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INTRODUCTION 
 
 Generation Y, those born between the years 1977-2003, began entering the work force 

around 1995.1 The biggest generation since the Baby Boomers, Generation Y consists of nearly 

eighty million individuals.2 Also known as the Millennial Generation, or Millennials, research 

suggests that employees of this group consist of self-entitled and more demanding individuals.3 

Because of these traits, many employers view this new breed of worker as disrespectful, less 

professional, and oftentimes, arrogant; it is a reputation based on differing beliefs and diverse 

upbringings.4 Rather than start at the bottom and work their way up within a company—as past 

generations have done—Millennials feel they deserve to start in higher-level jobs with higher 

paying salaries. However, despite many companies’ resistance to change and their unwillingness 

to meet the demands of this generation, change will be necessary in order to remain competitive. 

Employers will have to meet the demands of Millennials if they want to succeed in recruiting and 

retaining the best and the brightest—namely, college-educated students who have had the 

resources or financial ability to pursue higher education. 

 

CHARACTERISTICS 
 
 In a 1998 study done on the impact of Millennials on college campuses, Roger Casey, the 

Dean of Faculty at Rollins College offered a humorous description of Generation Y. He stated,  

Remember learning to ride a bicycle? For me, growing up in South 

Carolina in the 1960s it was a red, pawnshop special with pedal brakes. Dad ran 

behind with one hand on the plastic banana seat, letting go without my knowledge 

                                                 
1 Spiro, Cara. “Generation Y in the Workplace.” Defense AT&L. December 2006: 16-19. 
2 Gerdes, Lindsey. “The Best Places to Launch a Career.” BusinessWeek. 18 Sept. 2006: 64-80.  
3 Wells, Sally. “Understanding Generation Y and Getting the Best Out of Them.” Call Centre Helper. Accessed 1 

Feb. 2007 <http://www.callcentrehelper.com/> 
4 Pirie, Madsen and Robert Worcester. The Next Leaders? London: Adam Smith Institute, 1999. 
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at some point. Of course, I fell and skinned my knee. “Get back on,” he 

encouraged. Contrast that scene with the education of the Millennial. First there is 

the bike itself: a European or Japanese import that costs a little less than did the 

’72 Malibu I bought as a freshman at Furman. Next, Mom and Dad have probably 

read Teaching Your Child to Bicycle Safely – or at least watched the DVD. 

Perhaps they’ve sent Junior to bike safety school or hired a training consultant.  

On the appointed morning of initiation, Mom, Dad, and little Millennial 

set off for the park, bike nestled on the roof rack of the SUV. The entire event is 

being recorded by video camera. Before mounting the bike, little Millie is encased 

in a suit of plastic armor: helmet, kneepads, shoulder pads, chin strap, gloves. Yet, 

like all of us, she falls. She cries because her arm hurts, so she gets a visit to the 

hospital for an MRI because no one wants to ruin her chances of being a violinist 

(lessons at 6) or a softball pitcher (practice at 3).   

As my story illustrates, Millennials are the most protected, structured, 

watched-after, achievement-driven generation in American history. They are, as 

one Millennial parent actually said to me, “our little investment.”5

As a result of this upbringing, Millennials embody a plethora of traits. Having been raised in a 

technological society, they are accustomed to instant gratification. They are technologically 

perceptive, crave immediate feedback, and want to feel a constant sense of accomplishment.6 

These individuals feel a sense of self-entitlement, due in part to the advanced skills and 

experience they possess; they desire high-paying jobs and feel qualified for upper-level positions 

                                                 
5 Franklin, Richard. Who Will Our Students Be in a Postmodern, Post-Denominational, and Materialistic Age? 

Alabama: Samford University. 
6 Pirie, Madsen and Robert Worcester. The Millennial Generation. London: Adam Smith Institute, 1998. 
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without proving themselves or paying the dues that previous generations had required of them.7 

However, what is often seen as disrespect is in reality just a self-sufficient confidence that this 

generation embodies. Millennials are not intimidated by titles or authority, and are therefore 

comfortable disagreeing with and challenging the ideas of superiors.8 They are hard working, 

have a strong work ethic, and yearn to make a difference. They contain high amounts of energy, 

resulting in an optimistic and enthusiastic worker, and they are driven by ambition.9 When asked 

which factors were most likely to influence their success in life, 77% reported their own 

determination and ambition.10

 Because of the fast-paced world in which they grew up, Millennials become easily bored 

if not challenged; they rely on active involvement and are good at multi-tasking, making it easy 

for them to switch from project to project. However, this ability to adapt and change constantly 

has also generated individuals who switch from career to career with ease.11 Millennials are less 

loyal than previous generations and because of their confidence, believe it easy to find new 

employment. Due to the high standards this generation holds, they do not hesitate to leave if 

dissatisfied. Thus, to retain employees, companies must determine what motivates the members 

of this generation, because like everything else, they differ from their predecessors. 

 

MOTIVATION 
 
 Millennials have much different expectations, capabilities, and motivations than previous 

generations. One of the largest differences pertains to the lack of importance they place on high-

                                                 
7 Mowry, Matthew. “Nature vs. Nurture: Successful Employees are Not Born; they’re made.” Business NH 
 Magazine. August 2006: 23-24.  
8 Burnett, Linda. “Welcome Millennials.” 48 (May 2006) 114. Business Source Premier. 18 Sept. 2006 
 <http://web.ebscohost.com>. 
9 A, J.M. “Students are Serious about Social Responsibility.” University Business. August 2006: 17. 
10 Pirie, Madsen and Robert Worcester. The Next Leaders? London: Adam Smith Institute, 1999. 
11 Sisk, Michael. “Wary Gen Y Sets Precedent.” Crain’s New York Business. 22 ( 2006): 17-20. 
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paying salaries. Though they expect to enter into jobs at salaries above the baseline, salary is not 

what motivates them to stay employed with a company. Rather, a large importance is placed on 

the actual environment of the workplace. Millennials desire a faster-paced atmosphere that 

involves quicker decision-making and visually stimulating environments. Furthermore, they 

want additional benefits or “perks” that are unique to each company, and are often interested in 

those that are personalized for each employee. Such benefits might include gym memberships, 

season tickets, on-site personal trainers, and restaurant-style cafeterias. At an advertising 

company in Portland, Oregon, employees can play games every afternoon and watch rock 

concerts on a large screen TV during lunch.12 While at work, Millennials want many of the 

necessities of home, including a casual atmosphere that encourages social interaction.  

 Another primary motivator with this generation is flexibility of work hours. Millennials 

place high importance on well-roundedness, spending an equal amount of time between work, 

family, and a social life. Yet, the largest motivator a company can offer an individual from this 

generation is simply a belief in their abilities. Millennials want to be invested in, they want 

educational and training opportunities, as well as chances to move up within a company and 

achieve success. Career development is vital, as are challenging and prestigious projects that 

reflect faith in their talent. Consideration for their well-being, as well as allowing them to be a 

part of the decision-making process will motivate them to work hard and contribute to the best of 

their abilities. Millennials do not want to feel constrained. If told that seniority comes before 

performance, companies will find it difficult to retain young employees. Millennials want to 

know their hard work will pay off regardless of their years of service.   

 However, in order for businesses to make these changes and concede many of the 

demands made by Millennials, it is important that employers understand what has shaped the 
                                                 
12 Dewan, Shaila. “Cities Compete for Young and Restless.” King County Journal. 15 Nov. 2006: A13. 
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characteristics and desires of this generation. Understanding Millennial behavior places 

companies in a competitive position to make the changes Millennials want, thus improving the 

organization’s ability to recruit and retain the most qualified employees. Therefore, it is essential 

to first investigate the influencing factors, before discussing the suggestions for recruitment and 

retention. 

 

INFLUENCING FACTORS 
 
 Though there exist many theories as to why Millennials have developed into the 

individuals they are today, recent studies have shown overwhelming evidence for two primary 

influences: parents (upbringing) and schooling (education).13 However, surveys completed by 

Millennials themselves cite numerous other important factors as having a role in their 

development. Such factors include the advancement in technology, the entertainment industry, 

family, changes in American society, and the decline of job security.14

 

Technology. Eighty-two percent of Millennials ages eighteen to twenty-four use the internet 

every day, as do eighty-five percent of those twenty-five to twenty-nine years of age. The United 

States consists of 84.3 million computer households, 79.1 million internet households, and 178 

million subscribers of wireless connection.15 In a 2004 study done by Educause Center for 

Applied Research, 93.4 percent of the students surveyed owned a computer. Communications, 

word processing, and use of the internet were areas in which students rated themselves as highly 

skilled. Students also reported that the primary benefits of technology consisted of faster and 

                                                 
13 Beranek, Nathan and Mary Butler. “Responsibility: Where Does Generation Y Stand?” Human Development and 

Family Studies, 9-17. 
14 Beranek, Nathan and Mary Butler. “Responsibility: Where Does Generation Y Stand?” Journal of Student 

Research (2006). 
15 Lane, Amy. “Business Looks to Adapt to Needs of New Generation.” Crain’s Detroit Business. 22 (2006): 10.  
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easier methods of communication, the ability to provide and receive prompt feedback, the 

opportunity to seek information and collaborate, and improvements in the presentation of 

work.16 Another study done by the Pew Foundation in 2002 found that computer use began in 

the teens for most students, although one-fifth were completely computer-literate before turning 

eight.17 In surveys such as these, Millennials most often cite technology as the advantage they 

hold over all other generations.18

 Not surprisingly, one of the primary factors affecting the attitudes of Millennials revolves 

around technological knowledge. Millennials have grown up with a computer mouse in their 

palm and a cell phone at their ear. They have had instant access to information since they were 

children due to the internet and other advancements in technology. This has given them the 

ability to “find what they want, when they want it, anywhere, at anytime.”19 These changes have 

not only shaped their attitudes, but have also influenced their expectations of a work 

environment.  

