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In	this	issue,	there	are	three	articles	that	have	direct	links	with	messages	
that	I	have	been	spreading	through	my	workshops	for	a	number	of	years	-	
it	is	great	to	see	that	they	are	still	seen	as	important	subjects,	but	it	is	also	
sad	that	not	all	organisations	seem	to	have	got	the	message	yet.	
	
In	the	lead	article,	another	article	from	BlessingWhite	points	out	that	the	
time	to	do	something	about	our	management	approach	and	HR	policies	to	
deal	with	the	Generation	Y	phenomenon	is	long	overdue.	They	are	now	the	
majority	of	the	workforce,	so	it	is	about	time	that	their	needs	were	being	
recognised	and	met.	
	
The	Coaching	Mindset	shares	some	lessons	from	the	sporting	world,	where	
a	lot	of	the	good	models	of	coaching	exist.	The	corporate	world	of	coaching	
can	learn	to	be	less	directive,	listen	more	and	facilitate	better	performance	
-	and	make	coaching	more	of	the	norm	for	good	performers	rather	than	for	
under-performers.	
	
And	finally,	the	message	about	financial	bonuses	not	working	-	and	often	
creating	negative	impact	has	finally	got	through	to	the	UK	financial	sector.	
Not	before	time!	
		
As	usual,	if	you	would	like	a	downloadable	pdf	of	this	edition.	it	is	published	
on	my	website,	along	with	copies	of	all	past	editions,	click	here.	
	
Enjoy,		

Geof Cox 
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Generation	Y	behaviours	and	Generation	Y	behaviours	and	
what	they	mean	for	youwhat	they	mean	for	you 		

A	 recent	 article	 from	 consultants	 BlessingWhite	 highlights	 some	 real	
implications	of	Generation	Y	(Millennials)	behaviour	for	your	organisation.	
Gen	Y	are	now	the	majority	of	the	global	working	population,	and	they	will	
soon	be	most	of	 the	managers.	But	many	 industries	 are	 still	 struggling	 to	
adjust	to	their	needs,	and	the	time	for	action	is	critical,	especially	as	Gen	Z	
is	starting	to	enter	the	workplace,	and	Baby	Boomers	are	retiring	 in	 large	
numbers.		
	
#1:		Gen	Y	want	flexibility	and	customised	job	roles.	
It	 often	 feels	 like	 they	 treat	 job	 descriptions	 as	 a	 discussion	 topic	 not	 a	
contract;	 they	want	 work	tailored	 just	 to	 them	 with	a	 personalised	
approach	to	their	training,	technology,	work	locations	or	hours.		
	

SnippetsSnippets 	
A	collection	of	thought	
provokers	and	quotations…		
“The	greatest	homage	to	truth	is	
to	use	it.”		

Ralph	Waldo	Emerson	
	

“Live	your	beliefs	and	you	can	
turn	the	world	around.”		

Henry	David	Thoreau	
	

“Everything	has	beauty,	not	
everyone	sees	it.”		

Confucius	
	

“Words	are	plentiful;	deeds	are	
precious.”		



This	generation	recognises	the	value	of	getting	multiple	of	responsibilities	
at	once,	building	skills	simultaneously	rather	than	sequentially.	They	know	
they	face	very	fierce	competition	in	the	 job	market.	A	university	degree	is	
no	 longer	 a	 competitive	 advantage,	 so	 their	 roles	 and	 responsibilities	 are	
the	only	aspect	of	their	resumé	that	sets	them	apart.	They	know	the	world	
is	 changing	 quickly,	 and	 they	 are	 concerned	 that,	 if	 they	 don’t	 show	 they	
can	 keep	 learning,	 they	will	 fall	 behind	 their	 competition.	 Their	 desire	 to	
customise	 their	 job	 stems	 from	knowing	 the	 skills	 they	need	 to	have	 and	
looking	to	build	them	into	their	current	job.	
	
What	 this	 means:	 Recognise	 that	 targeted	 assignments,	 customised	 roles	
and	multidisciplinary	workers	are	the	future.	If	Gen	Y	are	asking	for	some	
flexibility	 in	 their	 official	 role,	 it	 is	 not	 because	 they	 are	LESS	 invested	 in	
what	they	do.	It’s	because	they	are	MORE	invested.	
	
