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1. [bookmark: _Toc8150756]Introduction
This report looks at the Human Resources Management (HRM) and Human Resources Development (HRD) initiatives being used in organisations today. It goes on to consider the impact of today’s multi generational workforces and how, using HRM and HRD techniques, organisations can achieve high levels of employee engagement and job satisfaction across their multi generational workforces. This report also considers the role technology plays, and how this impacts each generation differently.

2. [bookmark: _Toc8150757]HRM
HRM is defined as a ‘strategic and coherent approach to the management of an organization’s most valued assets – the people working there who individually and collectively contribute to the achievement of its objectives’ [1]. HRM has key functions which are shown below [2], [3], [7]:

· Recruitment
· Workforce training
· Managing the performance of the workforce, giving 121’s and performance appraisals
· Workplace communication
· Workplace safety
· Labour law compliance
· Compensation and benefits
· Employer to employee relationships

The emerging trends within HRM are shown in the table below.














































































3. [bookmark: _Toc8150758]HRD
Old fashioned personnel management has been replaced with strategic HRM, ‘supporting long term business goals and outcomes with a strategic framework’ [6]. Key to the longer term achievement of strategic goals, is the capability of the workforce to perform key roles. This is where human resources development (HRD) is important. HRD is the ‘framework for helping employees develop their personal and organizational skills, knowledge, and abilities’ [4]. It’s essentially about providing employees with the training and knowledge they need to perform their role effectively [5] and a pipeline of talent for the organisation.

The many benefits of HRD are wide ranging and don’t just amount to improved productivity. A workforce that is provided the opportunity by its employer to train to be competent in a role, will be happier, feel empowered, there’ll be a greater sense of team spirit and collaboration will likely be higher among the workforce. Employees are likely to take more pride in their jobs and produce a high quality or work [8]. 

Current trends in HRD are [10]:
· Mobile learning
· Video based learning
· Virtual environment and avatars
· Reverse mentoring

The Singapore Airlines case study [11] confirms the value of employee training in reaching organisational objectives, productivity and profitability.

4. [bookmark: _Toc8150759]Multi Generational Workplaces
For the purposes of this assignment, the author is going to evaluate the multi generational workforce of today. There is a lot written about generation theory, how differently different generations approach work and life in general. Kupperschmidt [21] defines a generation as ‘an identifiable group that shares birth years, age, location and significant life events at critical developmental stages.’ Delcampo [31] supports this definition. There are five recognised generations, see figure 1. The more established element of this theory relates to four generations as put forward by Strauss and Howe [39] in 1991. Since then, members of the newest generation, Generation Z, are starting to be hired by organisations.

	Generation
	Birth Years
	Other Names

	
The Silent Generation

	
Born pre 1946
	
Traditionalists

	
Baby Boomers

	
Born 1946 – 1965
	
The lost generation
Latch Key Kids

	
Generation X

	
Born 1966 – 1980
	

	
Generation Y

	
Born 1981 – 1995
	
Millennials

	
Generation Z
	
Born 1996 onwards
	
Post MillennialsFigure 1



This means for the first time in history, we have employees from five generations in the work place [23]. Some attribute this phenomenon to the financial crash of 2007/2008 [22], [25]. Members of the silent generation and the baby boomers are choosing to say in work longer because of their financial situations [25], [26]. 

Whilst this presents new challenges to HR departments globally, there are many benefits that a multi generational workforce brings, based on their generation stereotypes.


	

The Silent Generation
	
· Places significant importance on rules.
· They have a command and control leaderships style.
· Preference for face to face communication.
· Make up less than 1% of the workforce [23]

	


Baby Boomers
	
· Account for 27% of the workforce but are declining in numbers [23].
· Tend to be very work focused, almost workaholics. Achieving a sense of fulfilment from work.
· Many are realising they can’t afford not to work, so are choosing not to retire but to work part time instead.


	


Generation X
	
· Make up 35% of the workforce [23].
· Have a preference for less rules and more independence.
· Aspire for a better work life balance than the previous generation. 
· Work hard, play hard mentality.
· Adapt well to change.

