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In this current period of the 21st century, our workplace is more diverse 
than at any other point in time. This diversity is due to a broadening 
ethnic mix, gender representation and spread of generations. Greater 
mobility, socio economic and legislative developments account in the 
most part for the fi rst two factors, but what of the third? What has caused 
this widening of the generational spectrum in the workplace?

Historically in law fi rms, the older generation, in particular partners, 
would move toward retirement and hand over the reins to the next 
oldest. In today’s world of work, with improved healthcare, increased 
life expectancy, greater knowledge of fi tness, and in part historic anxiety 
over the effects of the global recession, there’s a reluctance to rush to 
retirement. 

Specifi cally here we’re talking about the Baby Boomer generation, 
who are aged between 55 and 73 and, as the name suggests, are not in 
short supply. Typically schooled in a traditional hierarchical command 
management style they are the generation now most often faced with 
tackling the integration of disruptive and aspirational Gen X’ers and 
more technologically adept and collaborative (but considered less driven) 
Gen Y or Millennials. They’re also now seeing the newest arrivals, Gen 
Z, who bring an even greater affi nity to everything digital but are not 
quite so comfortable with matters of an interpersonal nature.

It’s quite a challenge, and the reason why this publication delves into 
the differences between the generations, their infl uences, preferences, 
strengths and weaknesses, to better understand and thereby manage the 
staff who fall into the respective age groupings.

The consequence of older generations remaining in post is a fasci-
nating and yet challenging prospect. Law fi rms can be presented with the 
task of managing at least four and sometimes fi ve different age groups. 
It becomes fi ve if we add those fi t and able and working who are in their 
mid-70s and beyond, who belong to the “silent generation”. Multiple 
generations in one practice with the oldest holding on to the power base 

Executive summary
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Executive summary

and ownership can create pressure points for younger, ambitious profes-
sionals seeking a stake rather than simply a “steady job”. It’s likely that in 
many law fi rms those appealing for a place at the partners’ table will now 
be coming from Generation Y or Millennials aged in their early to late 
30s. Millennials are considered more focused on experiences outside 
of work than within, but this does not hide or diminish their need for 
recognition and reward. Gen X’ers will mostly be in their 40s and early 
50s and the majority of this group will already have established their 
partnership credentials. In other words, if it was going to happen for 
them, it’s likely to have been handled one way or another. The X’ers are 
something of a fi lling in the career sandwich, with slices of Millennial 
below and Boomer above. There is a smaller population of Generation 
X and they will need to fi nd appropriate skills and knowledge to work 
with their younger and older generational colleagues for mutual gain.

By 2020, 50 percent of the US workforce will be made up of Millennial 
or the “Y” Generation; by 2030 it will be 75 percent. These Millennial 
employees, born between 1980 and 1996, have ridden several seismic 
waves of change – from political and environmental to communication 
and technological innovation – and this pace of change shows little sign 
of abating.

Having experienced an ever more connected, digitally-driven world, 
Millennials are now moving through fi rms to take greater responsibility, 
head teams, run departments or entire businesses, and in certain cases 
creating their own version of a law fi rm.

This book explores the various generations within law fi rms and 
the challenges, threats, and opportunities they face as staff deal with 
colleagues from younger or older groups, be they Baby Boomer or 
Generations X, Y (Millennial) or the next wave of “Z’s” as they enter the 
world of work. The structure of the book takes the reader through a life-
cycle of a lawyer from qualifi cation and fi rst seat through to partnership 
and business ownership.

We must start our journey of discovery by better understanding the 
experiences and needs of the generations.

Generational diversity raises interesting questions for those managing 
the business and specifi cally individuals responsible for hiring, training, 
supervising, and leading within the fi rm. Here are eight examples of 
queries that the generational divide may prompt:

  ●●  Do we need to adapt our recruitment policies and procedures to 
attract candidates from different generational groups?
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  ●●  Is our training meeting the needs of our employees across each 
generation and learning style?

  ●●  Are we communicating effectively with clients from diverse 
generational groups or are we simply offering each the same 
options?

  ●●  Do our staff receive training in interpersonal skills and management 
that refl ects the diversity in generations?

  ●●  Are we aware of the staff who have active side hustles and are we 
engaged with them?

  ●●  What do we know about our staff interests outside of the workplace?

  ●●  Have we identifi ed and nurtured our next group of leaders within 
the fi rm?

  ●●  How do we work at retaining the interest and loyalty of our staff?

Mindful of the danger of over generalization, it is true to note that 
Millennials have become the most studied generation of all time, and 
gaining a better understanding of traits, tendencies, and beliefs of 
ALL generations can signifi cantly assist those responsible for leading, 
growing, and managing succession within organizations.

The legal sector is under increasing pressure to evolve and adapt to the 
changing world. Despite the rise in technological solutions, including AI 
and smart contracts, law fi rms remain heavily reliant on their human 
resources. Without an appreciation of increasing generational diver-
sity and their inherent challenges, fi rms will continue to struggle. One 
further – and many would argue critical – example rests with the peren-
nial issue of succession and encouraging the next wave of “bright young 
things” to take the responsibility of managing the future of the business. 

For this succession process to work, a fi rm requires a strong cohort 
of suitably qualifi ed, engaged, motivated, and committed practitioners. 
Arriving at that point requires preparation, planning, and effective 
implementation of management initiatives that acknowledge the needs 
of that cohort’s generation.

By following the path from sourcing, onboarding, training, devel-
oping, and leadership development, this book provides suggestions 
and thought-provoking content to help forward-thinking fi rms better 
manage their age diverse personnel.
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