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M
anagers typically love having over-achievers on their staff. Such empl-oyees lift the team to greater heights with their already strong work ethic and skills, which allows leaders to focus attention on workers who require more motivation.
Wise managers know, though, that they should not overlook overachievers. Retention often depends on managerial efforts to help them grow, and you certainly do not want to lose valuable talent. Plus, figuring out the best ways to utilize their enthusiasm and abilities can benefit the whole team.
Just because high-flyers already know how to do their job well does not mean they could not profit from regular coaching. Keep the following in mind when tasked with the pleasure of managing overachievers:

Discuss their role as part of the team
Peers often admire overachievers for their contributions and aspire to emulate them. Talk to overachievers about their position as a role model and how they can assist others.
Watch, however, that your powerhouse employees do not take over, whether out of kindness to help someone or out of frustration because others aren’t as efficient or competent.
Organizations need all team members to fulfill the obligations stated in their job descriptions. Companies can’t rely on a few to do the work of many.
Some underachievers have no problem regularly passing their duties to willing or bored powerhouse colleagues and need to be ordered to stop. Similarly, overachievers need a gentle reminder that while lending a hand in a pinch is fine, co-workers must learn to thrive on their own. Encourage your dynamos to mentor and teach rather than undertake additional work.

Make it safe to fail
Many superstars dislike making mistakes. Consequently, they may be exceptionally hard on themselves when they commit an error. Empathize with their emotions, help them identify what they learned and encourage them to move on. 
Fear of failure may also lead overachievers to avoid situations that seem too risky or un-certain. Stress that growth comes from challenging oneself and organizational progress demands stepping out of one’s comfort zone. Tell them you have their back and that courage to expand horizons enhances their reputation.

Talk about career aspirations
Demonstrate interest in their professional development through one-on-one conver-sations. What do they want to learn? What do they hope to accomplish career-wise in the years ahead? Providing opportunities for them to obtain new skills or take on stretch assign-ments relevant to their goals boosts engage-ment and job satisfaction.

Watch for burnout
While it sounds funny to worry about emp-loyees putting forth too much effort, sustaining a high performance level requires an adequate work-life balance. Encourage superstars to monitor their workload, eat lunch, take breaks and use their PTO. Remind them to prioritize responsibilities and say “no” to other people’s requests when needed.

Don’t take them for granted
								Memo to Managers
								Re: Coaching and Motivating

Lastly, with everyone used to them performing well, overachievers sometimes do not receive deserved credit. Regularly acknowledge their accomplishments and express thanks for their hard work. Everyone appreciates recognition and kind words.
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W
hen faced with a poor-performing or disruptive employee, it’s easy for supervisors to play the wait-and-see game and simply hope the situation will improve.
[bookmark: _Hlk198736319]But problems rarely solve themselves. And that’s especially true with problem employees.
In most cases, problem employees left unattended will lead to deteriorating morale, weaker productivity and possibly even legal trouble. Effective supervisors must address such problems head-on.
The best method? Meet with employees right when you spot problem behavior or performance—don’t wait. In your discus- sion, focus on the following four steps to get the most from the meeting and to protect the organization from employees who may claim they weren’t treated fairly:

1. THE ‘WHAT’
•    Precisely pinpoint the problem to the
employee.
•    Focus on specific task outcomes and/or
behaviors.
•    Use examples.
•    Reference previous conversations.
Example: “As we’ve discussed before, your backlog is unacceptable and deadlines are being missed. You know our department stan- dard is ____ and you are not meeting it by
_____.” (Cite specific expectations and exam- ples of poor performance and/or behavior.)
Another approach: “How do you think things are going with your backlog and dead- lines this month? I know you’ve been worried about meeting our department standard.” (Actively listen.) “What do you think the prob- lem is? Why is it happening?”