	




Generation Y
	
· Make up 37% of the workforce [23].
· Tech savvy, have grown up with technology becoming common place in our lives.
· Family orientated
· Prefer flexible working rather than long shifts.
· Confident and ambitious, team players and communicators.
· Want great experience not material things.
· Happy using social media and instant messaging.

	

Generation Z


	· Make up 1-2% of the workforce [23].
· Likely to apply for jobs via social media.
· The smartphone is their go to device.
· Have grown up being connected to the internet and each other.
· They’ve grown up aware of global warming and the need to recycle.


Figure 2



Figure 3 is a further comparison of the five generations.
[image: https://sites.google.com/a/students.mvsd320.org/praise-all-the-generations/_/rsrc/1453782590987/home/generations.jpg?height=639&width=918]



















Figure 3


The examples above are stereotypes of each gender, not every member of each generation has these views. In fact, Knight [27] states that the stereotypes ‘are just not true. There is no evidence that 35-year-old managers today are [fundamentally] different from 35-year-old managers a generation ago.’ This is backed up by Gallo [28] and by research carried out by Twenge [29]. However, both Gallo [28] and Twenge [29] recognise there are small differences between the different generations approach to work. For example, [29] found that ‘long-term employment relationships are decreasing, and that [younger] employees prefer short-term rewards in comparison to long-term rewards.’

Some of the benefits of having a multi generational workforce include:

Diverse Understanding of topics and methods – With the older generations having seen so much and the younger generations having access to so much information, combined they can provide a fuller view of the world their organisation operates in.

Mentoring and Reverse Mentoring – it’s not just older staff who can mentor younger employees but in turn the younger employees can mentor older employees on technology them may be unfamiliar with or new marking channels such as social media.

Innovation – multi generations working in a collaborative environment can create innovative products and services.

Development of Talent Pipeline – My investing in talent management organisations can develop the skills they’ll need for the future.

Different working and communication approaches – This requires an understanding of how each generation prefers to communicate to be successfully managed. Modern technology can be used to meet the needs of the older generations as well as the young.
While each of these is a benefit, if HR departments don’t manage the generational differences effectively, each of these benefits could become negatives, such as:

· Poor cross generational communication because of the different preferences for communicating.
· Younger workers leaving the organisation because the organisation doesn’t meet the needs of Gen. Y and Z wanting to work flexibly, not wanting to work long hours, using outdated technology and not allowing them to contribute to organisational goals.
· Knowledge isn’t shared across the generations, with members of each generation not respecting the knowledge or valuing the contributions of the other generations.

5. [bookmark: _Toc8150760]Technology & The Multi Generational WorkforceBased on the stereotypes it’s expected learning and using modern technology will be a negative subject for older workers. Baby boomers and Gen X’ers arrive at a meeting with their notepad ready to take notes, while the Gen Y and Z’s don’t bring paper to make notes and spend most of the meeting on their phones, which is deemed to be rude and unacceptable behaviour by the older generations. Except the Gen Y & Z’s were taking notes on their phones, using cloud based collaboration software, so when they got back to their desks, the notes were already online and had been shared instantly with the rest of their team. They didn’t need to type up their hand written notes and email them to their colleagues.


[image: Image result for person in meeting on phone]]














Gen Y and Z place a higher value on work life balance, preferring to work flexibly and from home. Where as baby boomers and Gen X’ers place more importance on being present in the office. But every generation can benefit from collaboration technology, allowing them to work more flexibly.

Gen Y’s are now at an age where they’re having children and need to work flexibly around child care. Where as baby boomers may need to care for elderly parents or grandchildren. Therefore, modern collaboration tools such as Microsoft Teams, Google Docs and Hangouts and Slack, enable employees to work from any location and at a time that suits their needs, whilst being as connected to the rest of their colleagues as they would be in the office. 

