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W
hen it comes to
discovering, nur-
turing and keep-
ing the cream of

the crop of the next generation
of leaders, employers need to
keep two simple words in
mind: employee engagement.

If a company’s strategy does-
n’t include a focus on employee
engagement, then it’s on the
wrong track. The more em-
ployees care about what they
do and how they do it, the
more they will contribute to
the bottom line. Young leaders
of the future are looking for
three things from their em-
ployer: a company they can be
proud of, the ability to do the
job they way they want and an
opportunity for personal
growth and development.

Pride in their employer

Future leaders need to have
pride in the company they
work for. They care about
whether their company is pol-
luting the environment or
cleaning it up. They are eager
to work for a company that’s
improving the planet. They’ll
put in the extra effort if they
can see a purpose. This is why
corporate social responsibility
is becoming so important. 

Does the company encour-
age employees to actively par-
ticipate in its environmental
and philanthropic endeavours?
This philosophy and the corre-
sponding activities are engage-
ment drivers that go a long

way in promoting employee
pride.

Doing the job on their terms 

Future leaders want their in-
dividuality respected, but not
in terms of family status, cul-
tural preference or wardrobe
choices. They want respect in
how they choose to get their
job done.

Employers tend to think it’s
only managers who want the
tools with which to measure
employee performance. But all
employees are clamouring for
such rigour. One group of em-
ployees that worked for a ma-
jor bank asked to be given reg-
ular written tests to ensure
they stayed current. They
wanted to ensure they knew
about the company’s products
in order to be accurate and ef-
fective with their customers.
They had a high “care” factor.

Future leaders are looking
for employers to let them do
their job on their own terms.
They are asking the employer

to tell them what is wanted as
an outcome and then to let the
employee themselves figure
out how best to make it hap-
pen. They say, “Give me the
right tools and support, tell me
the outcome, and I’ll figure out
the process.” More and more,
these future leaders want to
know their company’s mission,
vision and values — and then
within those parameters they
want to decide how to best get
the job done.  

To that end, a structured
performance measurement
protocol is warmly welcomed
by these employees. It is a
safeguard to ensure they are
adequately recognized for
their contributions. Providing
individuals empowerment in
how to get the job done, to-
gether with an effective per-
formance measurement sys-
tem, is an ideal way to
promote employee engage-
ment.

Fostering personal growth

These workers are an ambi-
tious and impatient lot. They
want to be promoted quickly
and given more responsibility.
They want to deliver and don’t
want to to disappoint. Far from
being afraid of a challenge,
they want the training to rise
to challenges.  

But here’s an important
point: They don’t want to be
given training for the job they
currently hold. They want to
be trained for the job they will

have two promotions from
now.

Younger employees are also
eager to learn from each oth-
er. Networking events, oppor-
tunities to share ideas with
each other and conferences
are big. They want to learn
from each other’s mistakes
and share best practices. Al-
though there is some inherent
internal competition among
young employees, manage-
ment can foster an environ-
ment of shared learning.

To respond to this demand,
one telecommunications com-
pany developed “cohorts” and
organized networking events
for employees who joined the
company in a given year.
These employees “grow up” in
the company together. They
compare their career progress
with each other and share on
an ongoing basis how they
overcame challenges along the
way. They become support
teams for each other.

But there’s one little hitch in
all of this. Getting it right
means really understanding
what employees need individu-
ally. Feel comfortable asking
them what they need and en-
sure they feel heard by re-
sponding with direct and
meaningful action. 
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