 Millennials enter the workforce believing themselves equals to their superiors. However, 

the foundation of this belief is not due strictly to arrogance and self-entitlement. Instead, it is a 

reflection of self-worth. Because this generation has had so much experience with technology, 

they often possess more technical knowledge and abilities than older generations. This advanced 

comprehension thus creates individuals who find it difficult to take orders from superiors who 

work slower and less efficiently when using technology. In organizations such as Boeing and 

Microsoft, employees must learn how to use new technological processes, equipment, and 

                                                 
16 Caruso, Judith. “ECAR Study of Students and Information Technology, 2004: Convenience, Connection, and 

Control.” Educause Center for Applied Research (2004). 
17 Kruse, Kevin. “Buckle Up: Generation Y Is Here.” Chief Learning Officer Magazine: 2002. 
 <http://www.clomedia.com> 
18 Franklin, Richard. Who Will Our Students Be in a Postmodern, Post-Denominational, and Materialistic Age? 

Alabama: Samford University. 
19 Roberts, Chuck. “Retaining tomorrow’s Technician.” Fleet Equipment. July 2006: 11. 
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acquire up-to-date information. Millennials, however, are already very proficient in many of 

these technologies, requiring less training than before.  

 Due to the multimedia world of today, multi-tasking has become second nature to 

Millennials. It is not uncommon for Millennials to work simultaneously on the computer, listen 

to an I-Pod, and jot notes down in a binder. This type of activity comes naturally for Millennials, 

which can then frustrate them as they witness their superiors unable to perform in similar ways. 

Technology has also created employees who require instant, easy, and reliable access to 

information, as well as a fast-paced and constantly changing environment. Because the internet 

has provided this generation with immediate access to information, they crave instant feedback 

and can be impatient when required to wait. If managers do not find solutions to these dilemmas, 

Millennials may become frustrated and bored. 

 

Entertainment. Technology is not the only thing to blame for Millennials’ inability to 

concentrate. Millennials have grown up in an entertainment-driven industry. Movies, sports, 

concerts, parties, and even clubs and lessons have deteriorated their ability to entertain 

themselves and remain focused on one thing at a time. Classroom lessons change so rapidly and 

parents often place their children in so many clubs and after-school activities that today’s youth 

no longer need to use creative means to keep themselves occupied. Parents, teachers, and 

coaches alike have become the new entertainment for this generation. Many Millennials have 

been transformed into “customers” who expect immediate and constant service as well as 

entertainment, from others. Millennials have an “entertain me” mentality simply because they 

have not learned how to entertain themselves. Unfortunately, this generation’s “entertain me” 

principles can result in employees who when bored, will look for new career prospects. This 
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generation does not shy away from change, as the world they live in has changed more 

drastically than ever before. Many welcome new opportunities, a new life, and new beginnings. 

Though career changes may have scared past generations, Millennials thrive under the challenge.   

 The entertainment industry has also contributed to this mentality as it spotlights stories of 

success. Social events such as bar mitzvahs, weddings, and award ceremonies often revolve 

around the accomplishments of others, just as many movies such as Glory Road and The 

Freedom Writers depict youth who overcome extreme challenges. On a daily basis, the youth of 

America have access to diverse forms of media informing them of the increased numbers of 

young adults achieving various degrees of success. The entertainment industry makes these 

achievements more visible, giving Millennials the impression that they too can accomplish 

anything they desire. Their own peers, such as Tiger Woods, have inspired many to set high 

expectations and not allow anyone to interfere with their ambitions.  

 

Upbringing. Many Millennials of middle and upper class families were born with silver spoons 

in their mouths.20 From day one, parents, teachers, coaches, and other role models have told this 

generation that they can be whoever and do whatever they desire. It was an upbringing that 

emphasized self-esteem and empowerment. This began with the Baby Boomers, one of the 

wealthiest generations with the most disposable income to hit the American scene. Thus, as each 

generation has acquired more wealth and moved further from economic hardship, Millennials 

have been raised with a self-entitlement mentality. They have been spoiled with money and 

blessed with opportunity. Because of the way of life many of these children were raised with, 

they expect to maintain the same way of life when they leave home. This means that they also 

                                                 
20 Pirie, Madsen and Robert Worcester. The Millennial Generation. London: Adam Smith Institute, 1998. 
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expect higher salaries when entering the workforce in order for them to feel successful and fully 

capable of supporting themselves.  

 The wealth and ways of the Baby Boomers have influenced Millennials in other ways as 

well. With large discretionary incomes, Baby Boomers spend more on clothes and shoes and eat 

out more than any previous generation.21 Their consumption of consumer goods has kept many 

industries growing, even at times when the economy was not prospering. The use of such income 

created “I want now” attitudes in Millennials, who are often at the receiving end of their parents’ 

spending.  

 Opportunities for travel, advanced education, internships, and other programs have 

increased the experiences and the knowledge possessed by many young adults today. However, 

because these opportunities were available, Millennials were expected to have taken advantage 

of them. Good grades in school no longer meet the requirements of universities and employers. 

Instead, Millennials are expected to be well-rounded, meaning they must be involved in clubs, 

sports, community service, all while maintaining good grades, gathering work experience 

through internships and jobs, and serving positions through student council, all before they reach 

the age of nineteen. The demands placed on this generation have created accomplished, 

experienced, and independent young adults. They are aware of their fulfillment of these 

expectations and having fulfilled them, feel entitled to reap the benefits of their hard work.  

 Due to these expectations, Millennials have grown up with extensive pressure to excel. 

One Millennial interviewed stated, “Since our parents were successful [financially] they expect 

us to be successful. We are being pressured to compete with our parents’ success.”22 Millennials 

feel pressure from parents, teachers, coaches, friends, and society in general. With this pressure 

                                                 
21 Pirie, Madsen and Robert Worcester. The Millennial Generation. London: Adam Smith Institute, 1998. 
22 Haworth, Jennifer and Melissa Sandfort. “Whassup? A Glimpse Into the Attitudes and Beliefs of the Millennial 

Generation.” Journal of College and Character 9.3 (2006): 24-26. 
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comes the desire to please, an ambition to continue succeeding in many aspects of life, which 

then includes work as well. Millennials not only aim to please for the intrinsic rewards they may 

feel, but because they are aware that impressing a manager can lead to faster promotion.23 The 

ambition of this generation makes promotion highly important, not necessarily for financial gain, 

but because it reflects the time and hard work the Millennial has invested. This need for success 

is a result of the pressure that Millennials encountered in their upbringing. Their career and 

position is a way of showing that they have excelled in the ways required of them.  

 Millennials are raised with very little childhood, instead expected to be well rounded and 

looking to the future from the day they are old enough to speak. Because parents devote so much 

time to their “investment,” Millennials expect businesses to invest in them as well. Parent’s 

attitudes towards their children have been of reliance, in which children are vital to their sense of 

purpose. Millennials have grown up in an empowerment era that taught them to believe in 

themselves and to have high standards for their future success. In a survey done in 2002, 60.2% 

of freshman in college expected to earn at least a B average, up from 26.7% in 1971. Students of 

this generation also believe they will graduate from college with honors and 90% show an 

extraordinary degree of confidence, claiming with certainty that they will be capable of obtaining 

any job they desire.24 The upbringing of youth today leaves very little question as to why 

Millennials have developed these attitudes and expectations when entering the workforce. 

 

Family. Past generations have placed a high importance on work and salary. As more and more 

adults have spent hours of overtime in order to achieve the American Dream, Millennials have 

                                                 
23 Mowry, Matthew. “Nature vs. Nurture: Successful Employees are Not Born; they’re made.” Business NH 
 Magazine. August 2006: 23-24.  
24 Franklin, Richard. Who Will Our Students Be in a Postmodern, Post-Denominational, and Materialistic Age? 

Alabama: Samford University. 
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watched as the value of family has disintegrated. With divorce at an all-time high, one might 

think that this environment may have dissuaded Millennials from emphasizing family time.25 

However, because Millennials have had to deal with the consequences of family dissolution, they 

often do not want to repeat the mistakes of their parents by placing work before family. In 

addition, the ease with which people get divorced has contributed to a disloyalty seen in 

Millennials. Though many other factors have influenced this lack of loyalty, disintegrating 

families have been a main player. The ease of divorce reflects an impermanence that young 

adults then take with them to the working world. Brian O’Reilly, author of the article Meet the 

Future, began his article with “It’s your kids. The Millennial generation has grown up with 

prosperity, the Internet, divorce, and Columbine. They already know they don’t want to live and 

work the way we do.”26 In addition to seeing families crumble, children have witnessed their 

parents give up personal pursuits and time with friends in order to work. Because Millennials 

have been highly socialized since their birth, free time is one area in which they are unwilling to 

sacrifice.  

 In a survey done by Melissa Sandfort and Jennifer Haworth (2006) on Millennial beliefs 

and attitudes, 85% of the Millennials interviewed ranked family as their first priority in life.27 

Kay, a senior at a suburban high school, reported, “I think our generation recognizes that it is not 

like it used to be and maybe they will strive to make it more like it used to be when we raise 

families of our own. For me personally it will be a high priority to maintain family togetherness.” 

