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As mortgage executives age, a new generation will soon start to take over,  
but how will they lead?

GeneratIon
the next
By Barbara Perino and  
Rebecca Walzak

ndividuals born after the baby boom of 
the 40s, 50s and 60s have primarily been 
divided into two similar but unique groups. 

Gen X is comprised of those individuals born 
between 1965 and 1979 and Gen Y is made up of 
those individuals born from 1980 and the end 
of the 20th century. Now, almost 50 years 
later these individuals are stepping into 
the leadership roles vacated by retiring 
baby boomers. 



So, what can we expect from these 
leaders? Will they continue to follow the 
traditional roles and patterns established 
by their parents and grandparents or will 
they change the definition of leadership 
as we know it? This article explores the 
beliefs, expectations and possible lead-
ership trends that are likely to emerge 
as these generations continue to take on 
more of these roles. One thing is certain 
however, there will be change, as these 
populations have already made it known 
that they don’t value the traditions and 
work styles of those who have come be-
fore them.  

Generation X
Generation X is one of the smallest 
groups of individuals to be designated 
as a specific generation. They have been 
called the  “Squeezed out”, the “Over-
looked” and the “Sad” generation pri-
marily due to small number comprising 
their population as well as the delayed 
impact felt in the work place from this 
group as many baby boomers have put-
off retirement; thereby preventing them 
from taking on leadership roles earlier in 
their careers. 

Just as baby boomers view of manage-
ment and leadership grew out of their life 
experiences, Gen Xers are the product of 
the social and physical environment in 
which they were raised.  This generation 
of emerging leaders has experienced the 
significant downsizing of companies, the 
layoffs of millions of workers from cor-
porations where their parents worked for 
a lifetime, the reduction of meaningful 
growth in income and the emergence of 
technology and outsourcing. They were 
also the generation that felt the impact of 
the global economy as they spent play-
time sitting in gas lines as their parents 
waited to buy gas. Fortunately they were 
also the generation that experienced the 
inclusion of women and minorities in 
education and leadership roles; the emer-
gence of environmental issues; the emer-
gence of technology as a major element 
in the new work environment, and the 
acceptance of new ideals and beliefs. 

Because of these experiences they 
have an entirely different approach to 
work, management and leadership. They 
no longer value tradition, including the 
traditional gender roles that populated 
the workforce of the baby boomers. 
Since they lived through the downsiz-
ing and layoffs of organizations that 
were thought to be good companies and 
witnessed the devastation to families 
brought on by the failure of companies 
to be loyal to its employees, they have 
no company loyalty nor do they expect 
any back. The idea of staying with any 
one company for a lifetime is ludicrous 
to these individuals and expecting them 
to stay while they “work their way up the 
ladder” is totally unrealistic. They have 
few illusions about a job or the ongoing 
benefits of remaining at a company so 
that the company can benefit from their 
knowledge and experience.  

Generation Y
Born between 1980 and the end of the 
20th century, this generation grew up 
with technology. They have no concept 
of what it is like to work without a com-
puter or communicate without social me-
dia outlets. These individuals also value 
providing organizations with ideas and 
insight, want to bring value to the orga-
nization and demand meaningful work in 
a collaborative environment. However, 
the members of this generation are also 
strongly focused on maintaining a strong 
work-life balance and view the idea of 
working evenings and weekends just to 
meet corporate requirements as incon-
ceivable. They are obviously very com-
fortable working with technology and 
multitask frequently. 

This generation is the first to have 
grown up with the idea of community 
service and helping others as a mainstay 
in their lives due to the introduction of 
community service requirements into 
graduation standards. They strongly be-
lieve in corporate responsibility and giv-
ing and will use their free time to meet 
corporate obligations in this area. Work-
ing for companies that put their own 
wealth and benefit above others would 
be difficult for these individuals.   

In seeking rewards, this generation 
does not view finances as the top reason 
or justification for what they chose to do. 
They expect that they will be fairly and 
equally compensated and will be quick 
to move on if this does not occur. Instead 
they tend to value feedback, training and 
recognition as more important and look 
for the corporation to provide it as often 
as they can. The idea of yearly perfor-
mance evaluations is not to be tolerated, 
but expect feedback sessions throughout 
the year. Once hired into an organization 
they expect to be moved quickly into an 
area that values their strengths and can 
capitalize on their knowledge while giv-
ing them the rewards they seek.   

Interestingly, Gen Xers tend to view 
Gen Y members as “lazy” and unwilling 
to put in the effort to become integrat-
ed into the field of their choice. While 
it is true that technology does allow us 
to communicate and transmit informa-
tion quickly, the trust built from dealing 
with individuals on a personnel level has 
never been more important.   

