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Session Learning Objectives: 

 
1. Apply instructional design and development approaches that appeal to 

multiple generations at the same time.  
2. Avoid pitfalls and apply practical tips gleaned from a real organization’s 

leadership development journey.  
3. Improve “multi-generational” leadership development learning programs 

and avoid the focus on one generation’s learning needs. 
 

 

    
    
 

 

 
 
 

 

 
www.astd.org 

Page 1



 



2©
20

08
 G

er
i L

op
ke

r &
 A

ss
oc

ia
te

s, 
G

er
i L

op
ke

r. 
A

ll 
rig

ht
s r

es
er

ve
d.

Quotes Heard…Around the Water Cooler?

Quotes say a lot about the people who are quoted. They can be 
inspiring or fall on deaf ears.

Mark each quote for the generation or generations that you think it 
might appeal to…! 

“Each of us has special talents. It’s our duty to make the most of them.”

“Many top performers go to bed hungry at night—hungry for recognition from you.”

“If you obey all the rules, you miss all the fun.”

“Imagine if everyone in the company had the courage and the confidence and the risk-
seeking profile that we associate with leaders. That’s the direction every company must 
head.”

“Pull the string and it will follow wherever you wish. Push it, and it will go nowhere at all.”

“Feedback is the breakfast of champions.”

“Results occur when you INspect what you EXpect.”

“The responsibility for maintaining good performance is the employee’s, not the 
manager’s. The managers job is to point out the discrepancy—the employee’s job is to 
fix it!”

“If you are not getting as much from life as you want to, then examine the state of your 
enthusiasm.”

Traditionalists = T
Baby Boomers = BB
Gen X = X
Gen Y/Millennials = Y

T      BB       X        Y

T      BB       X        Y

T      BB       X        Y

T      BB       X        Y

T      BB       X        Y

T      BB       X        Y

T      BB       X        Y

T      BB       X        Y

T      BB       X Y

T      BB       X       Y

T      BB       X       Y

T      BB       X       Y

T      BB       X       Y

“The creation of a thousand forests is in one acorn.”

“It isn’t enough to merely say you are committed to top performance. To be an effective 
manager, you need to ‘walk the talk’ by addressing employee performance problems—early 
and head on.”

“There's a basic philosophy here that by empowering...workers you'll make their jobs far 
more interesting, and they'll be able to work at a higher level than they would have without 
all that information just a few clicks away.”

“A leader is a dealer in hope.”
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The Challenge

The goal: design a measurable leadership development program for
senior leaders, approximately half of whom are “Baby Boomers”
and half of whom are “Gen Xers” and a couple of “Millennials.”

The challenges: 
1. Use internal and external instructional designers working closely 

(or so we thought) with senior stakeholders to design a program 
that meets multiple learning needs. 

2. Receive support from busy C-level leaders while recognizing that 
some of them also could use “leadership development.”

3. Use instructional design approaches that help each generation 
learn and apply higher-level leadership skills (not Management 
101). 

4. Design a program to run monthly for one year. 
5. Use “just-in-the-nick-of-time” design and development in order to 

adapt to the needs of the participants. 
6. Deal with delays in, and then postponement of, 360°

assessments that were to guide participant development. Include 
budget constraints, remote sites, and video conferencing issues.

7. Add some participants who think they are more advanced than 
they are, and others with limited self-awareness. 

8. Deal with generational learning gaps. 
The Baby Boomers wanted action learning, and activity-
based, targeted learning. 
The Gen Xers and Millennials wanted resources on 
podcasts and don’t know “why they have to attend
leadership development.”
Some Baby Boomers had more experience but had learned 
some (really) bad habits. 
Some Gen Xers thought they knew it all. 
The Millennials were multi-tasking…

9. Link a negative employee dissatisfaction survey to leadership 
challenges so that they would apply leadership learnings. 

10. Add significant changes like, not one, but two major 
organizational restructurings with lay-offs during the year-long 
program. 

Question: How do we hit the target?

In The 
Beginning…

“Many top performers go to bed hungry at night—hungry for recognition from you.” Anonymous
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Analysis 

Design

Development

Implementation 

Evaluation

Instructional Design Questions

1. Who are the learners and what are their learning experiences 
(successful and not so successful)?

2. What are their demographics (gender, age, length of service, 
length of time as a leader/manager, span of control, typical 
challenges, performance management approaches, strengths 
and weaknesses)?

3. What leadership outcomes/results will improve as a result of the
program? How will we measure them?

1. What challenges can we have the learners solve in small teams?
2. What department/organizational challenge can they be charged 

with solving and then presenting their findings to a Senior Leader 
team at the end of the program?

3. What will help the different generational cohorts to collaborate for 
best results?

1. What exercises and activities will build in reflection time, linking 
back to previous learning and forward to real world application?

2. What debrief questions will prompt their learning and 
application?

3. What can the learners teach to the others in the workshop or 
program?

1. What logistical barriers could derail learning (remote participants, 
video-conferencing, absenteeism, poor follow-through without 
consequences)?

2. What will build in short and long term Senior Leader support 
(e.g., guest faculty, quick projects and presentations, Brown Bag 
lunches, mentoring)?

3. How can you get learners to model and teach key learnings in 
their departments?

1. What are the leading indicators that the leadership outcomes 
metrics are being met?

2. What are the lagging indicators that the leadership outcomes  
metrics are being met?

3. What are the dashboard metrics that Senior Leaders care about? 
How will we communicate these to them?

“Imagine if everyone in the company had the courage and the confidence and the risk-seeking profile that we associate 
with leaders. That’s the direction every company must head.” Chance Duncan
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Generational Similarities & Differences

Similarities Differences
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“The final test of a leader is that he leaves behind him in other men the conviction and the will to carry on. . . . The genius of a 
good leader is to leave behind him a situation which common sense, without the grace of genius, can deal with successfully.”

Walter Lippmann