6 common reasons managers
give for not dealing with
problem employees

1. Let’s give it more time; the employee could turn around on their own.
2. If the employee left, we’d be left 
short-handed.
3. It’s easier to cover the deficiency myself.
4. The employee will get upset/mad/defensive—it’s hard to deal with that.
5. It’s been going on so long, and I have no documentation or notes on the issue. 
6. I’d have to admit that I made a bad hiring decision.

2. THE IMPACT
•    Identify the negative impact (on quality,
productivity, service, others, goals, etc.).
•    Gain agreement that a problem exists.
•    Discuss consequences if the problem con- tinues.
Example: “When these deadlines are missed, other departments are affected and it impacts our service. For example …” (Cite specifics.) “Do you agree this is a problem? I am documenting our conversation. Failure to improve will lead to disciplinary action, up to and including termination.”
Another approach: “What do you think happens when these deadlines are missed? How do you think it impacts service?” (Actively listen.) “I know this is difficult and I have confidence you’ll take care of this, but failure to improve will lead to disciplinary action, up to and including termination. Just so you’re aware, I
do need to document our conversation.”

3. THE ‘HOW’
•    Generate solutions to correct the problem.
•    Decide on the best course of action.
•    Gain commitment from the employee on
his or her role in solving the problem.
Example: “I have created a turnaround plan for you with steps to make the necessary improvements. First …”  (Describe the plan.) “What can I further clarify? Are you willing to follow this plan?”
Another approach: “Let’s brainstorm ideas on what you can do to meet the standard. I’m here to support you in any way I can.” (Actively listen, reinforce the employee’s workable
ideas, add your own and confirm the plan.) “These are good action steps. Can you summa- rize them in an email this afternoon?”

4. THE ‘WHEN’
•    Establish a follow-up strategy.

•    Clearly determine how and when you and
the employee will review progress.

•    Set specific dates for check-in meetings.

•    Recognize improvements as they happen
(even small steps).
Example: “I’ll be checking your workload each day to see how you’re progressing. Let’s also meet every Friday at 3:00 to review how you’re specifically progressing on the plan. Those meetings will also be documented.”
Another approach: “Let’s meet regularly to go over your progress. How frequently do you think is workable?” (Remain open to the employee’s suggestions but add your input as
																
necessary.) “Let’s go ahead and put that on our calendars.”
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M
issed deadlines. Constant pressure. Dwindling motivation. These are the warning signs of workplace stress—a chall-enge that has grown from an occasional concern to a critical threat to organizational health and individual performance. Managers have the power to transform workplace stress into opportunities for resilience, engagement and meaningful growth.

The stress landscape
Gallup research paints a stark picture: 44% of employees worldwide report experiencing significant stress, a record high that demands our immediate attention. The numbers reveal critical insights:
•    Younger workers (under 40) report higher stress levels, at 43%.
•    Women experience more workplace stress than men, at 46% versus 42%.
•    Engagement plays a pivotal role in stress management, with engaged employees demonstrating remarkable resilience.

Building a supportive framework
Managers are the frontline defense against workplace burnout. Your approach can transform a stressful environment into a space of support and growth. The key lies in three fundamental strategies:
1. Conversation as connection. Regular meaningful conversations are your most powerful tool. Weekly check-ins should tran-scend task lists and dive into:
•    Understanding individual challenges
•    Helping employees prioritize workloads
•    Exploring flexible support options
•    Creating space for vulnerability and problem-solving.
2. Modeling resilience. Leaders set the tone for stress management. When leaders appear overwhelmed, teams will absorb that energy. Demonstrate healthy stress management by:
•    Openly discussing your own stress-reduction techniques
•    Using available wellness resources
•    Showing that seeking support is a strength, not a weakness
•    Maintaining clear boundaries between work and personal time.
3. Holistic well-being strategies. Imp-lement programs that go beyond traditional wellness initiatives:
•    Provide access to counseling and coaching services.
•    Create flexible work arrangements.
•    Develop managers as coaches, not just supervisors.
•    Foster team connections and collaborative experiences.

