Future Ready
with Gen Z:

Winning Talent in Hong
Kong's Food, Drink &
Grocery Industry

Head of Global Clients, Asia

;i’"%
A

% Jonathan Fung

Linked [}




LinkedIn’s vision: create

Economic Opportunity

for every member of the global workforce
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Every minute on LinkedIn globally
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Join the Vevox session
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Which of the following yearis NOT considered
a Gen Z birth year?

1998

[ | 0%
2005

[ ] 0%
2010
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1995
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Who is Gen Z?

Gen Z/ Millennials Gen X Baby Boomers

a »
r ﬁ? ~\

Born:  1997-2012 1981-1996 1965-1980 1946-1964

Ages: 11 to 28 29 to 44 45 to 60 61 to 79
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Most members join and create LinkedIn profiles betore 25.

How Old Members were when they Created LinkedIn Profiles

10% 100%
9%
8% 80%
7%
6% ) 60%
0%

4% 40%
3%

20%

2%
o IIIIIIIIIIIII'...IIIII-- _______________ 9
0% 0%

18 20 22 24 26 28 30 32 34 36 38 40 42 44 46 48 50 52 54 56 58 60 62 64 66 68 70 72 74 76 78 80 82 84 86
mm Member % Distribution

Member Distribution (%)

% of Total Cumulative

Source: LinkedIn Internal Data, APAC Member Base, September 2024
LinkedIn age and gender data is inferred based on first name and pronouns, and by graduation date.
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Talent in Hong Kong SAR is growing and more open to change

+46% +91%

| ' bers in thi
Growth in this talent pool & ncrease in memaoers 1n tnis

talent | identifyi
on Linkedln in the last 5 o POSTIEETHIYING 55
open to new opportunities
years %

- year-over-year

N

Talent Pool Growth is calculated by comparing the current total number of LinkedIn members (as of Nov-25) within a defined talent pool to the total number of members in that same talent pool five years prior.
Growth in Openness to Opportunities is measured by comparing the total number of members in the talent pool who indicate they are “open to new opportunities” over the last 12 months (Nov-24-Oct-25) compared to the previous 12 months
(Nov-23-Oct-24).

IMPORTANT: For internal, non-commercial use only. Provided under license from LinkedIn and subject to the LinkedIn Subscription Agreement and Service Terms
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What does Gen Z care about at work?

Purpose
] 0%
Sustainability
] 0%
Inclusion
0%
Digital First
0%
Well being
0%
Learning & Growth
0%
Ping Pong tables and free snacks
0%




m Join at:vevox.app ID:132-845-280
What does Gen Z care about at work?

Purpose
] 0%
Sustainability
] 0%
Inclusion
0%
Digital First
0%
Well being
0%
Learning & Growth
0%
Ping Pong tables and free snacks
0%




Purpose
Driven

6 things Gen Z Sustain
cares about ability

Source: Global Web Index, largest global internet user survey.
Respondents: Global Gen Z audience who are members on LinkedIn.
Questions: 1) “Which of the following things are important to you” 2) "Which of the following do you feel describes you?”



1. Purpose Driven

-
\

Consumers
R

A Position: Brands
with position on
social issues

A Impact:
Campaigns that
show authentic
impact

A Contribution:
Companies that
contribute to
communities

.

6 things Gen Z

cares about

Source: Global Web Index, largest global internet user survey.
Respondents: Global Gen Z audience who are members on LinkedIn.
Questions: 1) “Which of the following things are important to you” 2) "Which of the following do you feel describes you?”

Talent

A Mission: A
mission they can
believe in

A Impact: Work
creates visible
impact

A Purpose: Leaders
to connect
corporate
purpose to daily
work




2. Sustainability

, Consumers

A Products: Fco

friendly products
6 things Gen Z &low waste
cares about brands
A Cost: Pay a

premium for
ethical production

A Authenticity: Call
out greenwashing
publicly

Source: Global Web Index, largest global internet user survey.
Respondents: Global Gen Z audience who are members on LinkedIn.
Questions: 1) “Which of the following things are important to you” 2) "Which of the following do you feel describes you?”