#2:	How	to	retain	Gen	Y.	
Gen	 X	 was	 the	 first	 generation	 to	 whole-heartedly	 move	 away	 from	 the	
employer-for-life	 model	 and	 embrace	 multiple	 career	 destinations	 and	
employers.	The	 data	 has	 been	 consistent	 since	 the	 1980s—people	 switch	
jobs	more	often	early	in	their	career.	After	about	the	age	of	35,	people	tend	
to	spend	longer	with	each	employer.	Gen	Y	are	no	different,	except	perhaps	
they	make	the	decision	to	move	faster.	Gen	Y	are	no	less	loyal	-	early	career	
job-hopping	is	simply	the	new	normal.	
	
What	this	means:	If	you	are	struggling	to	retain	those	under	35,	you	need	to	
get	 clarity	 ASAP	 on	 why	they	 are	 leaving,	 then	 fix	 any	 issues	 you	 can	
control.	In	a	recent	survey,	26%	of	Gen	Y	said	that	they	would	have	stayed	
if	 the	 pay	was	 better	 (SHRM,	 2014).	 So	 you	 could	 have	 kept	 a	 quarter	 of	
your	 top	 performers	 by	 paying	 them	 more.	 They	 expect	 immediate	
recognition	for	their	flexibility	and	multi-skilling	from	behaviour	#1.	
	
#3:		You	can	never	give	enough	feedback.	
Gen	Y	are	used	to	metrics	and	grades	at	school	and	having	a	clear	indication	
of	how	well	they’ve	done.	They	use	apps	and	metrics	to	track	fitness	levels,	
books	they’ve	read,	and	how	many	people	‘friend'	or	‘follow'	them	on	social	
media.	
	
In	 the	 workplace	 they	 don’t	 typically	 have	 the	 same	 metrics	 readily	
available	to	them	-	it	is	hard	for	them	to	measure	their	progress	so	they	rely	
on	 feedback.	 They	 are	 looking	 for	 a	 way	 to	 know	 if	 they	 are	 making	
progress	and	performing	well	at	responsibilities	on	which	their	 livelihood	
depends.	The	reality	is	that	Gen	Y	request	a	lot	of	feedback,	and	they	want	
it	as	frequent	as	they	are	used	to	with	social	media.		
	
What	this	means:	It	is	time	for	you	and	your	organisation	to	work	out	how	
you	 can	 help	 their	 employees	 measure	 their	 own	 performance	 (and	
development)	 in	constant	real	 time.	Whilst	developing	 these	metrics	 (and	
you	will	need	them	for	Gen	Z	as	well)	have	very	regular	conversations	with	
them	about	how	they	are	performing	and	developing.		
	
USEFUL	LINKS		
Click	here	to	go	to	the	original	article	by	Jovana	Music	of	BlessingWhite.	
New	 Directions	 offer	 workshops	 on	 employee	 performance	 and	
empowerment.		For	more	information	Click	here	.	

Lech	Walesa	
	

"I	am	always	doing	that	which	I	
cannot	do,	in	order	that	I	may	
learn	how	to	do	it.”		

Pablo	Picasso	
	

"Celebrate	what	you	want	to	see	
more	of.”		

Thomas	J.	Peters	
	
"Life	is	short,	but	there	is	always	
time	enough	for	courtesy.”		

Ralph	Waldo	Emerson	
	

"There	is	nothing	like	a	dream	to	
create	the	future.”		

Victor	Hugo	
	
"Creativity	comes	from	trust.	
Trust	your	instincts.	And	never	
hope	more	than	you	work.”		

Rita	Mae	Brown	
	

“There's	much	to	be	said	for	
challenging	fate	instead	of	
ducking	behind	it.”		

Diana	Trilling	
	

"Time	of	stress	and	difficulty	are	
seasons	of	opportunity	when	the	
seeds	of	progress	are	sown.”		

Thomas	F.	Woodlock	
	

"The	most	important	thing	in	life	
is	to	learn	how	to	give	out	love,	
and	to	let	it	come	in.”		

Morris	Schwartz	
	

"To	exist	is	to	change,	to	change	
is	to	mature,	to	mature	is	to	go	
on	creating	oneself	endlessly.”		