Future ManaGeMent

Management of and by this group is very 
different than what we have come to ex-
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pect in a corporate environment. While 
companies have been very focused on us-
ing new ideas and practices in preparing 
their organizations for the future, they 
have maintained the concept of a singu-
lar, mature, male CEO leading the orga-
nization. This approach is as antiquated 
as many of the management styles that 
they have abandoned and more than like-
ly destructive to any organization that is 
preparing itself for the future. 

Intuitively these generations are not 
concerned about the corporation, but 
about their ability to work in a meaningful 
way. They value learning and monetary 
security, but not from the corporation but 
from their own knowledge, contributions 
and ideas for problem solving. They are 
entrepreneurs and see this as a way to 
create their own security while grow-
ing and leaning themselves. We are all 
aware of the biggest success stories such 
as “Facebook” and  “Google” but what 
we haven’t been made aware of is how 
these individuals are managed to be able 
to reap the reward for both themselves 
and the organization.  

One of the most critical changes that 
needs to be made if an organization is 
going to benefit from and utilize the tal-
ent of its Gen X and Gen Y staff, is to 
incorporate them into the decision mak-
ing process. Collaboration is key to these 
individuals and gender or ethnicity has 
no impact or part in determining who is 
chosen to be involved or to lead. They 
strongly believe that the person best 
able to tackle the issue should lead and 
in keeping with their focus on security, 
should be paid accordingly. Companies 
that fail to give females and minorities 
these opportunities, or fail to reward 
them financially will find themselves fac-
ing high turnover rates and a significant 
loss of intellectual information.  These 
individuals also possess excellent prob-
lem-solving skills and are quick to adapt 
technology as a means to fix problems. 
However, the fact that they have a deficit 
of experience in overall management and 
have not spent time developing an under-
standing of how “things work” can cre-

ate unexpected problems for companies 
that want to rely on these individuals to 
manage them into the future.  

One model of how this can be ac-
complished has emerged from many of 
start-up organizations that have grown at 
a very rapid pace. Emerging from these 
organizations is a new leadership style 
that has come to be labeled as B-I Lead-
ership. B-I, or bi-generational leadership 
involves the creation of a CEO team that 
combines Gen X and Gen Y individuals 
with older Boomer managers. This team 
can collective ensure that a much deeper 
understanding of the values and goals of 
these younger generations are embedded 
in the business and that these emerging 
leaders can develop an appreciation for 
fundamental corporate structures. This 
will allow business practices of the fu-
ture to be incorporated into the organi-
zation while maintaining the underlying 
foundation of the core business. It also 
allows for ancillary issues, such as com-
pensation, work organization and gov-
ernance to evolve at the same time. The 
evolution of this cooperative leadership 
has been widely adopted in new high- 
tech start-ups and is gradually beginning 
to be seen in other industries because it 
addresses the need to speed up the re-
newal of American business leadership 
and ultimately American businesses.  

the MortGaGe industrY

The generational values and styles are 
just as meaningful to the mortgage in-
dustry as any other. In fact, probably 
more so. With the ongoing repercus-
sions of the mortgage meltdown and 
the resulting see changes underway, the 
industry is more than ever in need of a 

leadership makeover.  
The Gen X and Gen Y individuals al-

ready in place in many of the largest mort-
gage operations are beginning to have an 
impact on how business will be done in 
the future. Because of their familiarity 
with technology, they have developed nu-
merous programs and approaches to elicit 
sound operational data that can provide 
much needed guidance in what products 
to offer, how they will perform and what 
impact they will have on the business as 
a whole. There can be no more rational-
ization or decisions by “gut-feel” from 
executives. Management that has never 
learned to analyze data or incorporate 
it into the decisions they make will find 
themselves at a disadvantage.  

Examples of this can be seen today. 
While servicing functions that have failed 
to provide the necessary relief for a rap-
idly deflating housing market, are being 
examined by regulators and lawmakers, 
today’s mortgage servicing management 
met to develop what can be done. Unfor-
tunately, the individuals involved in this 
summit were the very same ones who 
created the problems in the first place. 
This lack of foresight into the changing 
housing market can have a disastrous ef-
fect. Instead it would be better to utilize 
those individuals that have a new way of 
developing ideas, collaborating with the 
necessary associates and forming new 
approaches to the problems.  

While the promise of these emerging 
generations is significant, it is important 
to recognize that there is much to be 
done to merge these new management 
concepts with necessary business prac-
tices.  How this can be done is the topic 
of the final article in this series. ❖
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