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e ATTRACT & RETAIN TALENT:
ROADMAP TO ATTRACTING &
RETAINING ROCKSTARS HANDOUT
o A HIGH-LEVEL FRAMEWORK FOR

BUILDING, HIRING, DEVELOPING, AND
ELEVATING TALENT IN TODAY’S
MULTI-GENERATIONAL WORKPLACE.

e GENERATIONAL SELF-AUDIT TOOL
o A REFLECTIVE ASSESSMENT TO
IDENTIFY LEADERSHIP BLIND SPOTS,
GENERATIONAL ASSUMPTIONS, AND
ORGANIZATIONAL STRENGTHS.

« INTERVIEW PANEL DECISION TREE
o A PRACTICAL GUIDE TO
DETERMINING WHO SHOULD (AND
SHOULD NOT) BE INVOLVED IN THE
INTERVIEW PROCESS TO PROTECT
FAIRNESS, CULTURE, AND
CANDIDATE EXPERIENCE.

FIND MORE GREAT ATTRACT & RETAIN
HANDOUTS ONLINE AS A MEMBER AT
WWW.GENWHY.COM:




ROADMAP TO ATTRACTING & RETAINING ROCKSTARS

ASSESS « CAPTURE - DEVELOP « ELEVATE

ASSESS FIRST
« YOU CAN'T FIX WHAT YOU DON'T KNOW.
« TAKE AN HONEST LOOK AT WHAT YOU HAVE BEFORE CHASING WHAT YOU
WANT.
« MOST GENERATIONAL FRUSTRATIONS ARE CREATED, NOT INHERITED.
« STOP BLAMING GENERATIONS — START EXAMINING SYSTEMS,
EXPECTATIONS, AND LEADERSHIP BEHAVIORS.

LEADERSHIP GUT-CHECK: WHAT PRACTICES HAVE WE NORMALIZED THAT ARE
CAUSING BURNOUT, DISENGAGEMENT, OR RESENTMENT?
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Traditionalist 1924-1933 - Traditionalist ~ 98NWHY
1924-1945 1934-1945 - Silent

1246-1955 - Baby Boomers
1955-1965 - Flower Children

Generation X 1965-1977 - Generation X
1965-1984 1978-1984 - Xennials
Millennials 1985-1994 - Millennials
1985-2005 1995-2005 - Gen Z
Generation Alpha 2006-2019 - Generation Alpha
2006-present 2020 - Covid Babies, name TBD

genWHY micro-generations breakdown, US Census 2020 (c) www.genwhu.com
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ROADMAP TO ATTRACTING & RETAINING ROCKSTARS

ASSESS « CAPTURE - DEVELOP « ELEVATE

CAPTURE THE RIGHT PEOPLE
« FINDING THE RIGHT PEOPLE UP FRONT REDUCES TURNOVER AND
INCREASES ENGAGEMENT.
« BRANDING MATTERS (YES, REALLY.)
o YOUR JOB POSTING IS MARKETING.
o YOUR INTERVIEW PROCESS IS CULTURE.
o EVERY INTERACTION SHAPES HOW CANDIDATES VIEW WORKING
HERE.
« KEY CAPTURE RULES:
o 1. AUDIT JOB POSTINGS — CLEAR ROLE? REALISTIC EXPECTATIONS?
REMOVE ABLEIST OR OUTDATED LANGUAGE.
2. YOU REPRESENT THE ORGANIZATION — EVEN REJECTED
CANDIDATES SHOULD FEEL RESPECTED.
3. NO GHOSTING — ROCKSTARS DON'T WAIT. COMMUNICATE OFTEN
AND CLEARLY.
4. INTERVIEW BETTER — CAN THEY DO THE JOB AND FIT THE TEAM?
5. FIX THE APPLICATION PROCESS - LONG, CLUNKY PROCESSES LOSE
GREAT PEOPLE.

[¢]

o

[¢]

[¢]

DEVELOP INTENTIONALLY
« GREAT TALENT DOESN'T GROW ACCIDENTALLY.
« FOCUS ON SKILL-BUILDING:
o CONFLICT RESOLUTION
o TAKING INITIATIVE & SMART RISKS
o TIME MANAGEMENT
o UNDERSTANDING THE DIFFERENCE BETWEEN EXCELLENT VS GOOD
VS AVERAGE
« REMEMBER: > STRUGGLE TIME DELAYS GRATIFICATION — AND BUILDS
CONFIDENCE, PROBLEM-SOLVING, AND OWNERSHIP.
YOUR ROLE IS TO BE A RESOURCE, NOT THE FIRST ANSWER.