Similarly, Amelia, a rural high school senior, stated, “We don’t want to make our jobs our whole 

                                                 
25 Haworth, Jennifer and Melissa Sandfort. “Whassup? A Glimpse Into the Attitudes and Beliefs of the Millennial 

Generation.” Journal of College and Character 9.3 (2006): 24-26. 
26 Franklin, Richard. Who Will Our Students Be in a Postmodern, Post-Denominational, and Materialistic Age? 

Alabama: Samford University. 
27 Haworth, Jennifer and Melissa Sandfort. “Whassup? A Glimpse Into the Attitudes and Beliefs of the Millennial 

Generation.” Journal of College and Character 9.3 (2006): 24-26. 
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life. I think if we look at our parents we see that you have to sacrifice family if you want to have 

a successful job.”  

 The family structure has impacted Millennials in other ways as well. The traditional 

household—in which the father is the sole provider—is no longer the norm. Some families 

consist of a single parent working to provide for the children, a reflection of higher divorce rates, 

while other families have both the father and mother working. In families with children under the 

age of eighteen, nearly 75% of them have working mothers.28 Because of this increase of women 

in the workplace, children are being left alone at a younger age to fend for themselves. Many 

parents place their children in numerous after school programs to keep them entertained and 

cared for; however, being away from parental guidance has generated a higher independence in 

today’s youth, even when partaking in extracurricular activities. The independence Millennials 

have been given has resulted in a nation of youth who have raised themselves, as well as their 

younger brothers and sisters, and thus have the capabilities of being strong leaders. Along with 

the ability to lead has come an added responsibility that many show they are capable of handling. 

Yet, though many Millennials report appreciating the added responsibility they were given, many 

stressed that their generation spent less time together as a family, which has made a balanced 

work life even more important to them. In 1998, 60% of families had dually employed parents 

and this number has done nothing but increase over the past few years.29 With the influx in 

double income households has come an increase in wealth that has provided Millennials the 

opportunity for independence and the financial means to constantly find entertainment. 

 

                                                 
28 “Workplace Flexibility.” National Partnership for Women and Families. 2007. Accessed 25 Jan. 2007.  
 <http://www.nationalpartnership.org/site/PageServer?pagename=ourwork_wpf_WorkplaceFlexibility>. 
29 Haworth, Jennifer and Melissa Sandfort. “Whassup? A Glimpse Into the Attitudes and Beliefs of the Millennial 

Generation.” Journal of College and Character 9.3 (2006): 24-26. 
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Education. The educational system has changed drastically since previous generations. Baby 

Boomers, Generation X, and Millennials all have one thing in common: each generation has 

surpassed the education levels of the prior generation.30 However, the rise in educational 

standards and the importance placed on these standards means higher enrollment in the 

educational system, resulting in overcrowding in primary education—with an average of twenty 

to thirty students in most K-6 classrooms.31 With the abundance of students, teachers have begun 

stressing the importance of group projects. This has led to a collaborative approach that many 

Millennials value and desire. They realize the importance of differing perspectives and 

acknowledge that learning from others is essential. Because schooling has become more 

interactive than ever before, Millennials desire an interactive work environment as well. 

Remaining isolated and working on solitary projects is undesirable to many young employees. 

Furthermore, with the rise in advanced placement classes, college-in-the-high school, running 

start, and other accelerated programs, students are forced to think on their own, come up with 

their own ideas, and form their own opinions. Students in these types of classes are expected to 

challenge ideas and question everything. Thus, it is not shocking that many students enter the 

workforce acting similarly with their managers. Many Millennials are not intimidated by 

authority and do not hesitate to challenge established procedures and policies.  

 Another result of the educational system is the fast-paced environment in which 

Millennials are accustomed. Lessons are taught quickly, covering numerous topics and ideas 

within short periods of time; students who miss even one day of class due to illness or other 

reasons risk falling behind. Children learn math skills that previous generations never 

                                                 
30 Haworth, Jennifer and Melissa Sandfort. “Whassup? A Glimpse Into the Attitudes and Beliefs of the Millennial 

Generation.” Journal of College and Character 9.3 (2006): 24-26. 
31 Education Indicators: An International Perspective. National Center for Education Statistics.  
 <http://nces.ed.gov/pubs/eiip/eiipid21.asp> 
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encountered until college. Students are first introduced to Shakespeare when they are only twelve 

or thirteen years old, despite the fact that many adults themselves are incapable of fully 

understanding much of Shakespeare’s work. Because of the speed at which material is covered 

and the difficulty of that material, Millennials have had to adapt to keep up and thus, became 

very quick learners. This resulted in young employees who not only expect a fast-paced work 

environment, but who also expect to be appreciated and recognized for their ability to learn 

quickly. School boards and teachers alike report that standards are rising and students are 

working harder to meet those requirements.32 Because of the higher standards placed on 

education and today’s youth, Millennials are on the way to becoming the best-educated and 

smartest generation in American history.33 With 70% of students citing education as the most 

important indicator of success, it is no surprise that Millennials not only expect to be successful, 

but want to be appreciated for their educational excellence.34 After having invested over twelve 

years to their education, many Millennials feel they have already paid their dues. 

 Although there exist many positive consequences of overcrowding in schools, there are 

downsides as well. Overcrowding has led to a competitive nature in young adults that requires 

frequent feedback and a bit of handholding from managers.35 Because of their competitive 

nature, young employees want to know they are doing well and furthermore, want direction and 

encouragement. Much of this is due to the treatment they received from teachers, who provided 

feedback on a daily basis. However, when a student is learning in an environment with thirty 

other individuals, the student is likely to act in ways that will acquire individual attention or will 

complete work that attempts to stand out from the rest. Millennials do this in the workplace as 

                                                 
32 Pirie, Madsen and Robert Worcester. The Next Leaders? London: Adam Smith Institute, 1999. 
33 Franklin, Richard. Who Will Our Students Be in a Postmodern, Post-Denominational, and Materialistic Age? 

Alabama: Samford University. 
34 Pirie, Madsen and Robert Worcester. The Millennial Generation. London: Adam Smith Institute, 1998. 
35 A, J.M. “Students are Serious about Social Responsibility.” University Business. August 2006: 17. 
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well by asking for frequent performance appraisals. This allows the employee to gain personal 

attention in a crowded work environment and reaffirms them of the job they are doing. 

Furthermore, Millennials realize that standing out and meeting company requirements and 

expectations results in faster promotion. Receiving feedback shows employees that their efforts 

are not unnoticed, and also provides constructive criticism. Again, fixing critical skill areas that 

are in need of improvement can result in satisfied expectations and faster promotion. It becomes 

a cycle of praise and achievement, in which the two are intrinsically linked. 

 

Societal Changes. Society has always greatly influenced the youth of America, but no influence 

has been regarded as controversially as the influence that has molded young Millennials. 

American society made huge changes between the years of 1977 and 2003. Civil rights became 

more prevalent with the Civil Rights Act of 1991,36 minority populations grew, states began 

recognizing civil unions between homosexual couples, starting with Vermont in 2000,37 women 

in the workplace increased 25.9% since 1950,38 and individuality became the face of America. 

The concept of the melting pot encouraged diversity and individuality in a way this society had 

never before known. Millennials embodied numerous nationalities and different sexualities. 

Discrimination for any reason was no longer acceptable, as differences were to be celebrated. 

Millennials grew up in a rapidly changing world during a time of understanding and compassion, 

where everyone was special and no one was unwelcome. In addition to the changing culture of 

America, Millennials also had numerous opportunities to travel, allowing them to experience 

different cultures around the world. Through their travel abroad experiences, they have made 

                                                 
36 Brunner, Borgna & Haney, Elissa. “Civil Rights Timeline: Milestones in the modern civil rights movement.” 

Information Please Database. Pearson Education: 2006 
37 “The American Gay Rights Movement: A Timeline.” Information Please Database. Pearson Education: 2007. 
38 Healthfield, Susan.  
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friends and maintained many of these relationships over the internet. Their compassion for 

differences is unrivaled by any other group of individuals. 

 Between the years of 1980 and 2000, Africa-American enrollment in college doubled, 

Hispanic enrollment continued to grow, female enrollment increased 5%, while Asian-American 

enrollment increased 300%.39 Educational enrollment, along with other societal changes, 

influenced greatly the opinions of the Millennials, as well as their social abilities. Having had to 

adapt to various environments, beliefs, and cultures, members of this generation are often 

capable of succeeding in any workplace and befriending anyone. In fact, 86% of students have 

friends within a minority group and 57% report having homosexual friends.40 These experiences 

give them the ability to handle business with a more diverse workforce. They view 

discrimination and biases negatively, do not tolerate intolerance of any kind, and may lose 

respect for any employer who exhibits these traits.  

Millennials are aware of this difference between them and past generations and they 

embrace it, giving them a notion of superiority when it comes to issues of diversity. They tend to 

be more open-minded, which brings a new perspective to the workforce that many view as 

invaluable. Millennials have observed changes to laws and perspectives, but because of their age 

they were not required to make the changes that previous generations were required to make, as 

these ideas were already an integral part of who they were. 

