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Abstract 
 

With new generations of employees entering the workforce, it becomes important to look at the 

strengths and weaknesses of each generation and understand their distinct characteristics. 

According to the United States Department of Labor, the Bureau of Labor Statistics reported the 

average separations in 2017 was 43%, which is ten percent lower than MDA’s current turnover 

rate (2018). With turnover at it’s all time high, this research will examine the impact of turnover. 

Per the Bureau of Labor Statistics, the average turnover rate was only 38.1% in 2013 and 

trending upward with averages going to 40% to 41.8% to 42.2% in 2014, 2015, and 2016, 

respectively (2018). It will also identify the difference between leadership and management and 

the lack of training or best practices in the workplace to better find a solution to improve 

outcomes at the Muscular Dystrophy Association. It outlines the organization and employee 

demographics, describes the situation, and presents a mentor program meant to improve strategy 

of welcoming and retaining employees into the organization. After summarizing key differences, 

this thesis looks at how MDA can accommodate each generation entering the workplace. The 

purpose of the research presented is to understand the desire for an integrated and ever changing 

work environment. This research identifies generational motivations and integrates those 

characteristics to create and implement a mentor program at the workplace.  

 

Keywords: Muscular Dystrophy Association, MDA, Silent Generation, Baby Boomers 

Generation Z, Gen Z, Generation Y, Gen Y, Millennials, Millennial, Workplace, Workforce 

Generation, Generations, Mentor, National Director of Cultivation, Mentee, Employee Turnover 
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Introduction 

It is common for organizations to employ recent college graduates. It is a great way for a 

company to seek fresh talent. However, new hires do not come without obstacles. With each new 

generation that enters the workforce, they must adapt to each other’s wants, needs and diverse 

differences that balance out the workplace. Millennials have challenged the status quo and 

changed the way we conduct business. However, millennials are quickly becoming the dominant 

generation that is fulfilling most of the workforce. There are currently five generations in the 

workplace: Silent Generation, Baby Boomers, Generation X, Generation Y (Millennials) and 

Generation Z. (Ansari, 2018) In order to be effective leaders, managers need to develop 

strategies for working with all ages of employees. The students who are in college and entering 

the workforce right now are a new generation that brings new challenges and opportunities to the 

workplace. According to Ansari (2018), “that’s an estimated 73 million new professionals to 

prepare for.” They are Generation Z, and the workplace needs to be ready for them. 

Problem Statement 

 The workplace is constantly shifting, as is the generations entering the workforce. With a 

high turnover rate, Muscular Dystrophy Association(MDA), is focused on hiring to fulfill 

vacancies causing less focus to retain current employees. With five generations assembling the 

workplace at one time, it is important to identify their differences while recognizing behaviors 

and needs. “Varying levels of tech savvy and clashing communications styles may be the most 

obvious ways in which tensions between workers of different age groups manifest themselves” 

(Joslyn, 2012). This information is necessary for MDA so they can adapt their current 

recruitment and training development. With a turnover rate averaging 53% per year, there is an 

obvious void in retaining talent (Valiaparambil, MDA Combined Report, 2019). With Human 
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Resources having to focus solely on fulfilling vacant positions, it effects the way MDA operates 

at a national & field level. If current staff are motivated to stay, the focus on year-round 

stakeholder engagement will result in securing funds. By understanding what generations want in 

the workplace and motivations to stay, non-profit organizations, like MDA, are better positioned 

to engage more stakeholders and secure funding needed to fulfill the mission.  

Proposition 

The proposed research sets out to better understand the current generations needs in the 

workplace. Among the potential solutions include creating a new department at MDA that 

focuses solely on retaining employees that have been employed for twelve to fourteen months at 

the organization. The benefits of this new department include increasing employee efficiency, 

increasing employee engagement, focusing on the individual strengths and weaknesses and 

creating an employee mentor program. By implementing this new department, MDA will see 

less staff turnover and higher employee satisfaction; leading to more dollars raised for the 

organization. 

Background and Context 
Muscular Dystrophy Association 

The Muscular Dystrophy Association, also known as MDA, is a nonprofit agency helping 

individuals diagnosed with muscle disease. MDA’s mission is  

“to lead the fight to free individuals — and the families who love them — from the harm 

of muscular dystrophy, ALS and related muscle-debilitating diseases that take away 

physical strength, independence and life. We use our collective strength to help kids and 

adults live longer and grow stronger by finding research breakthroughs across diseases, 
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caring for individuals from day one and empowering families with services and support 

in hometowns across America” (MDA, 2017).  

For over 60 years, MDA has been at the forefront in helping patients live longer and grow 

stronger. Currently, MDA provides care for over 43 different types of muscle diseases. 

MDA was established in June of 1950 by Paul Cohen, a prominent New York business 

leader living with muscular dystrophy (MDA, 2017). Cohen invited a group of individuals to 

meet in his Rye, New York, office. Each had a personal connection to muscular dystrophy, and 

the gathering focused on the urgent need to raise funds to advance research seeking treatments 

and cures for muscular dystrophy (MDA, 2017). The group — so vested in the fight against 

neuromuscular diseases — formed the organization that became the Muscular Dystrophy 

Association. That year, MDA’s first research grant for $1,500 was awarded to neuromuscular 

disease pioneer Ade. T. Milhorat, M.D (MDA, 2017). 

MDA’s vision focuses on three major topics: Cure, Care & Champion. By 2020, MDA 

plans to expand their mission in the following three ways. First, is to double the research 

investment on drug development and clinical trials to bring more treatments and cures to 

families. In the past eight months, there have been four drug treatments, the first ever for 

muscular dystrophy, approved by the Food & Drug Administration (FDA). Two treatments for 

Duchenne Muscular Dystrophy(DMD), one treatment for Spinal Muscular Atrophy(SMA), and 

one treatment within the past month for Amyotrophic Lateral Sclerosis(ALS).  All three types of 

muscle disease are given a fatal diagnosis. Second, is to provide care and support for 50,000 

more families – a 50-percent increase over the number of families registered with MDA today. 

Last, is to fund 20,000 kids at MDA Summer Camp at no cost to families as we expand our 

offerings for young adults (MDA, 2017). From offering support groups and educational seminars 
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that help caregivers, parents and individuals through their journey — to connecting families with 

information when and where they need it and giving kids with muscular dystrophy and related 

diseases the best week of the year at MDA Summer Camp, MDA is here to help families 

maintain and improve their health and well-being, while actively pursuing life goals to live 

unlimited (MDA, 2016).  

MDA Services 

MDA provides services including support groups, care center visits, loaner closet 

supplies, summer camp, flu shots, advocacy, research, young adult transition programs, IEP’s 

and all-around support for the 100,000 individuals served across the country. Compared to 

relatable and competitive service nonprofit organizations like the ALS Association or Parent 

Project, MDA is unique and considered an umbrella organization as they cover many diseases 

and care options, not just focus on one specific disease. MDA is also unique as it is not 

government funded. 

Financials 

A majority of income for MDA is raised from the programs/fundraising events, where the 

least amount of income is from grants. For reference, MDA is not part of the United Way nor is 

it government funded. This brings both good and bad opportunities to the organization. Because 

MDA isn’t government funded, MDA gets to decide on how and where the money is spent. It 

works against MDA in terms it is losing out on income. MDA raises over $98 million from 

fundraising events, including core programs. These include: Shamrocks, Muscle Walk, Fill The 

Boot, Summer Camp Pin-Up, Golf Outings & Galas. 
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Transition 

In the past, at its peak, MDA was raising over $183 million in 2007 (Chronicle, 2016). 

Over the past 11 years, MDA has seen a downfall in financial support due to some major 

changes to their fundraising. “A year after scrapping its signature Labor Day telethon in 2015, 

the Muscular Dystrophy Association is facing financial challenges but also ramping up digital 

fundraising and pledging double spending on researching and testing treatments for diseases that 

debilitate muscles” (Chronicle, 2016). The Chronicle continues, “For more than 40 years, the 

charity was nearly synonymous with the annual holiday-weekend fundraiser and its host, 

comedian Jerry Lewis. The association parted from Jerry Lewis as its national chairman in 2011 

and downsized the televised event from more than 21 hours to six and then two before ending it 

entirely” (2016). Since this decision, MDA has seen a shift and great need for additional 

fundraising, especially on a local level. In 2018, executive leadership has asked for each office to 

raise a minimum of $250,000 new dollars. This has a direct effect on local office structure as 

Human Resources is being asked to fill vacant positions at a rapid pace. In addition, a majority of 

offices are creating a new position specifically for this new requirement of $250,000; thus, 

putting more pressure on Human Resources and the Training Department to fill and train at a 

rapid pace.  
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Table 1. Internal Revenue Service. (2017). Form 990: Return of Organization Exempt from 
Income Tax: Muscular Dystrophy Association. Retrieved from the National Center for 
Charitable Statistics database. 

