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Generation Y Challenges in Becoming
Innovative Leaders at Organization in the 21st
Century
Zahara Tussoleha Rony

Abstract: This paper aims to analyze and describe the
dominant traits that are typical Gen-Y and innovative leadership
models of the 21st century and to develop applicative
recommendations on innovative leadership approaches to the
Gen-Y. Gen-Y is increasingly inevitable and has taken a 50%
portion in several large companies in Indonesia. This
description explains the characteristics of Gen-Y and innovative
leadership models. Data were obtained from secondary resource
reviews, reputable journals, documents and company records
that have relevance to the topic of this paper as well as from the
results of interviews and observations on some companies.
Gen-Y is the generation of innovating, open-mind. They are
expected to be effective leaders in the 21st century. Innovative
leadership becomes one of the effective leadership to be
understood and implemented by Gen-Y in leading the
organization in the 21st century
Index Terms: Gen-Y, Innovative Leader, Organization.

I. INTRODUCTION
Generation Y, the generation born after 1980 and has
been widely discussed, the point they are a new generation
with a different character from previous generations. There is
at least three differentiation of the context of Generation Y,
they are born of (1) relatively more stable economic
conditions, (2) a more stable political situation (3) the
dynamics of technological development is much more
sophisticated. The entry of the younger generation in the
workforce in an organization is something that cannot be
avoided. Currently, young generation dominates the world of
work. They are Generation Y or often called Gen-Y. Many of
the Gen-Y mentioned by experts include NetGen, Google
Generation, Digital Natives, Millennial (Balda & Mora,
2011), (Cekada, 2012). (Cahill & Sedrak, 2012) classify
Gen-Y as a generation born between 1982 and 2000.
The presence of Gen-Y appears to be directly influential
in the work environment and changes in organizational
management, so a strategy that is appropriate to Gen-Y's
behaviour,
values
and
work
ethics
(Zopiatis,
Krambia-Kapardis, & Varnavas, 2012); (Anantatmula &
Shrivastav, 2012); (Luscombe, Lewis, & Biggs, 2013).
(Meister, 2012) claims that Generation Y will be roughly
50% of the USA workforce 2020 and 75% of the global
workforce by 2030. The presence of this generation
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encourages the need for a study of leadership approaches
which appropriate for both the leadership that they desire and
prepare. Characteristics of Gen-Y according to (Kirana, Fee,
Johari, & Ain, 2015) is the new generation of workforce and
it is a challenge to employers in terms of new working
behaviour and attitudes, and the approach to retain them.
Gen Y have their own set of values, own expectations and
perceptions of authority and the ideal work environment.
In Indonesia 2015, Gen-Y or the Millennial Generation
amounted to about 137.9 million people, according to
Central Statistics Agency (BPS, 2016) and Generation Y
taking over 75% of the workforce (Jalal, 2012) Companies in
Indonesia have Gen-Y employees including, Kompas
Gramedia 60,1%, DBS 77%, Zalora 80% (JAPINDO, 2019)
Among them will be a leader and driving force of the
development of Indonesia in the 2020-2030 phase of the
demographic. Therefore, the organization needs to do a lot of
investment in nurturing and developing their employees in
order to build superior employees to drive innovation (Oster,
n.d.), wherein the end the Gen-Y employees will become
leaders of the future.
Entering the 21st century, organizations are faced with
a variety of business challenges that require an organization
to build new capabilities. Challenges in disruptive era
become relevant issues to organizational change that must be
managed integrally is no longer partial. Companies in the era
of globalization involve two dimensions that interact
between human and technology. Humans perform
organizational, while technology affects organizational
systems that impact on changes in job design, work methods
and organizational design.
Rapid technologies changes, make organization and its
members more effective. In other words, the organization
must create activities sustainable accounting in the structure,
procedures and human aspects integrated within the system
in place systematic work. Therefore it is necessary to prepare
leaders who can accommodate issues related to the context of
the change through awareness instructional leaders to fulfil
their managerial competencies.
