*Next Generation, Next Destination*™

Transitioning Is the New Retirement
Many firms are grappling with the eventual transition of Baby Boomer senior partners and executives out of organizations as the next generation prepares to take more responsibility. For several business reasons and given the sheer numbers of Boomers, this is a challenge most firms haven't dealt with in the past. It is fraught with potentially sensitive issues - and positive opportunities as well. 

Skillfully handled, there is something in it for everyone: a smoother transition of clients and responsibilities to the younger partners and executives while retaining the goodwill and useful talents of the senior people through information and counsel as they plan their next phase career/life.

Practice Development Counsel's *Next Generation, Next Destination* program was developed by Phyllis Weiss Haserot and Richard T. McDermott to achieve advance transitioning planning to benefit both senior partners and executives and the professional growth of younger partners as well as their firms overall.


How many of these issues are keeping your organization from performing at its best?

· Transferring responsibilities from one generation to another. 

· Difficulty making room for younger people to move up because the senior ones want to stay and continue to be productive. 

· Senior professionals and executives who won't let go and have too much of their identity tied up in their positions and their work. 

· People who would be willing to transition clients to younger people but would be penalized by the compensation system 

· How to minimize defections to other firms due to lack of opportunities based on inter-generational issues. 

· Clients who want to work with partners younger than the current lead client partner. 

Never before have workplace transitions seemed so complex and challenging.
MORE THAN SUCCESSION PLANNING

As the Baby Boomers are positioned to move on, will they participate in a smooth transition? Will the next generation be ready? Will the significant, strong relationships survive?

The issues for the organization are:

· Financial – cost of transitioning, lost revenue from loss or under use of talent. 

· Personnel – making the most of talent, maintaining morale, resolving generational differences and objectives, being "fair" to both older and younger partners 

· Governance-related – workable policies, best practices 

The issues for individuals are:

· Psychological – identity, self-esteem, denial, etc 

· Career – a fulfilling next phase 

· Economic – lifestyle, security 

· Health/fitness – maintaining it 

· Legacy – contributions: both financial and through involvement 

How will your firm address these vital issues? Practice Development Counsel's *Next Generation, Next Destination*™ program provides the guidance and tools to help you plan and succeed.

CONNECTING THE DOTS: HOW YOU BENEFIT

Firms/Organizations
· Create room for promotion of younger partners to greater responsibilities and authority 

· Minimize defections 

· Treat senior professionals fairly and retain their goodwill 

· Reduce tensions among the generations and facilitate client and business retention 

· Avoid legal, negative publicity and morale problems 

· Foster professional development of younger professionals 

· Relieve management stress on these issues. 

Individuals
· Attain awareness of opportunities in the next phase of career/life 

· Acquire tools to create a path to the next career/life destination 

· Maintain identity and self-worth in a changing career environment. 

TRANSITIONING – THE REDEFINED RETIREMENT SOLUTION
HERE'S HOW WE HELP

As a neutral party to deal with your sensitive issues on transitioning:

· Assess the firm's needs: challenges, opportunities, partner sentiment 

· Provide expertise on relevant management issues 

· Identify alternative roles and resources for partners in transition 

· Provide coaching for individuals and management 

· Conduct internal or external workshops for age 50+ professionals 

· Collaboratively design an Action Plan 

· Monitor progress and provide additional coaching and consulting 

· Conduct management briefings 

*** Practice Development Counsel takes the points of view of both the firm and the affected partners, working with you to arrive at feasible and mutually satisfying solutions
WHY US? OUR VALUE-ADDED

Principals Phyllis Weiss Haserot and Richard T. McDermott serve as neutral parties to help resolve personal and emotional issues that affected partners are experiencing as well as providing access to high quality resources to deal with economic, health, next career and legacy issues. With decades of experience as practitioners, managers and consultants and coaches in professional firms, we know and understand professional service firm cultures, methods of operation and how the players think.