Cloud based collaboration software is valuable to each generation for different reasons and while it may be more commonly used amongst the younger generations, there are incentives for the older generations to learn to use this software. Working from home on a Friday must universally appealing across the generations.
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In some organisations employees are being provided with fitness trackers such as Fitbits, in exchange for the employees sharing their health data with the organisation. This market is growing so significantly Fitbit has now released a wearable designed specifically for employee health plans [37]. This allows HR to track how active employees are, how much and what quality of sleep they get and how stressed they are. 


[image: FITBIT Inspire Fitness Tracker - Black, Universal]In theory this is a win for all generations. The younger generations are provided with the latest wearables, which itself could be perceived as a reward, and the older generations who’s health is stereotypically declining, are able to have HR loosely monitoring their health and referring them to support services where appropriate.

This is how modern technology is being used by HR to support employee health and well being programs. However, as figure 5 below shows, not everyone has a smartphone, particularly older generations, so they may be socially excluded because they don’t have the necessary technology to make use of the Fitbit. It may additionally cause anxiety among the older generations because they don’t understand what the Fitbit is doing and who is viewing the data. They may believe there is a person(s) employed solely to view their activity data.



















The value of showing respect and appreciation for the knowledge and skills of other generations is  important for a harmonious working environment. Through the use of both specialist HR software such as: HiBob [32], BambooHR [33] and Applauz [40] and Enterprise Resource Planning (ERP) tools such as Microsoft Dynamics [34] and SAP ERP [35], employees are able to reward each other with shout outs and badges, see figure 4.  This is a great way of individuals visually achieving recognition for the knowledge and skills from their peers. Recognition badges and awards can be brought in to performance reviews where there is potential to achieve further rewards.
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Figure 4


HR software tools are increasingly cloud based, meaning users can mostly log in from a variety of devices and locations. With smartphone ownership at around 50% of baby boomers and at 97% for Gen Y and Z’s (see figure 5) it’s easy to see how being able to access these tools remotely can be advantage to all generations when wanting a days leave for what ever reason. No longer do they have to pluck up the courage to call in to their manager in the morning to ask for leave. Those with the tools and inclination to do so can log in on their smartphone to their organisations HR system and book a day’s leave.

This is not to say that this is for everyone. Good management will recognise and accommodate the subtle differences and communication preferences of generations. So some may choose to ignore this capability, preferring to speak directly to their manager because they feel that it is the correct way to behave.





















Smartphone Users in UK By Age
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Figure 5




Technology is also changing how organisations are recruiting employees. For example, the days of DVLA printing 500 application forms and taking them to the local job centre for a variety of jobs at the same pay grade are gone. Employers are increasingly recruiting through social media by identifying individuals with the right skills for specific roles. This is advantageous to younger generations who are social media savvy, but if not balanced with more traditional forms of recruitment, could be discriminating against older generations and preventing employers from finding the people with the skills they need in some cases.

6. [bookmark: _Toc8150761]The Effect of the Multi Generational Workplace

[bookmark: _Toc8150762]6.1 Employee Engagement
The Kruse [38] sums up employee engagement as ‘the emotional commitment the employee has to the organization and its goals.’ Organisations that have high employee engagement normally have higher profit margins, lower absenteeism and staff turnover, and employees show more discretionary effort. 

To achieve a highly engaged multi generational workforce, tailoring leadership style and rewards specifically to gender stereotypes is not likely to please every employee. Not every employee matches their gender stereotype. However, having the flexibility to tailor rewards to individuals and flexibly manage individuals based on their own preferences, is certainly likely to be advantageous. 

Baby boomers stereotypically prefer strong rules, command and control leadership and face to face communication. Historically baby boomers and Gen X’ers have been given financial rewards as recognition for their work and have been subject to transactional and authoritarian management styles. Whereas Gen Y & Z’ers seek autonomy and flexibility. They’re not necessarily directly after financial rewards but experiences instead. Millennials are not going to want to hear about ‘the good old days’ from their managers, they will instead want to be able to work flexibly, blurring work and non work time. This will require managers to shift from managing by staff being present in the office, to managing by output instead. 

Failure to consider the different traits of each generation and their needs and expectations of their employer will likely result in low employee engagement.

