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Faced with a rather 
dire leadership gap, 
semiconductor companies 
are exploring unconventional 
solutions. They’re turning 
their attention to younger 
generations, and they 
are looking to attract 
experienced leaders from 
adjacent industries. 
This strategy of drawing talent from diverse sources strengthens the industry’s position, 
but it also comes with risks. Will executives from other industries be able to quickly 
grasp the nuances of semiconductor manufacturing? Can younger leaders step up to 
the massive challenges facing the industry? It’s a bold move, but one the industry feels 
compelled to make. 
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Why Are Semiconductor Companies 
Turning to Millennials, Gen Z,  
and Cross-Industry Talent?
A 2022 KPMG study found that two-thirds of semiconductor executives consider talent 
development and retention their top strategic priority—this means that, according to 
them, talent risk is a bigger risk than supply chain disruptions and geopolitical issues. 
And for this reason, many semiconductor companies are willing to start taking steps they 
might not usually take in order to staff their C-suites and fill their leadership pipelines. 

One of the solutions many semiconductor companies are considering is bringing in 
younger talent, particularly members of Gen Z and millennials, either into mid-level 
leadership positions or into positions that form a pipeline into the C-suite. 

The other option is to hire experienced leaders from other industries. This is the more 
attractive option for semiconductor firms which do not have the luxury of time in order to 
prime younger candidates for executive positions. 

But regardless of which of these two approaches companies are taking, and regardless 
of how risky they might seem, early case studies of this approach have been promising. 

Case in point: AMD’s appointment of Dr. Lisa Su as CEO in 2014. Dr. Su was 43 at the 
time, between seven and 17 years younger than the average CEO (with 86% of CEOs 
being in their 50s and 60s). Despite being relatively young for a CEO and coming from 
a background in electrical engineering rather than semiconductor manufacturing, Su 
led AMD to a remarkable turnaround, with the company’s stock price increasing by over 
4000% during her tenure. 

This diversification strategy also aligns with proven success factors in innovation and 
financial performance. Companies in the top quartile for age and cultural diversity on 
executive teams were 36% more likely to have above-average profitability.  

https://kpmg.com/us/en/articles/2022/global-semiconductor-industry-outlook-2023.html
https://www.morningstar.com/news/marketwatch/20240720262/how-old-is-too-old-for-ceos-and-presidents
https://www.fool.com/investing/2024/01/09/if-you-invested-10000-in-amd-when-lisa-su-became-c/#:~:text=This%20chart%20shows%20AMD's%20stock,would%20be%20worth%20%24422%2C500%20today.
https://www.mckinsey.com/featured-insights/mckinsey-explainers/what-is-diversity-equity-and-inclusion
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Strategies to Attract Gen Z and Millennials 
to the Semiconductor Industry
Let’s talk about reeling in young blood. Gen Z, with their oldest members barely pushing 
27, might be too green for the C-suite, but they’re ripe for the picking when it comes 
to long-term succession planning. But on the other hand, millennials, people currently 
between the ages of 28 and 43, are prime candidates for management positions and 
perhaps even a few of those executive chairs gathering dust. 

But the problem is that semiconductor companies aren’t typically top of mind for young 
job seekers. Why? Because of their poor brand image. In fact, nearly three out of five 
people believe that semiconductor companies are less attractive to work for than other 
technology companies.  

From our conversations with clients in this industry, several key strategies have emerged. 
To improve brand image and resonate with Gen Z and millennials, companies should 
focus on the following areas: 

1. Sustainability
Twenty percent of Gen Z and millennials have left a job to find something that aligns 
better with their desire to protect the environment, and another 25% said they will do the 
same in the future. If you can offer them a value proposition that includes environmental 
benefits, for example designing chips for electric vehicles, you could potentially be the 
employer they flock to. 

2. Corporate social responsibility (CSR)
Three out of four Gen Z and millennials prefer to work for an employer that isn’t just 
profit-driven but wants to make a positive impact on the communities it operates in 
and serves. But less than half of Gen Z and millennials believe businesses are having 
a positive impact on the world. If you can ramp up your CSR and ESG initiatives to the 
point where you can assure them that you are one of the few businesses really doing 
good, you’ll be an attractive employer. 

3. Mental health
For Gen Z and millennials, a focus on mental health at work is really important, but 30% 
say they are too scared to discuss it with their direct manager for fear of discrimination. 
If you can create a warm and supportive work environment for those who wish to be 
open about their mental health, you’re already ahead of many other employers. 

https://www.semi.org/en/workforce-development/diversity-programs/deloitte-study
https://www.semi.org/en/workforce-development/diversity-programs/deloitte-study
https://www.deloitte.com/content/dam/assets-shared/docs/campaigns/2024/deloitte-2024-genz-millennial-survey.pdf?dlva=1
https://www.deloitte.com/content/dam/assets-shared/docs/campaigns/2024/deloitte-2024-genz-millennial-survey.pdf?dlva=1
https://www.deloitte.com/content/dam/assets-shared/docs/campaigns/2024/deloitte-2024-genz-millennial-survey.pdf?dlva=1
https://www.deloitte.com/content/dam/assets-shared/docs/campaigns/2024/deloitte-2024-genz-millennial-survey.pdf?dlva=1
https://www.deloitte.com/content/dam/assets-shared/docs/campaigns/2024/deloitte-2024-genz-millennial-survey.pdf?dlva=1
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4. Flexible work
Gen Z and millennials value flexibility in terms of time and location. Reduced hour work 
weeks, flexible hours, remote work, hybrid work, or a combination of these will draw 
them in. A quarter of Gen Z and nearly a third of millennials say that work-life balance 
is the main deciding factor in taking a job, while nearly one in five cited flexible working 
arrangements as the primary factor.

