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Freeze Flight

Source: The Adaptation Advantage: Let Go, Learn Fast & Thrive in the Future of Work – McGowan, Shipley et al 2020

Covid has accelerated the pace of change
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What changed due to Covid? The explosion of e-commerce



What changed due to Covid? (Record labour movement)

Other key UK statistics for 2020 & 2021

• One million people (non UK-born residents), 
have  left the UK.

• Nearly half a million workers over 50 left the      
workforce altogether - with 47% retiring.

• At the height of the pandemic, 15% of those 
unemployed were aged 16 to 24 (now down            
to 11% in May 2022).

• All research shows that those under 30 have 
struggled most with their mental health in the       
last two years.

• 40% - 44% of workers polled by McKinsey 
and Workhuman in 2021 were considering 
quitting.
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Only around 36% to 40% of 
people have jobs which are 
eligible for WFH or Hybrid 
work

Pre 2020, WFH was 
only 4.7%. During 
2020, this increased 
to between 43% and 
49%

55% of larger firms and 
the majority of smaller 
firms want a blend of 
hybrid work

Sources: Centre of Economics & Business Research, Centre for Cities Think Tank, Willis Towers Watson, Cardiff & Soton Unis

Only 10% of UK employers 
expect to have their 
workforce back on site fully 
by end 2023

Some key statistics about the next normal of work



James Bond meets Q in the National Portrait Gallery, in the Skyfall movie
https://www.youtube.com/watch?v=LcgG_E9gQJM



Source: Office of National Statistics (UK) and Pew Research Center (USA) 

Generation Labels Range of Birth Dates Age Range in 2022

Silent Generation        1925 to 1945 77 to 97

Baby Boomers               1946 to 1964 58 to 76

Generation X 1965 to 1980 42 to 57

Millennials  (Gen Y)                   1981 to 1996 26 to 41

Generation Z 1997 to 2009 12 to 25

Generations in the workforce today



The Silent 
Generation

Born 1925 to 1945



Baby 
Boomers

Born 1946 to 1964



FALSE

Older generations like 
Silents and Baby 
Boomers can’t use 
technology as well  as 
Millennials and 
Generation Z

True or False?

FALSE



The Winners of the 2019 Nobel Prize for Chemistry 
include one Baby Boomer and two Silents

Akiro Yoshino

Aged 71

John Goodenough

Aged 97

Stanley Whittingham

Aged 78



Generation X

Born 1965 to 1980



Generation X are the 
happiest of all 
generations in the 
workforce today

True or False?

FALSE



Millennials

Born 1981 to 1996



Generation Z

Born 1997 to 2009



True or False

Generation Z (aged 16 to 25 
years old) is the least loyal 
generation in the workforce 
today

True or False?

TRUE



Sources: 
• OnePoll Research
• Open Study College 

Research

NB: 
Millennial figures are 
projected
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Pre-Internet Post-Internet Post-Social Media

• Gr8 social & comms skills
• Lack of product choice
• Strong parental authority
• Strong work community

• Gr8 social & comms skills
• Increasing technology
• More choices
• More working options

• Social/comms skills are 
under-developed

• Huge set of options
• “Glass” generations
• Information overload

Three work evolutions have changed behaviour at work



Question #1
What are your challenges in attracting and recruiting 
young talent (Millennials & Gen Z under 30) in your 
workforce today?



1: Jobseeker Deluge (Manpower)

2: Remote interviews   
(McKinsey, Deloitte et al)

3: Brexit Issues, Energy & Travel Prices etc.

4: The Value of Values (CBI) 

5: The desire for Flexible working, or
Hybrid, WFH or WFA

Key challenges for recruiters



Money is the number one 
consideration for young 
talent, when they go after 
a job, or a promotion

True or False?

TRUE



Younger generations have three key demands

Source: Deloitte 2019 Millennial Survey based on 13K Millennials and 3K Gen Z across 10 countries including UK
https://www2.deloitte.com/content/dam/Deloitte/global/Documents/About-Deloitte/deloitte-2019-millennial-survey.pdf

Question asked: You mentioned earlier that you 
might leave your current employer within the 
next two years. What are the main reasons for 
this?

