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Demystifying 
Millennials & 
Generation Z

Understanding Complex 
Generations

Millennials (1980 to 1995)

The 1980’s millennial: Grew up with 
‘go play outside and come in when it's 
dark’ - more agile and responsive work 
mentality.

1990’s millennial -  Have grown up 
with programmed lives, structured 
activities, a planned childhood, constant 
feedback and affirmation. This 
translates to their work aspirations.

Generation Z (1996 to 2010)
Global, connected, entrepreneurial. 
Wired to multi-task.  Cynical of things 
that may have impressed previous 
generations. Technologically reliant 
rather than proficient.

Culture Trumps Fun

Millennial & Generation Z 
friendly work environment is 
not necessarily  about “fun”.

Employer branding and culture 
are most crucial.

80% of Millennials & 
Generation Z will choose a 
company to work for based 
culture.

Make Millennials & 
Generation Z Part of 
Your DNA

Onboarding Programs are key 
and need to be designed to 
engage and retain these 
generations.

The onboarding process starts 
pre employment to foster a 
sense of team belonging. 

Focus on what matters to 
Millennials & Generation Z - 
company values & mission, 
career & personal development 
and mentoring.
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The Importance of 
having a Millennial 
Strategy 

Millennials work differently,  

75%
of the entire workforce will be millennials by 2025

Lower unemployment means war on talent is high,

5.4%
Is the projected unemployment rate by 2020

The fluid workforce is here to stay,

2 years
Is the average tenure for a millennial worker



Assessing the impact of redesigned workplaces for the 
millennial generation
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THE CHALLENGE

▪ Attracting to your organisation
▪ Once you've attracted how do you then retain them
▪ Impatience for Career Progression

“Millennials 
represent a 
challenge and 
an opportunity” 

INSIGHTS

Millennials are a core and growing proportion of the work force, a flexible, dynamic work 
environment. A corporate sense of belonging will ultimately boost millennial retention. Millennials will 
be the innovators who will create & build new products and develop and grow your company.

THE SOLUTION

▪ Create a flexible work culture where employees feel empowered based upon trust.
▪ Implementing a clear defined career path.
▪ Provide opportunities and experience that align to career goals.
▪ Lattice vs. Ladder career - Employees want to feel progress and that they are continually 

learning. Lattice approach allows them to learn new skills and feel progression without getting 
a promotion before they are ready.

▪ Physical design of the work environment is more impact than you think!



What is your secret recipe to ensure there is staying 
power with millennials in your organisation?
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“Millennials need to share 
wins, losses and feel part 
of the team engine.”
Jayne Ronayne, Talivest

THE SOLUTION

▪ Set clear expectations during the hiring process on the role they will be performing. 
▪ Demand excellence in Managers - provide training, coaching and feedback.
▪ Empower employees by making them “part of the engine not a cog in the wheel”. This is key for 

millennials as they want to feel they have a purpose and an impact on the bigger picture. 
▪ Performance management model that incorporates continuous feedback.
▪ Building a retention strategy starts with understanding why people are leaving, incorporate 

those insights back into the organisation to help reduce turnover. 

THE CHALLENGE 

▪ Management : Front Line Managers are one of the biggest influences on retention
▪ Purpose : Millennials & Generation Z want to work with you not for you
▪ Millennial Managers : Making the transition from individual contributor to Manager can be tough 

and they often need help with the transition
▪ Retention Strategy: Most organisations lack a strategy around retaining millennials

INSIGHTS
Talivest is tailored to engage with Millennials. Our solution can help your organisation understand why 
employees are leaving, stay connected with them and re-hire high performing millennial alumni. This results in 
reducing recruitment cost, boosting productivity and bolstering your company's innovation pool. A 
combination of work practice innovation & Talivest will bring top performers back into your company



The Rise of the Boomerang
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▪ The term boomerang refers to employees that leave an 
organisation on good terms and then return back to that 
organisation at a later date. 

▪ A recent study showed 76% of managers and HR 
Professionals are open to rehiring former employees. 

▪ Boomerangs know the culture,  the role, key stakeholders, 
they can ramp up quickly but most companies lack a formal 
process or strategy on how to stay in contact.

▪ The grass is greener complex !

- Millennials tend to make quick or impulsive decisions 
to leave. Moving from job to job, often following a 
friend or ex-colleague or as a split decision for 
perceived quicker career progression. Quick decisions 
as we know can lead to regret, if it is not the right 
experience for them. At this stage,  they might want to 
return so it’s important to leave the door open.
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THE CHALLENGE

▪ Flexibility : Important to be flexible when and where you can, it’s expected as the norm in 
today's workforce. 