 

Over the past 5 years, MDA has also been in transition mode. There have been multiple 

changes in both the national and regional offices. “With a management team constantly in flux, 

no organization can possibly function in a productive and safe manner. This type of turnover is 

usually the sign of larger organizational issues that, if ignored, can have a direct impact on 

customers” (Span, 2015). MDA has seen multiple changes in leadership. There have been three 

different CEO’s within a five-year time span. According to the American Psychological 

Association (APA), their 2017 Work and Well-Being Survey found that “Workers who were 

affected by organizational changes reported lower levels of job satisfaction; were three times as 

likely to say they don’t trust their employer; and more than three times as likely to say they aim 

to seek employment outside of their organization within the next year” (Picarde, 2017).  “As it 

stands, only 34% of responding boards have written executive succession plans, and considering 

0 20 40 60 80 100 120 140 160 180

2017

2016

2015

2014

2013

2012

2011

Total	Dollars	Raised	(in	Millions)



12 
INCREASING RETENTION AT MDA 

the age and longevity of the CEOs, this could spell big problems” (McCambridge, 2015).  In 

addition, the national office has moved from its home of 60 years in Tucson to Chicago in 2016. 

On the local level, regional offices have been consolidated or closed and territory has merged 

and expanded for the surrounding offices. Thus, stakeholder relations are being lost. Not only do 

you have consolidations and leadership changes, you also have multiple generations working 

together, emerging technology and a break in communication styles. This all shows the direct 

impact that raising less revenue has directly impacted the way MDA has continued to transition 

their leadership and business. 

Turnover 

 The constant turnover and generational differences have provided a new challenge in the 

workplace. With five generations making up the current workplace, their attributes, their wants 

and their needs all differ to the point of miscommunication resulting in high turnover. Although 

the Silent Generation is dwindling in numbers, it is important to include them in the workforce 

for two reasons. First, the Silent Generation brought its own unique characteristics to the 

workforce, and those characteristics were the basis of fundamental building blocks that have 

continued to shape the workplace it is today. Secondly, the Silent Generation still has a voice in 

the workplace. For example, the Silent Generation is still represented on the MDA Board of 

Directors. So, their influence and decisions still impact the organization. Thus, it is an important 

time for the Muscular Dystrophy Association to bridge the gap between each generation and 

learn to work together to each individual’s full potential. To do this, it is crucial that nonprofits, 

and more specifically MDA, understand the distinct differences in each generation and 

communicate how trainings and mentoring can ultimately bridge the gap of perpetual turnover. 

“It appears retention of existing employees is being ignored at the strategic levels. With more 
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emphasis upon efficient productivity, the problem is growing in pent-up emotional stress. Thus, 

people will be leaving organizations in large numbers unless the organizations begin to place 

retention at the highest priority level” (Graham, 2013). 

In an article written by Jack Altman, the CEO of Lattice, the current turnover rate is 

213% of the position salary (2017). “In its 2017 Retention Report, which gathered data from the 

U.S. Census and more than 240,000 employee insights, Work Institute estimates that losing an 

employee costs 33% of a worker's salary. Applied to a median worker's salary of $45,000, the 

institute put the average cost of turnover at $15,000 per employee” (Rumora, 2018).  Currently, 

the MDA has a turnover rate for entry level positions that has seemed to skyrocket over the past 

six years. Those positions include: Development Coordinator, Development Specialist and 

Development Assistant. The annual salaries for these positions are: $41,000, $45,000 and 

$36,000 respectively. Taking the average of these three positions ($40,666), and using Rumora’s 

report of 33% of that salary, that would mean the cost of turnover at MDA is an average of 

$13,420. Take that number and multiply it by the 298 people that separated from the 

organization in 2018 and that is a total loss of $3,999,160 in just one year. 

Because these positions have a direct communication line to all stakeholders, the constant 

turnover has escalated a new problem in that MDA is losing stakeholder engagement and money 

because the stakeholder doesn’t know who to contact within the organization, or the proper 

communication is not being delivered or received during an employee departure. In 2018, MDA 

had a total number of 298 people that separated from the organization out of a total of 495. With 

a fully staffed organization at 556, that leaves a massive gap in retaining talent. Based on a 

monthly average, that is a turnover rate of 24 people per month. Furthermore, there are on 

average 55-61 positions vacant per month. It takes on average 12-16 weeks to fill a vacant 
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position (Savoree, “Kate Shea’s Interview”, 2019). Thus, MDA is losing out on year-round 

engagement and lost dollars to fulfill the mission. 

Looking at Table 2 below, it represents the data behind how many separations occurred at 

MDA in 2018. A separation is the term MDA uses when an employee leaves their position. This 

data only represents the separations at a field level. In addition, it only shows the new separations 

for each month, not the total number of current vacancies per month.  

 

Table 2:  Valiaparambil, B. K. (2019, January 4). [New.Sep.Pro.Combined.12month.2018]. 
MDA Unpublished raw data. 

  

On average, Development Coordinators and Development Specialist are turning over 

every 12-15 months at MDA. These positions are responsible for a minimum of fundraising 

$300,000 per calendar year. Development Assistants are staying on average 16-18 months. This 

position is responsible for fundraising $50,000 per year with their focus on assisting program 

management including contracts, deposits, payments and reporting. With a majority of these 
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positions being fulfilled by recent college graduates, MDA is not providing what these 

generations need to feel successful. A sampling of five exit interviews were supplied to for the 

use of this research. Two of the exit interviews were from Development Coordinators, two from 

Development Specialists and one from a Development Assistant. Four out of five exit interviews 

were from Millennials and one out of five from Generation X. As of August 2018, the exit 

interview process became a mandatory process for the organization. The current exit interview is 

included in Appendix A. Based on the five exit interviews received from Beena Valiaparambil, 

the Chicago region Human Resource Specialist, there was a clear trend that once the two month 

online onboarding training was complete, there was not additional support or resources provided 

to them to succeed (Valiaparambil, HR Supplied Summary Report, 2018). This also means that 

Gen Y and Gen Z are making up a large part of these positions, where management and 

executive leaders are made up of Gen X, Gen Y and Baby Boomers. 

Nonprofit Business Advisor’s research on turnover highlights the shortage of leaders in 

the nonprofit sector. In their results, “25% of nonprofit leaders left positions within the last two 

years and the same amount plan to do the same over the next two years” (2016). Knowing that 

information is alarming to realize that 50% of leaders plan to leave within the next four years. 

Looking at the number of leaders across the workforce, a majority are not from the millennial 

generation. Thus, turnover is inevitable no matter the age. See Table 3 & 4 for a breakdown of 

the MDA workforce by generation. 

Something to note about Millennials is their constant want for something better. 

According to Tulgan, “Millennials are seeking the perfect life, not just the perfect career” (2016, 

p.37). Leaders cannot just assume that Millennials are unmanageable because managers have to 
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know their wants before making changes. “Every Millennial wants a custom deal. The more you 

are able to customize for them, the longer you will keep them” (Tulgan, 2016, p. 38).  

 No matter the generation, turnover causes frustration and tension in the workplace. 

Winn’s journal about turnover discusses that turnover can cause more turmoil because it is those 

leaving that have influence over other colleagues. (2017, p.50). The more proactive approach in 

management will entirely change the idea of turnover and its negative connotation. 

“A second finding from the study is that when companies have an organization-wide 

developmental climate, where there are interested and helpful mentors for an employee at 

many levels (top-down, peer-to-peer, bottom-up), the employee does not end up relying 

on any one person in the organization. This reduces the risk of having employees relying 

solely on a single individual who may one day choose to leave the company. This finding 

regarding an organization-wide developmental climate is important because it reduces 

turnover contagion’ risk” (Winn, 2017, p.52). 

Winn’s insights bring positivity to turnover. Not all turnovers should be viewed with frustration 

and ignorance. Turnover is part of the workplace and it is something that managers should be 

prepared for from the start. In addition, if the employee is not meeting expectations and causing 

more bad than good, that is a time to look at keeping those employees that you deem of high 

value and re-focus on gaining new team members.  

 Watkins & Neal know from research that there is a barrier in management styles between 

baby boomers and millennials. “Not only do millennials lack the kind of empathy that allows 

them to feel concerned for others, but they also have trouble even intellectually understanding 

others' points of view” (Stein, 2013).  Yet, management attitude is the biggest barrier in the 
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workplace. Millennials have grown up with the can-do attitude and technology from 

smartphones and tablets to video games and constant interaction. According to Ware, 

“In addition to formal programs, companies are implementing technology solutions to 

appeal to Millennials, who are tech savvy and appreciate and use self-service learning 

tools for development. Andy Kimball, CEO of Qube Learning, says that companies such 

as Apple and Autodesk have implemented both online and mobile gamification platforms 

for employee development, onboarding, and new job skills training” (2014).  

According to Schawbel, millennials expect to be connected during work hours, in the same 

capacity they are connected outside of the workplace (2017). One major difference in 

generational attitudes is that Baby Boomers believe that work can only be done at the office and 

during the traditional 8-5 timeframe. Millennials on the other hand, communicate constantly 

because they are never disconnected from anything (Schawbel, 2017). Changes are inevitable. 

Individuals must first learn the basics while at the same time, share new management styles with 

not just the new generations, but the future generations (Schawbel, 2017).  

 Generational Gaps  
 

Generational gaps seem to be increasingly relevant to workplace turnover and retention 

conversations. Turnover can be calculated in term of the money it costs an organization. “A 

paper from the Center for American progress, citing 11 research papers published over a 15-year 

period, determined that the average economic cost to a company of turning over a highly skilled 

job is 213% of the cost of one year’s compensation for that role” (Altman, 2017).  

