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What will you learn?

- What is the XY factor?

- Why to consider and to manage X-Y integration within companies?
- Risks & Benefits

- How is possible to manage X-Y integration within companies
= A business case in the automotive industry
= Processes and Tools

- Reflections & Conclusions
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What is the X-Y integration and
why X-Y integration is relevant?
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What is the “XY factor”? \
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What is the “XY factor”?
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What are the different generations
characteristics?

sa*(]

Maturists Baby Boomers Generation X Generation ¥ Ceneration £
(e-1945) (VOE1.1995) nat
Fe NCeS Secnnd Workd W Con Wi End of Cold W ECONOMC Somraum
Raterre oW Booen Fal of Berlin Wt Clobal warmieg
Fond-Gorchen rowen TSwnging Sooses” Roagan / Gorbachew Gobal focun
Rock ' Rpd Agofio Moon bndags Thaschernm Mobrle devices
MNuciow farmbes Yourh aulture Live Ad Erergy Orisis
Owhrwnd Qorcher roles Woodsteck Introducton of fest IC Arald Speng
DracUAaty v wormes r Carty motisle technaiogy YO0 Own medts
Rine of the teenager Ladch by hidhy, D0id compunng
g Seweis of dvorce Wikideans
Security
Home ownership ob securit Work-life balance
vnershig Job security . ry and stability
Artit A EWIP’GWW TRy ~ Ty Segeynierd
= Largely o 330 technoiogy (IT) adaptors Digral immigrants 1. it 0 of P ves
Early "portioln” careers Carver radttaviors — il (mowe
2 - = f1  2koed
i obrs are for e g?a"!“‘“:: er: oyal 10 profession, not wearsievly Detween (rparnationy
necessanly 1o employer 80 DOO Iusnaties
Coogie ghass, graphene
NG COMpUting.
Aoty Techawision Persoral Computes 3D pening, Oriveriess Can
fia Traditicnali
'f ]
E . M@ o< U
DY M Teds (O Tdegraies irto >
Formal ketter Telephore Eamal and text message clothrn)) CorTrTLRa aton Sovcm
Lo ® 0
V- - -

maura.dimauro@libero.it
www.mauradimauro.weebly.com

/\\\/ 4 % Maura Di Mauro
SIETAREUROPA \ Tel. +39 340 3238701

Secety o rommusiax igecaton ’ =
Trainrg o Memeaxcn. - . d




Why XY integration is relevant within
companies?

= In the last 50 years, life expectancy has incredibly extended

TableI1.3:

Fast trends in kife expectancy af birth, 1950-2012
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2015 challenges: demographic shifts

Rapid growth in many ping countries is bringing challenges.
What can NGOs do to minimise negative consequences

Why XY integration is relevant within
companies?

- It is observable a births rate falling

- There has been an extension of the duration of the working life, and a high
concentration of XY employees working participation, due to the pension refor

2015 challenges: geopolitical shifts

. . . Graph 1.2.2: Age profiles of participation and employment rates by gender in 2013 and 2060 - EU
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companies?
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Why XY integration is relevant within
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Istat, Italia sempre
piu 'vecchia':
crollo delle
nascite, oltre 44
anni I'eta media

FIGURA 2. MOVIMENTO NATURALE DELLA POPOLAZIONE: NATI, MORTI. Anni 2005-2014
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Crollo delle nascite, toccato il
minimo storico

514mila nuovi nati in Italia nel 2013: é calo per il quinto anno
consecutivo. Diminuisce anche l'ingresso dei cittadini stranieri: 42mila
in meno rispetto all'anno precedente. Gli italiani che vanno via
scelgono Regno Unito e Germania. Aumenta ancora la speranza di vita
alla nascita: 79,8 anni per gli uomini e 84,6 per le donne

DI Lo leggo dopo 26 giugno 2014
’ e 1.2mila Sempre meno bambini nascono
in Italia: nel 2013 toccato il
minimo storico. Mentre aumenta
la speranza di vita e la
percentuale di over 65. E' questa

la fotografia fornita dall'Istat degli
indicatori demografici riferiti
all'anno 2013. Dati preoccupanti,
che segnano un ulteriore
invecchiamento della
popolazione italiana, legato sia al
crollo demografico, a cui
sicuramente non & estranea la
crisi economica che ha colpito il

Paese, sia il calo degli immigrati.