Millennial Responses

Gen Z Responses

https://www2.deloitte.com/content/dam/Deloitte/global/Documents/About-Deloitte/deloitte-2019-millennial-survey.pdf


1. Good salary 

2. Right culture – i.e. great place to work 

3. Flexibility 

4. Stability & Career progression

5. Learning and development

6. Technology

7. Values alignment

Young talent have seven key work demands



What Attracts?
• Good salary & chance to earn more
• Great culture (social, collaborative etc.)
• Flexible working
• Referrals from friends and family 
• Being found by technologies they use – such 

as Instagram, Twitter, Online job boards etc.
• Mobile enabled websites/application process
• Videos via YouTube/Instagram/Tik Tok
• Human side to recruitment with response & 

feedback during the process
• Smooth, rapid, easy application process

Actions that attract or repel young talent

What Repels?
• Poor salary
• Lack of purpose, vision or direction
• Poor culture
• Lack of learning & development and career
• Lack of stability, security or opportunity
• Lack of flexibility
• Poor reputation
• Lack of technology – so the experience feels 

slow and old-fashioned
• Lack of humanity – i.e. lack of feedback
• Clunky application process 



A poor recruitment experience – which 
takes too much  effort and is too slow - will 
put off Millennials and Generation Z

NB: Millennials and Generation Z share 
salary & bonus details, so match the 
financial of your industry or sector, or or
provide unique benefits to avoid losing 
them to your competition

Source: Software Advice Research 2019

What repels young talent



Would you take this job? Ernest Shackleton told the truth in his job 
applications: The mission, challenge and pay-off



The Positioning:

“At Palantir, we develop the world’s leading 
products for data analysis and we deploy them 
against problems that truly matter—uncovering 
human trafficking rings, containing the spread of 
infectious diseases, combating fraud, stopping 
cyber-attacks, protecting privacy and civil liberties, 
prosecuting complex financial crimes, providing 
relief to victims of natural disasters, and more.”

The Pay-Off:

“Being a member of the Networks team means you 
will be deeply involved in our mission to continue 
the evolution of Palantir’s network services to 
prepare us for the known and unknown demands 
that are placed upon us. You will have the power 
to make your mark and to make a real difference in 
the lives of your colleagues and the success of the 
business by maintaining and improving our 
services.”

Three steps to a great job advert: The mission, the challenge, and the pay-off

Palantir Job Advert – an example of mission, challenge, pay off 



Encouraging young talent to join the British Army/if you want young 
talent, use their language in job ads/applications



The 2021 British Army Ad Campaign targeted at young talent 16 to 30 – known 
as Fail: Learn: Win
https://www.youtube.com/watch?v=ltLn__XRlOQ

https://www.youtube.com/watch?v=ltLn__XRlOQ


Technology – make sure you have the 
best tech, or explain clearly what tech 
you do have, in order to manage 
expectations.

Human interaction – give feedback in 
person or by telephone or Zoom (or MS 
Teams etc) every two weeks to young 
talent. It can be 5 to 10 minutes.  

Key Drivers for Attraction & Recruitment of young talent



Finding Candidates: 

• Referrals with current staff

• Your Website 

• Social media

• Multiple networks

• Instagram

Key Drivers for Attraction & Recruitment of young talent



Job Application:

• Use crystal English for clarity

• Be conversational & informal

• Good Job Title

• Include mission, value & pay-off

• Divide into sections

• Explain how to complete

• Avoid bias

• Provide a plan (30/60/90-day)

• Add Multi-Media

Key Drivers for Attraction & Recruitment of young talent



The Recruitment Process:

• Brief application (no more than 15 min)

• Say No quickly

• Manage expectations

• Use Telephone & Video Conferencing

• Reimburse travel

• Run assessments

• Stay in touch

Key Drivers for Attraction & Recruitment of young talent



1. Tell me about your best work; what’s the best work/project/task you’ve ever done?

2. What one skill would you like to improve and what’s your plan for doing so?

3. Tell me about a challenge you’ve had to overcome in your working life and what you did?

4. Is there a time when you had a disagreement with a boss/colleague? What did you do about it?

5. How would you describe your ideal working environment? What works best for you?

6. Pretend I’m a customer/consumer and tell me how you’d deal with me (sales, marketing, service etc)

7. What made you want to apply for this job? What makes it so attractive to you? 

8. What is the first thing you would tackle in this job if we hired you tomorrow?

9. Tell me something about yourself that’s not on your Application/CV/Resume?

10. Do you have any questions for me?

Some good interview questions



Question #2
How can you maximise onboarding & induction for 
Millennials & Gen Z in your workplace today?