Talent

A Godls: Work for
companies with
measurable
sustainability goals

A Transparency: Want
transparency on
environmental impact

A Position: Expect
leaders to take a
stand on climate
Issues




3. Inclusion

Consumers Talent

A Diversity: Expect A Attraction: Inclusive

diverse culture where they
representation in can show up as

6 things GGen / . ads and products themselves

cares about? ' A Support: Reward A Resonate: Value
brands that speak leaders who listen to
to different diverse voices
identities A Selection: Choose
A Exclusion: Avoid companies with fair

brands perceived opportunity and
as exclusive or progression

outdated

Source: Global Web Index, largest global internet user survey.
Respondents: Global Gen Z audience who are members on LinkedIn.
Questions: 1) “Which of the following things are important to you” 2) "Which of the following do you feel describes you?”



4. Digital First

Consumers

A Mobile: Seamless
mobile
experiences

A Speed: Brands
with intuitive apps
and fast service

A Real people:
Follow creators
and influencers
for authenticity

A Agility: Adopt
new tech quickly

6 things Gen Z

cares about

Source: Global Web Index, largest global internet user survey.
Respondents: Global Gen Z audience who are members on LinkedIn.
Questions: 1) “Which of the following things are important to you” 2) "Which of the following do you feel describes you?”

Talent

A Efficiency: Digital
tools that remove
friction at work

A Adoption: Perfers
mangers who
communicate on
modern platforms

A Automate: Expect
automated workflows

A Tech driven:
Companies invest in Al
and modern systems




0. Well-being

Consumers Talent

A Wellness: Spend A Safe space: Care

more on mental about psychological
: wellness, fithess and safety in teams
6 thmgs Gen Z mindfulness apps A Flexibility: Value
cares apout A Reputation: flexibility and work
Choose brands that life balance
promote healthy A Authenticity:
habits Choose leaders who
A Ease of use: Prefer show empathy and
flexible, low stress care
customer A Human: Support for
Reponclonts Gt Gon 2 oodones who oo members o ke, experiences mental health

Questions: 1) “Which of the following things are important to you” 2) "Which of the following do you feel describes you?”



6. Learning & Growth

Consumers Talent
 : A Value driven: A Empowerment:
i Engage with Constant growth
6 things Gen 7/ content that opportunities
R - ’Itjoches son.ﬂethmg A C.lanty. Companies
uman led: Follow with clear career
creators who share pathways
skills and insights A Coach: Mangers who
A Learning: Invest in coach not command
courses, micro A Bespoke: Stay longer
credentials and when learning is
development. 82% personalized and

Source: Global Web Index, largest global internet user survey.

Respondents: Global Gen Z audience who are members on LinkedIn. -t-i me on mo bﬂ e CO nt-i NUOUS

Questions: 1) “Which of the following things are important to you” 2) "Which of the following do you feel describes you?”



Upskilling Interests & Learning Habits

0
Microsoft Bl Suite Do 82/0 more of
, Artificial Intelligence (Al) their learning on
Professionals ol
. Financial Economics moonie
entering the
workforce today are Canva
on pact to hold 2x Multivariate Statistics Invest Their Time:
as many jobs over Environmental, Social, and Govermnance (ESG) Watch 24 %
their careers Product Management more hours of
compared to 15 Analytical Chemistry video
yedars dgo. Quantitative Finance

Deep Learning

Source: Mercerr, LinkedIn Learner Audience Report for Entry Level (<2 years)



How can we move
this forward to attract,
nire, and retain the
right Gen Z or talent.