Crollo delle nascite. |l dato delle nascite & sicuramente il dato piu
significativo: nel 2013 si & registrato il quinto calo consecutivo, con 514mila
nuovi nati. Circa I'80% dei nuovi nati proviene da donne italiane,il 20% da
donne straniere. |l numero medio di figli per donna scende da 1,42 nel 2012 a
1,39 nel 2013.

Boom over 65. Aumenta la speranza di vita alla nascita, giunta nel 2013 a
79,8 anni per gli uomini e a 84,6 anni per le donne. A fine 2013, gli individui di

AR anni n nltra rannracantana il 21 AOL Anl tatala (21 0L nal INAN ricuiltandn
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GURA 5. PIRAMIDE DELLA POPOLAZIONE ITALIANA AL 31.12.2004 E AL 31.12.2014
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Why XY integration is relevant within
companies?

e

Vo Argerting - 2014
Mo China - 2014 fema 1004
[ Unted States - 2014 taman 2004 956
1004 55 ey
90 - ™ 93 L2
a5 - 53 8 83 8O- B4
97 - ™ 8- 84 .
85 99 jan .19 74
a0 -0d W74 @3- o
.9 6.6 5. 64
-4 uo . 6a ¥3 - 53
6% . 03 s 5.5
60 . 6a 50 .58 #’: &5
" a5 85 40 -4
50 -84 4504 3.3
- [0 -4
3 &5 - %.5
4504 5.2 W
5.9 2024 1%.19
w34 13.1% 1914
».: 1014 .-G
WM ;: o-4 =
::}: 1 1 T I 2 16 12 0% 0& 0 ¢ @& 08 12 1% 2
5.5 65 52 19 26 13 0 ] 13 % ¥ s &S
Fopuaban (In msoos) Fopulatan (n midors)
] °-4 ' Frpulabian (I msors) Aqe Geoup Fopuatan (n mdors)
5 12 9 5 E] 0 L 3 & 9 12 15
Fopulaban (in mSors) 2ge Genup Fopulatian (in mdlora)
Mo Argentna - 2050
Vo United States - 2050 Fumab Age Mde Famde
120 8Os
a5 L3l
:Z 04
a0 B89
» a4
70
) 559
50 054
P Thelamest padt of
50 i the populaion will
:3 a4 be batwean 60 —
3% B8 64 yaarsold
an N4
X %29
13 024 The mumber of
A 518 youth wil drop
o 014 ;'Elﬁ':ﬂmbv
s o1 9 B 3 0 e 3 © 9 12 15 3 2 18, 12 08 O3
Fopulaban (I msons)
PRMston U ons) m Sn &m Jm 2m W0m 0 10n 20m Jm Lm S0m 60m

ntegration_MDM_SEWebinar_09.07.2015 <4> The BeijimAss| 38

% Maura Di Mauro maura.dimauro@libero.it
Tel. +39 340 3238701 www.mauradimauro.weebly.com




Problems that companies can face
if they do not consider XY integration

- Teams are heterogeneous, also by age and
seniority

Because of different attitudes, values and point of views,
generation differences can generate communication
problems and conflicts

- More and more, carrier development plans are
based on performance evaluation, not on
company seniority

Particularly in situations of plants and teams restructuration,

new carrier development modality can cause resistance
and dysfunctional attitudes to changes
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Opportunities that companies can miss
in case XY integration is not reached

Knowledge sharing and skills transferring

Young leaders’ recognition and legitimization by
more senior employees

Valorisation and use of specific generations’ competence,
energy and motivations

\ Maura Di Mauro maura.dimauro@libero.it
Tel. +39 340 3238701 www.mauradimauro.weebly.com



Any questions, comments, curiosity,
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How is it possible to facilitate

the integration and the effective
management of generations XY

within the modern companies?

A business case
developed in a manufacturing company
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The company ‘s context

= The company’s employees are about 900
people in total, around 350 of which in
Italy

= Because of the Italian economical crisis,
the Italian production offices were
facing a restructuring process

= In Italy there were 94 baby boomers,
174 generation X, 104 generation Y

= HR department had to recompose the
production teams

= There were internal selection of new
team leaders, by substituting the
company’s seniority criteria, with the
evaluation of technical and
managerial competence criteria
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The project’s goals

- Integrate and develop teams of the production department,
composed by a wide heterogeneity in terms of employees’ professions, skills,
genders and ages

- Develop and activate, in new young chief of production, a more self-aware
leadership linked to ageing management

- Valorise team members, thus to benefit of their engagement, their knowledge
transferring and creation, and of their effective work

- Show company investment to the team members of the production
departments, in a period of company’s re-engineering and downsizing
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The project’s participants

= 18 employees of the production department

= 1 Director

= 5 Middle managers

= 9 Chiefs of production
= 3 Employees
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The project’s process cycle & activities

1.
Organizational
Chart and
Employees’

Age Analysis
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2.