[bookmark: _Toc8150763]6.2 Job Satisfaction
Job satisfaction, employee engagement and employee and ultimately organisational performance go hand in hand. CIPD [36] ‘Employees who have good quality jobs and are managed well, will not only be happier, healthier and more fulfilled, but are also more likely to drive productivity, better products or services, and innovation.’ 

Baby boomers and Gen X’ers previously worked to achieve basic needs on Maslow’s Hierarchy of needs, see figure 6. They worked to put food on the table, keep a roof over their family’s heads and heat and light their home. Millennials and Gen Z’s typically expect to achieve these needs in the 21st century, and seek employers who can enable them to achieve higher psychological needs such as belonging to a worthy cause, accomplishing something of value and achieving their full potential (self actualisation). This is probably the biggest generational difference in what provides an employee with job satisfaction.

[image: Image result for maslow's hierarchy of needs]














Figure 6
Figure 6

 
Although regardless of a worker’s generation, there are universal needs employees have from their employers that will lead to high job satisfaction:
· Opportunity for learning, access to training, coaching and mentors.
· Being in a role that utilises their skills and knowledge.
· Clear and achievable objectives.
· The right tools to do the job.
· Opportunities for career advancement.


7. [bookmark: _Toc8150764]Multi Generational Workforce Strategy

[bookmark: _GoBack]The author has devised a HR strategy to create organisational value from a multi generational work force at the Driver and Vehicle Licensing Agency (DVLA). The key steps within the strategy are, Enlighten, Empower, Actualisation. Please see below for the strategy document.
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8. [bookmark: _Toc8150765]Summary 

Many organisations are moving their focus from managing an aging workforce to managing a multi generational one [41]. For the first time in history there are five generations within the workplace [27]. There are some key differences between the generations in terms of how they like to be managed and communicated to [42]. There are cross generational similarities in how they view team working and coaching and mentoring [42]. Case studies show that older employees take longer to adapt to change and are sceptical of the value younger employees can bring to an organisation [43], [44]. Flexible working using collaboration software can be advantageous to meeting the different needs across the different generations. There is a link between employee engagement and organisational outcomes, because of this HR departments need to consider cross generational approaches to managing their workforces [44].
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New rewards [16]. In much the same way as the mix of generations in the work place “The rapid increase in data availability and the advent of powerful =
want to be treated as individuals, this also relates to how they are people analytics tools have generated rich opportunities for HR' [13].
rewarded. Millennials are seeking employers whose reward and People data Whilst there are benefits to equipping your workforce with connected
recognition schemes are aligned to their own principles [14], [17]. wearables to monitor health, there can be a dark side to employers

having this much data about individuals. Employers need to act
ethically and with integrity to ensure the data collected s used for only
“Instead of a steady progression along a job-based pathway, leading its intended purpose. Particularly with the coming of GDPR [19]
Experiences not careers | organisations are shifting towards a model that empowers individuals
to acquire valuable experiences, explore new roles, and continually

reinvent themselves’ [13]. Nowadays employees are not necessarily Recruitment through  Using social media tools such as Linkedin to identify individuals with
Experiences not careers | looking to climb the corporate ladder as quickly and directly as social media the right skills and experiences for the roles [14]. Posting tests and
(Gent) possible. Many employees are moving sideways to gain relevant games online, allowing people to solve them in a fun, no pressure

experience and experiment in their careers. Millennials see themselves environment. Then hiring the users with the highest scores.

as the product that employers are purchasing, and so they are

investing in themselves to gain experience and knowledge of as broad

a range of skills and topics related to their area of interest as possible. Gamification “Gamification can be used as a candidate screener, turning tests of
critical skill sets and cognitive abilities into fun engagement’ [15].

