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THE GENERATION GAP



1.Bea Bourne, “Phenomenological Study of Generational Response to Organizational Change” (doctoral dissertation, University of Phoenix, 2009).

2.“Labor Force Composition by Generation” infographic, Pew Research Center.

https://www.questia.com/library/journal/1G1-443550186/phenomenological-study-of-generational-response-to
http://www.pewresearch.org/fact-tank/2018/04/11/millennials-largest-generation-us-labor-force/ft_15-05-04_genlaborforcecompositionstacked-2/


Silent

1925-1942

Depression
Cautious

Boomer

1946-1964
Idealism

Experience

GenX

1965-1980
Culture

Entrepreneurial

Generation Z

• 1995- 2010

• Video

• Accessible

• Independent

Gen Alpha

2011-2025

All Digital
On-Demand

ESG

Millennial

1981-1995
Mobile

Collaborative

Generation Z

1995-2010

Video
Accessible

Independent

Generations Timeline



• Optimistic
• Competitive
• Workaholic
• Team-Oriented
• Motivated By: Firm Loyalty, Teamwork, Duty
• Communication Style: Phone or Face-to-Face
• World View: Achievement Comes from Hard Work 

and After Paying One’s Dues

1946 – 1964
Baby Boomers

Sacrifice = Success



• Flexible
• Informal
• Skeptical
• Independent
• Motivated By: Diversity, Work/Life Balance, Personal 

Career Goals rather than Firm’s Interest
• Communication Style: Whatever is the Most Efficient!
• Worldwide Views: Favoring Diversity, Quick to Move on if 

Employer Fails to Meet Their Needs 

1965 – 1980
Generation X

Independent and Flexible



• Competitive
• Civic and Open-Minded
• Achievement-Oriented
• Motivated By: Responsibility, Quality of Their Leaders, Unique

Work Experience
• Communication Style: Texts and Emails
• Worldview: Seeks Challenge, Growth, Fun Work Life and 

Work/Life Balance, Likely to Leave Firm if They Don’t Feel Like 
They are Heard and Valued

1981 – 1995
Millennials

Flexibility and Uniqueness



• Global
• Entrepreneurial
• Progressive
• Less Focused
• Motivated By: Diversity, Personalization, Individuality, 

Creativity
• Communication Style: Text, Social Media, Zoom
• Worldview: Value Independence and Individuality, Need to 

Have Innovative Leaders, Appreciate New Technologies

1995 – 2010
Generation Z

It’s All About Me!
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They Learn Differently
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They Work Differently



There are differences in 
how they work, 

communicate and 
respond to change.

Each Generation Has Defining 
Values, Beliefs and Worldviews
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Retention and Engagement



Twelve questions to measure the strength of a workplace

Core Elements needed to attract, focus and keep the most talent employees

• Do I know what is expected of me at work?

• Do I have the materials and equipment I need to do my work right?

• At work, can I do what I do best every day?

• In the last seven days, have I received recognition or praise for good work?

• Does my supervisor, or someone at work, seem to care about me as a person?

• Is there someone at work who encourages my development?

• At work, do my opinions seem to count?

• Does the mission/purpose of my firm make me feel like my work is important?

• Are my co-workers committed to doing quality work?

• Do I have a best friend at work?

• In the last six months, have I talked with someone about my progress?

• At work, have I had the opportunities to learn and grow?



Drivers of Engagement



The other side of the coin

Lack of Lack of 

Lack of 



The Dark Side







Owning your people…..  



On-boarding and integration

• 30-60-90-day plan

• Mentoring

• Point partner

• Check-in 
conversations

• Buddy

• Surveys 



❖ Recognize contributions

❖ Learn about their 

situation

❖ Probe and share

❖ Shift to the future

How partners can 

conduct “check-in” 

conversations with 

associates



Sample questions to guide the 
conversation:

• Tell me about the XYZ matter

• What led to your involvement?

• Who are the clients you are 
spending the most time with these 
days? Tell me more…

• Whom are you working with the 
most these days? Tell me more…

• What else are you working on that 
you are enjoying? Tell me more…

1. Recognize their 
contributions

Recognition is the “price of 
admission” for a fruitful conversation. 
Gather information about the 
associate's matters and situation in 
advance to be able to pass on praise 
and demonstrate you know what’s 
going on



Sample questions to guide the 
conversation:

• What new experiences are you 
looking for?

• Has you work-from home/coming 
into the office routine changed?

• What is [spouse’s] work routine 
these days? What have the 
[children] been up to? 

• What’s the real challenge for you in 
[… context]? How can I help? 

2. Learn more about 
their situation

Focus on what has been happening 
in their lives (both inside and outside 
of the office). Guard against making 
assumptions



Sample questions to guide the 

conversation:

• That’s interesting. Tell me more 

about that.

• What’s an example of that?

• I’ve had a similar challenge and 

here’s how I approached it. 

• What led to that?

• Walk me through that

• How can I help? 

3. Probe and share

Probe to understand (the first thing 

they say is unlikely to be what they 

believe is most important). 

Be prepared to share your own 

challenges and experience, as 

appropriate, to encourage the 

associate to share.

Don’t be judgemental. 



Sample questions to guide the 
conversation:

• What work would you like to be doing 
three months from now, and with 
whom?

• What changes would you like to be 
making to your home or office 
routines? 

• What would have to happen for you to 
feel more engaged in the team/ to be 
enjoying yourself more [six months 
from now]? 

• What questions do you have about 
what’s expected of you [for 
progressing to the next level, client 
relationships, etc. etc.]? 

4. Shift the 
conversation to the 
future

Probe to understand (the first thing 
they say is unlikely to be what they 
believe is most important). 

Be prepared to share your own 
challenges and experience, as 
appropriate, to encourage the 
associate to share.

Don’t be judgemental. 





Fireside Chat
Warren Smith LL.B., Managing Partner



Market Overview

• Record demand for lateral hiring in 2021

• Impact of US market on Canada 
(recruitment up 100% in 18 months)

• Geographic Fluidity of Talent

• In-House is struggling to keep up with 
private practice

• If you wanted to move, you had options.

• Market is shifting – recession, inflation, 
fatigue



Growth by Practice Year over Year 2020:2021

• +10.6% M&A

• +10% R/E

• +8.1% Corporate

• +4.1% Tax 

*Thomson Reuters State of Market 
Report 2022



Market Attrition

• Associates vs. Partners

• Associate attrition increased

• Partner attrition decreased

• Implications of shifts in these 
trends

• Why is This Happening?



Factors in Lateral Movement with Associates

Three Psychological Needs For 
Work:

1. Sense of 
Competence, 
Mastery of Craft

2. Autonomy in how 
you do your work

3. Positive and 
Meaningful 
relationships in 
the workplace



Why Associates May Consider a Lateral 
Move

• Mentorship, belief they will be invested 
in and achieve mastery.

• Autonomy

• Growth, sense of team, sense of 
purpose

• Compensation, clear path forward

• Associates may be asking for conflicting 
outcomes




