
Debbie Pearson, M Ed
October, 2015

Effectively Recruit and Retain Top Talent



Generations are wired differently –

They work differently and organizations 
have to adapt or they’ll go the way of the 
dinosaur

You get it.



• Demands flexible conditions and 
work-life balance

• Thrives on collaboration and 
entrepreneurialism

• Craves knowledge and is qualified 
to impart it

A new workplace, a new workforce



Did you know…

75 percent of human-
capital professionals 
believe the talent 
shortage negatively 
affects their 
business.
(THE CONFERENCE BOARD)



Who are you?

Organization A

I’ve got a 
pretty good 

handle on my 

candidate 

needs –

advertising

Organization B

I’ve got a pretty 

good handle on 

my candidate 

needs –

advertising, job 

fairs

Organization C

I’ve got a pretty 

good handle 
on my 

candidate 

needs – social 

media 

Organization D

Not only do I 

have a handle 

on my 

candidate 

needs, my 

organization 

talks talent 

strategy



How’d we 
get here?















today’s workplace: four generations



Silent Generation – The Traditionalists

• Born between 1925 – 1945

• Parents of baby boomers

• Work ethic built on responsibility and 
long-term commitment

• Value hard work, dedication, respect 
for authority

• Very small proportion of the 
workforce (3% in the U.S.)

Sources: Wikipedia.org; MRI Data; American 

Demographics Magazine



Baby Boomers – The “Me” Generation

• Born following World War II –
between 1946 – 1964

• Known for rejecting or redefining 
traditional values in favor of 
personal gratification

• Grown up in time of affluence

• Independent, over-achievers

• Really care about the future of their 
organizations

• Typically work 22% more hours than 
other generations

Sources: Wikipedia.org; MRI Data; American Demographics 

Magazine



Gen X – the Bridge Generation

• Born after the end of the baby 
boom, 1965 – 1981

• Small in number

• Best educated generation – 40%+ 
college degree

• Demand short-term payoffs with 
immediate feedback and rewards

• Economic stagnation

• Brought workplace changes such 
as telecommuting, on-site child 
care

Sources: Wikipedia.org; MRI Data; American Demographics 

Magazine



Gen Y – The Millennials

• Generation Next, Echo Boomers

• Born between 1982 - 2000

• 70M in the workforce

• Ambitious, demanding

• Need constant feedback

• Having “meaning” to their job is 
priority

• Largest consumer group in 
history

• Their world is much smaller -
global



the aging workforce
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Demographic Trends



Demographic Trends
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Demographic Trends

In the US, 10,000 boomers per 
day will enter retirement age 

every day for the next 19 years!

SOURCES: PEW RESEARCH CENTER



Did you know…

75% 54%

28.9%
38%

34.6%

of workers age 60+ 
will work beyond 

retirement

of the workforce will 
be Gen Y by 2025

of U.S. workers are 
baby boomers

of U.S. labor force is 
Gen Y, surpassing 

Gen X in 2015

of the workforce is 
managed by Gen Y



–Finding innovative ways to get optimal 
performance from all generations

–Each generation has a unique attitude and 
style

–Differences often lead to inter-generational 
conflict

challenges



•Diverse teams are more effective than       
homogeneous teams

•Acceleration of communication

•Education returns to the fore

•Rethink what ‘work’ and ‘workplace’ mean…

opportunities



About those 
Gen Ys…



Growing up in the mid-1980’s – 1990’s –
2000s as opposed to previous decades

The way in which children have 

experienced self-directed play, and

more importantly, risk and

freedom.

key differences



Elements of parenting & education:

• Risk aversion

• Positive feedback

• Adult or parental supervision during 
play, school and work

increased emphasis

“Parenting and 
managing are

different”



“We are so overwhelmed with different 
sources of information, particularly 
advertising, that we tend to ignore it as 
much as possible. Being able to get 
information from a variety of sources has 
taught us to not trust the direct source, or 
not to only talk to one person. If we hear it 
from multiple places, we are more likely to 
believe it.”

what they’re saying…



2.4
years

Gen  Y





So, what’s next?



What is your holistic talent pool?

% of 

employees will 

be people on 

your payroll

% of 

employees will 

view 

themselves as 

free agents

% of employees 

will only stay with 

your organization 

for x years 

% of people 

plan to work 

post retirement



Ask yourself….