How do we work —S
through the current
Drocess or resource

Good news! There is
no better time than

constraints? NOW.
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DATA CENTERS
Microsoft to invest $7.16 bln

in new data centres in
northeastern Spain
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As the world's largest Al-powered professional network,

our data fuels our integrated talent approach

N Leaders gain insight on their o . e
I“‘:' """"""" '. Orgcnizqﬁon's rcnk]'ng Compored .“"""““J S . LeGrmng courses deVe]Oped .“““""“""i"l
' to industry competitors based on Industry and skill trends '
{ [ )
Recruitment and talent intelligence Learners receive tailored courses
tools based on real-time talent trends 5 : based on trends in their role and
° o o indigstry
————————————————————————————— o O @ e
Job recommendations based on Targeted learning content surfaced to
member skills, experience and managers based on team feedback

REESS



LinkedIn helps you
hire for today and
build for tomorrow Linked [f}] Talent Solutions

ATTRACT .- HIRE ..».. DEVELOP . RETAIN
1. Attract talent that connects with

your mission and purpose Hiring Solutions

Learning Solutions

v
LinkedIn A.l. capability — Microsoft / openAl :

LinkedIn / Talent Insights

Develop your workforce with future i
ready skills as your industry
transforms

Retain your people by making

career opportunities visible and
attainable within your
organization




Thank you
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@'ls\ﬂ Retail | 30,000+ employees

Goal: Create a unified culture of learning in a decentralised, global company.

Carlsberg Group help their worldwide team feel more connected

by building a global culture of learning

‘ ‘ We are very fortunate to have a great cooperation with LinkedIn
Learning team. Some people change during last 3 years but what did

The challenge: Creating a unified, global culture of learning rotchange s highlevel of colleagie's engagement. professionalism,
e Creating a consolidated approach to learning with worldwide consistency, yet maintaining local flairs. Since and patience We have great insights and analytics that colleagues on
our strategic session, which helps us together discuss priorities and

Carlsberg is a global, but decentralised company (separate markets with their own budgets), their internal X , b

/ roles. Thank you, colleagues!
learning system was fragmented.

e Ensuring a smooth rollout to incentivise markets to request more licenses and, therefore, initiate that global ﬁ \

consistency they set out for.

Natalia Voss
¥ Head of leadership Academy

e Empowering employees to take learning into their own hands, integrating it into their daily routines instead of vy,

relying on in-person training.

The solution: A dedicated task force, curating courses, and recognising achievement

e Forming a dedicated task force with a core team of "super admins” who managed licences globally and
organised a set of materials for local teams, training them how to use the platform. Local admins were also
established for each market.

e Creating alibrary of curated content featuring over 200 learning paths to cater to specific teams and regions, with

the company’s core message embedded throughout.
e Monitorengagement through Linkedin Success Metricsin order to establish a set of KPls and celebrate the
highest-performing markets through recognition awards.

63% 88% 34 TR e

repeat learners  of markets activated  videos on average
their licences watched each month 7 0y




Introduction

Al's advancement compels businesses to pricritize agility in upskilling efforts. To succeed,
Talent Developrment professionals will need to guickly evaluate and refine programs to
meet rapidly changing skill needs. It's a critical shift, but one that's hard for Learning and
Talent Development leaders to put into practice at scale.

Meeting this moment requires a new playbook tor adaptable upskilling strategies,
because the world of work is changing too quickly to do things the way you've always
done them.

The goal is to put the right people, with the right skills, in the right jobs, at the right time.
This playbook will show you how to implement three levers of agility: Your process for
rolling out programs, your approach to equipping managers to become champions, and
your strategy to helping your employees navigate their careers.

Manager
Agility

“Even if you aren’t changing your job,
your job is most likely changing on you.”

-

Ryan Roslansky
Chief Executive Officer at LinkedIn



Process Agility

Embrace dynamic approaches to upskilling

The skills to stay competitive are changing all the
time. Keeping pace requires building more speed

and dynamism in your skill-building programs.

In this section, we'll explore two ways Learning and
Talent Development pros are making their upskilling
processes more agile.

