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New Century, New Job Opportunities
What is new or different about job opportunities

by Jarda and Sara Tusek
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all areas in the process—Gen Y is more flexible and realistic,
leaving and re-entering the workplace on their own schedules to

ORGANIZATIONAL RESPONSES
Obviously this new attitude toward work has implications for organizations. If the job-seeker is looking for more autonomy in his
or her career, and is willing to trade the old promise of “job security” in a structured and hierarchical organization for more creativity and “job ownership” in a less structured, more free-flowing or-

accommodate their changing interests and needs.
Gen Y members in their 20’s and early 30’s have also been notably deliberate in making the kinds of decisions that traditionally
mark the transition to adulthood: establishing their own homes,
marriage, having children and becoming entrenched in a career
(finding a lifetime job).

ganization, then companies and institutions must respond. Or-

Gen Y’ers return home, or don’t leave home at all, as the situation

ganizations need to provide jobs that are less “set in concrete”

develops. Marriage is postponed, while friendship takes on many

and more able to take advantage of changing circumstances.

of marriage’s roles in terms of feeling connected, building strong

Jobs need to be less fixed and more fluid. The best new job op-

emotional bonds and providing security in transitions.

portunities in the 21st century, then, will be those that
Gen Y members are not at all afraid to leave their jobs, even

•

Involve the employee in all aspects of his or her job, begin-

when there’s no new job at hand. Informal networks of job seek-

ning with defining the job and allowing enough flexibility for the job ers help each other, often recommending their friends to take over
when they leave a job and even trading jobs if the change seems
to evolve organically as circumstances change;
to make sense.

•

Respect the ideas, values and knowledge of the employee,

using not only those parts of the worker that “fit” management’s
idea of the job but also the “bonus” parts of the employee that
management was fortunate enough to receive when they hired
the employee—the parts that management didn’t even know it
was receiving!

•

Trust the employee to sort out what can be done according to

the organization’s policies and traditions from what calls for an
entirely new approach and set of guidelines;

•

Keeping connected, staying in touch, exchanging information—
these are the priorities of the new worker. Workers want to stay
within the friendship/sports team/university communities they
have built, and are most happy when working with people who
share their experience and values. Some universities are recognizing the immense impact of these networks on the lives of their
students and developing community co-op education programs
that put students into teams in their communities, so they can see
their ability to shape the community while working with friends.
Wise workplaces will honor this preference and incorporate prac-

Reward the employee for showing ingenuity and initiative,

even when the results are less than perfect, so as to encourage
the employee to be active rather than passive in the organization.

CONNECTIONS AND FRIENDSHIP
Recent news articles stress the new values of the so-called “Gen
Y,” the generation that is taking over from the Baby Boomers.
Whereas the baby boomers struggled to have it all—career, family, spiritual expression and personal growth, losing something in

tices that encourage the establishment of employee-employee
bonds, rather than seeing them as a potential threat to the organization’s official power structure.

NEW OPPORTUNITIES
Clearly, all of these changes—technological, economic, and social— are opportunities in the making, for the person who is prepared and wise about his or her own potential contribution. It’s an
exciting time to be looking for a job!