Tailored support for vulnerable groups
Different employees experience stress uniquely. Consider targeted approaches:
•    For younger employees: Offer mentorship and stress-management workshops.
•    For women: Provide inclusive cultures with flexible scheduling.
•    For high-stress roles: Develop specialized resilience training.

The engagement advantage
Gallup’s research reveals a powerful insight: Engaged employees are substantially less likely to report high stress levels. Engage-ment goes beyond superficial workplace perks—it’s about creating meaningful work experiences where employees feel valued, heard and connected to a larger purpose.
Actionable takeaways
1. Conduct weekly one-on-one conversations focusing on holistic well-being.
2. Develop manager coaching skills.
3. Create accessible wellness resources.
4. Foster a culture that normalizes stress management.
5. Recognize and reward healthy workplace behaviors.
								       								
Stress management is a continuous journey of understanding, adaptation and compassionate leadership. By investing in your team’s resilience, you’re cultivating a workplace where human potential can truly flourish.


How to rekindle the spark in long-term employees


1. Coach them up. Use training,  workshops or refresher courses to stimulate longtime workers and expose them to new methods or ideas.
2. Turn them into mentors. Long-term workers can serve as great mentors and trainers for new employees. Set up a formal mentor program. Or have them help in developing new training sessions or projects.
3. Add to the job. Consider increasing the employee’s responsibilities (and challenge) if the job has become too routine.


4. Offer a transfer. A new setting and responsibilities—even a lateral move—may rekindle the employee’s fire.
5. Open your door. Let longtime  employees know you are free to listen to them about day-to-day issues as well as their big-picture roles in the organization.
6. Allow job flexibility, when possible. Employees feel more engaged when they’re allowed more control over the way they perform their jobs. By allowing freedom, you demonstrate your trust in them.
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W
hen managers create an environment that helps empower their employees, some employees will jump on the bandwagon and act empowered right away. But many of them just don’t have the confidence to risk failing or take actions without consulting a supervisor every step of the way.
Here is a seven-step model for encouraging and motivating employees. It will help them build the confidence they need to empower themselves to make decisions and take risks:
1. Help them figure out what they’re good at (or not good at). Are they risk-takers? Do they believe they control the things that happen in their lives? Once they understand their own personality traits, they can address their weaknesses and gain confidence. Some managers give employees a self-assessment tool.
2. Set goals for behavior changes. Some- one who wants to be less risk-averse, for example, could set a goal to take chances during an upcoming project. If possible, tie some sort of perk for the employee to achieving that individual goal.
3. Encourage employees to invest in themselves. The employee who goes to grad school at night or who accepts a special proj- ect outside his or her normal responsibility is

making a sacrifice that will probably pay off. Encourage employees to embrace opportuni- ties by rewarding them for their choices.
4. Reward risk-taking. Make it OK for employees to step outside their comfort zones without fear of ridicule or punishment—even if they fail. Many workers are afraid to speak up for themselves, present a wild idea or chal- lenge the status quo. That’s especially hard these days. When employees are punished for failing when they take risks, they stop taking them.
5. Work collaboratively. Employees are more likely to achieve their goals or make changes if they let others in on their plans. Managers can help employees get on track by serving as coaches and making resources available.
6. Continuously evaluate and provide feedback. Employees need to measure their progress against their goals as they strive for self-empowerment. However, most are un-sure how to do this. Assist your employees in developing performance metrics. Offer con-sistent feedback as they work toward improvement.
7. Foster continuous improvement. Positive reinforcement is the way to do that. Tip: Offer reinforcement, feedback and oppor- tunities for every employee to practice new behavior that moves the organization forward.
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iving feedback is an important legal and practical management task—and certainly not an easy one.
Many managers make the mistake of dish- ing out feedback only when employees do something wrong. But praise can also be an effective motivational tool, if used correctly. Here are seven guidelines to follow:
1. Show enthusiasm. Praise won’t motivate if it sounds like you don’t mean it, or you’re saying it just because it’s your job as a manager to praise periodically.
2. Be unpredictable. When employees come to expect praise only at weekly staff