 

Job Security. One of the biggest contributing factors to the Millennials’ approach to 

employment is the lack of job security they have witnessed. Not only have they seen entire 

corporations crumble overnight due to executive corruption, but they have also seen a lack of 

                                                 
39 Franklin, Richard. Who Will Our Students Be in a Postmodern, Post-Denominational, and Materialistic Age? 

Alabama: Samford University. 
40 Pirie, Madsen and Robert Worcester. The Next Leaders? London: Adam Smith Institute, 1999. 
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company loyalty to employees who have given years of service. Millennials grew up during the 

Adelphia and Tyco scandals, watching as executives stole money for their own personal gain, 

resulting in the loss of hundreds of jobs. They have also witnessed and felt the result of massive 

layoffs from companies such as IBM. As Thomas Hubric, partner in Reading-Berks HR 

Management stated, “The Gen-Xers and Generation Y folks have looked at their parents and 

seen them put in 30, 40 years for a company, only to get laid off. Industry cannot ask for the 

loyalty of employees if industry is not going to give the same in return.”41 Such actions have led 

Millennials to look out for their own wellbeing, with little regard for company loyalty. This 

generation is fully aware that business can be a harsh world, and in order to survive they must 

look out for themselves, taking advantage of opportunities and disregarding the best interest of 

the companies for which they work. They know that nothing is promised to them, so they make 

no promises themselves. 

 Though Millennials understand that companies are in business to make money and 

therefore must take certain actions, they also place a large emphasis on humanity and trust. If 

employees cannot trust their employers to look out for them, they cannot promise them a lifetime 

of work. Millennials were watching as their parents spent years dedicating huge portions of their 

lives to an organization, only to be demoted or laid off. Actions like these result in less loyalty 

among Millennials, which will hurt businesses in the coming years if employment practices are 

not changed. As stated in one article on this generation, “For the Millennial Generation the idea 

of a job for life belongs to the history books.”42 Until a sense of loyalty is reestablished in the 

workplace, the youth of this generation will hesitate to make commitments to their employers.  
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 Two trends currently evolving are further diminishing the loyalty Millennials feel. The 

first is the tendency large corporations have to undertake business changes that eliminate jobs, 

with no regard to an employees’ length of service. The other is the hesitancy employers face in 

making formal or informal guarantees about employee employment and job security. With no 

reassurance of job security, Millennials will see little reason to hire on with a company. Though 

they may have no desire to spend their lifetime with one organization, Millennials want to be the 

ones making the decisions and maintaining control of their careers, thus resulting in an increase 

of young entrepreneurs.  

 

FULFILLING DEMAND 
 
 Though many of the demands made by this generation may seem selfish and extreme, 

businesses will have few choices in their decisions regarding those demands. If there is one 

common trait among Millennials, it is that they knew they can be choosy when it comes to 

employment. WetFeet Research and Consulting revealed that “job seekers receiving multiple 

offers has been on the rise for five years, and 82% are confident they will find the job they want. 

The competition is driving up pay. The average increase for U.S. employees in 2006 is 3.6%, but 

starting salary for some new college grads outpace that.” Occupations such as civil engineering 

have increased 5.4% to yearly salaries of $46,023 and accounting has seen salaries increase to 

$45,656, a 5.5% increase.43

 Furthermore, with a national unemployment rate of 4.8%, companies are competing to 

hire the most talented employees.44 It is the responsibility of organizations to meet the demands 

of Millennials, rather than wish for a different type of worker. Millennials know they are in the 
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driver’s seat with their career, regardless of major, as the area of study oftentimes does not 

determine or even influence the potential jobs a Millennial may take. Because Millennials do not 

hesitate to jump from career to career, retention will prove to be the biggest issue for companies 

that do not take a proactive approach in employee relations.  

 

Supply and Demand. The Baby Boomer generation was the largest generation in history, 

consisting of approximately 78 million individuals, until Millennials hit the American scene.45 

Though this generation is estimated to consist of almost 80 million young adults, researchers 

predict that there will only be one Millennial employee available for every two Baby Boomers 

who retire, in part because of the extensive year range in which Millennials fall.46 While Baby 

Boomers were born within a twenty-year span, Millennials cover a span of approximately 

twenty-six years. Furthermore, the majority of Baby Boomers will have retired by the time the 

last Millennials enter the workforce. Today, the youngest Baby Boomers are around 44 years of 

age, thus, the last Boomer is likely to have retired by 2018. However, the youngest Millennial 

will not enter the workforce until 2025, assuming there is no pursuit of graduate school. This 

leaves a span of seven years in which businesses could lack a supply of workers. As it is 

currently, 10,000 Baby Boomers turn 55 years of age each day, bringing them that much closer 

to retirement.47

 In order to approach this lack of supply, it is necessary that employers be proactive and 

begin concentrated hiring practices prior to the shortage. The law of supply and demand shows 

that when supply is low, demand is high. With organizations scrambling to fill open positions 
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and craft succession plans, Millennials will require that their own demands be met. If not, young 

adults will continue looking for work until they find a company willing to provide them the 

benefits they desire, and it is that company that will succeed in the industry. It is essential that 

companies begin their recruitment practices early, while Millennials are still young. Reports 

indicate that chances of relocating decrease significantly by the time individuals reach thirty-

five.48 Thus, businesses incapable of recruiting Millennials now will face difficulty recruiting 

them in the future.  

 Further decreasing the supply of available employees is the large number of Millennials 

who want to be their own bosses and start their own businesses. In fact, 50% of students 

surveyed report that they want to be a business owner in the future, while another 20% report 

that they already have their own business.49 Business ownership appeals to many Millennials, as 

they dislike the thought of getting lost within a large corporation, instead preferring to have more 

control of their future. Some of these businesses require only one individual, while others need 

additional help. However, because individuals of this generation are aware of their own wants 

and demands in the workforce, they are more likely to offer these same benefits to their own 

employees. This creates an industry in which Millennials work for other Millennials, leaving 

many other pre-established businesses with a smaller applicant pool and a possible labor 

shortage.50
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Cost of Turnover. Turnover is one of the primary expenses companies incur, costing 

approximately $50,000 to $125,000 or more per employee for large organizations.51 These costs 

include recruiting efforts, training programs, and lost productivity. While this investment is 

worthwhile for an employee who intends to serve a lifetime of work at a company, more and 

more members of this generation report they are uninterested in making a permanent career at a 

single organization, as they prefer to test the waters in different industries. The lack of loyalty in 

Millennials has created a mentality of self-interest and a “what’s in it for me?” attitude. Research 

done in 2001 by Catalyst revealed that 48% to 66% of the members of Generation X would leave 

their employers if certain needs weren’t met, such as flexibility with their work schedules, 

vacation time, and a balance between work and personal time. Similar data exists for Millennials, 

who are even more rigid and demanding. Currently, 63% of Millennial employees stay with an 

employer for less than two years due to boredom, lack of flexibility, general dislike of the job, 

etc.52 Other data suggests that Millennials will change jobs at “three times the rate of their 

parents.”53 Such data indicates that companies could be facing extreme turnover costs if 

employees cannot be retained.  

 However, companies risk more than financial expense with the loss of an employee. If an 

employee finds work elsewhere, the company loses more than just the skills and abilities the 

employee possesses. The employee could take away clients, create further competition, or could 

potentially create negative publicity. If an individual has worked at a given company for a long 

period of time, it is likely he/she will have established a solid customer base. Though that is 

beneficial for the current employer, if that employee should become dissatisfied and leave, it 
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could result in financial loss. Though many employers protect themselves from this kind of 

action by developing contracts that ensure employees will not notify clients of their move, it is 

impossible to stop information from spreading. When it does, many customers could potentially 

follow the individual with whom they had a pre-established relationship.  

 Because this generation consists of entrepreneurial types, previous employees could 

begin their own business, similar to the ones they left. Since the individual is most likely already 

established in the area, both personally and professionally, it is also likely he/she will choose to 

stay local. Thus, this creates potential competition for the previous employer. Regardless of 

whether an individual takes clients away or generates competition for a previous employer, the 

individual will most likely be questioned about his/her decision to leave. Depending on the 

extent of dissatisfaction the employee possesses, this could result in negative publicity for the 

company, both in its employee practices and in business. Word-of-mouth can be the most 

effective or the most damaging marketing strategy, with both recruitment of new employees and 

company reputation as it pertains to customers.54

 

Competition. One of the greatest differences between Millennials and previous generations is 

their versatility, namely, they are much more open to career experimentation. Because of their 

well-rounded upbringing, Millennials do not feel saddled to one career. When involved in the job 

search, they may very well apply to jobs in completely unrelated fields.55 As a result, companies 

are no longer just competing with similar organizations, but with organizations outside their 

industry. Unlike past generations where certain jobs were more coveted than others, new 

research shows there are few career options that stand out more than others, resulting in 
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numerous choices.56 Not only does this increase competition for recruitment, but also highlights 

the importance of employee retention further. The ease with which Millennials hop from career 

to career is amazing and not at all unlikely. They have access to online job postings and can 

maneuver these sites quickly, finding jobs of interest. Within a few clicks of the mouse, a 

Millennial can easily determine what benefits and salary they could make elsewhere.  

 Furthermore, the internet has opened up employment possibilities in other countries. 