The presence of the Gen-Y and the challenges in
unpredictable organizations it takes the right leadership in
leading the organization, Because of that, the role of Gen-Y
to become a future leader is crucial for the future
development
of
the
company(Eren,
2012).Various
types
of
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leadership include innovative leadership which is one type of
leadership that can be implemented with conditions and
situations in the 21st century. Therefore, to provide a clearer
picture of an effective leadership model for Gen-Y necessary
analysis and a detailed description and applicative related to
the suitability of the characteristics of Gen-Y and innovative
leadership
II. THEORETICAL STUDIES
Generation Y is defined in general are all people born
between 1982 and 2000 (Howe, Strauss, Shaw, & Fairhurst,
2000). Millennial generation grew in the digital age. Gen-Y
is a smart generation in terms of technology so that
Generation Y is easy to communicate with other people and
access information quickly and instantly (Bassett, 2008) and
(Erickson, 2008). The increasing accessibility of e-mail and
cell phones, social media they also spend time working
anywhere, regardless of where they are (Bolton et al., 2013).
Millennials believe that they can work more efficiently. More
specifically, they can eliminate what they consider the time
wasted, non-essential, face-to-face interactions occurring in
a more typical office setting (Erickson, 2008).
The Generations that grow in a rapidly changing
environment, not only expect change but want it. They need
opportunities to grow and expand within and outside the
organization. When the needs are not met, they will not
hesitate to find a suitable place to develop themselves. This
generation has high hopes and beliefs about the future. They
are multitasking, love dynamic life and move quickly. It can
be said that the technological fascination begins with this
generation. Gen-Y is the latest generation of workers
entering the workforce today (Kristensen, 2008).
Generation Y describes a group of people who value
teamwork and comfortable in groups. They mentality is
slightly different from other generations (Cole, Lucas, &
Smith, 2002). Gen-Y is a collaborative Google generation.
The effect of the presence of technologists makes Gen-Y tend
to be in groups. Duties and activities are always done
together and in groups rather than alone. This is beneficial
for those who are less adaptive and tend to dominate will
learn to work together well.
Generation Y also anticipates job change. (Cruz, 2007), it
illustrates that the millennial generation has shown a
willingness to change organizations when they see new
opportunities that offer a greater chance level than what they
are achieving right now. Compared to the baby boomers their
parents, the millennium generation emphasizes more on
family relationships than on the job and, because of this they
have a working interest from home (Concours, 2007). Ethics
Resource Center stated that Generation Y has the
characteristics as presented in the table below.
The survey shows that 51% of Gen-Y needs a leader
figure that can be coach/mentor for the development of
ability and career. Leaders are expected to understand them
well, ensuring they are on the right track in achieving the
desired outcomes, therefore awareness of the curiosity of
mastering managerial competencies tailored to the Gen-Y is
an important factor. (Rony, 2017)
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The existence of Gen-Y, leaders must pay attention to the
style and behavior of leadership within the organization to
achieve organizational success (Jex & Britt, 2008).
Leadership style and behavior refers to the activities of
leaders, including characteristic and effectiveness
approaches. (Boyce, Zaccaro, & Zazanis, 2010) says that a
person's traits tend to help understand the style of leadership.
(Jex & Britt, 2008) say leadership behavior is the behavior of
superiors in interacting with subordinates, therefore it is
important for a leader to pay attention to his style and
behavior in the lead.
Table Characteristics of Generation Y at Work
Generation Y
Positive
 Intelligent Technology
Characteristic  Accustomed and Appreciate diversity
s
Negative
 Less foundation of basic literacy
Characteristic  Have a short attention period
s
The behavior
 Superior in integrating technology in
in the
the workplace
workplace
 Want fast feedback and recognition
 Expect to have a Leaders who take the
time to discuss performance
Source: Ethics Resource Center (2013)(Raytehon, 2013)
It is more crucial when Gen-Y must be ready to lead.
When viewed from Howe and Strauss's theory by 2018,
Gen-Y constellation is 36 years old and they already have a
leadership position. In accordance with the challenges in the
21st century that innovative leaders are urgently needed at
the moment. At this point, Gen-Y is no longer merely
followers, they are already leaders. When Gen-Y wishes to be
led by an approach that suits their character, they are also
genuinely preparing for their competence.