1. Celebrate people joining (give them swag bags, photos, cards, lunch…)

2. Provide a buddy to support from day 1 (and rotate this role)

3. Show what good looks like in the organisation

4. Describe advancement and progress journeys

5. Provide overview of the vision, mission and purpose

6. Encourage mixed teams (ages and experience) and ensure people collaborate & socialise

7. Confirm how the connection and engagement are built in your company

8. Provide regular feedback

9. Confirm the learning and development pathways

10. Have a mix of remote and face-to-face connections to bond new hires

Maximising Induction & Onboarding – the Top Ten



True or False?

Today’s young talent 
naturally build a 
community in the 
workplace

FALSE



After home, their 
social media feed 

is their key 
community, not 

work

They openly share salary 
and bonus details with 

each other

They refer friends to your     
company and influence      
them to stay or leave

The Internet & Social Media have changed our young talent 



Sources: PWC, Deloitte, McKinsey, Gallup etc.

Technology versus 
Face-to-face

(social media 
versus in-person)

Entrepreneurialism 
versus Security

(Good job & career 
versus starting own 

business)

Competition versus 
Collaboration

(Teamwork versus 
individual 

achievement)

At work Millennials and Gen Z combine confidence with anxiety



The Covid effect 
has made them 

question work – is 
this all there is?

Work now needs to 
have a purpose and 
it needs to make a 

difference

Many young talent 
are thinking of 

quitting because the 
bonds of work are 

weaker

Things have changed for Millennials & Gen Z at work



A good job, a 
great career and a 
sense of progress

Innovation, novelty, 
variety & change

Human-centred
leadership

Millennials & Gen Z really want these things at work



© 2022 Henry Rose Lee. All rights reserved.

Human-
Centred 

Leadership 
Model



Question #3
How can you Cause, Career and Community for 
Millennials & Gen Z in your workplace today?



CAREER 

Learning, training 
and career 

development

COMMUNITY

Creating engagement and 
a sense of belonging

CAUSE
Providing the purpose and 

the why of the organisation

Build engagement and develop talent with these three Cs



Three factors support engagement & retention of every generation 
(particularly Millennials and Generation Z)
Cause

Some ways to maximise Cause:

1. Redefine or reinforce your purpose

2. Brag better with both external website & internal comms

3. Tell stories & celebrate success

4. Develop a day in the life for key workers/roles

5. Encourage feedback on what makes you your BRAND



Community

Some ways to maximise Community:

• Maxmise Induction/Onboarding

• Provide regular, frequent comms such as 

Ask me anything, Topic Surgeries, 

Hi/Lo/Ha; and Three Questions

• Embrace Reverse Mentoring/Mentoring



Career

Some ways to maximise Career

• Improve Job Descriptions & Titles

• Provide Career Paths

• Develop & Upskill

• Add additional job milestones, and

provide call-backs



Appendix
Notes, Bibliography and Two Free Books



Freeze Flight

74%
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Socialising Learning Hosting Collaborating Complexity

Interactions that are better in an office/on-site 
environment

Top tasks to be done in an office

Source: Are you future-ready? - Leesman 2021 of 160,000 employees and leaders globally

Key actions for maximising hybrid and creating “events” at work



Key points about EQi (Emotional Intelligence)

EQi has a range of features – as per books by Dr Reuven Baron or Daniel Goleman. However,  you can summarise 
these features into 5 characteristics:
1. Intrapersonal skills: How someone manages their own state, such as being resilient, patient, delaying gratification, 

coming into work even if you don’t feel well or happy etc.
2. Interpersonal skills: How someone builds and managed relationships/interactions with others, including being 

empathic, diplomatic, putting yourself in someone’s place (mentally), packaging messages, dealing with difficult 
conversations, and negotiating or handling conflict.