Businesses are no longer competing nationally, but internationally as well. Hiring becomes more 

difficult as there is a smaller supply of workers and a greater job market that expands all over the 

world. Working abroad has a huge appeal with Millennials. Thirty-four percent of this generation 

reports that they are influenced by the opportunity for foreign travel when considering a job, 

which reflects a strong desire to see the world.57 Not only does working abroad offer a new and 

exciting experience, but many countries also offer increased vacation time and higher salaries. If 

organizations are unable to keep up with the demands of today’s youth, the consequences could 

be damaging. A reduced workforce, as well as high turnover costs, are just a few of the 

challenges resistant organizations may encounter. 

 

SUGGESTIONS FOR RECRUITMENT 
 
 It is imperative that human resources and managers both know what Millennials desire 

and then tailor changes to those desires. In a Young People and Careers poll, approximately five 

hundred students aged 16 to 21 were asked to list the aspects most likely to influence their choice 

of career. Fifty-two percent cited challenging and interesting work, 30% cited career prospects, 
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22% cited a high earning potential, and only 17% cited a high starting salary.58 Of course, these 

are not the only factors, but they are a few of the most important. Employers who view 

Millennials as customers will recruit the most talented, as will the companies that apply their 

practices to a customer-service model.59 Essentially, this means treating Millennials as buyers, 

with the organization trying to “sell” the job to them. Millennials are accustomed to being 

catered to and they expect the same from businesses, especially before they commit themselves 

to being a full-time employee. Millennials will work incredibly hard for an employer, but they 

will not hesitate to ask exactly what they will get for it and when. 

 

Keep The Pitch Honest. When attracting new employees, either for internships or full-time 

employment, recruiters must first convey an accurate pitch of the company and the experiences 

new employees will encounter, as well as the opportunities available to them. Trying to 

glamorize the job in an attempt to create enthusiasm will only backfire on the organization. 

Seventy-eight percent of Millennials cite honesty as one of the things they respect most from an 

employer. This generation has many connections through networking sites such as Facebook and 

MySpace, as well as general knowledge of online search engines. Within minutes, potential 

employees can find out information regarding a company, as well as the experiences of other 

employees. Because Millennials place such a high importance on trust, it is imperative that 

businesses be completely honest with Millennials in order to maintain their respect. Furthermore, 

if employed under false impressions, an employee may quickly become dissatisfied. As a result, 

he/she may quit, creating turnover costs for the company.  
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Provide Internships. The first move all companies should take in attracting the best and the 

brightest Millennials is to provide internships for college students. Over the past ten years, this 

has become one of the most effective and therefore popular recruitment strategies. Internships 

are beneficial to both the student and the employer as they provide a realistic job preview for the 

student and entice the student to work for the company after graduation. Since 2004, nearly half 

of the companies on BusinessWeek’s Top 50 Employers for New College Grads have increased 

their reliance on internships as a source of recruitment. In 2006, six companies on the list 

managed to retain over 50% of those interns after graduation as permanent, full-time employees. 

Goldman Sachs, one of the world’s largest global investment banks, hired 51% of its interns in 

2006, a 13% increase from 2004. Aaron Marcus, Goldman’s global head of recruiting, states, 

“It’s really the primary driver of our recruitment.”60

 
Allow Job Shadowing. Some Millennials do not have time to participate in numerous 

internships, so job shadows can be beneficial ways for them to learn about a potential employer. 

Allowing potential employees to shadow someone in the organization for a day also provides a 

realistic job preview. Not only is this helpful in recruiting young adults, but it can save time and 

money for the company in the long run. Research indicates that if a person is aware of what the 

job entails prior to employment, he/she is more likely to stay at a company. High retention saves 

organizations a great amount financially both in turnover costs and the time it takes to find and 

train a new employee.  

 

Recruit Online. The youth of this generation rely heavily on the internet; therefore, companies 

should take advantage of online opportunities in recruitment efforts. Job postings online have a 
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much better chance of being seen than any other location. Many senior college students and 

recent graduates utilize such sites as careerbuilder.com and monster.com. As one Millennial said, 

“I shop on the internet and am looking for a job on the internet. I do homework, research, email, 

and talk to my friends on the internet.”61 Employers need to post enough information on these 

sites to interest job seekers. However, organizations cannot stop with a simple job posting. 

Millennials looks to the internet for convenience, so it is imperative that companies follow in line 

with this vision and make job application as easy as possible. Providing email contacts, online 

job applications, and electronic resumes to be accessed and sent online helps ensure that today’s 

youth will not only see, but apply for available positions in the job market.62  

   
 
Be Creative. As competition increases to recruit today’s youth, organizations will need to get 

creative. Accenture, a global management consulting and technology services company, 

publicizes its company on coffee sleeves on various campuses and holds raffles via text 

messaging to advertise available opportunities after graduation. Google, the largest search engine 

on the web, feels that students are most likely to listen to their own peer group, and thus relies on 

“pizza ambassadors” to spread the word. These “ambassadors” distribute pizza to students during 

exams, all at Google’s expense. Not only does this get student’s attention, but it also reflects that 

the company is willing to invest in them even before being hired. Furthermore, it is essential that 

companies attend local job fairs at colleges and high schools. Many students attend these events, 

resumes in hand. However, due to the large number of other businesses that will also attend, 

companies must do something to attract students to their booth so they can then present students 
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with information regarding career prospects. Free food is a sure-fire way to attract students, as 

are other free giveaways, raffles, and even handouts containing career information.  

 

Supply Information. The two primary goals of recruitment are to communicate the position in 

such a way that qualified job seekers respond and to provide enough information about the job 

that unqualified applicants do not apply. If these two goals are accomplished, then companies are 

left with an experienced and talented applicant pool. Providing extensive information can entice 

qualified workers, while saving the company the time and resources it would need to weed out 

unqualified applicants. Thus, it is in a company’s best interest to make information readily 

available, preferably online since Millennials use the internet for most of their job seeking needs. 

Millennials have grown up in an environment that provides limitless information, so they will 

demand the same in-depth information when conducting a job search. Information that should be 

given to attract Millennials consists of the medical and insurance benefits, average expected 

salary, additional “perks,” and other appealing information.63 Details regarding the company, the 

different jobs available, and any other interesting or exciting information that makes working for 

the company a great opportunity should be present as well. However, requirements of the job 

should be listed as well so unqualified candidates are less likely to apply. All provided 

information should be brief, to the point, and presented in an eye-catching manner. Millennials 

will not bother to read long paragraphs of information. They want to know what the job entails 

and what they will receive as an employee, so for convenience sake, it is important to bullet and 

bold certain key elements of the job or organization. If something takes too long to read or is not 

appealing to look at, many individuals of this generation will simply skip it and look elsewhere.  

                                                 
63 Larimer, Rob. “The Nation's 18- to 25-year-olds are Positioned to Have a Major Economic Impact.” Colorado 

Springs Business Journal (2006). 

 27



Implement Recruitment Programs. At a company in Memphis, Tennessee, employers have 

established a corporate Big Brothers Big Sisters type program.64 This program matches young 

professionals with recruits. The benefits of this program are twofold. Potential employees can 

have their questions answered by their assigned mentor, while also partaking in a realistic job 

preview. Because the mentor is closer in age, recruits are able to better relate, potentially 

envisioning themselves in a similar job. They understand that the concerns the mentor had when 

conducting a job search are similar to their own wants and needs, and thus, can better determine 

if the company will be a good fit. Research indicates that Millennials trust information from their 

peers more than any other source.65 This program benefits companies, as it allows the 

organization to assess each recruit’s potential as a future employee. Through programs like these, 

businesses can determine the right person for the job.  

 

SUGGESTIONS FOR RETENTION 
 

Though recruitment is important in finding new employees, retaining those employees 

could be one of the hardest hurdles a company faces with Millennials. In research done by 

Business Week, data showed that more than one-third of new hires leave their first job within 

three years. This creates a huge financial loss to organizations, as it costs “three times an annual 

salary if someone is fired or quits.”66 In order for businesses to retain quality employees, they 

need to “be looking at those people and looking at things like flexible work schedules that will 

help retain them.”67 Furthermore, it is important for businesses to understand why Millennials 

approach their careers the way they do. Managers who understand their employees will have a 
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better chance of respecting them and meeting the needs that are necessary for retention, such as 

flexibility, maintaining a balanced life, and training.  

 

Be Flexible. The most important change organizations can make in retaining Millennials is 

through the implementation of flextime. Millennials do not desire a traditional nine-hour 

workday, nor do they want a job that consumes their life. In a survey of over 37,000 

undergraduate students, the primary career goal was to “balance personal and professional 

life.”68 Earning a high income came third on the list and though the significance of salary varies 

with each study, it has yet to fall into a first or second place position in rank of importance. 

Because family and personal time is so important, employers must find ways to satisfy this need 

for balance.  

 One way of doing so is through flextime, which allows employees to start their shift at 

any time they choose, as long as they work the required number of hours a day. Another option is 

to allow employees to choose which days they work and for how long, again as long as they 

work the required number of hours within each pay period. Companies such as Lockheed Martin 

and the Comptroller of the Currency allow employees to take every other Friday off after 

working nine, nine-hour days, which is very popular among today’s youth. Additionally, Netflix 

rewards its employees based on completed work, rather than actual hours in the office. 

Employees are not required to work established hours and are allowed to take weeks off at a 

time.69 At Best Buy’s corporate headquarters, 70% of employees set their own schedules, 

working just long enough to complete company objectives. This has proven beneficial to the 
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company, as productivity has increased 33%.70 This type of flexibility is emerging as one of the 

most influential factors for Millennials when job searching.  

