specificity of the workforce that can only be acknowledged through a hand on management. It was this approach that got his consultancy firm (named A, due to confidentiality reasons) to be one of the most vigorous and specialized on the small enterprises` market in the Transylvanian region. 

To be more precise, company A’s employees team consists of five young women, identified as members of the Millennial Generation, between the ages of 20 and 27, college graduates, and living in the urban area of Cluj-Napoca. By applying a 11 questions interview and a 14 item questionnaire to the Company’s A employees, an interview to the manager of this firm and an ongoing personal observation of the everyday activity in this organization, we tried to find out not only to which extent optimal work conditions were provided for these Gen Y employees, but also what kind of generational connection emerged between them and the Generation X manager.  

3.1. Millennials in Romania: a glimpse of a managerial approach 

Millennials cannot be separated from the organizational environment they are surrounded by, in which managers play a crucial role. Since the manager of the Company A is nearly 33 years old, we have placed him in the Generation X category, also because his strong orientation towards achieving professional goals and commitment to the organization reinforced our interpretation.   
Our research proved that one of the main principles he put into practice was hiring fresh graduates with no previous experience, in order not to deal with some different work style contamination, as he perceived a lack of long term clear strategies and precise goal definition in the Romanian markets. Subsequently, the management style in company A has authoritarian influences, mainly due to the Italian origin of the administrator, habituated with a different work pace. 

Even though the manager does not trust the Romanian way of doing business and most of the decisions are his prerogative, Gen Yers in the firm enjoy a degree of independence and creativity meant to lead them to a higher level of understanding and to develop their problem solving capacity. Furthermore, their strengths and weaknesses are closely analyzed by the management in order to craft organizational changes allowing the personal development of all the members within. In addition to that, our study has shown us that the feedback, when given by the company A’s manager, is thoughtful, adapted to every employee’s needs and character, ultimately even serving as informal mentoring. 

Also known as the plugged in generation due to their familiarity with computers and the Internet, Romanian Millennials appreciate a permanent and unrestricted access to instant messaging and other ways to communicate provided by the WWW. However, the Generation X manager of the A firm does not yet fully perceive the importance of the technological factor in the daily activity, and so logging in to web messenger software is still forbidden. If we add the sometimes scarce providing of positive feedback, and the strictly imposed deadlines, it could be said we have identified the main weak points of the company A’s management of the Millennium Generation.     


3.2. Meet the Millennials at work

By further analyzing the way Millennials in company A project their ideal workplace and by comparing this image with the reality represented by the consultancy firm, we reached a series of conclusions regarding Gen Y’s behavior at work in Romania.

Firstly, we noticed the importance of membership, as Gen Yers became interested in a certain job after receiving recommendations from their friends. Maintaining a healthy work-life balance becomes just as relevant for the young Romanian employees, who value the quality free time they spend with the social group they belong to. For the employees of the A firm, being part of a working team means above all the opportunity of exchanging information and developing skills by interacting with more experienced colleagues, and seeking equally the input and affirmation of their managers and peers.
In what regards the present workplace, most of the Company’s A Millennials declared themselves satisfied with the employer’s offerings, the highest rated received benefits being the opportunity of a flexible schedule, a satisfactory cash compensation – a base salary combined with bonuses, and the payment of a overtime premium (as working extra hours often happens when projects are tied to very tight deadlines). Because they are used to getting fast results, immediate feedback, sustained by constant stimulation, interaction, and a team focus seem to also be the key in gaining the loyalty of these young employees. 
Another direction of our findings would be that of self accomplishment and self-esteem. Young Romanian consultants yearn for high doses of acclaim for the activities in which they participate, and tend to rely upon external praise to encourage their efforts. 

Concerning mutual professional expectations, we have noticed the congruence between the managerial and the employees’ views. Even more, all the answers we received lead to the central theme of quality which defines the main goal the organization concentrates its efforts towards: continuous progress and reaching perfection.

As consultancy is often a versatile domain, the young employees are aware of the need to apply up to date information and to constantly study and analyze the particular field they are specialized in, although promotion opportunities are virtually inexistent, which may lead to later frustration.
Being aware that the approach towards Gen Yers offered by company A may not be a pattern followed by all small Romanian consultancy firms, there is one particular finding we can highlight. Thus, it was possible to identify a correspondence between the managerial demands and the employees’ efforts to comply with them. All the different social backgrounds, personalities and expectations of the interviewed Millennials are to a certain degree harmonized and tackled in a specific way, based on flexibility, empathy and mutual respect.
4. CONCLUSIONS 
By analyzing the specialized literature we found that workforce generational diversity implies both opportunities and threats. Also, in Romania’s companies four generations work side by side – more specifically the Millennials (25.63% out of total population), the second generation in size after the Baby Boomers (29.98% out of total population), followed very closely by Generation X (24.74% out of total population) and the Traditionalists (19.65% out of the total). The Gen Yers from Romania, including the highly skilled ones, are characterized by specific features that have a great impact on both their personal lives and their working style. Moreover, because of these characteristics, there is a high demand on today’s job market for the Millennials, but at the same time managers and employers can face difficulties when working with them. The main topics that are analysed by specialists are how to communicate with them, how to motivate and how to manage the Millennials as part of the workforce. 
The conclusions of our case study suggested that the Company A’s Millennial employees follow the Millennium Generation’s characteristics pattern advanced by the specialized literature and the management of this firm mostly adapts adequately to current changes in the workforce. On a general level, we consider that Romania’s firms’ executives may need to keep rethinking their existing practices, by addressing the peculiarity of each generation and increasing effectiveness in the workplace without reinforcing stereotypes. 
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