Leadership problems have existed since the beginning of
human history since humans realized the importance of
group life to achieve common goals. They need and depend
even they need some people who have more advantages than
others. Although the change is very fast, even the generation
has changed leaders is necessary for accordance with the
conditions and the present situation. Today's leaders are able
to transform their thinking patterns into adaptive leaders that
change easily according to the demands of the times and can
treat multigenerational employees according to their
character.
(Samad & Abdullah, 2012) argue that no single
leadership theory is appropriate for all situations. But a
leader needs to find, understand and implement the most
appropriate approach of the times and especially to each of
the organizational cultures of the company. For Gen-Y in the
era of disruption, an innovative leadership approach can play
many roles in facilitating innovation within the organization.
Today's leaders are able to inspire and support their teams
to achieve organizational goals (DuBrin, 2011). Even (Bass
& Riggio, 2006) sharpens that leadership is the ability to lead
a group toward achievement
of goals and ultimately can
achieve the vision and
mission of the organization

790

Published By:
Blue Eyes Intelligence Engineering
& Sciences Publication

International Journal of Recent Technology and Engineering (IJRTE)
ISSN: 2277-3878, Volume-8 Issue-2S9, September 2019
(Chen, 2007); (Samad & Abdullah, 2012); (Sattayaraksa &
Boon-Itt, 2012). Other empirical studies consistently
postulate that leadership is one of the most important factors
for organizational success (Lebrasseur, Whissell, & Ojha,
2002); (Samad & Abdullah, 2012); (Seltzer & Bass, 1990).
Leaders in organizations are required to innovate to
create value greater than costs incurred (impacted vision).
Today's leaders must be able to create ecosystems in
achieving business performance and social performance
simultaneously (Rony, 2015). Leaders who are able to
encourage people in the organization to achieve a legacy.
Leaders are one of the keys to the success of keeping the
company fluttering. The more complex the problem of the
company, the more competence required to become a leader
today is that the leader must be able to sort and choose the
competencies to be practiced in accordance with the internal
and external environmental conditions.
Some other competencies needed are required
accordingly (Rony, 2015) is Enablement, which is the
process of forming everyone to become more empowered,
capable and independent. They run the process learn and
unlearn, Enablement not just soft skills and hard skills. But
also inner skills, the ability to know yourself, self-conscious,
so aware of the task of life, Autonomy, involving flexibility to
the time, type of work, work patterns and work teams. In
Autonomy, employees are given space to conduct trial and
error in the charge. Learning to run a failure, Autonomy asks
the organization's willingness to beat efficiency for a
breakthrough. Autonomy is absolutely necessary to trust
(trust), the leader will ensure the honesty and consistency
between words and actions (integrity), best intentions for the
common interest (benevolence), ability to run what is
promised (ability). Community, the process of facilitating
relationships, not just a working relationship. Between one
individual and another, between one group and another.
In other words, leaders must be able to master an
integrated strategy ranging from the corporate level,
responsiveness to sensitivity in generating solutions to
changes that exist outside the organization and impact on
business strategy, creating engagement to customers both to
internal and external customers. In addition to having the
reliability in the field of technical specificity in the strategy at
the operational or functional level, so that responsive to the
needs of scientific improvement, another important thing is
the strategy of personnel, the approach is built directly or
indirectly by leaders are flexible and dynamic in addressing
the generation and organization.
Corporate leaders need to understand how to interact,
communicate and treat them appropriately. It is expected to
create a sense of attachment to the company. With the
emergence of a sense of ownership can automatically
enhance team collaboration and create more effective
multigenerational teams. In other words, learning to
understand the difference in generation goes hand in hand
with understanding the different styles of leadership that fit
certain types of people, so they are more resilient and
responsible for their work.
More detailed characters of innovative leaders according
to (Zenger & Folkman, 2014) (De Jong & Den Hartog, 2007)
and (Brown, 2008) as follows:
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1. Model examples of innovative behavior. Leaders give
examples of how to look for opportunities, take
ideas and be role models in the application of an
innovative idea.
2. Providing vision direction. The leader clearly
communicates the vision associated with the
employee's role in innovation and the kind of
innovation that is expected.