 One of the biggest complaints of Millennials today is that they are capable of fulfilling 

their workload in less time than they are required to be on the job. This often leaves them with 

nothing to do, creating boredom and no sense of challenge. As team leader Michael Van Gelder, 

an employee of Lockheed Martin, states, “I’m not responsible to punch in and punch out. I feel 

I’m responsible for a job, not a shift.”71 This attitude is not uncommon among Millennials. They 

see no sense in remaining at work and wasting both their own and the company’s time. The 

belief is that if one individual is capable of completing a day’s amount of work in four hours and 

another individual takes eight hours to fulfill the same responsibilities, then the individual 

requiring less time should not be required to remain at work if no other tasks are provided. It is 

the boredom and sense of accomplishing nothing that frustrates Millennials. Thus, employers 

should ensure they are providing enough challenging work, or allow employees to take early 

leave.  

 If imperative to the organization that an employee works an entire eight hour day, it could 

be beneficial to remain flexible in different ways. Allowing an employee to work on his/her own 

time and have freedom throughout the day is one way of doing this. For example, in her article 

on Millennials in the workplace, Linda Burnett states, “The Millennial is happy to operate solo 

and wireless, work in or out of the office, go out for a midday run, and then work as late as 
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necessary.”72 Providing breaks and giving employees control over there own time can result in 

happier and more productive workers.  

 Another way in which companies can be more flexible is by going virtual. Allowing 

employees to work from home a few days a month or when sick provides them more family time 

and gives them a greater sense of balance and flexibility. Companies that have provided these 

benefits to Millennials have already begun reaping the rewards, as managers have seen a rise in 

performance as well as higher retention rates.73  

 

Create Balance. Along these same lines, Millennials want to have a life outside of work, not 

only with their work hours, but also with vacation time. Giving Millennials generous vacation 

not only helps attract and retain employees, but it also fosters a healthier company environment. 

Vacation has been proven to prevent job burnout and helps refresh employees, which aids in the 

production of ideas and increased productivity. Standard two-week paid vacations may not cut it 

with this new generation. Though this has been an issue with previous generations, Millennials 

are less likely to accept such a minimal vacation time. With six weeks vacation available in Italy 

and an average of five weeks elsewhere around the world, the measly two weeks the United 

States provides is much less enticing.74 Foreign companies have a leg up on the competition 

when it comes to their generous vacation packages. Furthermore, Millennials want the assurance 

that they will actually be able to use their vacation time. Vacation does an individual little good 

if no time is given in which the employee feels they can take the time off to utilize it. Thus, 

human resources and management must establish a vacation package that not only provides 
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competitive vacation time, but the ability to use said vacation. Doing so can reap potential 

benefits for the company, as vacation time reduces stress and can decrease many health care 

issues, saving money on company health insurance. 

 Millennials will not be a generation that yearns for overtime, even if it results in a higher 

income. With the higher standards this generation has faced, they have experienced very little 

time to themselves. Growing up, they often went directly from school to extracurricular activities 

that carried late into the evenings. Their lives have not been their own and only become so when 

they enter the workforce. Thus, a high importance has been placed on free time. However, 

because Millennials are so efficient with technology, many will be fully capable of completing 

their work within the constraints of a workday.  

 According to recent studies, 96% of Millennials expect to marry and 91% intend to have 

children.75 This further highlights the importance of work-life balance and becomes especially 

important for prospective parents, as they realize children may be in their future. Employers who 

are incapable of providing work schedules that new parents want and need, may find themselves 

in a difficult place to retain Millennials, let alone recruit them. In response, some companies 

have created career customization, which allows employees to manage their careers according to 

changes in their lives. This career customization is a company’s way of recognizing that “more 

or less flexibility may be needed at certain times of a career.”76
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Give Feedback. Since their birth, Millennials have been coddled by coaches, teachers, and 

parents, creating a generation that is used to encouraging feedback and regular attention.77 

Though this attention has produced many admirable traits in the Millennials, it has also created a 

need for constant feedback and managerial handholding. Thus, it is important that employers 

find a way to provide frequent performance appraisals. Young employees find this helpful in 

their career development and further ensures them that the organization is taking an interest in 

their success. Managers “need good open communication with them, with more frequent 

reviews. Peer reviews are necessary for the younger workforce.”78 Cam Marston, founder of 

Marston Communications and a consultant on handling Millennials, states, “I encourage my 

employers, even if they think they’re giving a lot of feedback, to double it.”79  

 However, while feedback should be constructive, it does not always need to be in the 

form of praise. Millennials don’t like to fail and want to catch problems early, so managers need 

to intervene when troubles arise. Though this can be difficult, it quickly earns the respect of 

Millennials, who respond well to this form of corrective action as it provides them with more 

attention. Studies show that “day to day communication between supervisory managers and 

direct reports has more impact than any other single factor on employee productivity and 

retention” especially since employees “rely on immediate supervisors more than any other 

individuals for task related guidance, coaching and performance evaluation; this includes daily 

feedback as well as formal reviews.”80
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Provide Mentors. Providing mentors is another beneficial step and helps alleviate the feedback 

each individual must give. Mentorship offers a role model for the new employee, providing 

advice and guidance, as well as establishing a relationship of value. Because of the high-value 

Millennials place on teamwork and relationships in the workplace, mentorship is an easy way to 

satisfy the numerous needs of a young employee.81 The more accepted and established in an 

organization that a Millennial becomes, the more likely that individual is to stay. Furthermore, it 

is essential that even if a manager is not a Millennials’ mentor, that the manager stay involved 

with the young worker. Trends in business show that managers who spend more time engaged in 

managing their employees spend less time “rectifying employee errors, salvaging lost resources, 

mediating conflicts among coworkers, resolving complaints from vendors and customers, and 

solving other problems.”82

 

Focus on Short-Term. Because Millennials desire a faster-paced environment, it stands to 

reason that they prefer short-term goals to lengthy ones. Of course, this need for short-term is in 

part due to their reluctance to commit to any organization for an entire lifetime. Bruce Tulgan, 

founder of Rain Maker Thinking, explains that Millennials “will work impossibly hard for 

supervisors who set specific, regular goals based on their need for short-term achievements.”83 

Short-term goals result in punctual feedback and prompt recognition, all aspects of the workforce 

that help Millennials thrive. A growing trend in today’s Millennial workers is their unwillingness 

to make immediate sacrifices for long-term promises, instead preferring short-term incentives. 

Millennials do not and will not hesitate to request immediate increases in benefits and pay, rather 
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than rely on promises of pay-offs in the future. Because of this short-term preference, short-term 

incentives are much more successful in motivating Millennials and “maintaining high levels of 

employee productivity, quality, morale, and retention.”84

 

Give Them Responsibility. Boredom and lack of responsibility are two of the largest reasons 

college interns fail to return to their place of internship upon graduation.85 No intern will feel 

valued if made to do menial tasks, such as fetching coffee for superiors or doing the busy work 

that no other employee wants to complete. Interns must be treated as respected equals, or they 

will find other places of employment. A negative experience for college students will reflect 

poorly on participating organizations when interning students return to school and share their 

experiences with friends and professors. Word-of-mouth is one of the cheapest and most trusted 

marketing opportunities available, so it is best if the experience conveyed to others is that of 

enthusiasm to return to the place of internship. 86

 The companies that have been most successful with internship programs have given their 

interns important and challenging tasks from the start. One intern at L’Oreal Group represented 

the company at a charity event, while another intern at Abbott Laboratories conducted a detailed 

analysis of imports, which she then presented to senior executives. This intern says she chose to 

return to Abbott as a full-time employee because “of responsibilities I was given when I interned 

here. I felt like I was really part of the department.” At Pepsi Bottling Group Inc., new 

employees can manage a team within six months to a year if performance is satisfactory and all 

training completed. Many other organizations require two to three years before given this added 
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responsibility. Google also allows new employees to feel great responsibility as it encourages 

them to spend one day a week developing a new idea of their choice. Though some may view 

this as a stressful and pressured environment, Millennials thrive on the independence and 

creativity given to them.87  

 High responsibility appeals to Millennials because it shows these young individuals that 

employers respect them and have faith in their abilities. Despite some of the negative 

stereotypes, Millennials are able to accomplish great things and are more than capable of giving 

their all. Donna Lattanzio, president of Millennium Staffing and Management Services, 

illustrates this well by saying, “I’ve found their work ethic to be incredible. They give 150 

percent every single day. If you give them a task and explain what you need done, it’s done. It’s 

very rare that I have to second-guess whether it’s finished.”88 Giving them responsibility from 

day one allows them to prove themselves. This act reflects the investment the organization is 

willing to make on behalf of its newest members; one of the primary traits Millennials look for in 

an employer is the investment the employer is willing to make. Ed Winter, the founder and 

chairman for a consulting and marketing company, suggests that “Employers should give 

Millennials more responsibility sooner because their research and computer skills are so 

advanced they will become bored quickly. You can’t just put them in training programs and ask 

them to be patient for two or three years. If they find a better experience they are gone.”89

 

Offer Training. One of the most prominent ways to invest in new employees is through skill-

enhancing training. Millennials recognize that training not only develops their own skills and 
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abilities, but also reflects that the organization is willing to invest in their long-term career 

success, whether with the same company or not. Out of the top twenty-five best companies to 

work for, twenty-one of them provide extensive training programs that aid in the advancement of 

new employees’ careers.90 Tom Tierney, former CEO of Bain & Co. states, “The issue for 

younger people thinking about their careers is whether an employer is an organization that’s 

going to develop them and provide a platform for other opportunities.” 91 Training empowers 

employees and allows them more control of their career. Furthermore, because training 

represents an investment the company is making, Millennials will feel a higher appreciation and 

self worth. Millennials represent “a workforce that wants the company to be as invested in their 

success as it expects them to be invested in the company’s.”92 Because this generation has so 

many options available to them, it benefits organizations to coach them, and part of this involves 

training each employee in such a way that reflects the company’s willingness to invest in their 

potential.  