meetings, this, too, will make it appear as though you’re merely doing your managerial duty.
3. Be specific. Saying, “You did a great job researching those corporations and writing a thorough proposal” means more than “Nice job on the proposal.” This tells the employee what they did to deserve the praise, and what to do to earn it in the future.
4. Don’t always use praise to buffer criti- cism. It could weaken the critical message and future attempts to praise. Eventually, employ- ees will ignore praise because they’re waiting for the bad news to come. They may also view


Managers not handing out praise? The 7 most common excuses


When it’s honest and genuine, positive feedback can do wonders to improve an employee’s productivity and morale. But some managers who are quick to dish out critiques are stingy with congratulations. Check to make sure you’re not guilty of any of these excuses:

1. “I’m too busy.” Look for a reason to praise every employee each week. Put it on your to-do list if that will help.

2. “Someone else is taking care of it.” Never make that assumption, because “someone else” is assuming you are doing it. Remember you are your employees’ first line of praise, and the buck stops with you.

3. “They know how much I appreciate them.” They don’t know unless you tell them.

4. “If it was that important to them, they’d say something.” 
Most people won’t directly ask for your kudos. Don’t punish shy employees by ignoring their efforts.

5. “I have more important things to worry
about.” You must make praise important to yourself, because it certainly is to your employees.

6. “Sometimes they deserve reprimands
more than praise.” Then reprimand them. But don’t let past confrontations with employees cause you to overlook present opportunities to praise because the anger still lingers from previous infractions. Follow the fresh-start rule: Wipe the slate clean every week and give at least one deserved compliment.

7. “If I give an inch, they’ll take a foot.” Do you fear heaps of praise will cause employees to clamor for a raise? In fact, the opposite might happen. Employees may demand more money to make up for the lack of praise and recognition.

the praise insincere if they think you’re only saying it to help wash down negative criticism.
5. Know your employees. You’ll discover how praise can be a more effective tool when you figure out how each employee prefers
to receive positive feedback, then act accordingly.
6. Know when and where to praise. With personalized praise, one risk is the perception of inconsistency by other employees.
Suppose you praise Kevin to the hilt at a departmental lunch, then praise Megan behind closed doors. Even if the two employ- ees prefer those different communication methods, you could appear to be favoring one over the other.
What to do: Develop a standard method of praise, to which you can add a personal touch. Example: Write up both employees’ accom-plishments in the company newsletter (this way, Kevin gets to be put in the spotlight, while Megan avoids being put on the spot).
7. Use secondhand praise. Pass on any compliments you hear about your employees, especially from higher-ups. Indirect com-

ments can be even more powerful than direct praise.

Feedback methods to avoid
The best feedback either elicits a change for the better or keeps good behavior steady. Watch out for the following trouble spots that will put a damper on achieving those results:
•    Feedback that embarrasses, punishes or demeans the recipient. Example: Monthly recognition of the lowest-sales worker.
•    Feedback that covers something over which the recipient doesn’t have any con- trol. Example: Sales are down due to bad weather.
•    Feedback that comes too late to act on it.
Example: Editorial comments made after a report is distributed.
•    Feedback that is focused on the wrong fac- tors. Example: A procedure that strays from the departmental norm, but gets compa- rable results.
•    Feedback that is based on false informa- tion. Example: Rumors of an employee’s poor attitude.
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G
iving feedback is an important man-
agement task, but certainly not an easy
one—especially when the feedback isn’t all sunshine.
Negative feedback requires a manager to motivate, counsel and criticize in a way that alerts employees to where the problems lie and what must be done to solve them. Fortunately, it’s a skill that can be learned.
Follow this seven-step method whenever giving negative feedback:
1. Tell it like it is. Don’t sidestep the issue; be straightforward and tell the employee exactly what your concerns are.
Example: “I’m troubled by the way you deal with customer complaints.”
2. Give feedback immediately. Feedback is most useful when given at the earliest opportunity after a particular incident. Effective feedback allows the recipient an opportunity to correct behavior right away.
3. Paint a specific picture of how you view the situation. Describe what you see happening by using objective details, not subjective opinions.
Example: “When you get calls from irate customers, you become short with them, and don’t try to hide your irritation.”
4. Give the lowdown of the outcome.
Make sure employees understand the connec-
tion between their behavior and the negative results. This lets employees know that they can control the consequences.
Example: “I’ve received letters from custom- ers threatening to stop using our company if they continue to receive such poor treatment.”
5. Give credit where credit is due. That way, employees will know what actions to repeat in the future. Plus, they’ll know that you appreciate the effort to do it right.
Example: “I know it can be frustrating, but I’m pleased to see that after you quickly pin- point the problem, you immediately make a return call.”