The differences between each generation seem to have caused more recent destruction 

than assistance for nonprofit organizations. The changing workplace cultures and competition for 

quality hires have made it necessary for nonprofit organizations to focus solely on the hiring 
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process and procedures instead of putting focus on retaining current talent. With each new 

generation that enters the workforce, all generations must adapt. It is imperative for non-profit 

organizations to learn to navigate each generation’s wants and needs. To do this, it is crucial that 

nonprofits understand how each of these generations approach the workplace and what they 

desire from their managers. This can be achieved by utilizing existing research to explore the 

relationships between each generation. The research question that will be examined is: How will 

MDA retain current employees?  

 There are a few major factors that are influencing the high turnover rate at MDA. Thus, 

the following will discuss the current workplace culture, identify the generational differences and 

discuss cultural gaps in communication styles and technology. These factors are all connected 

and dependent on the decisions that are made in the workplace. These areas will be further 

investigated to establish the current state of MDA and how each of these influencing factors 

ultimately links the need for new department that will develop and implement a mentor program.   

Generational Profiles 

It is important to define the cultural differences between Generation Z and Millennials. 

According to Shiraev and Levy (2013), culture is defined as “a set of attitudes, behaviors, and 

symbols shared by a large group of people and usually communicated from one generation to the 

next” (p. 3). A difference in cultures among generations is evident in any instance in which 

someone from an older generation has trouble communicating with the younger generation 

because new slang has been introduced. This is just one example of how generation gaps can 

affect the way people interact with one another and communicate. A difference in cultures 

typically comes with some degree of intolerance. Jeff Corbin, CEO of APPrise Mobile, states 

that “historically, older generations have looked upon the next class of workers with a certain 
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amount of skepticism and nervousness” (Fromm, 2017). As seen below in Table 3, there are 

currently no members from Gen Z or Silent Generations that work in field offices.  

For purposes of this thesis, generational cohorts, and their identities in the workplace will 

be taken into consideration as it relates to the impact on high turnover at MDA. In this study, 

generational differences and similarities will be examined. The following generational 

information will be examined throughout the research process.  

Silent Generation: Individuals born from 1928-1945 

Baby Boomers: Individuals born from 1946-1964 

Generation X: Individuals born from 1965-1981 

Generation Y (also known as Millennials): Individuals born from 1982-1994 

Generation Z: Individuals born from 1995-present 

 

Silent Generation: 0 employees totaling 0% 
Baby Boomers: 70 employees at 14% 
Gen X:104 employees at 21% 
Gen Y: 253 employees at 51% 
Gen Z: 68 employees at 14% 

Silent	Generation
0%

Baby	Boomer
14%

Gen	X	
21%

Gen	Y	
51%

Gen	Z	
14%

MDA	FIELD	OFFICE	GENERATION	BREAKDOWN

Silent	 Baby	Boomer Gen	X Gen	Y Gen	Z
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Total number of Field Staff Employees: 495 
Field Staff Full Staff Goal: 556 
Current Vacancies: 61 
 
Table 3. Valiaparambil, B. K. (2019, January 4). [FieldStaffAllOfficesDec18]. MDA Report of 
Unpublished raw data. 

 

 
Silent Generation: 0 employees totaling 0% 
Baby Boomers: 44 employees at 41% 
Gen X:42 employees at 43% 
Gen Y: 16 employees at 16% 
Gen Z: 0 employees at 0% 
Total number of National Staff Employees: 102 
National Staff Full Staff Goal: 119 
Current Vacancies: 17 
 
Table 4. Valiaparambil, B. K. (2019, January 4). [NationalStaffStatReportDec18]. MDA Report 
Unpublished raw data. 

 
Silent Generation 

 The silent generation are known to be conservative and relatively small in size. They are 

considered “silent” because they aren’t ones known to push for rapid change. The silent 

generation were brought up with manners and taught to be polite to others and respect their 

Silent	Generation
0%

Baby	Boomers
41%

Gen	X
43%

Gen	Y
16%

Gen	Z
0%

MDA	NATIONAL	STAFF	GENERATION	BREAKDOWN

Silent	Generation Baby	Boomers Gen	X Gen	Y Gen	Z
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elders. Marrying early in age, women worked by raising their family while men went out of the 

home to earn a living. The men were loyal and many stayed at the same employer throughout 

their lives to move up the latter and build particular expertise. They cling to tradition and grew 

up in a time without significant turmoil or controversy. According to Patterson, “The Cold War 

and the nuclear arms race began just as this cohort was reaching young adulthood (2017, p.17). 

“The threat of communism and the McCarthy trials brought a challenge of loyalty to American 

ideals. This group also participated in the Korean War” (Patterson, 2017, p.17). 

With the introduction of media, technology and television, this generation saw a lot of 

transformation. Because of their traditionalist mentality, they prefer gradual change (if any) and 

like the status quo. Media and technology became an increasingly strong influence with the 

advent of television. “They believe that institutions were created to serve the common good and 

support necessary services” (Patterson, 2017, p.17). Consequently, they believe that hierarchy 

should promote those with a strong work ethic and that those who have ascended to leadership 

roles deserve respect based on their roles (Patterson, 2017, p.18). While there are few among this 

generation still in the workplace today, those who remain may be in positions of leadership and 

carry heavy influence (Patterson, 2017, p.18) 

Although there are little to no silent generation members left in the workforce, it is 

important to remember the impact they left on the workplace. Their own characteristics such as 

loyalty, left an impact on how some people view and expect the workplace to be in current day. 

Although there are no MDA field offices that have silent generation on staff, there are five 

people on the MDA Board of Directors that are a part of this cohort. “The average age of an S&P 

500 independent director is now 63, up from 61 in 2007, and there are more board members 
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(558) of them who are over 75” (Staley, 2018).  With their strong authority and success, their 

mindset and characteristics are expected to flow down the chain of command.  

 

Silent Generation (5), Baby Boomers (16), Gen X (2), Gen Y (0), Gen Z (0), TOTAL: (23) 

Table 5. Valiaparambil, B.K. (2018, December 18). [BoardStatReportDec18]. MDA Report of 
Unpublished raw data. 

Baby Boomers 

With a new generation, a new set of rules, expectations and outcomes became apparent as 

the Baby Boomers quickly became a large generation in size and challenged the status quo of the 

silent generation that came before them.  

“Higher levels of education combined with broader opportunities fostered high 

expectations as this cohort moved into the workforce. They believed that institutions 

were meant to be challenged and they often served their own needs rather than any 

common good. They came to believe that rules were meant to be challenged and changed. 

Silent	Generation
22%

Baby	Boomers
69%

Gen	X
9%

Gen	Y
0%

Gen	Z
0%

MDA	BOARD	OF	DIRECTORS	GENERATION	
BREAKDOWN

Silent	Generation Baby	Boomers Gen	X Gen	Y Gen	Z
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Frequently called the "me" generation, many lived well without worrying about the 

future. They tended to be workaholics, investing as much time in their work as it took to 

perform the job to their satisfaction. Many believed in making a difference in the work 

they do, and invested time and effort in careers that made contributions to society. While 

they are good team players, they relish recognition and expect to be paid well for their 

efforts (Patterson, 2017, p.18). 

 Again, a majority of the workplace is not Baby Boomer. But, with over 40% of the 

national staff being Baby Boomers, there is still a strong presence represented. In addition, the 

MDA Board of Directors has a dominant presence since 69% are Baby Boomers.  

Generation X 
 
 Generation X is a small cohort compared to the Baby Boomers who preceded them and 

Generation Y that follows them. Having experienced their parents as self-centered and 

workaholics, they focus on family and quality of life over their career. People that interact with 

Gen X might assume them to be pessimistic and pragmatic. Their values are consistent with their 

pragmatism and they are more fiscally conservative than their Baby Boomer parents.  They have 

learned to be quite self-reliant, readily adapt to change and embraced the boom of technology 

and all the benefits it brought to the forefront. (Patterson, 2017, p.19) 

Because this generation does not have the same expectations for stability in the world that 

characterized the work habits and employment loyalties of earlier generations, they are attracted 

to opportunities and challenges as they arise. Because they insist on a balance of work life and 

personal life, they can be perceived as working for a paycheck rather than investing in their 
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career. They often act as though they believe that institutions have outlived their usefulness and 

may believe that collective action is not worth the investment of effort. (Patterson, 2017, p.19) 

“Many workers of this generation are considered poor team players, and often do things 

themselves rather than patiently investing the time necessary for a working group to 

coalesce and begin to produce. They are highly educated and may feel impatient in an 

organization that does not allow them to advance at a rapid pace. And they expect 

frequent feedback and benefit from clear and constructive supports that allow them to 

grow and build skills” (Patterson, 2017, p.20). 