World café
workshop
facilitated
with
generation
cards

3.

Creation of a
Virtual
Blended

environment

A Maura Di Mauro
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4.

Follow up and
Training
session about
Age diversity
and Ageing
Management

5.

Development
of Personal
Action Plans
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6.

Follow up &
Team
Coaching
sessions




The project’s process cycle & activities

1.
Organizational
Chart and
Employees’

Age Analysis

egration_MDM_SEWebinar_09.07.2015

3.

Creation of a
Virtual
Blended
environment

Maura Di Mauro
Tel. +39 340 3238701

4.

Follow up and
Training

session about

Age diversity
and Ageing

Management

5.

Development
of Personal
Action Plans

maura.dimauro@libero.it
www.mauradimauro.weebly.com

6.

Follow up &
Team
Coaching
sessions




‘ % Maura Di Mauro maura.dimauro@libero.it
NSPL  Tel. +39 340 3238701 www.mauradimauro.weebly.com

A light atmosphere where people could relax, enjo
forget for a moment about the company’s conflicts
they were living

A way to stimulate and to build a feeling and
perception of being part of a team

A way to engage team leaders and team
members and to motivate them

A way to share team members’ knowledge and
know-how, and to promote peers learning, to

think together about future strategies, actions and
solutions



The Generational Cards

= What are the “diversity” characteristics you can recognize within

your team?
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The Generational Cards
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The Generational Cards

= Age as diversity factor within your teamwork: how is it perceived?
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The Generational Cards

= In your company, is ageing a problem?
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The Generational Cards

= How to valorise what different generations can bring to the production
processes?
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The Generational Cards

= How to improve the process of generation integration, so as the process
of know-how and know-what transferring and creation?
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The project’s process cycle & activities

3.

Creation of a
Virtual

1. 2.
Or%agﬁa:L%“a' World café
’ workshop
Emplovees_ facilitated
Age Analysis with
generation

cards

5.
Development

6.

Follow up &
Team
Coaching
sessions

Blended of Personal

environment Action Plans
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PRATICHE e) A to alla

a) Selezi i Societi: Michelin (Italia)
Obiettivo: gestione del personale over 50 & riduzione dei gap di prestazi

Societa: Perugina (Italia, Umbria)
Produzione: Alimentari A sequito della chiusura di un plant, i dipendenti piti anziani e vicini alla pensione sono stati
Obiettivo: favorire I'occupazione giovani  accompagnati alla fuoriuscita. A questi d'pendenh Mldlelln ha proposto percorsi di n1rwnmerl:u
R lavorativo altemativi, attivita di formazione, « una serie di i
La Perugina — Gruppo Nesti2 - a lugio 2012, - ichelin ha previsto anche incentivazioni economiche per quelle aziende locali che assumono a full

all'orario di lavmofdamaﬂﬂnrea\lasdnr 5 - N
fronte alo siittamento delle pension, che ris time tali dipendenti, almeno fino a che essi non amivano alleffettiva eta pensionabile per legge.

giovani. Questa iniziativa ha permesso di me
delle competenze e della formazione adegua

Societa: Mataro (Spagna)

Societi: Askoll (Italia, Vicenza) Produzione: vetro o _
Produzione: componenti per eletirodomestic  Obietfivo: gestione del personale over 50 & deigap dip g
Obiettivo: reclutamento e assunzione di

. . " L'azienda ha sviluppato un piano di formazione che coinvolge ed integra operai che sono andati in
La Asl «creato un call center per la vent 3 . A i : .
" ey o sl pr&pmnmammll mﬁaﬂ{mgamm@lmhﬁahﬁrmddﬂmmaltoe p(e;mdom
msmmn_sa“ o e T e ST una modalita a staffetta: i atmmﬂ)maml?j‘l@ tempo per valutare e formare
richieste def clienti. nuovi assunti. La formazione ha cadenza quotidiana e pud essere estesa per un periodo che va da
Questa iniziativa ha fatto registrare un aume 6 a 12 mesi.