“An organisation’s track record of corporate citizenship and social |
impact now has a direct bearing on its core identity and strategy.
Citizenship and social | Engagement with other stakeholders on topics such as diversity,
impact gender pay equity, income inequality, immigration and climate change
can lift financial performance and brand value, while failure to engage
can destroy reputation and alienate key audiences’ [13]

As the line between work and life blurs further, employees are
demanding that organisations expand their benefits offerings to

Well-being include a wide range of programmes for physical, mental, financial, and
spiritual health. In response, employers are investing in wellbeing
programmes as both a societal responsibility and a talent strategy’
[13].
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individual needs, wishes and capabilities of candidates and employees dramatically accelerated in the last year, transforming in-demand roles
Mix of generations  are the starting point is difficult’ [12]. In today’s workforce, increasingly Al robotics and and skills inside and outside organisations’ [13]. Increasingly human
demanding millennials are seeking to be part of something bigger and contribute automation will replace | tasks are being automated by machines. But machines cannot match
personalisation of HR | to something for the good of society [17]. At the same time the baby some humans. humans in providing care and roles where emotional skills such as
boomers are coming to the end of their working life, with a much empathy and understanding are needed. Employers need to start
different approach to work and reward [18]. architecting their future operational model to understand how the
value of humans and machines can be maximised.
Building trust between employees and the organisation ‘because many
Developing a culture of | of the HR initiatives are designed under the assumption that “New communications tools are rapidly entering the workplace. But as
trust employees trust the organisation and that employees trust technology. Hyper-connected  these tools migrate from personal life to the workplace, organisations
Unfortunately, the trust level might be lower than we expect’ [12]. workplace must apply their expertise in team management, goal-setting, and
employee development to ensure they actually improve performance’
[131.
‘Companies that fundamentally revamp their rewards programs to
make them more varied and personalized are seeing positive results’
New rewards [16]. In much the same way as the mix of generations in the work place “The rapid increase in data availability and the advent of powerful
want to be treated as individuals, this also relates to how they are people analytics tools have generated rich opportunities for HR' [13].
rewarded. Millennials are seeking employers whose reward and People data Whilst there are benefits to equipping your workforce with connected
recognition schemes are aligned to their own principles [14], [17]. wearables to monitor health, there can be a dark side to employers
having this much data about individuals. Employers need to act
ethically and with integrity to ensure the data collected is used for only
“Instead of a steady progression along a job-based pathway, leading its intended purpose. Particularly with the coming of GDPR [19]
Experiences not careers | organisations are shifting towards a model that empowers individuals
to acquire valuable experiences, explore new roles, and continually
reinvent themselves’ [13]. Nowadays employees are not necessarily Recruitment through  Using social media tools such as Linkedin to identify individuals with
Experiences not careers | looking to climb the corporate ladder as quickly and directly as social media the right skills and experiences for the roles [14]. Posting tests and
(Gont) possible. Many employees are moving sideways to gain relevant games online, allowing people to solve them in a fun, no pressure
experience and experiment in their careers. Millennials see themselves environment. Then hiring the users with the highest scores.
as the product that employers are purchasing, and so they are
investing in themselves to gain experience and knowledge of as broad
a range of skills and topics related to their area of interest as possible. ‘Gamification can be used as a candidate screener, turning tests of
critical skill sets and cognitive abilities into fun engagement’ [15].
“An organisation’s track record of corporate citizenship and social 2
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What We'll Do

As an organization we will enable new levels of cross generational
collaboration through the creation of people centred networks, that
are supported by modern technology, to make collaborative cross
generational working from anywhere, anytime as seamless as working
with the person next to you.

Why We’re Doing
This

With 5000 employees spread over
an age range between 1810 69
years of age, with some employees
reaching over 40 years service at
DVLA, we recognise we have a
wealth of untapped knowledge,
experience and skills that we aim to
unlock

We're doing this to achieve
organizational value — improved
outcomes for our organization and
as our organization is our people -
to create new value and
opportunities for our employees.





image22.png
How We’ll Do

This





image23.png
+Reduced resource consumption including utiltes, stationary and business
travel

+Reduced time to market for projects and new ideas

«Reduced Total Cost of Ownership (TCO).





image24.png
Enlighten
Workshop 1

Employees will be guided through learming
about

+ Gender Theory

+ The Power of One Theory
* Working Collaboratively
* Managingfor Performance

Employees will be taken through exercises
tochallenge gender stereotypes and
challenge the perception of their gender
by members of other generations.