Generation Y (Millennials) 
 
 Millennials in the workforce are changing the culture. Millennials, also known as 

Generation Y, are those individuals born between 1981-1994. (DelCampo, 2017). Millennials are 

confident, overscheduled and always looking for the next best thing. DelCampo and his fellow 

authors’ book on managing millennials has a unique view in that the authors are millennials 

themselves. According to DelCampo, “Millennials need strong, highly engaged managers; need 

structure and boundaries; need guidance, direction, support and coaching; and need clear 

expectations” (2017, p.2). Most approaches in fixing the millennial turnover is letting them go 

because it is an inevitable process. DelCampo’s approach is much different in identifying their 

characteristics and wants, and learning to work with their wants versus their needs. All 

generations have their identifying characteristics, but not all the characteristics in the millennial 

generation should be read as bad. For example, in Table 6 below, DelCampo shows that both 

passion and confidence can be characteristics of millennials, while tolerance and criticism are 

characteristics of the baby boomer generation. 
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Table 6. DelCampo, R. G., Haggerty, L. A., Haney, M. J., & Knippel, L. A. (2017). Managing 
the multi generational workforce: from the GI generation to the millennials. New York, NY: 
Routledge. 

 

Knowing more about the millennial generation is a top priority among businesses. “The 

self-esteem of Millennials has been fueled by doting parents who gave them the confidence and 

the messaging to be anything they wanted to be. Is it no wonder, then, that they are pushing 

employers for quick advancement and now care more about ‘What’s in it for me?’ than they do 

about authority, loyalty, or manager relationships” (Ware, 2014). It is important to know how to 

engage millennials to enhance the chance of that generation staying in their position. According 
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to Faurote (2018), ‘Millennials (aka “Generation Y”) already comprise the largest group in the 

labor force. Born during the period from 1981 to the late 1990s, their representation will 

continue to expand, comprising as much as 75% of the global workforce by 2025.” According to 

Ware, millennials are staying at jobs an average of two years or less. In addition, 60% of 

millennial workers are looking for another job, while still employed (2014).  For example, 

Development Coordinators at the Muscular Dystrophy Association are averaging 14-16 months 

at the job (Valiaparambil, 2018). This position is engaging to the millennial generation because 

of its entry level qualifications, flexibility in hours and option to travel.  Giving millennials a 

chance to explore, develop and advance their careers will top their high turnover rates.   

Alton (2017) describes millennials, stating “they grew up with technological access, and 

have both annoying and amazing qualities like a sense of entitlement, familiarity with 

technology, limited coping skills, and a desire to do social good.” Millennials like consistent 

feedback, not just once a year on how they’re doing performance wise. Their questioning attitude 

and approach can sometimes come across negative.  

A difference in cultures typically comes with some degree of intolerance. Jeff Corbin, 

CEO of APPrise Mobile, states that “historically, older generations have looked upon the next 

class of workers with a certain amount of skepticism and nervousness” (Fromm, 2017). 

Millennials are finding themselves looking upon Generation Z with the same degree of 

apprehension that Baby Boomers and Generation X looked upon them in recent years. Umoh 

(2017) states, “Though millennials have long been plagued by stereotypes about a lack of work 

ethic and laziness, millennial managers harbor these same resentments toward Gen Z.” In fact, 

nearly one-third of Millennials agreed it will be more difficult to manage those from Gen Z as 

compared to older generations. More specifically, 28% say training Gen Z will prove more 
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difficult than other generations as well (Umoh, 2017). With the newer generations, both 

Millennials and Gen Z, having spent large portions of their lives with technology at their 

fingertips, the differences between them are many.  

Generation Z 
 
 Gen Z are those born between 1995 to present. Patel describes key ways that Gen Z differ 

from Millennials. They are motivated by security, money, and competition. They desire 

independence, workplace flexibility, face-to-face communication, and their needs being catered 

to. In contrast to Millennials, Gen Z are more entrepreneurial, even better at multitasking, and 

“true digital natives” (Patel, 2017). 

 Recognizing that Generation Z is a testament to their time and a direct result of the global 

environment they grew up in is a form of social attribution, which Shiraev and Levy define as 

“the process through which we seek to explain and identify the causes of the behavior of others 

as well as our own actions” (2013, p. 254). By looking at the research available on Millennials 

and Generation Z, organizations can better equip themselves to prepare for this generation gap in 

the workforce. Generation Z grew up in a more technologically advanced world, a different 

economic and political climate, and a time when people are inundated with news and information 

daily, and therefore, have a very different set of attitudes, behaviors, and beliefs. 

In fact, 58% of adults worldwide, age 35 and older, say that kids tend to have more in 

common with his or her global peers than they have in common with adults within their own 

country (Beall, 2016). Gen Z makes up 25.9% of the U.S. population and contributes 44 billion 

dollars to the American economy, and it is estimated that by 2020, this generation will account 

for one-third of the U.S. population. (Beall, 2016) With statistics like these, the opportunities and 

challenges that Gen Z will bring to the workplace cannot be ignored. This is a staggering statistic 
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– to recognize that a Gen Z from the U.S. may have more in common with a Gen Z from China 

than they do with a Gen X from the U.S. brings a certain amount of perspective to this 

conversation. As such, the socialization of new hires into the workplace becomes important. This 

is “the process by which an individual becomes a member of a particular culture and takes on its 

values and behaviors” (Shiraev & Levy, 2013, p. 191). Generation Z must be integrated in the 

workplace in such a way that they can succeed without the company losing its values. Millennial 

managers will need to navigate this landscape and find the balance. First, however, they must 

push aside negative associations that they may have with Generation Z. 

Generation Z have a different perception of the workplace. Shiraev and Levy state, “Our 

experience with the environment shapes our perception by creating perceptual expectations” 

(2013, p. 90). Having a different perceptual set directly impacts how they define and view the 

behavioral environment of the workplace. For example, we know that Generation Z value 

flexibility, independence, ownership, feedback, face-to-face communication, opportunities for 

advancement and growth, and stability in the workplace (Patel, 2017). Thus, MDA must be 

prepared to fit Generation Z’s perception of the workplace without sacrificing its structure and 

values in order to stay competitive in the workforce and retain Generation Z employees.  

Generation Z are motivated extrinsically, placing value on security, money, and 

recognition, as compared to Millennials who are motivated more intrinsically, placing value on 

purpose and the desire to contribute to society and social good (Patel, 2017). This is a solid 

contrast of extrinsic motivation, defined by Shiraev and Levy as coming from the external 

environment, and intrinsic motivation, defined by receiving no reward other than personal 

satisfaction (2013, p. 173). Generation Z will require motivation from their managers and 



29 
INCREASING RETENTION AT MDA 

supervisors that may not come naturally for Millennials to exhibit. The following proposal of 

initiating a mentor program will address this generation gap among others. 

Generation Z is quickly joining MDA. Not only are they being hired on in entry level 

positions, but they are also the main source of current volunteers. MDA must be already adapted 

and prepared to welcome this generation. Although there are currently only 68 Gen Z’s 

employed by MDA (all at field level), that number will continue to increase as more come 

readily available post school. 

Mentor Program Strategies/Workplace Engagement/Background Resources 

A difference in cultures among generations is evident in any instance in which someone 

from an older generation has trouble communicating with the younger generation because new 

slang has been introduced. This is just one example of how generation gaps can affect the way 

people interact with one another and communicate. By implementing a mentor program at MDA, 

communication barriers will fall and encouragement with feedback can begin. 

Companies need to value differences and promote understanding across different roles, 

responsibilities and opportunities if they want to be successful working across generations. In a 

study from the American Society for Training and Development, “70% of Fortune 500 

companies boast formal and informal mentorship opportunities” (Scalia, 2018). Keeping an open 

line of communication and encouraging exploration of strengths and weaknesses allows people 

the opportunity to engage in creating a cohesive organization and office. “Discussing the full 

range of human diversity and promoting ways in which diverse approaches strengthen an 

organization should be priorities” (Patterson, 2017, p.21).  
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Ware also proposes an idea of creating a rotation program within your business. From the 

research, we already know millennials like change and always looking for the next big thing. By 

starting a rotation program within the workplace, you are able to keep them engaged in different 

parts of your business in hopes they find a niche they like and retain them by focusing on their 

interests and insights. Ware also discusses the technological savvy millennials and their need to 

have training, opportunities and interests at their fingertips (2014). 

Feedback through coaching and mentoring can offer an advantage to the workplace. A 

survey of 25,000 Harvard Business School graduates found that although male and female 

graduates had similar levels of ambition, men were significantly more likely to have positions in 

senior management, direct reports, and profit-and-loss responsibility (Valerio, 2016, page 2). 

“There were 75 semi-structured confidential interviews with leaders in the C-suite or one to three 

levels below C-suite in both Fortune 500 companies and non-profit organizations. After 

subjecting these interviews to a rigorous qualitative analysis, we saw several themes emerge” 

(Valerio, 2016, page 3). 

Mentoring was recently found to be the most impactful activity for increasing diversity 

and inclusion at work, compared to diversity training and a variety of other diversity initiatives. 