Where to focus

o Audit skills frequently

‘!{*‘ Roll out new programs quickly
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Audit skills frequently

Leverage two key data sources to determine the most business-critical skills:

Internal stakeholders’ learning priorities

Align with business leaders by understanding their strategic goals and the
skills required to achieve them.

Benton McTaggart, Founder of Benton MclTaggart Coaching, recommends
shadowing teams to identify pain points that learning can address, and
regularly asking:

+ What are your top 3-5 strategic priorities for the next 1-3 years?
+ What skills will your people need to deliver on those priorities?
* What skills and capabilities do you see our competitors investing in?

External reports on business-critical skills

LinkedIn frequently publishes reports analyzing hiring and
learning data from our billion plus members to inform the
skills your employees should learn, including:

Workplace Learning Report
Global Talent Trends
Most In-Demand Skills

—
Procass Agflity
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Roll out new programs quickly

Like product cycles, time to launch of learning programs matters. For example,
Michelle Randall-Berry, Global Head of Talent at Teradyne, spearheaded an effort
that was able to go from concept to launch of a core upskilling curriculum — that
would usually take 12 months — in 45 days. Her team reached this velocity by:

Securing executive leadership support early on

Early leadership buy-in helps cement your project's significance and fuels a company-

wide push for upskilling

Proactively communicating goals and progress to stakeholders

Instead of waiting for major milestones, share work-in-progress updates to allow for
faster course corrections

Creating feedback loops with impacted teams

As early as possible, gather cross-functional leaders to provide feedback on content
relevance and to help validate learning approaches

I —
Procass Aoility

257

Linkedln data shows that skills
have changed 25% since 2015

70%

By 2030, that number is
expected to reach at least 70%

Not sure where to get started? Try shifting annual skill assessment conversations to monthly check-ins

with leaders, or provide biweekly written updates to a few select leaders.

Source: 2025 Linkedin Work Change Report

30



éé Building skills and putting skills to work for
your organization is not owned by L&D
alone; it's co-owned by employees,
managers, leaders, and business partners.
The companies that outlearn other
companies will outperform them.”

Vidya Krishnan
Chief Learning Officer at Ericsson
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Procase Aaoility

Exercise: Put the right foundations in place for process agility

Use this worksheet to identify areas for acceleration.
Even organizations with mature skill-building processes can prioritize agility.

What external resources can | use to keep up-to-date on in-demand skills?

Which internal stakeholders do | need to meet with regularly to keep up-to-date on skills needs?

32
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Procass Aaility

Exercise: Put the right foundations in place for process agility

Use this worksheet to identify areas for acceleration.
Even organizations with mature skill-building processes can prioritize agility.

Rate your process on the statements below to identify where you can accelerate:

. I We are bringing key leaders into program design early in ] . . . s
o the process to get their buy-in
O) Mot at all Sometimes All the time
We establish regular, rapid touch points to assess . 5 s . .
2, program progress and pivot as needed
m Mot at all Sometimes All the time
(-) We have established feedback loops with the teams and ) , ; , _
O managers who need to leverage new skills
— Mot at all Sometimes All the time

33




Manager Agility
Transtorm managers into career accelerators

Managers are on the frontline where your people’s
skills and career development meet the needs of the
business. These frontline leaders should be your
strongest advocates for continuous upskilling. This
section focuses on activating skill priorities through
hands-on involvement from managers.

Where to focus

|
e

Q

Translate business priorities into manager priorities

Equip managers to deliver on your skill priorities




Menager Sallity

&

Translate business priorities
into manager priorities

For a business interested in Al upskilling, talent development can help
managers drive upskilling by aligning with their key priorities.

have the same learning needs across
S e e b the board — tailor upskilling to each
function. What does Engineering
need? What does Sales need? Find

Department-level priority Product department leverages
Al to shorten prﬂdur:t r:ycles Dut and g'i'-,ufe "l't to them_“
Manaaer-level priori Product team leads upskill on Chrissy Roth-Francis, Director of Talent
2 priofity using Al to conduct quality contral, Develonment ot Linkedn
build user personas, analyze data, P

improve SEO, ete.
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“ It you're sitting in a talent planning room,
you re looking at great talent and asking, m"
‘What's next for them? How can they
develop and how can we, as an
organization, make that happen?”
That's the unlock — the decoder ring
we're all looking for.”