ROADMAP TO ATTRACTING & RETAINING ROCKSTARS

ASSESS « CAPTURE - DEVELOP - ELEVATE

ELEVATE VISIBLY

« PUBLICLY TAP FUTURE LEADERS AND MAKE IT MEAN SOMETHING.

« LEADERSHIP PROGRAMS OUTPERFORM ONE-TO-ONE MENTORSHIPS.
« SELECTION SHOULD FEEL EARNED AND SPECIAL.

« RECOGNITION BUILDS MOTIVATION AND RETENTION.

« MAKE YOUR FUTURE LEADERS FAMOUS INSIDE YOUR ORGANIZATION.

THE 10 ABILITIES
o SELF SACRIFICE
« ORGANIZE AND PRIORITIZE
« WORK IN ATEAM
e RESOLVE CONFLICT
o LISTEN ACTIVELY
e HANDLE PRESSURE & DEADLINES
e SELF MONITOR
« SELF REGULATE
o ADAPT
« COMMUNICATE

4 MAJOR TEAM ROLES
o DECISION MAKER
e INFLUENCER
« WORKER BEE
o« ANALYST




GENWHY GENERATIONAL LEADERSHIP SELF-AUDIT

TAKE THIS QUIZ ONLINE:
WWW.GENWHY.COM/POST/GENERATIONAL-LEADERSHIP-SELF-AUDIT

REFLECTIVE ASSESSMENT TO IDENTIFY LEADERSHIP BLIND SPOTS, GENERATIONAL
ASSUMPTIONS, AND ORGANIZATIONAL STRENGTHS

PURPOSE OF THIS TOOL

THIS GENERATIONAL SELF-AUDIT IS DESIGNED TO HELP LEADERS PAUSE, REFLECT,
AND EVALUATE HOW EFFECTIVELY THEY LEAD ACROSS GENERATIONS. IT
SURFACES BLIND SPOTS, ASSUMPTIONS, AND STRENGTHS RELATED TO
COMMUNICATION, TRUST, FEEDBACK, MOTIVATION, AND ORGANIZATIONAL
CULTURE.

THIS IS NOT A PERSONALITY TEST OR A GENERATIONAL STEREOTYPE QUIZ. IT IS A
LEADERSHIP MIRROR—GROUNDED IN GENWHY RESEARCH, WORKPLACE
COMMUNICATION SCIENCE, AND REAL-WORLD FACILITATION EXPERIENCE.

USE IT AS:
« A PERSONAL LEADERSHIP REFLECTION
« ATEAM OR LEADERSHIP COHORT ACTIVITY
« A CONVERSATION STARTER FOR GROWTH AND DEVELOPMENT

HOW TO USE:
« READ EACH STATEMENT CAREFULLY
« RATE YOURSELF BASED ON WHAT YOU CONSISTENTLY DO, NOT WHAT YOU
INTEND TO DO
« BE HONEST—THIS IS FOR DEVELOPMENT, NOT JUDGMENT

SCALE: 1 = RARELY | ALMOST NEVER TRUE
2 = OCCASIONALLY TRUE
3 = SOMETIMES / INCONSISTENTLY TRUE
4 = OFTEN TRUE
5 = CONSISTENTLY /| ALMOST ALWAYS TRUE

SECTION 1: GENERATIONAL AWARENESS & ASSUMPTIONS
HOW WELL DO YOU UNDERSTAND AND CHALLENGE GENERATIONAL NARRATIVES?

1.1 CAN CLEARLY ARTICULATE HOW DIFFERENT GENERATIONS WERE SHAPED BY
HISTORICAL, ECONOMIC, AND SOCIAL FORCES—NOT JUST AGE.