What particular area(s) 
of expertise am I 
searching for

Where will I find people 
with those skills

What will I talk about 
with them



Employer Reputation

Isn’t what you say it 
is…..
Employees, alums, other 
companies, and anyone 
who has a strong opinion

Candidates speak to your 
employees and alumni

Arrive at interviews with 
deeper knowledge

glassdoor.com



Social Media Facts

Professional Networking

Launched in 2003

200 countries

364 million users

Social Networking

Launched in 2004

1.8 billion users

Social Networking

140 character messages

Launched in 2006

302 million active users

Video sharing website

Launched in 2005

1 billion users

Google subsidiary



Active Accounts

YouTube LinkedIn 
Job Search

Facebook Twitter

Millennials/Gen Y 72% 23% 88% 59%

Gen X 54% 27% 81% 48%

Baby Boomers 34% 29% 70% 31%

Silent Generation 45%

PEW research, DMR



Employer Branding

Think like a marketer:

What do we really stand for as an organization?

What is our employee culture?

How can we best show off these assets?

The very best employee branding 
programs focus on showing rather 

than telling.



Talent Brand Index



Talent Strategist

Past:

Focus  on “push” 
marketing 
(advertising)

Present:

Focus on “pull” 
marketing 
(blogging, ebooks, 
magazines, social 
media, events, etc.)



Pull Marketing Truths

Applicants are in charge

Brands must serve up online content that’s 

interesting

Social media is an important way to help 

relationships mature over time

Strong relationships take time



Lessons About Recruiting

• The most sought after candidates have their 

pick of employers.

• Use content and social media to nurture a 

relationship with candidates

• Knowledge workers are social media power 

users.

• When recruiting top talent, think beyond 

your open positions available today.



A strong content marketing program for your 

employer brand will:

Position your organization 

as thought leaders in 

the your industry

Elevates the Individual 

recruiters to have a 

personal brand

Drive traffic to your 

website



1. Being transparent and open to 
customer feedback

2. Acting and embracing the 
customer view

3. Allowing staff a deep connection 
with the strategy and letting 
them make change happen for 
themselves

Reinforce your organization brand/reputation.



• Challenge specific traditions and 
entrenched ways of operating

• Facilitation of self-expression and 
feedback

• Hide, ignore or gloss over negative 
coverage . . Disengagement and distrust

• Use their strengths …lead to innovative 
approach or experience

Trust and dialogue matter



Performance 
management is an 
on-going process, not 
an event.

Improve feedback mechanisms



• Use social media principles 
and tools

• Crowd sourcing answers to 
questions 

• Find ways to promote 
positive dialogue about 
generational issues                                                             

Promote connectivity

Get people talking!



Communicate the big picture, reward the small wins



Help workers excel and be transparent



Set up real mentoring programs



Definition:

Act of behaving like an 
entrepreneur while working 
within a large organization

Integrates risk-taking and 
innovation approaches

Changing business from the inside 
out.

Consider intrapreneurship models

Source: Wikipedia



Meet Gen Z?



Gen Z – The Internet Generation

• Born after 2000

• Ipod generation

• Grew up with technology

• Computer in the kitchen

• Every classroom has had a PC

• Carrying cell phones since they 
were 12

• The millennials will have to 
manage them







Wi-Fi in the house?

24/7.

Math Homework? 

An app.

Book reports?  

Apple Keynote.

THEY WILL OWN

THEIR 
EMPLOYERS!

Gen Z





Who..will you be?



• Leadership deficit

• Retention of  key talent is  critical

• Get ready to “woo” the applicants

• Employer branding is important  to 
successful recruiting

• Think out of box

• Utilize social media

• Embrace a multi-generational 
workforce

What will the future be?



Who will you be?

Organization A

I’ve got a pretty 
good handle on 

my candidate 

needs –

advertising

Organization B

I’ve got a 

pretty good 

handle on my 

candidate 

needs –

advertising, job 

fairs

Organization  C

I’ve got a pretty 

good handle 
on my 

candidate 

needs – social 

media 

Organization   D

Not only do I have 

a handle on my 

candidate needs, 

my organization 

talks talent 

strategy, branding 

and use of content 

to attract the best 

candidates



How will your 
organization support 
the integration of all 
four generations in 
the workforce?



A multi-gen 
workplace demands 

transgenerational solutions 
for recruiting and retention



A multi-gen 
workplace demands

change



“It is not the 
strongest of 
the species that 
survives…It is the 
one most

adaptable 
to change.”



FAIL TO 
CHANGE,

YOU
FAIL



the future is



(or, maybe it was 
3 hours ago, and we 

all missed it…)



www.kellyservices.com/ipad

Get the latest 
issues facing the 
global workplace 
today on your 
iPad with The 
Talent Project. 



Whitepapers



debbie.pearson@kellyservices.com

Kellyeducationalstaffing.com