3. Giving intellectual stimulation. Invite subordinates to
provide ideas and invite them to evaluate how the
work that now applies to see the possibility to be
repaired.
4. Inviting employees to share knowledge. Leaders
demonstrate open and transparent communication,
inviting employees to communicate in an informal
environment in the workplace.
5. Giving feedback is honest, forthright, and candid,
although sometimes very sharp and critical.
6. Inspiring and motivate through action (inspire)
Innovative leaders will be inspired and moved by
the imagination of the realization of that
innovation. Promising innovation and emotionally
engaging the heart to be able to move himself and
his people to work harder so that it can immediately
realize the idea.
7. Giving consultation. Discuss with your employees
throughout every change and, to accommodate
ideas and suggestions of employees in decision
making also something related to innovation.
8. Delegating work. Dreamer and gives considerable
autonomy to employees so that they can
independently take care of the job.
9. Supporting innovation, paying attention, supporting
innovative ideas is patient with ideas, looking for
ways to solve problems.
10. Having good listening skills.
11. Giving positive feedback (feedback on ideas and
early stages of implementation of innovation, and
ask consumer opinion to know their reaction to
innovation activities.
12. Recognition. Leaders show their appreciation for
the innovative performance. By providing this
recognition, employee fined something to proud of
himself.
13. Providing rewards and facilities to support
innovative activities, whether in the form of money,
facilities or goods.
14. Providing the assignment. The leader gives a
challenging task and opportunity (time, etc.) for
employees to realize his commitment to duty.
15. Creating a climate of mutual trust (mutual trust).
Innovation is often associated with a variety of risks,
including regulations that do not support, boundary
infrastructure.
16. Having a commitment to organization and
customer. They are keen to see customer oriented
point of view and connect with customers and have
a concern about customer's needs and wants and
engage customers in
innovating.
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17. Creating a culture to hear ideas, accept ideas and
appreciate all ideas from all sides. Able to build
equality at all levels of the organization.
Setting the reach very well so as to be able to formulate the
final goal into measurable targets. Establish an appropriate
indicator or parameter for each process of the activity.
III. RESEARCH METHOD
The research design is narrative, emphasized the
information in the form of facts, related data characteristics
of Gen-Y employees and the lead character innovative
compiled from research into HR management experience and
project leader of Human Resources in company public and
private sector, corporate leaders as well as the collection of
documents.
This research combines the collective normative and
empirical studies. Analyze normative character concept
employee examines Gen-Y and innovative leadership of the
various theories whereas empirical analyze the extent of the
character's reality Gen-Y and implementation of innovative
leadership gained from the experience of corporate leaders.
Details of the research steps are: identifying Gen-Y,
collecting documents and attending seminar base on this
studies, focus group discussions with some practitioners,
interviewing 10 Gen-Y leaders in large private firms with
employees over 500 employees at random sampling. Details
of the research steps are: identifying the phenomenon of the
Gen-Y, collecting documents and attending seminars,
related to the theme of this research, conducting interviews
with 10 leaders of Gen-Y in large private companies that
have employees over 500 employees. The results of the
interviews are made with a matrix by creating tables,
dividing and data entry into segments and naming segments
with coding and validating the findings by conducting focus
group discussions with several practitioners..
IV. RESULTS AND DISCUSSION
Millennial Generation grows in the digital era always
using instant communication technologies such as email,
SMS, instant messaging also social media like facebook,
twitter, and Instagram. Sophistication job technology makes
Gen-Y creates a working atmosphere with the atmosphere
with continuous improvement and develops a culture of
innovation. Creates the culture needed work environment is
dynamic and the opportunity was excluded ideas and
creativity, completing a challenge that can express the
maximum presence of technology for Gen-Y to help them get
the information quickly and accurately so as to encourage
them to be an innovative leader in doing continues
improvement. They play a role in changing the ways and
processes of work and working methods to be effective and
efficient. In addition to this important activity, they apply the
evaluation into a mandatory activity. One of the activities
that they apply and move all the elements of the team to
achieve the vision. They recognize these ways they get from
the sharing and training of managerial competence. From the
results of interviewing the Gen-Y leaders, they feel that
technology makes it easier for them to change work methods
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and processes and work methods to be effective and efficient.