2.1 ACTIVELY CHALLENGE MY OWN ASSUMPTIONS ABOUT WORK ETHIC, LOYALTY,
AND PROFESSIONALISM.

3.1 AVOID PHRASES LIKE “KIDS THESE DAYS” OR “BACK IN MY DAY” WHEN
EVALUATING PERFORMANCE.

4.1 RECOGNIZE THAT COMMUNICATION PREFERENCES ARE SHAPED BY
EXPERIENCE, NOT RESPECT LEVELS.

5.1 ADAPT EXPECTATIONS WITHOUT LOWERING STANDARDS.

SECTION SCORE: ___ /25



SECTION 2: COMMUNICATION & FEEDBACK ACROSS GENERATIONS
HOW EFFECTIVELY DO YOU COMMUNICATE IN WAYS OTHERS CAN HEAR—NOT JUST
HOW YOU PREFER TO SPEAK?

1.1 ADJUST MY COMMUNICATION STYLE (FORMAT, TONE, TIMING) BASED ON MY
AUDIENCE.

2.1l UNDERSTAND THAT DIRECTNESS, FORMALITY, AND FEEDBACK PREFERENCES
VARY BY GENERATION.

3.1 GIVE FEEDBACK IN WAYS THAT BALANCE CLARITY WITH PSYCHOLOGICAL
SAFETY.

4.1 REGULARLY CHECK FOR UNDERSTANDING INSTEAD OF ASSUMING AGREEMENT.

5.1 AM MINDFUL OF NONVERBAL CUES, POWER DYNAMICS, AND EMOTIONAL
CONTEXT.

SECTION SCORE: ___ /25

SECTION 3: TRUST, FLEXIBILITY & CONTROL
HOW DO YOU BALANCE ACCOUNTABILITY WITH AUTONOMY?

1.1 TRUST OUTCOMES MORE THAN APPEARANCES (E.G., HOURS, LOCATION,
STYLE).

2.1 CLEARLY DEFINE EXPECTATIONS BEFORE EVALUATING PERFORMANCE.

3.1 RESIST MICROMANAGING, ESPECIALLY WHEN APPROACHES DIFFER FROM MY
OWN.

4.1 RECOGNIZE WHEN CONTROL IS DRIVEN BY FEAR, NOT EFFECTIVENESS.

5.l EMPOWER DECISION-MAKING AT APPROPRIATE LEVELS.

SECTION SCORE: ___ /25

SECTION 4: MOTIVATION, RECOGNITION & BELONGING
DO PEOPLE FEEL VALUED, SEEN, AND DEVELOPED UNDER YOUR LEADERSHIP?

1.l UNDERSTAND THAT MOTIVATION IS INDIVIDUAL, NOT GENERATIONAL—BUT
PATTERNS EXIST.

2.1 INTENTIONALLY RECOGNIZE CONTRIBUTIONS IN WAYS THAT RESONATE WITH
DIFFERENT TEAM MEMBERS.

3.1l CREATE OPPORTUNITIES FOR GROWTH, NOT JUST ADVANCEMENT.

4.1l UNDERSTAND THE ROLE OF PURPOSE, MEANING, AND IMPACT—ESPECIALLY
FOR YOUNGER GENERATIONS.

5.1 AVOID ASSUMING MONEY IS THE ONLY OR PRIMARY MOTIVATOR.

SECTION SCORE: ___ /25




SECTION 5: ORGANIZATIONAL SYSTEMS & LEADERSHIP IMPACT
WHAT DOES YOUR LEADERSHIP REINFORCE—INTENTIONALLY OR
UNINTENTIONALLY?

1.0UR ONBOARDING PROCESS CLEARLY SETS EXPECTATIONS ACROSS
GENERATIONS.

2.0UR POLICIES REFLECT TRUST, CLARITY, AND ADAPTABILITY—NOT JUST
TRADITION.

3.0UR MEETING STRUCTURES RESPECT TIME, VOICE, AND CONTRIBUTION.

4. WE DEVELOP LEADERS, NOT JUST HIGH PERFORMERS.

5.1 MODEL THE BEHAVIORS | EXPECT OTHERS TO DEMONSTRATE.

SECTION SCORE: ___ /25

GENERATIONAL LEADERSHIP SCORECARD
ADD ALL FIVE SECTION SCORES TOGETHER.
TOTAL SCORE: ___ /125

SCORE INTERPRETATION
105-125 | GENERATIONALLY FLUENT LEADER
YOU DEMONSTRATE STRONG AWARENESS, ADAPTABILITY, AND INTENTIONAL
LEADERSHIP ACROSS GENERATIONS. YOUR CHALLENGE IS SUSTAINABILITY—
CONTINUE REFINING SYSTEMS AND MENTORING OTHERS.