Phyllis Weiss Haserot is a business development and organizational effectiveness expert and thought leader with more than twenty years of experience advising professional firms. She is President of PRACTICE DEVELOPMENT COUNSEL, a consulting and coaching firm working with law and other professional firms. She works with firms on strategic marketing planning, inter-generational relations, transition and succession planning, influence strategies, retention and integration, client relationship management, implementing flexibility, collaborative culture and workplace conflict resolution. (Please see www.pdcounsel.com for details.) 

A frequent speaker and facilitator, Phyllis is the author of The Rainmaking Machine (Thomson/West), two monthly e-Alerts on organizational effectiveness and inter-generational relations, and a prolific author in the professional and business press.

Richard T. McDermott is a business case study on successful partnership retirement planning and has held a number of law firm management positions. He retired as a partner of Clifford Chance in April 2004 and continues as an Adjunct Professor at Fordham University School of Law. He is a consultant to Moody's Financial Services and Clifford Chance and works with Practice Development Counsel in its *Next Generation, Next Destination* programs.

Dick served as Chair of Clifford Chance's Legal Personnel Committee, which is responsible for the training, development, advancement and evaluation of attorneys in the firm's Americas Region. Previously, he served as a member of the firm's Finance and Legal Employment Committees.
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ECONOMIC SUSTAINABILITY: WHY BUSINESS NEEDS BOOMERS NOW

The New York Times Career Couch column on Sunday, August 3rd titled "When That Screen Starts to Look Smaller," ended by pointing out the things that improve with age and consequently give an advantage to the older worker. Experience, stability and confidence are particularly important in times of an uncertain economy, market turmoil and need for re-thinking strategy.

Medical and geriatrics professionals as well as workforce specialists say that:

*   The mature brain, benefiting from the wisdom compiled through experience. enhances decision-making abilities. Boomers will make more reasoned decisions than less experienced colleagues.

*   Older workers tend to have more confidence on the job and tend to enjoy their work more.

*   The Boomers and traditionalists before them generally have better social skills than the younger generations and relate better to colleagues and clients.

*   Having been through several business cycles, they tend not to panic in volatile times (such as these).

*   Boomers have deeper relationships, nurturing loyalty over the years with clients and referral sources.

On the downside there may come some loss of mental agility and deteriorating eyesight with aging, but that can be corrected or compensated for. Mental agility can be increased by exercising the brain through trying different things and doing things in a different way, playing memory games, learning new skills such as languages and technology - all a benefit to the firm.

In uncertain times it is more risky than ever to lose institutional knowledge, strategic thinkers, and the keepers of valuable relationships - at least until they have transitioned their knowledge and clients to the next generation.
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TOWARD ACCEPTANCE OF NON-LINEAR CAREERS

We are hearing more and more about non-linear career paths, whether in regard to young people who want to try many things, making lateral moves until they find their "passion" or taking time out for family care. The phrase is also applied to reinventing work in the stage of the lifecycle that used to be considered the retirement years.

The recent publicity about "opting in" or "on-ramping", such as in Lisa Belkin's recent article in the New York Times,  After Baby, Boss Comes Calling (5/17/07) or Sylvia Ann Hewlett's book 

	
	

	
	Off-ramps and On-ramps: Keeping Talented Women on the Road to Success,




has surfaced again the frustration of people who believe that the few (but slowly increasing) examples of firms' accommodation of professionals returning to the workplace, while nice, don't portend the needed structural change. Is it just mere talk for PR sake?

I believe that spreading the word on whatever progress is being made on "opting in" or "on-ramping" will be helpful and inspirational/aspirational to both professionals and executives wanting to come back to work (whatever the reason they left) and for the firms that need more than a nudge to get with the program. They tend to be quite competitive and to jump on a bandwagon rather than innovate, so publicity and buzz will push things in the right direction, even though change is slower than we would like to see. 