(Valerio, 2016, page 5). “We expand their visibility but also arm them with experiences that will 

broaden their perspective and therefore enable them to compete even more effectively for big 

roles” (Valerio, 2016, page 6). “In contrast to advising, teaching, supervising, or counseling, 

mentoring always signifies intentional and generative career development, as well as an 

increasingly bonded and reciprocal relationship. Mentors become increasingly committed to the 

personal and career success of their mentees, and the mentor tailors specific mentoring strategies 

to further the mentee’s short-and long-range goals as these are identified” (Johnson, 2016, p.18).  
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“You get increased contacts across the organization and more senior contacts than you 

typically would, because even if you haven’t met somebody, if they’ve seen your name on a 

report or heard of your name with regard to a high-profile project, when you do meet them they 

already know who you are” (Valerio, 2016, pg. 6). Further, as a direct result of the mentoring 

and coaching, 81% reported feeling greater self-confidence which gave them the drive and 

ambition of doing even more at the workplace. One interviewee stated,  

“The outcome of some of these actions that my mentors took is they helped me 

understand that I had a lot more capacity than even I knew.” Similarly, another 

interviewee mentioned, “It’s building self-confidence, it gives you the confidence that 

you belong at the table and that you have a right to be there.” For mentoring relationships 

to be successful, Stacy D. Blake-Beard suggests mentors need to possess both crucial 

mentoring skills but also an ally mentality. Allies are “dominant group members who 

work to end prejudice in their personal and professional lives, and relinquish social 

privileges conferred by their group status through their support of non-dominant groups” 

in the commonly used definition. (Valerio, 2016 pg. 6). 

Per a 2013 study, “mentorship programs improve employee retention by 72% for 

mentees. Another study conducted around the same time found that employees who serve as 

mentors experience greater job satisfaction and a higher commitment to their employer. Mentor 

programs go further than morale. Sun Microsystems, for example, reported that increased 

retention rates resulting from their mentorship program saved their business $6.7 billion as they 

avoided costs associated with staff turnover and replacement” (Byers, 2017). 
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Implementation of Mentor Program at MDA 

By initiating a new department that will solely focus on the retention of MDA talent by 

utilizing a mentor program, MDA will provide all generational cohorts with opportunities for 

learning, growth and professional development. This program will offer the benefits of reverse 

mentoring where both the mentor and mentee will be able to learn and grow with one another. In 

addition, it will save the organization money in the future years by cutting down on the cost of 

turnover. “Organizations can increase the possibility of retaining their employees by providing 

these opportunities as well as a context for recognition and advancement” (Patterson, 2017, 

p.21). 

Although individuals from all generational cohorts can enjoy and benefit from these 

relationships, different styles are needed to meet the learning needs of different generations. 

Potential mentors and coaches need explicit support and training to develop necessary skills. To 

be successful, MDA must tailor feedback to the needs of each person and pace experiences in a 

way that makes sense given the generational preferences (Patterson, 2017, p.22). This mentor 

program will prepare the current employees, including managers, on the more effective way to 

integrate talent into the organization. 

With the current state of high turnover, MDA cannot have Human Resources take on and 

create a mentor program for the company. In addition, MDA cannot have the Training 

Department create a mentor program for the organization because they are inundated with trying 

to create more in depth, technology friendly way to train new hires. At the same time, the 

Training Department is focused on creating new online platforms and content to provide 

continual training in things like committee training and time management training. Thus, to get 

started in implementing this new mentor program, MDA must (1) create a new department to 
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lead and implement the program for the launch (2) launch the program details with regional 

directors and executive directors (3) launch program to all staff (4) provide training and materials 

to mentors (5) new department work with Human Resources to match up mentor/mentee (6) 

implement program (7) measure success. 

Mentor Program 

 To begin (1), MDA must establish a new department to create and implement a mentor 

program. The new department, called “National Directors of Cultivation” will be run by four 

people. Please see Appendix C to reference a job posting outlining the details of this position. 

There will be one national director in each quadrant of the country reflecting the structure of 

MDA’s regions. These new National Directors will work closely with the HR & Training 

Departments to utilize and actively acquire new hire information to use for mentee information. 

It will also serve beneficial to gain information off the exit interview data and annual personal 

review data. By doing so, the new National Directors of Cultivation will be able to successfully 

identify mentors and pair with purpose to mentees. A survey will be taken by mentors before the 

program is initiated. After being selected or nominated by their executive director, mentors will 

complete the survey that will ask their likes, dislikes, interest, and program focuses. This 

information will be used when the National Directors of Cultivation are doing pairings for the 

mentor program. The same survey will be filled out by the new hires via the Training 

Department at the two-month mark post start date. Because the current cost of turnover is 33% of 

an annual salary, and the average salary of Development Coordinators, Development Specialists 

and Development Assistants is $40,666 that means that it costs $13,420 per turnover at MDA. 

(Conerly, 2018). Thus, the program is feasible and realistic to implement because of the long-
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term costs savings to MDA. If MDA cut down their annual turnovers by 30% from 298 to 209, 

that would save MDA $1,194,380 in just one year. 

 Next is to launch the program details with regional and executive directors (2), by setting 

up an online webinar/skype to successfully deliver the information and allow time for questions 

and answers. During this initial presentation, the National Directors of Cultivation will be able to 

share the timeline, program implementation and deliverables, the role regional and executive 

directors will play in the program and how successful the program will prove for the future of 

MDA business. Most importantly, this will be a time to secure buy in by the local field team 

offices. By explaining the reasoning “why” behind this new program (why=cost of turnover and 

the cost of funding continuity with stakeholders), all hesitations can be addressed to kick off the 

program with all sides of management in support of the success to MDA’s mission.  

 As the materials, timeline and all around program is complete and ready to be 

implemented on a local level, the National Directors of Cultivation will work with the Chief 

Philanthropy and Impact officer to roll out the program (3) via online webinar/skype to all staff 

at the same time. One date will be selected so the information will all be presented to the teams 

at the same time and across time zones. This webinar will also be recorded and a call-in number 

will be provided so anyone out of the office can also access the information. This launch will go 

over the program in details, how mentors are selected, how mentees are selected, how often they 

will be communicating and the amount of time to plan for future meetings and conversations.   

 A separate call will be scheduled for all selected mentors (4) to meet via online 

webinar/skype to go over program expectations with the National Directors of Cultivation. This 

call will go over duties, expectations, details of topics and focus areas and a final question and 

answer section where additional idea sharing may occur. Based on the current structure of MDA, 
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there will initially be five mentors selected from each region for a total of 50 mentors. Please see 

Appendix B for a current organization chart. These mentors will be paired with mentees (5) 

between the three to four-month mark of a new hire.  According to the Jobvite survey, 30% of 

job seekers have left a job within 90 days of starting. The three main reasons cited for leaving a 

job within 90 days were that the day-to-day role wasn’t what they were expecting, a bad 

experience drove them away or company culture was a problem (Zimmerman, 2018). This will 

allow time to complete initial training provided by the MDA training department. It is a time 

where mentees are handed projects and programs in which mentors can begin to recognize and 

build upon their strengths. By working directly with Human Resources, the National Directors of 

Cultivation can get the necessary contact information and hire date of the new team member. 

Human Resources will be required to pull one report at the end of each month and share that 

report with the National Directors of Cultivation so they are able to contact, implement and 

introduce the mentor with the mentee and get the program started. 

  At the three-month mark, mentors and mentees will receive an email with their match and 

contact information (6). New hires will confirm with their executive directors and the Mentor 

program will begin. Please see a detailed timeline in Appendix D.   

Lastly, once survey results are received at the six-month mark and post program, the 

National Directors of Cultivation will be able to share the positive results of the program. This 

will be shared with executive directors, human resources, the executive/national team and the 

board of directors. With the results (7), the turnover rate will also be measured every six months 

to provide accurate percentages on how the program is increasing retention. In addition to the 

survey, the exit interview will be altered to reflect questions directed at the program and 
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outcome. This is another way MDA will gain knowledge and be able to measure the success of 

the program.  

Sample additions to exit interview questions reflecting the mentor/mentee program 

1. Have you taken part in the MDA Mentor Program? Yes/no 

2. If yes, please select roll. If you were both, please select “both” 

3. Was this program beneficial to your growth at MDA? Yes/no 

4. If applicable: As a mentor, was the structure, tools and activities beneficial for your 

mentee? 

5. If applicable: As a mentee, what about the mentor program did you enjoy?  

6. If applicable: As a mentee, did your mentor and the program influence your decision 

to stay at MDA for a longer period? 

Program Details 

The program, modeled after how the recent generations (X, Y and Z) interact with their 

workplace environment, discusses key aspects that one another value in the workplace based on 

the generational cohort characteristics discussed prior: engagement, recognition, variety, 

flexibility and mission. The component that ties these all together is technology. Therefore, the 

program will be designed around how to use technology in the workplace to provide each key 

aspect that is important new hires. “Remember that mentors and protégés do not necessarily need 

to work out of the same office in order to be matched. Technology can easily connect them if 

geography or time zones separate them” (Jacobs, 2018). 

 This will be useful to current employees in understanding the attitudes and behaviors that 

the new hires will likely have based on their generation, and it will encourage current employees 
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to be accepting of those attitudes and behaviors by providing them with strategies they can 

implement in their interactions with each other. Essentially, the current employees will be 

learning how best to integrate the new hires into the workplace by doing exercises that one 

another would value.  

The five sections of this program will align with each other to educate cohort attributes. 

The topics/discussions will occur over a year long period, one session bi-monthly. Each session 

will be set during an open timeframe that works for both mentor/mentee to provide flexibility 

around work-life balance schedules. The recommendation by the National Directors is to meet 

the afternoon of the first Monday of each month for consistency. This is because MDA 

encourages all field office staff meetings are held across the country on Monday mornings, so 

most of the staff is expected to be in the office. Each discussion will include a thirty-minute 

webinar session lead by the mentor and followed by Q&A. This will allow flexibility to access 

the training from anywhere in addition to focusing on relationship building. A survey will be sent 

out to each mentor & mentee at the six-month mark of the partnership to provide feedback, 

success rates and results to the National Directors. From there, the National Directors of 

Cultivation can report results, share success stories, track progress, adjust anything that is 

necessary and continue the program across the country. It is imperative that the results be shared 

with Human Resources & Training as the goal is to eliminate high turnover. Because hiring is 

continual at MDA, this process will be continual.  