Employees return to their roles, challenged
to think differently about how they
collaborate, communicateand interact
with one another.

Empower
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Employees will explore the opportunities
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Software to work s a team.
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view points on reward, recognition and
feedback

They will practice working remotely from
each other whilst working on a group task.

Employees will be challenged to explore
their generational stereotype preferences
and suggestnew ways of working that
create cross generational value.
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A one size management approach does not suit all ‘where the “The influx of Al, robotics, and automation into the workplace has
individual needs, wishes and capabilities of candidates and employees dramatically accelerated in the last year, transforming in-demand roles
Mix of generations  are the starting point is difficult’ [12]. In today’s workforce, increasingly Al robotics and and skills inside and outside organisations’ [13]. Increasingly human
demanding millennials are seeking to be part of something bigger and contribute automation will replace | tasks are being automated by machines. But machines cannot match
personalisation of HR | to something for the good of society [17]. At the same time the baby some humans. humans in providing care and roles where emotional skills such as
boomers are coming to the end of their working life, with a much empathy and understanding are needed. Employers need to start
different approach to work and reward [18]. architecting their future operational model to understand how the
value of humans and machines can be maximised.
Building trust between employees and the organisation ‘because many
Developing a culture of | of the HR initiatives are designed under the assumption that “New communications tools are rapidly entering the workplace. But as
trust employees trust the organisation and that employees trust technology. Hyper-connected  these tools migrate from personal life to the workplace, organisations
Unfortunately, the trust level might be lower than we expect’ [12]. workplace must apply their expertise in team management, goal-setting, and
employee development to ensure they actually improve performance’
[131.
‘Companies that fundamentally revamp their rewards programs to
make them more varied and personalized are seeing positive results’
New rewards [16]. In much the same way as the mix of generations in the work place “The rapid increase in data availability and the advent of powerful
want to be treated as individuals, this also relates to how they are people analytics tools have generated rich opportunities for HR' [13].
rewarded. Millennials are seeking employers whose reward and People data Whilst there are benefits to equipping your workforce with connected
recognition schemes are aligned to their own principles [14], [17]. wearables to monitor health, there can be a dark side to employers
having this much data about individuals. Employers need to act
ethically and with integrity to ensure the data collected is used for only
“Instead of a steady progression along a job-based pathway, leading its intended purpose. Particularly with the coming of GDPR [19]
Experiences not careers | organisations are shifting towards a model that empowers individuals
to acquire valuable experiences, explore new roles, and continually
reinvent themselves’ [13]. Nowadays employees are not necessarily Recruitment through  Using social media tools such as Linkedin to identify individuals with
Experiences not careers | looking to climb the corporate ladder as quickly and directly as social media the right skills and experiences for the roles [14]. Posting tests and
(Gont) possible. Many employees are moving sideways to gain relevant games online, allowing people to solve them in a fun, no pressure
experience and experiment in their careers. Millennials see themselves environment. Then hiring the users with the highest scores.
as the product that employers are purchasing, and so they are
investing in themselves to gain experience and knowledge of as broad
a range of skills and topics related to their area of interest as possible. Gamification ‘Gamification can be used as a candidate screener, turning tests of
critical skill sets and cognitive abilities into fun engagement’ [15].
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A one size management approach does not suit all ‘where the “The influx of Al, robotics, and automation into the workplace has
individual needs, wishes and capabilities of candidates and employees dramatically accelerated in the last year, transforming in-demand roles
Mix of generations  are the starting point is difficult’ [12]. In today’s workforce, increasingly Al robotics and and skills inside and outside organisations’ [13]. Increasingly human
demanding millennials are seeking to be part of something bigger and contribute automation will replace | tasks are being automated by machines. But machines cannot match
personalisation of HR | to something for the good of society [17]. At the same time the baby some humans. humans in providing care and roles where emotional skills such as
boomers are coming to the end of their working life, with a much empathy and understanding are needed. Employers need to start
different approach to work and reward [18]. architecting their future operational model to understand how the
value of humans and machines can be maximised.
Building trust between employees and the organisation ‘because many
Developing a culture of | of the HR initiatives are designed under the assumption that “New communications tools are rapidly entering the workplace. But as
trust employees trust the organisation and that employees trust technology. Hyper-connected  these tools migrate from personal life to the workplace, organisations
Unfortunately, the trust level might be lower than we expect’ [12]. workplace must apply their expertise in team management, goal-setting, and
employee development to ensure they actually improve performance’
[131.
‘Companies that fundamentally revamp their rewards programs to
make them more varied and personalized are seeing positive results’
New rewards [16]. In much the same way as the mix of generations in the work place “The rapid increase in data availability and the advent of powerful
want to be treated as individuals, this also relates to how they are people analytics tools have generated rich opportunities for HR' [13].
rewarded. Millennials are seeking employers whose reward and People data Whilst there are benefits to equipping your workforce with connected
recognition schemes are aligned to their own principles [14], [17]. wearables to monitor health, there can be a dark side to employers
having this much data about individuals. Employers need to act
ethically and with integrity to ensure the data collected is used for only
“Instead of a steady progression along a job-based pathway, leading its intended purpose. Particularly with the coming of GDPR [19]
Experiences not careers | organisations are shifting towards a model that empowers individuals
to acquire valuable experiences, explore new roles, and continually
reinvent themselves’ [13]. Nowadays employees are not necessarily Recruitment through  Using social media tools such as Linkedin to identify individuals with
Experiences not careers | looking to climb the corporate ladder as quickly and directly as social media the right skills and experiences for the roles [14]. Posting tests and
(Gont) possible. Many employees are moving sideways to gain relevant games online, allowing people to solve them in a fun, no pressure
experience and experiment in their careers. Millennials see themselves environment. Then hiring the users with the highest scores.
as the product that employers are purchasing, and so they are
investing in themselves to gain experience and knowledge of as broad
a range of skills and topics related to their area of interest as possible. Gamification ‘Gamification can be used as a candidate screener, turning tests of
critical skill sets and cognitive abilities into fun engagement’ [15].
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want to be treated as individuals, this also relates to how they are people analytics tools have generated rich opportunities for HR' [13].
rewarded. Millennials are seeking employers whose reward and People data Whilst there are benefits to equipping your workforce with connected
recognition schemes are aligned to their own principles [14], [17]. wearables to monitor health, there can be a dark side to employers