| Analisi generazionale del tuo team

DIFFERENZE GENERAZIONALI
_ 1) Come si sviluppera nei prossimi due anni la struttura del tuo team di lavoro in considerazione

‘eta anagrafica e aziendale?
STRUMENTI a. Fai un‘analisi della struttura del tuo team per eta oggi
b. Fai una previsione della struttura del tuo team per eta nei prossimi tre anni
€. Usa una tabella o un grafico per la visualizzazione dei dati

Comprendere in modo accurato la struttura dei propri dipendenti in base all'efa, eli ~ 2) Prevedi di svolgere un assessment delle capacita operative e delle competenze delle risorse che
lavoro del divers dipendent aftraverso futiizzo i una piramide per et e delfnter gestid secondo o kb descrilion €16 Atiese I ferimento o ucky
struturats (forme o informale) per a condizione déi i

€. Sintetizza i risultati dell'assessment preparando delle schede risorsa

Definire modalita di gestione delle proprie risorse in base all'eta, coinvolgendo i dipe
se necessario anche il proprio capo, I'HR, ed anche | sindacati. 3) Identifica se allintemo del tuo team ci sono possibili problemi o sfide da affrontare nellarco del
prossimi tre anni in riferimento all'sta
a. Quante persone sono prossime alla pensione?
b. Quante persone, quali qualifiche e mansioni, quali competenze specifiche e quali
expertise occorrera sostituire?
interna e rotazione delle mansioni), soprattutto per quelle attivita e compiti ripetitivi . tum-over, del livello di atteso,

Ridefinire la divisione dei compiti & delle attivita, introducendo sistemi di job rotatior

chealla ridurela i lavoro & possono quindi auments o disaffezione, confiit, difficolta di apprendimento, etc.
salute e all
ﬂmdlmmmnwwnﬂumumm
; = — =
percorsi di job odijob BN ) Come possono essere promosse € valorizzate e specifiche capaci, le conoscenze esplicke s
dumInsamun nerfamwlamﬂmnmedelauihrdedavdmm tacite, cosi come le esperienze di tutte le risorse del tuo team (sia dei giovani sia degli
rative e tacite; efo di glovani ad anz anziani)?
N a. Quali esperienze e capacita che hanno alcune risorse senior val la pena condividere tra i
tecnologiche. membr del tuo team di lavoro?

b. Quall esperienze e capacita che hanno alcune risorse junior val la pena condividere tra |
membri del tuo team di lavoro?
¢ Vengono utilizzate forme di mentoring o tutorship che coinvolgono le risorse senior e
quelle junior?
d. Quall modalita o sistemi di trasferimento di know-how e di expertise tra senior e junior,
o di scambio di competenze specifiche vengo abitualmente adottate?
. gruppi di lavoro, di odi

Prevedere attivita di formazione continua anche delle figure senior, ad esempio attr
fuori sede, convegni, etc.

manuall, ...
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Follow Up and Training session about
Age diversity & Ageing Management

Recalling the World Café Conversations
about the topics ageing analysis and possible
strategies to manage age diversity

Training about Ageing Management:
why and how (strategies, tools, practices)

Developing Personal Individual Action
Plan (based on their team members age
analysis and the knowledge received)

maura.dimauro@libero.it
www.mauradimauro.weebly.com



The project’s process cycle & activities

1.
Organizational
Chart and
Employees’

Age Analysis
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2.

World café
workshop
facilitated
with
generation
cards

3.

Creation of a
Virtual
Blended
environment

W Maura Di Mauro
. Tel. +39 340 3238701

4.

Follow up and
Training

session about

Age diversity
and Ageing

Management

5.

Development
of Personal
Action Plans

maura.dimauro@libero.it
www.mauradimauro.weebly.com




Any questions, comments, curiosity,

#=W Maura Di Mauro maura.dimauro@libero.it
WA, Tel. +39 340 3238701 www.mauradimauro.weebly.com




» The total costs of XY not integration and valorisation are
inefficiency and conflicts in the working environments, and
consequently company losses

» The benefits of XY integration and valorisation are the possibility
to get the best of employees motivation, energy and skills, so
as to benefit of employees knowledge transferring and creation

» More and more companies based in the emerging countries are
facing with problem of XY integration, while, this HR topic is not
yet in the main emerging countries’ HR strategy agendas
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For any further information

Contact me
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