Do’s and don’ts
of negative feedback
✘  DON’T sugarcoat negative feedback. If you’re going to use constructive criticism, don’t dilute the impact.
✔ DO focus on specific events.
✘  DON’T give criticism in a way that would
offend. Avoid sarcasm and personal asides.
✔ DO make change the goal of your feedback.
✘  DON’T put employees on the defensive.
✔ DO solicit input by asking questions such as “Do you feel that ...,” “How would you recommend that ...” and “How did you happen to ...?”
✔ DO postpone criticizing if your temper is at the breaking point. Take time to cool off.
✔ DO develop a reputation for being even-keeled. If employees fear you or find
your personality to be unpredictable, they will close themselves off to any of your feedback.
✘ DON’T get into the habit of using words such as “always” and “never” when giving performance feedback. Odds are, you only mean “sometimes.” 
✔ DO provide negative feedback regularly
and when appropriate. The element of sur-
prise is not a “plus” in negative situations.

6. Reiterate performance expectations. As a manager, it is important that you try to make employees understand what it takes for job success.
Example: “Understand that good customer service begins with fielding the complaint; it isn’t just the result of solving the problem. Frustration-management skills are important in this department.”
7. Use feedback as a means of change,
not punishment. A positive reaction is more
likely when you correct negative behavior rather than punish the offender.

Constructive criticism: 4 helpful hints
1. Beware of communicating your frustration and anger. Otherwise, the recipient

will likely feel frustrated and angry, too, and therefore, less receptive to your message.
2. Be flexible. Most situations don’t require you to dictate exactly what needs
to be done or how. Giving employees room to maneuver and allowing them to make changes on their own reduces resistance to following your feedback.
3. Make your point right away. Otherwise, you risk losing focus on the feedback with too much small talk or overwhelming the employee with too many details.
4. Put the feedback in writing. It helps reduce misunderstandings, allows you to per- fect your message before sending it and is a smart legal move in case of a lawsuit.
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I
n today’s workplace, creativity and innovative mindsets are necessary to get your organization to the top and stay there.
As a manager, your role in cultivating a workplace that nurtures creativity and encourages new ideas is paramount. Let’s explore strategies to foster an innovative culture and the tangible benefits of doing so. 

The innovation imperative
Research consistently shows that compan-ies prioritizing innovation outperform their competition. A study by McKinsey & Company found that the most innovative companies grew 30% faster than their counterparts over a five-year period.
So how can you create an environment where creativity thrives? Here are five actionable strategies:
1. Encourage psychological safety. Create a space where team members feel safe to voice unconventional ideas without fear of ridicule or retribution. Google’s Project Aristotle iden-tified psychological safety as the most critical factor in high-performing teams.
2. Implement dedicated innovation time. Allow employees to spend a portion of their work hours on passion projects or innovative ideas. Companies like 3M and Google have used this approach success-fully, with 3M’s “15% time” policy leading to the creation of Post-it Notes.
3. Foster cross-pollination of ideas. Organize regular cross-departmental meet-ings or workshops. This approach can lead to unexpected collaborations and fresh perspec-tives. A study in the Harvard Business Review found that teams with diverse backgrounds are 45% more likely to report growth in market share.