 Millennials are very career development focused; therefore, they desire opportunities in 

which they can gain a vast wealth of information, as well as a variety of skills. Because of the 

well-rounded skills they already possess, Millennials are capable of working in numerous jobs 

and therefore want to do so.93 They are well aware of the fact that they will end up working in a 

variety of positions at different organizations over the span of their careers. One way of 

minimizing this need to change jobs in an attempt to acquire more skills, is to allow Millennials 

the opportunity to acquire various skills through training or classes. This satisfies Millennials’ 

thirst for knowledge and helps increase retention rates.  
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 Companies that have a variety of jobs and differing positions can also increase retention 

by allowing employees to change their career track within the company itself. Boeing allows and 

even encourages employees to change jobs every five to ten years. Employees can go from 

marketing, to human resources, to sales or procurement, among other areas. This helps prevent 

burnout, while also fulfilling a need to build various skill sets. Jan Nicholson, a director of talent 

acquisition, advises companies to provide training in areas of interest to individual employees. 

She warns that, “if you don’t have an internship with an educational component, you’re not 

going to get anybody good.”94

 

Offer Competitive Benefits. Benefits are an important aspect of any job as they aid in the 

wellbeing of employees. Many companies now offer gym memberships, on-site childcare, and 

numerous other incentives that all make up part of the overall compensation package. Providing 

a personalized benefits package for each employee can save the company money and allows 

employees to take advantage of the benefits that best fit their needs. Educational programs are 

benefits that are quickly becoming popular, in part because they provide a desired service that 

shows the employee an investment is being made, while the new knowledge and skills acquired 

work in the organization’s best interest. BAE, a manufacturing employer, recruits among 

employees for its Leadership Development Program. This three-year program offers a master’s 

degree paid for by the company, as well as mentoring. BAE reports that the program has helped 

the company recruit younger workers.95  
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Change The Work Environment. The work environment will require many changes by 

companies. First and foremost, is the comfort employees feel at work. Millennials desire a more 

laid-back environment than previous generations, one in which informality is the norm. Some 

businesses have begun creating resting rooms, where employees can take breaks. These rooms 

offer couches, microwaves, televisions, and other comforts of home. Some even go so far as to 

include game rooms with pool tables, video arcades, and stereo systems.96 Patagonia is well 

known for its work environment, primarily because it encourages a casual and passionate 

atmosphere for the outdoors. “Business” attire consists of comfortable, informal clothing, 

childcare is provided, and employees are encouraged to take mid-day breaks to go surfing or 

rock-climbing, resulting in a “Let My People Go Surfing” flextime policy.97 Employees 

appreciate these aspects of Patagonia; however, the company also benefits because employees 

are happier and therefore more productive and more likely to stay with the organization. The 

work environment creates a fun atmosphere, while also encouraging social interaction and thus 

catering to Millennials’ desire for teamwork.  

 Though these preferences extend beyond Millennials, no other generation has challenged 

the work environment the way this generation has. As some scholars report, they are 

“transforming the culture of corporate America.”98 However, the work environment extends 

beyond employee comfort. It also pertains to the atmosphere of the company. Because 

Millennials are a “tech and gaming” generation, “they’re stimulated by a faster pace, quicker 
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decision making and visual stimulants.”99 Thus, companies may have to get creative when 

dealing with the Millennials’ work environment preferences.   

 

Provide Service Opportunities. American society has bred a very compassionate generation 

with the Millennials. They want to make the world a better place, having been told most of their 

lives that the responsibility will fall on them to fix many of today’s problems. According to the 

Cooperative Institutional Research Program, of 264,000 incoming college freshmen in 2005, 

83% had volunteered within the previous year.100 The survey also reported that 66% of the same 

students feel it is essential to help others who have difficulties. This percentage is the highest it 

has been in 25 years. Millennials are committed to larger causes than themselves and want to 

make a difference during their lifetime. Companies that allow Millennials to fulfill this sense of 

purpose will have the best chances of retaining them; otherwise, government jobs and nonprofit 

companies that provide an outlet for Millennial idealism may recruit talent from private 

businesses.  

 There are many ways to provide service opportunities, through organization support—

such as food drives and collections—to subsidized sabbaticals to consult for nonprofits, which 

companies such as Back and Accenture offer employees. Well Fargo also allows employees to 

spend workdays at local schools without reducing their pay.101 Other companies, such as 

Patagonia, allow employees to take up to four months off a year without pay to pursue personal 

business or give back to the community. If the time is spent on environmental causes, employees 

still receive full pay. However, regardless of the reasons, Patagonia pays to keep employee 
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health care coverage.102 Programs such as these allow Millennials to fulfill a sense of purpose 

and accomplishment outside of work, while directly relating it to their work experience. 

 

Personalize. One of the easiest steps management can take is to distribute employee satisfaction 

surveys to their staff. Not only do employees appreciate the consideration being shown to them, 

but it also helps managers determine how to personalize their managerial style for each 

employee. Satisfaction is tightly linked with retention, and since management can influence that 

satisfaction, surveys should be distributed once a year to monitor employee happiness. If 

managers distribute surveys to each member of their team, they can determine what drives each 

employee on an individual level. This not only helps in the management of each employee, but 

makes motivating each individual easier as well. Motivation is a personal issue, one that people 

respond to differently, and therefore needs to be personalized so every employee can reach 

his/her full potential. However, these surveys will do little good if the results are not acted on, so 

it is crucial that management listen and follow through with the information they are given. 

Distrust and disloyalty are always under the surface with Millennials, so to avoid instigating such 

undesirable attitudes, it is important for companies to acknowledge and follow through with 

employee opinion. 

 Furthermore, Millennials are accustomed to having every aspect of their lives 

personalized to their preferences and abilities. They can customize their home pages online, their 

MySpace and Facebook profiles, and essentially anything else that deals with technology—from 

custom ordered vehicles, to tailored clothing, and even personalized education from teachers 

who changed lesson plans to meet the needs of the students. Millennials are used to having their 
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needs met for nearly every facet of life, which is a primary reason so many Millennials hold out 

for a job that meets their demands. The companies that personalize the experience for this 

demanding generation will have the most success in the future.  

 

Change The Social Structure. Millennials are against hierarchies, don’t respond well to orders, 

and because of the accepting culture in which they were raised, believe all people to be equal. 

They want to be spoken to as equals, and if done so, they will fulfill their tasks without 

complaint or hesitation. The trend to remove social structures in the workplace is already 

underway, as organization charts are becoming flatter and layers of management are being 

removed. In some businesses, executives no longer have a corner office, instead working in 

cubicles alongside all other employees. Not only does this create an equal and friendlier feel, but 

it also encourages executives to get to know employees lower on the food chain, while also 

improving the ability to monitor productivity—though Millennials are quick to stress the 

importance of trust. They prefer free reign to close monitoring, as managers who closely monitor 

their employees show a lack of faith. Not only does the lack of trust offend many young workers, 

but they also feel as though it devalues them as equal contributors to the workplace. 

 Millennials want the chance to interact with executives and high-level managers partly 

because they do not differentiate between their own status and the status of a higher-paid 

employee. As Winter explains, “Unlike previous generations, they don’t necessarily bow down 

because of a title. Generation Y is fearless and they are not intimidated by title or authority.”103 

This is not a sign of disrespect, but rather a desire to challenge the status quo by eliminating 
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superficial barriers. Millennials view managers as equals and want the chance to establish a 

relationship with them, while also providing the ability to share ideas and opinions. 

 Millennials yearn for a more intimate workplace, one in which their managers are their 

friends and not their dictators. Today, Millennials want equality, respect, and responsibility. 

They do not want managers and executives to view them as less important. Millennials feel that 

any role they play within an organization makes them significant and needed, and they expect 

upper levels to recognize this. Millennials have impressive levels of confidence and often they 

know exactly what they are bringing to the table and the potential they have to offer. Those of 

this generation not only want the physical environment to be reflective of home, but they want 

the emotional environment to be that way as well.104 Millennials want co-workers and managers 

to feel like a second family, and if companies reduce the barriers between subordinates and 

managerial positions, this should begin to occur naturally.  

 

Rework Communication Channels. Because of the high emphasis Millennials place on 

technology, many feel most comfortable using online communication rather than the telephone. 

About 26% of college students use instant messenger on a daily basis and 72% check their email 

each day.105 Because of statistics like these, companies should have internet communication 

available for all employees. Assigning personal email addresses is one way of doing this, as is 

having a company-wide instant messenger system. The Boeing Company has such a system with 

MSN, which allows employees to communicate with others hooked up through the Boeing 

network via instant messenger. Not only is this a convenient and easy way for employees to 

communicate with other employees, but it also aids in networking and maintaining relationships, 
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which is also vital for Millennials. Carol Goman, president of Kinsey Consulting Services, 

supports the change in communication, stating, “Technology has changed cognition, and altered 

the way we need to communicate.”106  

 

Utilize Technology. Companies that utilize technology not only appeal to younger generations, 

but add convenience and efficiency to the organization. Training, company information, and 

communication can all be done online, among numerous other possibilities. Millennials 

appreciate and want “online instead of written materials, training opportunities that are 

interactive, and the ability to telecommute and work outside traditional office hours.”107 The use 

of telecommuting also fulfills the Millennial workers’ desire for a flexible and balanced 

schedule. Company cell phones provide further flexibility and balance. Cell phones allow 

employees to be reached anywhere so they are required to spend less physical time in the office. 