Henri	Bergson	
	

"Snowflakes	are	one	of	nature's	
most	fragile	things,	but	just	look	
what	they	can	do	when	they	
stick	together.”		

Vista	M.	Kelly	
	

"And	in	the	end,	it's	not	the	years	
in	your	life	that	count.	It's	the	life	
in	your	years.”		

Abraham	Lincoln	



The	Coaching	Mindset	
	
Coaching	is	another	topic	that	has	been	central	to	my	workshops.	In	a	
recent	article	 linked	 to	 the	CIPD	Coaching	 for	Business	Performance	
Conference,	Jeremy	 Snape	 makes	 some	 great	 points	 from	 the	
perspective	of	some	of	the	great	elite	sport	coaches.		
	
Sport	 is	 an	 interesting	 and	 a	 powerful	metaphor	 for	 coaching	 as	 in	
sport	 it	 is	 the	best	players	who	get	access	 to	elite	 coaches.	Contrast	
this	 with	 the	 business	 world,	 where	 coaching	 is	 largely	 seen	 as	 a	
remedial	tool	for	under-performance.		
	
Coaching	 isn’t	 mentoring	 as	 mentoring	 calls	 for	 the	 lead	 person	 to	
have	 reached	 the	heights	of	performance	 themselves.	 Coaching	 isn’t	
teaching	which	relies	too	heavily	on	one	way	transfer	of	information.	
Coaching	 is	different	 and	 the	 first	 fundamental	 of	 coaching	 is	 in	 the	
mindset.	
	
Coaches	place	 the	athlete	at	 the	centre	of	 the	model	 rather	 than	 the	
coach	being	the	‘expert’.	GB	Athletics	coach	Malcolm	Arnold	explains:	
“The	athlete	is	the	expert,	they	can	talk	in	great	depth	for	40	minutes	
about	 how	 their	 emotions,	muscles	 and	 techniques	 felt	 during	 a	 40	
second	race.”	So	the	positioning	of	coach	as	a	facilitator	is	what	makes	
a	difference.	The	coach	uses	a	wide	range	of	questions	and	reinforcing	
statements	to	probe,	reinforce	and	to	encourage	the	performer	to	see	
the	next	level	of	performance	for	themselves.		
	
The	ability	to	listen	intently	is	a	key	element	of	the	coaching	mindset.	
As	 Sir	 Matthew	 Pinsent	 says,	 “The	 best	 coaches	 don’t	 speak	 too	
much.”	Again,	contrast	this	with	the	corporate	world	where	coaching	
is	often	directive	and	with	a	short	 term	focus.	Greater	 l	 rewards	are	
there	 in	 the	 long	 term	 if	 you	 help	 people	 to	 solve	 problems	 for	
themselves.	“Give	a	person	a	fish	and	you	feed	them	for	a	day.	Teach	
them	to	fish	and	you	feed	them	for	life."		
	
Former	Chair	of	UK	Sport,	Sue	Campbell,	highlights	this:	“As	a	young	
coach	and	 I	was	 showing	off,	 shouting	 tactical	 instructions	 from	 the	
side.	 An	 experienced	 coach	 saw	 me	 and	 asked	 who	 made	 the	
decisions	during	a	match,	I	said	the	players,	so	he	asked	me	when	the	
players	 got	 to	 practice	 these	decision	making	 skills	 if	 I	was	 barking	
orders	all	the	time.”		When	the	coach	solves	everyone’s	problems	for	
them,	they	are	actually	limiting	the	athlete’s	accountability	and	ability	
to	think	on	their	feet.		
	
So,	 Snape	 suggests	that	we	 should	 look	 to	 our	mindset	 and	how	we	
connect	 with	 our	 performers	 because	 that’s	 where	 coaching	makes	
the	difference.	
	
USEFUL	LINKS	
Click	here	to	access	the	original	article	by	Jeremy	Snape	
	
New	 Directions	 provides	 workshops	 and	 training	 in	 coaching	 for	
managers.	Click	here	for	more	information.	

Financial	incentives	
scrapped...	