The five elements of the program are outlined below. These five elements were selected 

by the generational characteristics mentioned prior in this paper.  

• Engagement  
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o Introduction – This 15-minute live webinar training will outline four ways to keep 

new hires engaged in the workplace: (1) offering feedback consistently, (2) creating 

individual experience (program specific), (3) maintaining a social media presence, 

and (4) ensuring recognition of accomplishment. It is important to keep in mind that 

new hires are comprised of a variety of individuals and personalities. Not all carry the 

same intentions and passion. Generalist approaches cannot always be taken to engage 

them. Experiences must be personalized, and talent management solutions need to be 

tailored to suit each generation. 

o Interactive Exercise – In the second half of the 30-minute webinar, this exercise, 

titled “Engaging Me,” mentees will be challenged to design or develop a project 

relevant to their program. The project should be engaging and create an individual 

experience for new hires as well as allow for opportunities to provide feedback. This 

will not only help current employees learn how to engage one another in the 

workplace, but it will also create a bank of projects that new hires can be given upon 

their start date in the future. The project outline does not need to be in depth. For 

example, it can be as simple as research potential sponsors or stakeholders, make 

phone calls and set new business meetings/pitches. By allowing enough time to excel 

at this engaging activity, new hires will immediately see success in their work. 

o Follow-Up – Participants will have six weeks to complete the project. At this point, 

they will receive feedback and suggestions that summarizes the information learned 

in the program and asking them to provide feedback. In addition, over the six-week 

time period, mentees can reach out to their mentors for suggestions, mock phone calls 
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and meeting prep. This will allow a new hire to have an entirely new network of 

support outside of their regular office structure.  

o Why- “The best defense against turnover is having truly engaged employees — not 

just in their work, but in their teams, too. When people make connections, and enjoy 

being at work and engaged within a productive team, their efforts and productivity are 

higher and their intent to stay is, too. Having a great leader who knows how to engage 

the team is critical and that leader must understand each and every employee — what 

motivates them, what their career goals are, what they need to stay engaged” (Forbes, 

2018). Caterpillar’s mentor program focuses on the career development of their 

employees. “Caterpillar places an intense focus on development and engagement for 

interns and young employees. Over the course of two to three years, program 

participants work to develop core skills in their focus area. Through deep personal 

relationships with executives and senior management, mentees also get the chance to 

develop advanced leadership skills” (Scalia, 2018). 

• Variety 

o Introduction – The first 15 minutes of this live webinar program will address the fact 

that Gen X, Y & Z value face-to-face interactions and variety in the workplace. They 

like to use their skills to take part in various projects and enjoy a change of scenery in 

their workplace environment. As stated previously, they have a different behavioral 

environment and perceptual set of the workplace than previous generations. Variety 

in the workplace will ensure that new hires’ interest in their work remains high. 

Allowing new hires to choose different projects they want to work on will increase 

their productivity. It is also important to remember that this applies to stakeholders 
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outside of MDA. Sponsors, committee members and volunteers that MDA works 

with has the same mentality and expectations. So, by understanding it internally, staff 

will be able to express it externally as well.  

o Interactive Exercise – In the second half of the webinar, this exercise, titled “Variety 

in the Workplace,” mentees will be required to job shadow an employee from a 

different department for a two-hour period or work with a different department, 

offering their expertise to solve a problem or contribute to a project.  

o Follow-Up – Participants will have six weeks to complete the project. At this point, 

they will receive feedback and suggestions that summarizes the information learned 

in the program and asking them to provide feedback. In addition, over the six-week 

period, mentees can reach out to their mentors for suggestions, mock phone calls and 

meeting prep. This will allow a new hire to have an entirely new network of support 

outside of their regular office structure. 

o Why- “A mentor program that pairs new hires with seasoned employees can generate 

additional guidance and institutional knowledge, as well as an opportunity for 

continued growth and personal engagement with your organization” (Byers, 2017). 

Zynga, known for building social games, has more than 2,000 employees. Zynga’s 

mentor program directly reflects the variety mindset.  “Over the next six months, 

employees are exposed to a variety of focus areas. Once participants graduate from 

the program they get the chance to make important decisions about which team they'll 

join” (Scalia, 2018). 

• Flexibility 
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o Introduction – The first 15 minutes of this webinar program, mentors will provide 

examples of situations and challenges in which a manager may have to make decision 

on how they would integrate flexibility in the workplace. Flexibility in schedules is 

important to multiple generational cohorts. The 9 to 5 work day is no longer relevant 

in many situations. This session will provide tools for managers to ensure that the 

work is getting done and provide suggestions for how to best increase flexibility 

while maintaining top quality performance. 

o Interactive Exercise – In the second half of the webinar, this exercise, titled “Flexible 

Work Schedules,” employees will be required to experiment with a flexible work 

schedule. They may choose to work from home for one day, or spend an afternoon in 

a coffee shop with a laptop to complete a project, or spend a couple of days operating 

on flex time, in which they come in anytime of a morning as long as they spend 8 

hours at the work place by the end of the day.  

o Follow-Up – Participants will have six weeks to complete the project. At this point, 

they will receive feedback and suggestions that summarizes the information learned 

in the program and asking them to provide feedback. In addition, over the six-week 

time period, mentees can reach out to their mentors for suggestions, current road 

blocks and results. This will allow a new hire to have an entirely new network of 

support outside of their regular office structure. 

o Why- Greg Stevens, a consultant with Globoforce states “Focus on a work-life 

balance, so that the employee is not overwhelmed by work but stays connected with 

his or her life outside of work. This means that job responsibilities cannot be 24/7; 

there is enough flexibility to ‘offer chances to recharge and disconnect,’ he 



42 
INCREASING RETENTION AT MDA 

explains. Thus, even meaningful work done in a workplace with a positive culture can 

become too all-consuming, and this can work against retention efforts because the 

employee may look for a position that offers more time for personal matters. You 

want to have balance, and the autonomy to live it effectively” (Tarallo, 2018). 

• Recognition 

o Introduction – The first 15 minutes of the webinar training will discuss the ways that 

new hires are driven in the workforce. They value recognition, security, and money. 

New hires want to know that what they contribute is important. Recognizing this will 

maintain productivity, build their respect, and increase accountability for their 

actions. 

o Interactive Exercise – In the second half of the webinar, this exercise, titled 

“Recognizing Others,” new hires will be required to, in some way, recognize the 

accomplishments of a co-worker. They can get creative in the medium that they 

choose to use to present this recognition. It could be a thank you card, a post on social 

media, a letter of recommendation detailing their positive attributes and 

accomplishments, an employee of the month designation, etc.; it can be anything 

from a small act of kindness to a grand display of appreciation. Generations might 

expect this to happen, but someone must start it. It is usually one person (manager) 

doing all the recognition, but it is important to begin harvesting that culture with new 

hires. It’s not just what should be expected, but also what should be given. 

o Follow-Up – Participants will have six weeks to complete the project. At this point, 

they will receive feedback and suggestions that summarizes the information learned 

in the program and asking them to provide feedback. In addition, over the six-week 
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period, mentees can reach out to their mentors for suggestions, idea sharing, etc. This 

will allow a new hire to have an entirely new network of support outside of their 

regular office structure. 

o Why-  Kim Harris, the CEO of Cutting Edge PR, wrote a recent article stating the 

importance of recognition in the workplace. “Appreciation is a fundamental human 

need. Employees respond to appreciation expressed through recognition of their good 

work because it confirms their work is valued by others. When employees and their 

work are valued, their satisfaction and productivity rises, and they are motivated to 

maintain or improve their good work. Surveys conducted by Sirota Consulting have 

revealed that only 51% of workers were satisfied with the recognition they received 

after a job well done. This figure is as conclusive as you could get – it resulted from 

interviewing 2.5 million employees in 237 private, public and not-for-profit 

organizations in 89 countries around the world over 10 years. Measuring the direct 

impact of recognition on profitability is difficult because it is only one of many 

factors influencing employees in every workplace. However, case studies make a 

persuasive case that bottom-line benefits have been achieved through recognition 

schemes. The Walt Disney World Resort established an employee recognition 

program that resulted in a 15% increase in staff satisfaction. These results correlated 

highly with high guest-satisfaction scores, which showed a strong intent to return, and 

therefore directly flowed to increased profitability” (Harrison, 2019). 

 
• Mission 

o Introduction – The first 15 minutes of the webinar training will discuss the ways that 

new hires can continue to learn about MDA’s mission. New hires have passion 
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behind what they are doing. Yet, work can become stationary for new hires as they 

might not fully understand all that MDA has to offer the clients. New hires want to 

know that what they contribute is important. By expanding their knowledge and 

going in depth about non-major services, such as camp or research, new hires will 

also be able to share MDA’s mission with sponsors, stakeholders and volunteers. 