Besides that, they are easy to carry out monitoring and
evaluation. According to the leader of the Gen-Y, technology
change is the beginning of a change in new civilizations and
can increase their intellectuals.
Gen-Y sees change as a challenge. They have ambitions
and are never satisfied with "comfortable" conditions. They
often voiced change. For them, staying or complacent with
the current conditions is riskier than trying something new.
They continue to look for opportunities to raise their
organization. They are able to inspire many people to be
successful by relying on innovation. They also anticipate and
act proactively before these challenges hit bravely often they
act outside the rules because it is required to find creative new
ways to satisfy the customer. From their actions, they
approach innovative leaders that are thinking ahead and alert
to changes in regulation, customer habits, trends, and the
business environment. That innovative leader challenged
coexist fat is dynamic, creative and also demonstrate a
proactive attitude and has a capacity in response to changes
that bring innovation, renewal, and success for the
organization of the majority of Gen-Y leaders, they often do
trial and error both in making products and programs, not
even a few of them suffer losses. Therefore, they are not
afraid of failing Innovative leaders regard failure as part of
the learning to achieve success. They tend to see the value
and potential that organizations have rather than just looking
at operational costs.
Gen-Y used to work in groups since they were in high
school and college. They are trained to dialogue, argue, test
logic and proficient presentation using various multimedia.
When they enter and work, they are accustomed to a group
work atmosphere that challenges logic and thinking in their
workplace. Statement from several theorists is also
experienced by the leader of the Gen-Y and they realize that
it becomes a useful provision to make them innovative
leaders. The activity becomes provision profitable m hey
generate new creativity and innovations. When they lead
they can synergize well. The collaboration will be the key to
success in innovation. When they find the lack of resources to
achieve organizational goals, they seek partners to
strengthen the team so that their goals are achieved. Even
though they are happy to synergize, Gen-Y it is not easy to
take things for granted without questioning why. They tend
to always ask "why" in communicating. In communicating
with Gen-Y, leaders must convey information clearly,
transparently and candidly. Gen-Y wants to be given the
opportunity to talk and ask questions about everything.
Gen-Y thinks that everyone in the company is a team, Many
Companies, among others, Bluescope, Trans 7, MNC,
consider Gen-Y is a partner, a collaborator, so even with
leaders/superiors they consider talking to colleagues/friends
rather than with people who are the higher position. Usually,
this is simply because they want to communicate freely,
openly and clearly; not because they are impolite or impolite,
in some companies like Citibank and Net TV they usually
call the boss by name without having to use the Sir, mam or
miss according to (Brown, 2008), that innovative leaders are
able to build equality at all
levels of the organization.
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From the results of interviews with Gen-Y leaders, they
stated that building a solid team is important. They are keen
to build a solid team. The team was built from scratch or the
old team rejuvenated, therefore they need a lot of time to
observe and interact, communicate, discuss issues regularly
to get the company's decisions appropriately. They are
sometimes constrained to identify the passion of themselves
and their groups. According to them Passion will make a
leader of spirit and energized even in worse conditions
though. Passion will drive them to achieve the dream. As
followers, they need to be directed, as their leader must
determine the direction to achieve the goal. They spend their
time describing the vision and goals of the organization and
the challenges it faces. The true leader can ensure the clarity
of the organization's goals to all members of the organization
(clarity of organizational). Innovative leaders lead with
consistent, real, walkthrough behavior, and using
non-arbitrary authority, not leaning on labels, money and but
concentrates on improving, developing, also achieving more
individual and organizational goals.
Gen-Y has a high self-esteem, but that does not mean they
do not want to be better. They need direction, especially they
can get information easily, but they still need direction,
therefore when running a job they want to know management
views or feedback from their boss on the work they do.
Unfortunately, most of the leaders not getting used to provide
feedback to their employees. Employees are considered
"paranormal" who must know their own shortcomings and
weaknesses. Employees are often left wondering "I am doing
a good job or not?" When Gen-Y is always curious if their
work is doing well and they want the feedback too. The
employees of Gen-Y expect their bosses to be able, to provide
clear guidelines and working standards, foster a
group-oriented work culture and provide feedback as quickly
as possible for self-improvement measures.