This	 who	 have	 attended	 my	
workshops	 on	 performance	
management	 and	 motivation	 will	
know	that	I	am	not	in	favour	of	paying	
individual	 bonuses.	 The	 evidence	 is	
very	 clear	 that	 they	 don’t	work,	 don’t	
motivate	 staff,	 and	 often	 lead	 to	 the	
wrong	 behaviour	 -	 as	 exampled	 in	
many	recent	cases.			
	
Now	 the	 UK’s	 most	 respected	 fund	
manager	 is	 to	 scrap	 bonuses	 at	 his	
firm.	Neil	 Woodford	 is	 putting	 all	
employees	 on	 a	 basic	 salary,	 with	 no	
commission	 payments	 or	 bonuses.	
And	 another	 senior	 figure	 in	 the	 fund	
management	 world,	 Daniel	 Godfrey,	
followed	 the	 lead	 and	 said	 his	 new	
venture	would	not	pay	bonuses.	
	
Traditionally	 fund	 management	
groups	are	among	the	most	aggressive	
payers	 of	 large	 bonuses,	 arguing	 that	
they	 are	 crucial	 for	 performance.	But	
there	 is	 little	 evidence	 that	bonuses	
boost	 professional	 performance	 -	
which	 is	backed	 by	 widespread	
academic	 evidence	that	 I	 use	 in	 my	
workshops.	In	one	example	in	the	fund	
management	sector,	M&G	paid	around	
£33m	in	total	to	just	one	fund	manager	
in	2013	 and	 2014	 -	 now,	 one	 of	 this	
manager's	 funds	 is	 in	 the	 bottom	half	
of	the	performance	tables.	
	
Woodford’s	firm	will	now	pay	a	higher	
single	salary,	and	are	convinced	that	it	
would	 improve	 employees’	 behaviour	
and	 performance.	 The	 firm	 already	
returns	16%	 for	 investors,	 compared	
with	 6%	 for	 the	 average	 fund.	 So	 the	
signs	are	good.	
	
	
USEFUL	LINKS	
Click	here	to	read	The	Guardian	news	
article	 "City’s	 bonus	 culture	 is	 bad	 for	
customers,	 the	 economy	 and	 for	
workers"	



Public	Courses	2016Public	Courses	2016 	
	
New	Directions	runs	a	small	number	of	public	training	programmes	in	
association	with	partners.	2016	dates	are	below.		
	

Human	Competency	and	Capability	DevelopmentHuman	Competency	and	Capability	Development 		
A	4	day	course	in	strategic	human	resource	management	in	oil	and	gas	.		
Kuala	Lumpur	18-21	October	
	

International	Oil 	&	Gas	Executive	ProgrammeInternational	Oil 	&	Gas	Executive	Programme 	
An	5	day	workshop	in	strategic	management	for	the	Oil	and	Gas	
industry.		
Kuala	Lumpur	24-28	October		
	
USEFUL	LINKS	
New	Directions	consultancy	and	training	services	

____________	

Book	sales	
Getting	Results	Without	Authority	is	available	at	the	special	price	of	
£10.00			
Ready-Aim-Fire	Problem	Solving	is	priced	at	£7.00		
	
Bundle	both	titles	for	£15.00	
Price	includes	p&p	in	the	UK,	for	deliveries	outside	the	UK	add	£1.00.		
Click	here	to	go	to	the	secure	Online	Shop.	

CuttingsCuttings 	
Cuttings	is	a	bi-monthly	collection	of	
ideas	and	comments	published	elsewhere	
which	have	attracted	my	attention	over	
the	past	couple	of	months.	It	is	designed	
for	readers	who	are	interested	in	
individual,	organisation	and	management	
development	and	is	free.	It	has	been	
published	continuously	for	more	than	20	
years	by	New	Directions,	an	international	
network	of	consultants	and	trainers	who	
work	together	to	learn,	research,	design	
and	provide	consulting	and	training	in	
individual,	management,	and	organisation	
development.		
 
USEFUL	LINKS	
Past issues of Cuttings 
New Directions website 
Getting Results Without 
Authority 
 
Contact details 
T: +44 (0)117 968 1451 
M: +44 (0)7753 626284 
Skype: GeofCox.NewDirections 
E: geofcox@newdirections.uk.com 
P: 26a Downleaze, Bristol BS9 1LZ, 
UK	
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