3. Assertiveness & identity: How someone is aware of themselves, what they believe and how they see themselves. 
This includes self-confidence, a sense of identity, the ability to stick to a set of beliefs and behaviours etc.

4. Critical thinking: How someone is able to step back from a situation or people and gather, analyse and use 
information and data, in order to reach strategic conclusions, rather than simply regurgitating information 
gathered, or seeing the world through their own, single lens.

5. Problem solving: How someone resolves issues, trouble-shoots and solves problems. 

EQi can be taught at any age. But it if’s not taught, it’s learned over time as people gain experience, knowledge and 
skills.. People usually lack EQi in their youth and it ramps up from the age of 40 and continues to grow as we age. It 
gets really good from 60+
According to 2021 research, people aged mid 50s and older develop an ability to focus without being distracted, do 
better at deep thinking and at critical thinking and solving problems.  

Source: https://www.6seconds.org/2018/11/15/best-generation-for-eq/



1: Career Paths: Devise 3 career path types to ensure employees at all levels and of all ages feel they’re progressing 
in your organisation. A) Ladder – this is the hierarchical, conventional career, where someone might start as a 
paralegal and work towards becoming a managing partner for example B) Lattice – this is where there is not 
conventional ladder to climb. Tenure of service, secondments, placements and other postings, either inside the 
practice, or in another practice, or even in another firm, provide a sense of progress. Gradings and rankings for jobs 
can also be created – particularly good for business services. For example, an Senior grade might work with more 
senior people or projects. A junior grade provides a lower level of service etc. C) Project – this is career progress via 
projects, something that is becoming very popular in many firms and organisations. Here, individuals get the 
opportunity to work on 3 kinds of projects; a work-related project, a theme-related project (quality assurance, client 
journey etc.,) or a broken windows project. The concept with broken windows is that inside every organisation, a 
process, system or relationship is not working properly and people are either ignoring it, doing a work-around, or 
helping to make things worse. A project like this – when it improves the system, process or relationship can provide 
both a huge benefit to the firm, and also a high-profile, high value benefit for the individuals who get to work on it. 
A win:win.
2: Get Creative with Job Titles & Job Descriptions: When jobs evolve, revise job descriptions for your Millennials 
and Gen Z so they are clear/accurate or they may think you are lying to them about their roles. Make sure they 
believe the JD matches their job role.  Make job titles as important as possible. When I started work, a Sales Rep 
was the entry point for sales people. Now the starting newbie job title is Sales Manager. Have the best job titles you 
can have and upgrade them regularly, since this provides status for young talent when sharing their achievements on 
social media. It makes them feel good and it’s easy to do. Make sure that the reassigned job descriptions and new 
job titles don’t upset those of other employees. If you change one set of job titles, you may have to change others.  

Key points about Career – Part 1



3: Continuous Development & Upskilling: Everyone, from lawyer to someone in business services, wants to get a 
sense of progress and advancement. Continue to provide regular training, coaching, mentoring – and consider using 
in-house expertise as well as external providers. Encourage more experienced individuals to train others in house and 
make development a key part of your organisation. It’s particularly good for Millennials & Gen Z but Gen X like to feel 
they are developing too – especially if the development can increase their earnings or career potential. Someone in 
your firm for more than 6 to 12 months can train a new hire on something. It’s highly cost-effective, and it adds to 
the skill-base of those who champion a specific topic area, or project and then train others. 
4: Embrace Job Progress: Many accounting and legal firms have increased probation with additional titles, 
milestones and tiny payrises or access to projects, clients, or other functions and responsibilities. In that way they can 
show progress without actually promoting talent at all levels or having to hike pay to huge levels. If a Gen Z feels 
they are getting some kind of progress every three months, that can help them to feel more connected and loyal to 
the organisation. The progress can be access or training, coaching or reverse mentoring. Get creative and create an 
entire journey. Check when your young talent are most likely to jump ship and put in place a programme that starts 
(as a form of new progress) at the time just when they might be getting restless.  Partner up with other organisations 
in order to provide a lattice career – this means secondments or placements inside each other’s organisations or in 
different teams, functions or business units to provide that sense of variety and moving forward.