▪ Tradition : The 9 to 5 concept is dead!
▪ Tradition Can Forget People : Work life balance used to be for those who have family and kids, 

now it’s about everybody wanting flexibility.
▪ Adoption of Technology: Organisations need to ensure investment in modern equipment / 

devices and secure access portals to allow people to work at anytime and from anywhere.
 

“9 to 5 is dead. We have a 
new fluid workforce” 

What is your view on flexible work practices –one of they 
key “asks” from the millennial generation?

THE SOLUTION 

▪ Fluid Productivity : Within some department (e.g. sales)  flexibility can only go so far, so to 
focus on how the employee is renewing their energy and making sure people are productive 
and meeting  the demands of the role.

▪ Happy Employees: It’s important to have a workforce that is empowered to work with 
flexibility based on trust and having a goal oriented structure is key to achieve this.

INSIGHTS

Accurate data and analytics is a core aspect of Talivest’s cloud based solution. Administrators can gain 
valuable insights from a number of variable factors on the platform. Talivest’s automated exit interview 
feature allows management to gain quick and valuable insights to how your company can improve 
retention and additional insights into talent acquisition. 



Do perks and benefits really outweigh salary as 
reported for millennials?
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THE CHALLENGE 

▪ Benefits & Perks : Life stage  is important and aligns to what salary and benefits are important 
to employee at that time. 

▪ Benefit Expectations : Certain perks and benefits have become a given and could be negative if 
you don’t have (e.g. paying for health insurance, free food, gym membership) these are seen as 
the normal benchmark not perks.  

▪ Salary Transparency : Millennials have more visibility of peer salaries, they talk about salary to 
each other and details freely available online with websites such as glassdoor. This makes salary 
gaps more visible and less accepted in general.

“Feeling valued 
and autonomy 
trumps salary!” 

THE SOLUTION

▪ Organisations need to be conscious of life stage and how to design compensation structures and 
benefits with flexibility to align with this.

▪ Salary & perks are important but they are not enough! Organisations need to provide autonomy and 
make Millennials & Generation Z feel valued.

▪ Benchmarking salary, perks and benefits of competitors to understand what is being offered and is 
your organisation competitive.

INSIGHTS 

To keep your team motivated it’s essential to give autonomy and adapt a ‘ startup’ mentality mindframe 
to allow employees freedom in the workplace, fail fast! 



Generations in 
the workforce
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Traditionalists

Baby Boomers

Gen X

Millennials Gen Z

Today’s 
Workforce



How do you smooth interactions and integration 
between generations in the workplace?
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THE SOLUTION

▪ Set up Mentoring Programs with employees from different generations.
▪ "Reverse" Mentoring where younger generations mentor older generations. This empowers the 

younger generation while enabling the older generation to adapt to new technologies and ways of 
working.

▪ Communication is imperative!  Ensuring your organisation has regular team meetings, frequent 
121's, formal gatherings, corporate comms, constant feedback and coaching.

▪ Organisations need to consider stage of life when inspiring and incentivising these different 
generations.

“It’s important in Dropbox 
to learn from every 
generation!”

THE CHALLENGE

▪ Reality: In today's workplace, you can have up to five different generations working together.
▪ Adaption: How to adapt your organisation to engage all the generations.
▪ High Performing Teams: How to leverage the skillsets and different working styles across the 

generations to build high performing teams.

INSIGHTS

It’s always valuable to do a monthly check in with all team members to inform the organisation of new 
platforms used to make communication more effective and to ensure there is a way to receive feedback 
on how to better communicate. 



Key Takeaways from “Redesigning the 
workforce for Millennial and Generation Z” 

▪ Company culture trumps salary & perks and must allow for the flexibility and 
mobility Millennials and Gen Z demand.

▪ The onboarding process needs to start before staff join and should be focused on 
what matters to these generations (mission & values, career & personal 
development) as well as designed for how they consume information. 

▪ Organisations are often slow in understanding the importance of the Front Line 
Managers in retention. Ensure you train, development & coach them.

▪ Setting clear expectations for performance and ensure there is constant two way 
feedback. Millennials must feel valued and listened to within the workplace.

▪ Provide career progression through career paths, mentoring, coaching and 
development opportunities.

▪ With the average tenure of 2 years, it's essential that organisations have a 
retention strategy.  Gathering insights into why employees are leaving so you can 
improve those aspects of the organisation, retaining your employees and reducing 
the high cost of turnover. 

▪ The importance of including Boomerang employees to an organization's Talent 
Management Strategy.



TALIVEST
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www.talivest.com

We help you develop 
employee relationships 

that last a lifetime 

https://twitter.com/Talivest_HQ
https://www.instagram.com/talivest_hq/
https://www.facebook.com/talivest
https://www.linkedin.com/company/3205795/admin/updates/