having this much data about individuals. Employers need to act
ethically and with integrity to ensure the data collected s used for only
“Instead of a steady progression along a job-based pathway, leading its intended purpose. Particularly with the coming of GDPR [19]
Experiences not careers | organisations are shifting towards a model that empowers individuals
to acquire valuable experiences, explore new roles, and continually

reinvent themselves’ [13]. Nowadays employees are not necessarily Recruitment through  Using social media tools such as Linkedin to identify individuals with
Experiences not careers | looking to climb the corporate ladder as quickly and directly as social media the right skills and experiences for the roles [14]. Posting tests and
(Gent) possible. Many employees are moving sideways to gain relevant games online, allowing people to solve them in a fun, no pressure

experience and experiment in their careers. Millennials see themselves environment. Then hiring the users with the highest scores.

as the product that employers are purchasing, and so they are

investing in themselves to gain experience and knowledge of as broad

a range of skills and topics related to their area of interest as possible. Gamification “Gamification can be used as a candidate screener, turning tests of
critical skill sets and cognitive abilities into fun engagement’ [15].

“An organisation’s track record of corporate citizenship and social |
impact now has a direct bearing on its core identity and strategy.
Citizenship and social | Engagement with other stakeholders on topics such as diversity,
impact gender pay equity, income inequality, immigration and climate change
can lift financial performance and brand value, while failure to engage
can destroy reputation and alienate key audiences’ [13]

As the line between work and life blurs further, employees are
demanding that organisations expand their benefits offerings to

Well-being include a wide range of programmes for physical, mental, financial, and
spiritual health. In response, employers are investing in wellbeing
programmes as both a societal responsibility and a talent strategy’
[13].
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