Gen Z and Millennial Workplace Preferences

Sustainability

20% have left a job for environmental reasons; 

25% would consider it.

Corporate Social Responsibility

75% prefer employers making a positive impact on communities.

Flexible Work

25%30% cite work
life balance as the main factor in job decisions.

Mental Health Focus

30% fear discussing mental health with managers; supportive 

environments are crucial.

Gen Z and Millennial Workplace Preferences

https://www.deloitte.com/content/dam/assets-shared/docs/campaigns/2024/deloitte-2024-genz-millennial-survey.pdf?dlva=1
https://www.deloitte.com/content/dam/assets-shared/docs/campaigns/2024/deloitte-2024-genz-millennial-survey.pdf?dlva=1
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… But Retention is Equally Important
In trying to attract Gen Z and millennials to the semiconductor industry, it’s also 
important to try to retain them. The main reasons Gen Z and millennials give for 
leaving jobs include not enough pay (26% of Gen Zs and 29% of millennials), lack of 
advancement opportunities (16% of Gen Zs and 22% of millennials), feeling burned out 
(14% of Gen Zs and 17% of millennials), and to protect their mental health from a job they 
felt was detrimental to it (14% of Gen Zs and 18% of millennials).  

Looking at the statistics, to retain these generations you want to make sure you’re 
valuing them appropriately through competitive pay and clear advancement 
opportunities. You also need to ensure they are supervised by leaders who prioritize 
mental health, can recognize early signs of burnout, prevent overwork, and create a 
supportive work environment. 

Reasons Gen Z and Millennials Leave Jobs

Gen Z Millennials

Not enough pay

26%

2)%

Lack of advancement

16%

22%

Feeling burned out

1L%

1P%

Mental health concerns

1L%

1S%

Reasons Gen Z and Millennials Leave Jobs
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Attracting Talent from Other Industries to 
the Semiconductor Industry
When it comes to executive search in a tight labor market, companies are going to find 
themselves asking, “Why limit ourselves to our own backyard?” And it’s a good question 
because there’s a whole ocean of skilled and highly experienced professionals out there 
in other industries, just waiting to be reeled in. 

But when fishing for talent in other industries’ ponds, it’s all about knowing which skills 
are transferable. So, what are these ever-important transferable skills? 

When it comes to filling gaps in a semiconductor company’s leadership, sometimes the 
best way to think outside the box is to bring in someone who’s mastered a different 
box altogether. Executives from adjacent industries offer fresh perspectives, innovative 
approaches, and valuable cross-sector insights. 

•	 Experience with precision manufacturing and quality control 

•	 Expertise in managing complex supply chains 

•	 Ability to integrate advanced technologies into production processes 

These align closely with skills prevalent in other industries like the automotive industry, 
pharmaceuticals, and aerospace. 

But what executives transitioning from one industry to another will need more than 
anything else is adaptability. And the numbers speak for themselves: 71% of corporate 
leaders believe the most important leadership quality you can have is adaptability. But 
how do you know a leader is agile enough to make this transition? Keep an eye out for 
these three signs: 

•	 A history of successfully leading change initiatives or turnarounds 

•	 �Evidence of quick adaptation to new technologies or market shifts in 
their previous roles 

•	 Demonstrated ability to build and lead diverse, cross-functional teams 

https://hbswk.hbs.edu/item/six-unexpected-traits-leaders-need-in-the-digital-era
https://hbswk.hbs.edu/item/six-unexpected-traits-leaders-need-in-the-digital-era
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How to Get Started with Finding 
Semiconductor Talent Among Gen Z, 
Millennials, or Other Industries
When it comes to attracting new talent to your semiconductor company, whether it’s Gen 
Z, millennials, or executives from adjacent industries, the single most effective strategy 
you can employ is building a culture of storytelling around why top talent should choose 
you. A strong talent brand reduces cost-per-hire by up to 50% and lowers turnover rates 
by 28%. 

The Impact of a Strong Talent Brand

50%

28%

22%

Cost-Per-Hire Reduction

Turnover Rate Reduction

Other Benefits

The Impact of a Strong Talent Brand

But storytelling alone isn’t enough—you need to meet potential candidates where they 
are, and in 2024, that’s often online. Most job seekers turn to online platforms to evaluate 
potential employers, with more than eight in 10 consulting company reviews and ratings 
before applying. Three-quarters of active job seekers are also more inclined to submit 
applications to companies that proactively manage their employer brand. This means 
your online presence and reputation play a big role in attracting top talent.  

Invest in your digital footprint, encourage honest reviews from current employees, and 
showcase your company culture across various platforms, and you’ll find it easier to 
attract the kind of talent you need.

https://www.forbes.com/consent/ketch/?toURL=https://www.forbes.com/councils/forbeshumanresourcescouncil/2021/04/28/dissonance-disaster-when-employer-brand-and-talent-brand-dont-align/#:~:text=Right%20now%2C%20the%20biggest%20business,reduction%20in%20cost%20per%20hire.
https://www.forbes.com/councils/forbeshumanresourcescouncil/2021/04/28/dissonance-disaster-when-employer-brand-and-talent-brand-dont-align/#:~:text=Right%20now%2C%20the%20biggest%20business,reduction%20in%20cost%20per%20hire.
https://www.thehrdirector.com/features/branding/job-descriptions-dont-attract-candidates-companies/
https://www.thehrdirector.com/features/branding/job-descriptions-dont-attract-candidates-companies/
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Read article

Click here to read ‘The Semiconductor Industry’s 

Talent Paradox: Expanding Markets, Shrinking 

Executive Pool.’
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