£

Ml

—
i
—
—

\ Rebecca Romano, SVP, Head of Global Talent
Development at NBCUniversal

d
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Translate manager priorities into action

Managers need the right tools and training resources to help their teams build
business-critical skills and advance their careers.

These four qualities have helped make LinkedIn's manager trainings effective:

Community-based: Cohorts and discussion forums allow managers to ideate and
problem-solve on how to best upskill their teams

Scalable: Al coaching and feedback bots for managers to prepare difficult conversations

* Persondlized: Have a common training curriculum — but suggest ways for managers
to customize them to their teams and departments

+ Herative: Create venues for managers to give the Talent Development pros regular
feedback on upskilling resources

LinkedIn's Manager Training Programs

LinkedIn ofters manager upskilling programs in various formats and durations to meet managers’
needs. These include live workshops, one-on-one discussions, small group activities, and
assignments embedded into managers' work, such as prompts for employee check-ins and
performance reviews.

As Chrissy Roth-Francis, Director of Talent Development at LinkedIn, says, “The activities are
actionable, not just theoretical, and are integrated into the flow of work.”

Programs vary from in-depth, cohort-based courses to shorter, lighter ones, and are regularly
refined to align with organizational needs and skill development.

Source: 2025 LinkedIn Werkploce Learning Repaort

I
Manager dallley

R

"

%

00%

Recent LinkedIn research
has shown that 50% of
managers lack proper
support for upskilling

l‘.",l_l'

37



>
.4,:
ko)
<C
O
O
O
=
O
>

Exercise: Are your managers upskilling champions?

Yes

Do they engage employees regularly in career
development conversations?

Do they have a solid understanding of current learning
initiatives and programs?

Are their people completing required
training courses?

Are their people taking stretch assignments or
completing job rotations?

If you can answer ‘yes’ to three or more of these
questions questions, your managers are already
upskilling champions.

Yes

Mangger Aallity

No
Do they engage in continuous

learning themselves?

Do they celebrate and reward their team members
who accrue and apply new skills?

Do they mentor other managers in building @
culture of learning?

If you checked fewer than three boxes, it's a sign
you may need to train managers to help them
become upskilling advocates.

38
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Monager Sallity

Exercise: Translate business priorities into manager priorities

Managers have more on their plates than ever. They need Learning and Talent Development leaders to support thern by helping
to align their skill-building priorities with business priorities. Use this worksheet to cascade business priorities to team-level skill-

building goals across key departments.

First, select the business priority you want to focus your skill building efforts on:

Business-level priority:

Next, identify the key departments that can help fulfill this objective:

Department:

How can this department
deliver on the business priorities?

What skills do they need to build?

Then, ideate on how managers can support this initiative within their respective teams:

How can managers help
unlock this skill growth?

39



“ People managers at many companies are overwhelmed — juggling
team leadership, employee well-being, and their full-time roles.
At The Coca-Cola Company, we've focused on setting our people
managers up for success by enabling them to better coach, remove
roadblocks, and align priorities around the work that matters most.

Over the past three years, we've seen significant improvements in
how our managers are rated by our people, along with overall
satisfaction working at Coca-Cola.”

Tapaswee Chandele
Senior Vice President of Global Talent, Development & System

Partnerships at The Coca-Cola Company

40



Agile Employee
Career Development

Accelerate the flow of critical skills
through your people

When you embed more agility into how employees build
skills to advance their careers, you're enabling faster paths
to leadership and productivity across your business. This
section will explore three career development tactics that

will help accelerate upskilling. Where to focus

&A  Skills-focused mentoring

) Employee reskilling

£% Peerbased learning




High impact investments in agile skill-building

According to our latest Workplace Learning Report, the most common career
development practices employed by organizations globally are...