Thus, increasing advocacy and building new partnerships. 

o Interactive Exercise – In the second half of the webinar, this exercise, titled “My 

Mission,” new hires will be asked to form their own mission moment. They can get 

creative in the medium that they choose to use gain this. It could be making a phone 

call to a research lab for a tour, it could be advocating for MDA, it could be making 

outreach or birthday calls to MDA clients. Mentees will be encouraged to invite their 

office to do the mission moment with them. 

o Follow-Up – Participants will have six weeks to complete the project. At this point, 

they will receive feedback and suggestions that summarizes the information learned 

in the program and asking them to provide feedback. In addition, over the six-week 

time period, mentees can reach out to their mentors for suggestions, actions, 

assistance and meeting prep. This will allow a new hire to have an entirely new 

network of support outside of their regular office structure. 

o Why: When you promote your mission to your employees, it results in a higher level 

of employee engagement and positive work culture, keeping them invested in the 

good work your company does when they go about their day-to-day tasks. Employees 

who fall in love with their work experience higher productivity levels and 

engagement, and they express loyalty to the company as they remain longer, costing 
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the organization less over time. “Mission-driven workers are 54 percent more likely 

to stay for five years at a company and 30 percent more likely to grow into high 

performers than those who arrive at work with only their paycheck as the motivator” 

(Craig, 2018). 

Measuring Success 

By providing surveys at the three-month mark, six- month mark and the completion of 

the program, mentees will rate how well mentoring helped them get integrated to the 

organization, understand their new roles, and help problem solve. MDA will track and compare 

retention rates, promotions, annual reviews and employee evaluations between new hires that 

participated in the mentoring program vs. those who did not. 

How Mentors are Selected 

 Mentors are selected based on their experience, expertise and attitude towards their 

programs at MDA. Mentors must provide institutional knowledge and accountability for the 

program’s success factors, and desired outcomes and evaluation of the scope and quality of the 

program activities listed above. The desired mentor must be employed at MDA for at least one 

year and commit to being a mentor for one full year. Mentors will be recommended on a field 

level by either the Regional Director and Executive Director.  

“The mentoring relationship provides opportunity for the mentor to grow personally and  

professionally. While coaching a protégé, the mentor engages in a process of self-

discovery that increases awareness of one’s competence levels. This can lead to personal 

and professional satisfaction, and infuse a sense of motivation and revitalized interest in 

one’s job. The mentor becomes aware of the central aspects of his or her self-image and 
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this reinforces a sense of professional identity. This identity reinforcement, accompanied 

by the increased desire to contribute to the development of the next generation, may 

increase the mentor’s career commitment and desire to engage in more development 

activities” (Allen, 2016, p.223).  

Thus, mentors’ meaningful contribution to a mentee’s life can improve the mentor’s own 

view of themselves. A more limited academic literature also suggested that these types of mentor 

relationships were associated with positive outcomes for the mentor – such as career 

revitalization, personal satisfaction and organizational power (Allen, 2016, p.212). The 

willingness, the positive attitude, the candid feedback and shared experiences all are strong 

responsibilities of the mentor. 

To follow up, the goal is that once a mentee has completed the program, they can become 

a mentor. Thus, building their management and coaching skills. With the connections provided 

by the program, the opportunities for growth and advancement will also increase as the hard 

work and dedication is recognized and recorded.  

How Mentees are Selected 

 The selection of mentees will be relatively easy to navigate as it will be required for all 

new hires to complete the mentor program. The mentor/mentee will be outlined in the job 

description for all positions. That way, there are no surprises or unwillingness to be a part of the 

program based on what a new hire fact sheet states. At the three-month mark, mentee will be 

paired with their mentors. This program is planned to be utilized initially by the Development 

Coordinators, Development Specialists and Development Assistants. Based on availability and 

experience, this could also work for Executive Directors in the future.  
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 Having an integrated approach, the program will build upon desired outcomes. Mentee’s 

will continue their self-managed learning after the initial onboarding exercises by taking the time 

and building a relationship with their mentor.  

It will also be encouraged for mentees to complete a SWOT analysis on themselves to 

continue their knowledge and build on their strengths.  

Abbreviated Timeline of Mentor Program 

1. HR post available position 

2. National Directors work with HR to finalize program details for roll out 

3. Create buzz for new program by inviting national staff, regional directors and executive 

directors to internal kickoff outlining program details, duties, buy in and providing the 

reason “why” behind the program. 

4. Select mentors 

5. Train mentors 

6. Create mentor/mentee pairings based on compatibility 

7. See through planned activities 

8. Six-month evaluation 

9. Implement changes or adjustments based on evaluation 

10. Conduct final evaluation after one year completion of program 
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Cost of Mentor Program-sample budget(yearly) 

Mentoring Budget Template. Fiscal Year January-December 

Expenses Cost Other 
2020 Total 

Program Costs  
Line-item 

Description 
National Director 
of Cultivation 

 60,000 x 4 
positions   $240,000    

 $/hr @ #hrs/wk; 
salary; 4 positions  

Other Staff 

         

 who and how much; 
$/hr @ #hrs/wk; 

employee or 
contracted?  

Benefits    Included in salary    
 if applicable, 

explain % of salary  

Supplies/Materials 
 $400   $400    

 explain (e.g. 
describe office 

supplies, hand outs?)  

Phone/Internet  0 
 Will join nearby office 
or remote      monthly bill, etc.  

Postage/Shipping 
 $300 

 National office will 
absorb shipping costs 
for materials. $300    

 e.g. postage, fedex?  

Equipment/Rental  $250 x 4 for laptop  Will use nearby office $1000 
 computers, office 

equipment, etc.  

Printing  $400  Use online platform $400 
 handouts, mission 

outreach  

Meeting Expenses 
 $300 x 4 

Attend RD & ED 
Meetings for feedback, 
results, etc $1,200 

 room rental, food, 
do I need for training   

Office  400 Will join nearby office $400    
 office space-

rent/mo, utilities, etc.  

Marketing 

 $2000   $2000 

 what does 
mar/comm charge or 

is that included in 
MDA branding  

Website 
 $250 

Update to training 
website $250    

 maintenance, 
upgrades, 

troubleshooting, etc.   

Training 
 $2000   $2000   

 cost/training @ # of 
trainings: explain 

expenses  

Mentoring  
 $200 per license x 
4 NDC, 4 HR & 2 
Training  Mentor software $2,000     

 match, mentor 
recognition  

Background 
Checks  $25 x 15 

Cost is higher to reflect 
eligible candidates $375     cost pp @ # of pp   

Travel 

 $1,500 x 4   $6000 

 mileage 
reimbursement, 

plane, enterprise 
rentals  

Grant   
 can grant cover start up 

cost?   -     if applicable  

Other   		 	-				  please explain   

TOTAL 
DOLLARS          $256,325      
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2021 and 2022 project a similar budget. The only expected change is the difference no cost of 
background checks. 

Analysis of Results-feasibility, constraints, resources required 

“All employees want to feel valued, empowered, and engaged at work. This is a 

fundamental need. And, though Gen Xers and Millennials openly discuss and even demand more 

flexibility in their jobs, Boomers and Traditionalists (also known as the “Silent Generation”) 

want it too, even if they are less vocal about it. You can think of the Millennials as pushing for 

change that all generations want to see happen” (Meister, 2015). 

 Truthfully, eliminating turnover completely is unrealistic. Tulgan’s proposal is to take 

control of turnover and analyzing how to think critically on the individual himself/herself. 

(2015). It is more important to evaluate the individual than grouping everyone in the age 

generation they grew up in. By focusing on the mentor/mentee relationships of individual 

strengths, MDA will begin to see longevity by its entry level positions. Managers will begin to 

focus on getting training materials and standards of excellence in place to keep the high 

performers and let the low performers take their scheduled exit in two years or less. According to 

Tulgan, “Think of the basic rule that matters: ask yourself to analyze the risk vs. lost and the gain 

vs. worth” (2015).  

Thus, it is important to have a long lasting positive impact program, like the mentor 

program, that can begin seeing results. According to research from mentoring software firm 

River, “90 percent of workers participating in a mentoring program said it helped them develop a 

positive relationship with another individual in the company; 89 percent said it allowed them to 

contribute to the success of their company; and 94 percent believe that a mentoring program 

demonstrates an organization’s commitment to provide career options and opportunities. Eighty-
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three percent admitted that their mentoring experience positively influenced their desire to stay at 

their organization” (Jacobs, 2018). 

Because turnover will never be eliminated, this long-lasting position will continue to 

transition as new generations are introduced to the workforce. Accepting change and having the 

will to not just better yourself, but better others around you is critical in the success of any job. 

Having trust, reliability and transparency are needed by all people for the success of the mentor 

program.  

Follow Up Questions 

1. How can exit interview information be better asked and answers utilized on the local field 

level as well as through HR? 

2. How can MDA change current job descriptions to include the mentor program in the 

duties/tasks/requirements portion? 

a. Can this be altered in the annual review? Can MDA send out an all staff email 

asking/requiring all current employees to virtually agree to the addition? 

3. How can MDA prepare or confirm mentors won’t turnover or leave during the mentor 

program? It could turn off mentee’s away or make them weary of staying. 

4. What if the chemistry between mentor/mentee fails? Does the National Directors of 

Cultivation have a backup plan or secondary option to switch partnerships between 

mentors/mentees for a better match? 