By utilizing technology, businesses can save time and money. Some companies electronically 

deposit employees’ paychecks into their bank accounts. Information about benefits packages, 

insurance, and investment plans can all be placed online as well, allowing employees to modify 

and monitor their preferences from personal computers.  

 

Build Relationships. Three in five Millennials report that working with sociable and friendly 

colleagues influences their career choice.108 Though companies cannot control how well people 

get along, they can encourage social interaction and relationship building. Millennials want to be 

part of a working community and they place a high importance on teamwork; thus, organizations 

should stress friendship and networking opportunities. One way of doing this is through off-site 
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team building. Company picnics, Christmas parties, and other events that encourage employees 

to mingle, with or without their families, are well received.109 Relationship building is important 

to the organization as employees are less likely to leave if they feel a personal connection to the 

people they work with. Team building can also take place through workshops, various exercises, 

and clubs or groups that meet after work hours.  

 However, it is important to make team building fun and memorable in a way that 

encourages employees to open up and get to know each other. Spending a few hours at a bowling 

alley or partaking in other activities that allow for open communication while also adding an 

element of fun are well worth the time and costs. This type of relationship building is even more 

important when companies take into consideration that three different generations are currently 

being employed, resulting in various management styles and differing perspectives. There is a 

need to “more effectively integrate young workers into the workforce” and human resource 

directors should be aware of such integration as it “will continue to grow in the future.”110 

However, team building is also important as it “helps break down barriers between people so 

managers and employees are spending less time on interpersonal conflicts.” 111 Building positive 

relationships also creates a fun work environment, one that generates higher levels of creativity 

and increases productivity. In all, growth is often the result of a happy work environment. 

 

Implement Recognition Programs. Millennial employees crave attention—from mentoring, to 

feedback, to recognition for their accomplishments.112 Recognition does not necessarily need to 
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be a physical reward; however, that is one option. Customize recognition by determining what an 

employee really wants, which then serves as further motivation to continue the positive 

performance, while also creating a satisfied and happy worker. For example, Boeing has a 

recognition program in which employees can recognize and reward points to another employee 

who they feel has achieved a goal or performed to a higher standard. Those points can then be 

cashed in for a variety of items, tailored to the individuals’ preference. This ensures that good 

work never goes unnoticed, as the recognition does not rely solely on managers. Millennials will 

easily become resentful and feel unappreciated if their contributions go unnoticed.  

 

Create Rotational Programs. Rotational programs are quite possibly one of the most effective 

ways to retain individuals as they help employees find their best fit within a company. 

Millennials want to find personal satisfaction in their work, believing the old saying that if you 

find a job you love, you never work a day in your life. Boeing has a rotational program for new 

employees in its finance department that allows interested individuals to rotate through six jobs 

within a two-year span. Though the focus is on finance, a similar rotational program is in the 

works for human resources. Such rotational programs have been very successful, and 

implementing similar programs in various departments could reap similar successes. Supporting 

this concept is Katherine Bowerman, a Millennial who works for Clayton Homes. She states, 

“Money is not at all important. I am doing something I care about, something where I feel like I 

made a difference.”113 Finding a good fit within a company and having a love for the job are two 

aspects most Millennials find vital. Rotational programs, though they can take a lot of work to 

establish, are well worth the effort in the long run.  
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Provide Challenges. Millennials yearn for a challenging atmosphere, one that keeps them 

occupied and constantly moving. In the workplace, they find it difficult to sit at a computer for 

hours working on a single project, with very little social interaction.114 Often, “young workers 

want to work on the ‘cool’ and prestigious projects” so it is important to balance Millennial 

workload with a mix of assignments.115 This helps keep them involved and challenged, while 

also appealing to their desire to multitask. Challenges keep individuals of this generation on their 

toes and the more excited they are, the more driven they become.  

 Meetings are another area in which businesses must approach with caution. Long 

meetings that drag on for hours will likely bore Millennials. In order to remain focused, 

Millennials need “active involvement in receiving information or they will quickly lose 

interest.”116 Millennials rely heavily on an interactive environment, which they have grown 

accustomed to throughout their young lives. Creating more efficient meetings with an interactive 

component will help maintain a Millennials attention—as will asking them for input and 

engaging them in discussion. Without these elements, many members of the Millennial 

Generation will not hesitate to find more challenging atmospheres where employers are capable 

of holding their interest. 

 

INNOVATORS OF CHANGE 
 
 Does it sound like Millennials are asking too much? Though it may appear that way, it is 

not entirely their fault. They have been shaped and molded since their birth, and due to the 

changes they have made because of society, Millennials expect society to now change for them. 

                                                 
114 Pirie, Madsen and Robert Worcester. The Millennial Generation. London: Adam Smith Institute, 1998. 
115 Mowry, Matthew. “Nature vs. Nurture: Successful Employees are Not Born; they’re made.” Business NH 

Magazine. August 2006: 23-24.  
116 Goman, Carol. “Communicating for a New Age.” Strategic Communication Management. 2006: 8-9. 

 47



While this may create difficulty in the beginning, most of the changes are only likely to improve 

the business, as Millennials have a lot to offer. Only the companies that meet the demands of this 

generation can expect to prosper while others will be scrambling for limited available talent. 

Many companies have already been successful in meeting these demands, and some, as noted in 

this paper, have even gone beyond in order to make recruitment easier and retention solid. The 

companies that have changed with the times have experienced great rewards. New talent has 

improved their businesses, despite some of the hurdles along the way. 

 The successes of these changes are already evident. In 2002, Lockheed Martin took steps 

to increase its appeal to undergraduates by enhancing recruitment, increasing vacation time, and 

improving its mentoring program. Within three years, application numbers for entry-level 

positions nearly tripled. Disney leads the list at number one on Business Week’s best places to 

launch a career, thanks to a solid benefits package, a collaborative culture, and strong on-campus 

recruiting. Many young graduates look at lists such as these as part of their job search, which 

aids in the promotion of the company. Also on the list is ESPN, which is quickly becoming 

known as a company with “exciting, high-pressure work, rapid advancement, and immediate 

impact.”117 BAE attributes its own success to its flexibility, mentoring program, competitive 

salary, quality of life, and most importantly, investing in its employees’ success.118

 Another company that has found success in employee retention is Deloitte, a professional 

services and consulting firm. One of the leading innovators for a fun and changing work 

environment, Deloitte has revamped its business offices to appeal to younger employees. They 

are “working with colors, plants, and light to create an environment that feels more airy and 
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more open.”119 As a result, employees do not want to leave. Deloitte has set the bar with 

improved working conditions and a new, modern image; Millennials realize they may not find 

such an environment elsewhere. As one young worker said, “Why leave when it’s a fun, very 

enjoyable workplace?”120

 Yet, for smaller businesses unable to afford all the discussed recommendations, 

companies will need to perform a cost-benefit analysis to determine which changes to make. 

Turnover is costly for most organizations, so many of the suggestions will result in saved money. 

However, not all of the recruitment and retention suggestions cost money. Some, like flexibility 

and work environment can be accomplished while incurring very little cost. It is up to each 

organization to determine which demands to meet. Even those organizations that are incapable of 

paying the most competitive salaries, such as Patagonia, can offer other benefits to its workers 

that will both help recruit and retain them.  

 

CONCLUSION 
 
 Employees are a company’s most valuable asset, so maintaining employee satisfaction 

should be of primary importance. Though benefits and income are important, compensation 

cannot compete with the other essential needs that Millennials desire. If managers can find a way 

to provide a challenging and team-oriented work environment that allows for flexibility and 

balance, companies should have very little problem recruiting and retaining this generation. 

However, businesses will need to remain competitive and aware of the changes taking place not 

only within the industry, but outside it as well. Proactive organizations will place themselves in 

the best position to compete for talent and gain a strategic business advantage. 
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 The business world is constantly evolving and Millennials are prepared to take on the 

challenge. They see many failings in the current system and because they do not hesitate to 

challenge authority and pre-established ideals, they are not hesitant to voice their concerns. 

Though these demands may make Millennials appear high maintenance, it is quite possible that 

such an emphasis on employee satisfaction could have numerous rewards. Full of potential and 

more than eager, Millennials are the future of business in America. Companies cannot resist 

change simply because it is precedent. Success is only possible when molds are broken and risks 

taken, and this generation is likely to pave the way. Organizations need to adapt and evolve or 

risk corporate extinction. Rules will be broken, authority challenged, and ideas will fly, but in the 

end, Millennials will make a positive difference in the workforce. Sally Wells, a managing 

director of Teleresources Consultancy, sums it up well. She states, “Y-ers are the future of the 

workplace and have so much to offer. They are a resource that cannot and must not be 

wasted.”121

 

 

                                                 
121 Wells, Sally. “Understanding Generation Y and Getting the Best Out of Them.” Call Centre Helper. Accessed 1 

Feb. 2007 <http://www.callcentrehelper.com/> 

 50