No doubt there are difficult challenges to work out to integrate non-linear career paths, but it will have to come because Generation Y and the younger Gen X professionals are serious about not being totally consumed by their work for 40 or 50 years or even 10. If firms don't develop a way to use the best talent at least somewhat on the talent's terms, they simply won't have enough brains to sustain their businesses and grow. There is a clear business case.

So let's keep sharing examples of non-traditional approaches that can work!
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INVOLVE THE YOUNGER GENERATIONS IN SUCCESSION PLANNING

Most people think that succession planning is a top down activity involving management and seasoned professionals. I suggest it is better to involve the younger generations as well so that they can help create a vision for what the organization aspires to and what it is really looking for in long-term leadership. 

If you think of succession planning as a continual process, one way to involve the younger generations in the firm is to hold at least periodic meetings with junior employees (associates and professional staff), invite them to ask questions, and listen to their input. By tapping into the collective wisdom at all levels, partners, shareholders, executives and managers will learn a lot about what can make their firms more successful and what are the most import\ant attributes the firm needs to foster. After all, the younger ones have a longer future ahead of them and they see and experience the world in different ways. By engaging them in this important activity, the organization will be more likely to retain their best talent.

While they are at it, partners, managers and supervisors should be looking for leadership attributes among the younger generations. Partners and managers need to allow junior people the chance to volunteer for or take on responsibility for significant internal projects. That's the way they will have the chance to prove themselves beyond their technical competencies.
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BOOMERS AND MILLENNIALS: CAN WE ACHIEVE MUTUAL ADMIRATION?
by Phyllis Weiss Haserot

 

All the generations want more respect from the others. Below are things I think are under-appreciated. Recognizing them can help to build bridges.

WHAT BABY BOOMERS NEED TO LEARN TO APPRECIATE ABOUT GENERATION Y/MILLENNIALS

“Success skills” (don’t call them “soft”) often learned in school that recent grads bring to the workplace:

     Ability to function on four or five hours of sleep and work late to complete projects

     Connecting with clients through new technologies (social networking online, creating web pages, blogs, etc)

     Collaboration and conflict resolution skills from working in groups

     Ability to work in a team environment

     Working with “people of difference” – a very broad vision of diversity

     Well researched on facts and gossip from the web (on firms, competition, on products, etc.)

· Knowing the value of networking

On the other hand:

WHAT IRKS BOOMERS ABOUT GEN Y/MILLENNIALS

· Impatience

· Lack of appreciation of  “proven” ways of doing things

· Dislike of face-time; resistance to doing drudge work

· Sloppy communication

· Demand for work-life flexibility (though Boomers want flexibility too)
· Assumed demand for more money without more work

· Refusal to defer gratification
WHAT GEN Y NEEDS TO APPRECIATE ABOUT

 BABY BOOMERS

     While there is still so much farther to go, the Boomers made the culture of firms much more diverse than before.

     As a group, Boomers are in a sort of confused or ambivalent state between how things were (professions as “professions, not “businesses,” more security and long-term affiliations, etc.) and how they are (more cutthroat; less secure, free agency). The rules were changed on them; and now they find themselves changing the rules while simultaneously hanging on to traditional ways.

     As the generation still in charge, Boomers' heavily invested careers are on the line. They need to develop faith in new models: business models; models of behavior; and models of governance. They need to believe that levels of productivity and professionalism can be maintained while doing things differently. In other words, they are not congenitally against anything new.

BONDING BABY BOOMERS AND GENERATION Y/MILLENNIALS 

There are good opportunities for bonding through common “wants.”  Some of these are:

     Desire for substantial responsibility and intellectual challenge.

     Need to see the big picture on career paths. (The Boomers still want this.)

     A sense of social consciousness; desire to give back and leave a legacy.

     Desire for flexibility. This must be based on trust and merit and a willingness to be accountable.

Stretching beyond one’s comfort zone is by definition both uncomfortable and a growth experience. Achieving mutual admiration will do wonders for working relations among the new and older generations and reduce costly turnover.
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