You are likely leveraging some of the tactics above. In this chapter we will focus
on & that are highly effective but often overlocked:

* Mentorship programs

>‘ Leadership training L%
Sharing internal job openin 59%
- ng ] =5
*r— Creating individual career development plans or maps 85%
F
s = Mentarship programs 55%
O} Recegnition and reward progroms (excluding promotions) 50%
( Opportunities to participate in cross-functional projects 45%
Interncl mobility programs 44%
G} Tuition reimbursement [ continuing education support 41%
q) Peer leaming groups 31%
>\ Job rotation initiatives 26%
—

- Opportunities to participate in cross-functional projects

* Peerlearning groups
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Tactic #1: Skill-specific mentoring programs

55% of L&D professionals surveyed in Linkedin's
Workplace Learning Report have set up mentoring
programs. But there is still untapped potential: use mentor
programs to build business-critical skills.

Mark Pearson, Corporate Vice President of Talent, Culture
and Community at AMD, commented “Mentoring programs
are especially helpful for deeply technical Al upskilling. With
technology and skill sets so radically new, people haven't had
time document best practices. Mentoring circles are having a
huge impact.

We ask technical mentees what skill they most need help on,
and then we connect them with a senior manager who
specializes in that skill.”

Mark has seen a “gravitational pull of that apprenticeship
spirit, and a willingness to learn” especially among Gen Zers
newest to the workforce, and says they are building lasting
relationships as a result of this mentoring for the moment.

Build a more agile
mentoring program by:

Making mentor cycles shorter (no longer than 3 months)

Engaging a variety of mentors across the organization

Helping employees tap mentors with diverse expertise, from
technical upskilling to leadership coaching

Helping new college graduates meet, learn from, and
build working relationships with seasoned professionals across
the organization

43
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Tactic #2: Employee Reskilling

Reskilling your existing employees to fill internal roles is a great way to
move skills and people throughout your organization. This approach
minimizes the costs of making external hires and provides employees a
way to use new skills to propel their careers.

For example, Amazon's Career Choice program supports frontline
employees’ skill development by encouraging managers to regularly
discuss career growth and advancement with them.

Key parts of Amazon's program include:

Introducing the value of upskilling widely and early

* Amazon introduces the Career Choice program to managers in their
initial training, priming them on the importance of upskilling early in the
their tenure

Reminders in the flow of work

- Associates receive timely reminders to sign up for the program via
warehouse scanners they interact with regularly

While Amazon's $1.2B investment in Career Choice might seem like a
herculean lift for the average business, consider how you might be able to
adopt parts of the program. Can you engage employees in upskilling
conversations as a routine part of their performance management? Are
their moments in the flow of work you can leverage to remind employees
to practice new skills?

“By arming our managers with these
tools and fostering a culture of
continuous learning, we ensure that
new technologies create more
opportunities for our workforce,
reinforcing our commitment to striving
to be Earth's best employer.”

Tammy Thieman, Director,
Career Choice at Amazon
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Additional
Resources

LinkedIn Learning is the only
skills development platform
built on insights from 1 billion
professionals on LinkedIn.

1. LinkedIn's 2025 Workplace Learning Report
Discover how career development can help your people and your company thrive

2. Global Talent Trends

Explore data-driven insights on the changing world of work

Learn how Thomson Reuters and Kraft-Heinz built business-critical Al skills

4. Most In-Demand Skdlls
Linkedln data from our billion-plus global members reveals
this year's most in-demand skills for your organization

5. 6 Critical Human Skills for the Age of Al

Discover how communication & critical thinking will help your company succeed

Ready to see how upskilling can make outsized
impact on your business?

Explore LinkedIn's Products

45
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