4. Embrace failure as a learning oppor-tunity. Reframe failures as valuable learning experiences. This mindset shift can encour-age risk-taking and experimentation. As Thomas Edison said, “I have not failed. I’ve just found 10,000 ways that won’t work.”
5. Recognize and reward innovation. Implement a system to acknowledge and re-ward innovative ideas, regardless of their imm-ediate success. This can be through formal awards, public recognition or even small perks.

The ripple effect of an innovative culture
Research published in the Journal of Vocational Behavior found that employees in innovative work environments report higher job satisfaction and engagement. Moreover, a study by Gallup revealed that companies with high employee engagement were 21% more profitable.

Overcoming challenges
Establishing this kind of culture isn’t without its challenges. You may encounter resistance from team members accustomed to traditional ways of working or face bud-get constraints. Address these hurdles by:
1. Communicating the benefits of inn-ovation clearly and consistently
2. Starting small with low-cost initiatives and scaling up as you see results
3. Celebrating early wins to build mo-mentum and buy-in.
Remember, developing a culture of innovation is an ongoing process, not a one-time initiative. It requires patience, persistence and a willingness to adapt your approach based on what works best for your team.
								Memo to Managers
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T
alking with employees about their per-formance problems can be an uncomfort- able moment for any manager. But it’s also
a crucial part of the job and, if done well,
will ultimately make a manager’s job much easier.
Here are seven steps to planning and exe- cuting such discussions:
1. Schedule the meeting and set the stage. Make clear what the meeting is about and what you want to discuss. Help the employee feel at ease from the outset. But don’t get caught up in small talk.
Emphasize that this meeting is important and you want it to be productive. Provide an overview of what you want to discuss. Make it clear you don’t expect to do all the talking.
2. Describe the problem. Focus on the employee’s results and behavior in concrete, nonjudgmental terms. Cite specific examples and let the employee respond. Don’t throw out vague criticisms without having specifics to back them up. Example:
Too vague: “Your work has been sloppy lately.”
Specific: “Your last three reports have con- tained an unacceptable number of statistical errors. Let me show you …”
If there’s more than one problem to dis- cuss, address them individually. Don’t bring up new problems until you’ve thoroughly dis- cussed the current one.

3. Reinforce performance standards. Your employee already should know the standards you expect, so review them, then move on.
If the employee challenges the validity
of a standard, calmly state your reasons for requiring it, and gently steer the conversation back to the reasons the person didn’t com- ply. If necessary, refer to the employee’s job description.
4. Develop a plan for improvement. Your preparation for the meeting should have included a plan for helping the employee improve. During the meeting, the employee may suggest additional solutions. Agree on a method for improving performance in the short run and establish some options in case the first method proves ineffective.
5. Offer your help. Show your commitment by offering to help your employee obtain any necessary training, resources or other assis- tance to achieve the performance goals. Ask the employee what he or she needs to reach the goal.
6. Inject positive comments if possible. However, don’t be inaccurate just for the sake of being kind. If a poor-performing employee must eventually be terminated, a manager’s false praise could cause the employee to ques- tion the “real” reasoning for the termination. And that could spark a discrimination lawsuit.
7. Emphasize potential. Make sure to tell the employee that you believe in his or her ability to improve performance.
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S
erving as a mentor can be as rewarding for you as it is for those you are paired with. Mentorships are designed for knowledge shar-ing, but the most impactful mentors recognize that they can inspire the next generation of leaders and help shape their careers. 
Whether you’re new to mentoring or an experienced mentor looking to enhance your approach, these five tips can help you create opportunities to strengthen your organization’s talent pipeline or the industry you serve.