Summary & Conclusion 

With any new program implementation, there is bound to be resistance. Often training of 

sorts is seen as a waste of time and resources or a disruption to employees. Due to the extensive 
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nature of this program and the amount of participation expected from each new hire, the National 

Directors of Cultivation will need to gain buy-in from the managers of each department prior to 

implementing this program series. However, since MDA has so many new hires, the mentor 

program will be a great value to the company and will positively affect the harmony and balance 

of the workplace environment. “This is the Holy Grail of retention: identifying and building new 

leaders. It’s not just retaining the best technical talent. Rather, it is retaining those with the best 

technical ability who are also willing and able to take on leadership responsibilities and helping 

them step into those roles successfully” (Tulgan, 2015, p.170) 

The continued efforts to collect data, analyze it and put the results into action will be 

necessary to the success of the mentor program at MDA. With the evolving workplace and 

unknown future generational characteristics, MDA along with the nonprofit world must be 

willing to adjust and change as the needs of the employees change.  
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Appendix A- A Current Blank Exit Interview 

 



53 
INCREASING RETENTION AT MDA 



54 
INCREASING RETENTION AT MDA 



55 
INCREASING RETENTION AT MDA 

 
Under each drop box that is listed as N/A, the following options are provided. All exit interviews 
are done via phone or skype with an HR Specialist. 
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Appendix B- Current Organizational Chart 
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Appendix C-National Director of Cultivation Job Posting & Details 

 
JOB SNAPSHOT 
Employee Type: Full Time 
Location: Remote. Four positions available in each quadrant of the U.S. 
 
JOB DESCRIPTION 
Position Description:  
The National Director of Cultivation(NDC) will have primary responsibility for developing and 
implementing a mentor program to increase retention and ensuring overall goals are set and 
achieved. The NDC is an entrepreneurial and energetic fundraising leader to provide leadership, 
direction and oversight of MDA’s mentor program. Reporting directly to the EVP Chief Impact 
and Philanthropy Officer, the NDC will be a key member of the Senior Management Team and 
will lead the development effort, execute change and develop activities to increase retention. 
This NDC will direct Regional Directors and Executive Directors in efforts that include 
identifying and tracking mentor/mentee relationships. In consultation with Human Resources & 
the Training Teams, the NDC will design and implement a year-round strategic plan to increase 
retention.  
 
Working closely with the DVP, he/she will lead a team to create, implement and execute a 
strategic retention plan to support an ambitious new vision for MDA by building a mentor 
program to retain current talent. He/She must have exceptional organizational, leadership and 
management skills, with the ability to plan, set and meet goals and objectives. The NDC should 
also have strong interpersonal skills and have a creative approach to development, as well as a 
genuine affinity for the mission and values of MDA. He/She should also be comfortable in a 
fast-paced and dynamic environment that has experienced a rapid growth and ongoing change. A 
successful NDC will not only have the experience and knowledge of leadership prospecting, but 
will also possess a successful track record in management and team building.  
 
Responsibilities: 

• Strategy and Planning 
o Develop and execute an overall mentor program designed to increase employee 

retention while monitoring and evaluating goals, benchmarks and performance.  
o Define and implement an effective program for communication in order to 

maximize all levels of the field staff. 
o Expand and diversity MDA’s pipeline of new employees to identify and cultivate 

the full potential of values and needs 
o Work collaboratively with the Human Resources Team, the Training Department, 

the Development Teams, the Marketing Teams. Build program materials and 
ensure delivery of unified team to MDA offices. 
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o Proactively manage MDA’s resources to ensure efficient and effective operations 
by streamlining work processes, utilizing technology as appropriate and 
implementing best practices.  

o Establish mentor program standards and plan for altering materials based on 
survey feedback 

• Leadership and Oversight 
o Create, communicate and prep the mentor program to all levels of management 
o Provide leadership and management direction for the mentor development 

function and supervise all development activities and operations.  
o Manage policy and procedures, budgetary expenditures and prospect decisions. 
o Lead, develop, direct and motivate team staff to execute and elevate individual 

growth for the organization 
o Provide opportunities for staff to increase and enhance their skills to increase 

productivity and efficiency. 
o Act as MDA’s expert by keeping abreast of industry best practices.  

• Stewardship 
o Provide support for other staff, Board members and MDA leadership in mentor 

highlights. 
o Direct a focused effort to conduct retention research and to identify, cultivate and 

steward program details and adjustments. 
o Manage and participate in the planning, implementation and coordination of 

strategic and high-impact special events to cultivate or steward new employees.  
o Administer stewardship activities by supervising the maintenance of the database 

of mentors, mentees; track current and potential mentors and mentees; and 
acknowledge, record and report all program partnerships. 

• Organizational Support and Administration 
o Develop and sustain comprehensive understanding of organizational initiatives 

and activities to identify opportunities to support needs.  
o Prepare and monitor budgets for all development activities subject to the approval 

of the EVP and Board.  
o Provide periodic reports to the EVP, HR & Training. 
o Manage multiple projects with the ability to work autonomously under pressure 

with multiple and sequential deadlines.  
o Perform other duties as assigned. 

Competencies:  

• Leadership: Exhibits confidence in self and others; Inspires and motivates others to 
perform well; Accepts feedback from others; Gives appropriate recognition to others. 

• Adaptability: Adapts to changes in the work environment; Manages competing 
demands; Changes approach or method to best fit the situation; able to deal with frequent 
change. Must be able to work in a dynamic, complex, fast-paced organization. 

• Communication Skills: Clearly and persuasively communicate, listen and seek 
clarifications; participate in meetings, write clearly and informatively, comfortable with 
public speaking. 

• Professionalism: Work well in a fast-paced environment; treat others with respect and 
consideration; accept responsibility for own actions. Understand business implications of 
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decisions, align work with strategic goals, complete administrative tasks and develop 
strategies to achieve organizational goals. 

• Teamwork: Balances team and individual responsibilities; Exhibits objectivity and 
openness to others’ views; Gives and welcomes feedback; Contributes to building a 
positive team spirit; Puts success of team above own interests; Ability to build morale 
and group commitments to goals and objectives: Supports everyone’s efforts to succeed.   

• Problem Solving: Gather and analyze information skillfully; solicit feedback and use 
reason when dealing with emotional topics. Strategic and data-driven thinker with 
excellent analytical skills and ability to identify and respond to issues/opportunities in a 
timely manner. Identify and resolve problems in a timely manner.  

Qualifications: 

• Must have 10+ years of initiate leadership experience. Non-profit experienced preferred. 
• An undergraduate degree is required; Masters degree is preferred.  
• Successful track record in leadership, especially in the areas of creation and execution of 

an overall strategy, individual success and support especially related to communicating 
the value of research and implementation. 

• Experience and knowledge of hire prospecting, onboarding, research, cultivation, 
solicitation and stewardship. 

• A strong manager and a self-starter who listens and is able to build a motivated team. 
• A hands-on manager with superior verbal and written communication skills. 
• Passionate about workplace retention with a strong desire to cultivate conditions for its 

success and communicate its value to potential coworkers. 
• Able to work independently and as part of a team to manage an unpredictable and time-

sensitive caseload of complex assignments while providing quality service and meeting 
deadlines. 

• Innovative and strategic in thinking about MDA’s vision and MDA’s network of 
employees. 

• A strong problem-solver including the ability to see the big picture and grasp complex 
interconnections. 

• Possessed of robust interpersonal and organizations skills with a demonstrated ability to 
build consensus and lead teams to achieve desired outcomes. 

• Ability to interact professionally and effectively with a diverse range of stakeholders and 
colleagues at all levels.  

• Successful track record in strategic planning, program implementation, consensus 
building and relationship building.  

• Ability and willingness to travel. 

MDA is an Equal Opportunity/Affirmative Action employer. All qualified applicants will receive 
consideration for employment without regard to race, color, religion, sex, national origin, 
disability, or protected veteran status. 
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Appendix D-Full/Detailed Timeline of Mentor Program 
 

This is a desired timeline based on calendar year of Jan-Dec 
April 2019 

• Andie present program to Board of Directors 
June 2019 

• Board votes yes on implementation of Mentor Program National-wide 
July 2019 

• EVP finalizes job description 
• HR posts job online 

August 2019-September 2019 
• Interviews conducted to fulfill positions (4) 
• Have positions filled by September 30th, 2019 

October 2019 
• National Directors of Cultivation (4) train at national office  

o Mission training 
o MDA background training 
o Create & implement year schedule 
o Create program details and plan for implementation 

November 2019 
• Beginning of November: Mentor program released to Board, Regional Directors & 

Executive Directors through WebEx 
• End of November: Mentor program released to all field staff through all-staff WebEx. 

o Release details on mentor opportunities, program details, etc. 
December 2019 

• December 1-10th: all mentor nominations to National Directors 
• Mentors selected by Dec. 20th 

January 2020 
• January 6th: Mentor training via WebEx 
• January 13th: Pairings released 
• January 20th: first mentor/mentee meeting in the afternoon via web 

Continual timeline: 
• Work with HR to attain new hire information on the 1st of each month to plan for 

mentor/mentee training 
• Evaluate and edit mentor program as feedback is received every six months 
• New mentors will be brought on as new hires are brought in 
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