They require performance information as often as
possible. This millennial group wants to learn, grow, and
grow. Unlike baby boomers who are just waiting for the
annual review. They want to get feedback (feedback) on a
daily basis. Feedback is anticipated activities when they do
work or solve the problem, there is always a way not
maximally in solving the problem. They are often limited by
the perspective that does not draw from yourself and the
challenges faced. They want to be heard. Moreover,
sometimes they know more and do more things that are more
fitting for current conditions than given a lot of instructions.
At that point, it takes good feedback.
Feedback through constructive help to sharpen, uphold
and expand the vision of the leader. The experience and
needs of Gen-Y will be feedback to make them realize that
when they lead they are not necessarily able to act properly
all the time because they do not have the right answers to all
the problems. Constructive feedback helps a leader learn to
do things right. A good leader will continue to look for
feedback are able to provide better service for customer
needs.
Feedback activities will cause the people they lead to
understanding the mindset of their leaders and feel confident
in them, thus helping them to come to their respective duties
and functions in following their leader's logic, belief, and
leadership. It will also build confidence in the team, so they
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all understand the problems and challenges that are and will
be facing. In the feedback, skill becomes quite a tough job
when they will become leaders. Most of the time they
communicate through cyberspace, the skills they
communicate using all the physical attributes, the tone of
voice, are automatically reduced. They are accustomed to
using short messages. Communication skills using full
attributes including relying on gesture to be one of the tasks
and skills that must be developed to be an effective innovative
leader.
Generation Y has a need for them to be involved in the
work and not just given orders alone, by being involved in the
work they will contribute maximally to the work because
with the achievement of the goal will give satisfaction and
appreciation. Generation Y requires leaders who are able to
provide good examples for them, they want an
authentic/consistent leader between speech and action.
Generation Y wants to be treated like a non-subordinate work
partner. In addition, they want companies to have systems
that can develop themselves, either through the process of
ex-principal learning, mentoring and training or through
one-on-one coaching systematic. Another system is a reward
system for those rewards is not just a salary alone but a
reward system that provides a signature experience, a system
that involves justice for the company and employees.
In another word the mental readiness running political
ethics within the company. In the face of rapid change
requires the soul of competition. Gen-Y leaders have
ambition, but when it has to compete in the work
environment of high levels of conflict will arise an
inconvenience, and therefore they should be ready with the
situation. They suggested holding the golden principle role is
to treat others as he wants to be treated so that the leader is
able to raise the issue of innovative strategies and encourage
everyone to participate to resolve those issues for the success
of the organization.
Gen-Y will certainly lead to a major change in the
world. The role is very important in influencing creativity
and innovation. Exposure of a successful researcher innovate
be realistic and achievable objectives (Hunter & Cushenbery,
2011). Innovative encourage and control change. Change
process transforms organizational elements into creative,
effective, and productive. Despite many organizational
requirements in getting the benefits. Leadership is the most
important source of excellence. Gen-Y will be the leader of
the organization, they will decide what happens within the
organization and provide direction, vision, to achieve
success. They will be the catalyst that creates, manages the
environment and organizational culture and creates
strategies that drive and sustain innovation, the effectiveness
of success within organizations. Even former GM Human
Capital of PT. Wijaya Karya Beton, Agung convey the best fit
to face disruption era is innovative leadership. "Leader-based
innovation is always pushing his team to create new
innovations.
V. CONCLUSION
Most of the characteristics
of Gen-Y and innovative
leadership characters have
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similarities. Both are characterized by liking change,
visionary and happy to innovate. From such a powerful
equation, Gen-Y has the provision to be an innovative leader
in the 21st century. They understand the character of a leader
to be desired, they are involved in the circumstances led and
lead the transformation process itself, but things that should
be prepared there was characteristic persistence in realizing
changing implementation and skilled leadership
competencies. Experiential learning and learning by doing is
the activity of increasing the competence of Gen-Y to become
successful innovative leaders. This innovative leadership
styles that are applied within an organization will shortly
result in many innovations. Innovation is ultimately largely
determined by the ability of corporate leaders to motivate
employees to actualize all their potential.
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