1. Reach out first and often
Mentees may be hesitant to contact a senior leader because they feel they are bothering them or that they have a “stupid” question. By inviting conversation and interaction, you can help them feel more comfortable contacting you.

2. Ask questions rather than offer solutions
Impactful mentorships challenge individ-uals to stretch their skills and knowledge. In-stead of automatically answering every quest-ion, show them which resources are available to find the solution. When they are forced to figure it out, the lessons tend to stick.
There are times when providing the answer is necessary and you want to avoid frustrating them just for the sake of learning, so find a balance that works.

3. Explain the why
Help mentees understand the why behind specific processes or procedures. Instead of saying, “You must do this instead of that,” explain why it is done that way and the impact it has on the outcome.

4. Encourage mentees to contribute
Ask mentees for their opinions on pro-cesses, services or product-development projects even when you’re still working on the solution. It boosts the mentee’s confidence, and their insights may help you see the chall-enge in a new light and identify practical solutions.

5. Adopt the right mindset
Your role as a mentor is to guide, support and inspire the mentee you’re paired with. It’s important to offer constructive, actionable feedback and guidance, and to lead by ex-ample. However, acting as their manager or evaluating their performance is not your job. It’s also important to be mindful of not vent-ing or sharing frustrations you may have with the company culture or specific colleagues and peers.

Remain flexible
Organizations and trade and professional associations may have an established mentor-ship process to provide guidance on how a mentorship relationship will work. This is important to track progress and keep the exp-erience focused. However, every person’s learning style is different, so it’s essential to cater experiences to their styles so they can gain confidence about their work.
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T
he next generation of leadership is already showing up to work—and walking right back out the door. According to DDI’s HR Insights Report 2025, based on survey responses from more than 10,000 leaders and 2,000 HR professionals worldwide, Gen Z employees are 2.8 times more likely than other generations to quit when they experience low-quality leadership.
Even more concerning: They’re also more likely to reject leadership roles altogether if that same culture persists. 
The data points to a mounting generational divide in expectations, especially around how leadership should look, feel and function.

Why Gen Z is disengaging
Gen Z isn’t just clocking in for a paycheck. They’re seeking purpose, transparency, growth and well-being in their work lives—they expect leaders to reflect those values.
Here’s what drives them away:
· Poor interpersonal skills from managers
· A lack of coaching or feedback
· Limited trust in senior leaders
· Rigid, top-down leadership structures
· No visible path for development or advancement.
This disengagement has ripple effects. Not only are you losing Gen Z talent, but their reluctance to lead means your bench is already thinning before it’s even built. 

Build a leadership culture they’ll choose
To reverse this trend, managers must actively model and foster leadership cultures that resonate with Gen Z values. The report offers clear starting points: 
Coach early and often. Gen Z is six times more likely to be engaged when they receive consistent coaching. Make development conversations a regular part of your one-on-ones, not just annual reviews. 
Build trust. When Gen Z employees trust their senior leaders to “do the right thing,” they are 3.1 times more likely to stay engaged. Deliver transparency around decisions, and follow through with integrity. 
Lead relationally, not transactionally. Strong interpersonal skills aren’t soft—they’re essential. Gen Z engagement is 2.5 times higher when their leaders demonstrate empathy, active listening and emotional intelligence. 
Offer visible, flexible leadership paths. Gen Z doesn’t want to wait years to be considered “leadership material.” Identify informal leadership opportunities, peer project leads or stretch assignments that let them test their skills now. 
Normalize feedback and peer learning. One in four Gen Z workers wants coaching beyond their direct manager. Encourage cross-functional mentorships or peer coaching to foster collective growth.

Start now or start over later
The longer traditional leadership styles go unexamined, the more likely it is that Gen Z will take their talent—and future leadership potential—elsewhere. Today’s best managers aren’t just managing performance; they’re quietly shaping whether tomorrow’s leaders will even exist within their walls.