85-104 | STRONG BUT STRETCHING

YOU LEAD EFFECTIVELY IN MANY AREAS BUT MAY HAVE BLIND SPOTS TIED TO
HABITS, ASSUMPTIONS, OR SYSTEMS. FOCUS ON CONSISTENCY AND FEEDBACK
LOOPS.

65-84 | AT RISK OF GENERATIONAL FRICTION

YOU LIKELY EXPERIENCE MISUNDERSTANDINGS, RESISTANCE, OR DISENGAGEMENT.
GROWTH HERE REQUIRES CURIOSITY, FLEXIBILITY, AND SKILL DEVELOPMENT—NOT
BLAME.

BELOW 65 | LEADERSHIP WAKE-UP CALL
YOUR LEADERSHIP APPROACH MAY UNINTENTIONALLY CREATE DISENGAGEMENT OR
TURNOVER. THIS IS AN OPPORTUNITY FOR GROWTH, LEARNING, AND RESET.

REFLECTION PROMPTS (OPTIONAL BUT POWERFUL)
« WHERE DID | SCORE HIGHEST—AND WHY?
« WHERE DID | SCORE LOWEST—AND WHAT ASSUMPTIONS MIGHT BE DRIVING
THAT?
« WHAT IS ONE BEHAVIOR | CAN ADJUST IN THE NEXT 30 DAYS?
« WHO SHOULD | ASK FOR FEEDBACK TO VALIDATE OR CHALLENGE MY
SELF-PERCEPTION?

WANT HELP WORKING THROUGH YOUR GENERATIONAL SELF EVALUATION OVER THE
COMPUTER & GET RECOMMENDATIONS OF WHERE YOU CAN IMPROVE?
THERE’S AN EXERCISE FOR THAT AS A GENWHY 2.0 MEMBER.



Interview Panel Decision Tree

Who Should Be in the Interview Process?

7 Steps to Build the Right Interview Team

STEP 1 | START WITH THE “INTERACTION TEST”

E- Will they work with the candidate? .

Proceed to Step 2. Exclude from interview.

STEP 2 = HOW CLOSE IS THEIR INTERACTION?
l

RARELY /NEVER
[+7] Feedback Only

] Must Interview [/] Consider Interviewing

STEP 3 | ARE THEY FIT TO INTERVIEW?
[] RED FLAGS
[ Listens, Engaged, Professional @ Dominates, Disengaged, Diased

STEP 4 DO THEY REPRESENT OUR CULTURE?

Proceed to Step 5. Provide Feedback Only.

STEP 5 | ASSIGN INTERVIEW ROLES

O _ o000 o
Y- B 0E —
Manager Peer / Team Member HR / Other

STEP 6 | LIMIT PANEL SIZE

- Keep it to 2—4 Interviewers. ———

STEP 7 | WHO DECIDES?

[+/] Decision Maker [ Peer/Team Member [A HR (Fir +Legap)
[ Hiring Manager} <

INCLUDE AS INTERVIEWER IF: DON'T INCLUDE AS INTERVIEWER IF:

[~ Warks closely with candidate. [] No Role with Candidate.
[~ Positive & Engaged. ' [] Negative or Disengaged.
[ Asks Fair Questions [ Asks Biased Questions.

ANT HELP WORKING THROUGH THE DECISION MAKING TREE OVER THE COMPUTER?
THERE’S AN EXERCISE FOR THAT AS A GENWHY 2.0 MEMBER.



DISCOVER MORE GREAT EXERCISES AS A
GENWHY 2.0 MEMBER

Develop.
Empower.

. RETAIN.

Step into the genWHY experience, where we're
not just pushing generational boundaries;
we're rewriting the playbook.

For example:
¢ Interview Questions: Soft Skills & Executive Functioning
o A comprehensive bank of 100 behavior-based interview questions designed to

evaluate adaptability, communication, conflict resolution, and self-regulation.

o Team Role Balance Evaluation Worksheet
o A diagnostic tool to assess current team dynamics, identify role gaps, and hire
strategically for balance and performance.

o Team Member Feedback Preferences Worksheet
o A communication tool to help leaders understand how team members prefer to give

and receive feedback for stronger engagement and trust.

o Career Path & Skill Development Worksheet
o A future-focused planning tool to help employees define growth goals, identify
required skills, and create actionable development plans.

www.genWHY.com
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