NB: ROTATIONS – Rotate roles in Innovation Hubs, in meetings (facilitator, observer, note taker etc), and in teams, 
e.g. some companies have 3 roles that are rotated every 34 to 6 months which are team supervisor (but not the team 
leader), innovator and “coach” in their teams so that people get to see the workload from a different perspective and 
gain new skills in managing/coaching/looking for new ways.  Get creative and come up with other roles which you 
can rotate to give people who are individual contributors or not on a management ladder, a sense of progress. 

Key points about Career – Part 2



1. MAXIMISE INDUCTION – for all – it’s a way to start to build community at once!  Spend longer on it and a) 
celebrate people having arrived (include a goody bag for everyone, no matter what their age) and tell them what 
good looks like in your firm including rules of engagement (get tactical about what you want new hires to 
understand about your purpose, your working practices, how you interact and deliver value to the client, how 
important their job role is in delivering value to the client etc. ). 

2. MAXIMISE COMMS/MEETINGS: Communicate regularly and openly – when people know that comms are 
regular, they get used to having them and that can be reassuring. They feel “in the know”.

Share information and be supportive yet firm of everyone keeping to your engagement rules or charter established 
in your induction programme.

• Do Ask me anything sessions: Share as much information as you can – people love the information if they feel 
they are getting the true story. This session also makes people feel heard & consulted.

• Topic surgeries: If Ask me anything is too much, then set up a topic surgery where people can attend in person 
or virtually to ask about that topic (and nothing else).

• Hi/Lo/Ha: Ask attendees a) What’s been a high point since we last spoke? (Good news) b) What’s been a low 
point (tough stuff at work) c) What been an aha moment or funny moment. Sessions like this can be really 
cathartic.

• Ask 3 Questions: In one-to-ones or small team meetings, ask a) What’s been happening to you good or bad since 
we last spoke? b) What have you learned from all of this? c) How are you going to take this forward? This is an 
adult to adult way to get team members to feel heard but also to take responsibility from their experiences and 
move forward, rather than passively expecting the leader to deal with everything for them. 

Key points about Community – Part 1



3:  MENTOR AND REVERSE MENTOR: Reverse mentoring is when younger, or less experienced people mentor 
older or more experienced people. Set up this programme for everyone you possibly can and regularly rotate 
mentors and mentees for diversity and inclusion, so everyone is going to get a chance to mentor and to be a mentee. 
Start at the top. If you’re a senior partner, set up this mentoring/reverse mentoring. It doesn’t have to be every 
month. It could be every other month. You could be mentored three times by a reverse mentor, or do the mentoring 
yourself three times, then rotate into another mentor/mentee relationship. That keeps it fresh and interesting and 
gives young talent more opportunities to benefit and learn from a larger range of people. 
4:  DELIVER MOMENTS: (Read “The Power of Moments” by Chip & Dan Heath). Defining moments shape our lives. 
We don’t have to wait to make them happen. We can create them. A defining moment is a short experience that is 
memorable & meaningful. They’re created from 1 or more of these elements: Elevation – doing something that 
makes things rise above the everyday, Insight – defining moments that rewire our understanding of ourselves to the 
world, Pride – moments of achievement, milestones, transitions and Connection – celebrations, (length of service, 
birthday, anniversary etc.) Here are some examples:
a) Run a RESET DAY - and create a moment between the old pre Covid days and the new Hybrid ways of 

working. 

b) Run a recognition session – perhaps over a team meal, to recognise and reward effort, achievement, 

quick wins and long-term gains. 

c) Do unusual, surprising things - because that elevates the event to something special & memorable. This 

could also include milestones such as bringing key team members together for the start of a new deal or 

project, or for a new hire’s first week in the job, or for the end of a project, or career milestones etc.

Key points about Community – Part 2
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Want more practical hacks? Download two free books

Flight

Scan the QR code to get free access to:

• The Ultimate Guide to Attraction          
and Recruitment

• The Ultimate Guide to Remote 
Teamwork



Thank You
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Thanks very much – any questions?

Email: henry@talenttio.com
Website:  https://www.intergenerationalexpert.com
LinkedIn:  https://www.linkedin.com/in/henryroselee/
Twitter: https://twitter.com/HenryRoseLee
Facebook: https://www.facebook.com/groups/InterGenWorkplace
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