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The children now love luxury. 
THEY HAVE BAD  

MANNERS [AND] CONTEMPT  
FOR AUTHORITY.

Socrates
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This font is lovely but a bit hard to read.
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Uppercase “makes” and “unique”: What Makes Millennials Unique?
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62%

48%

11%

35%

CONNECT TO THE 
INTERNET WIRELESSLY

HAVE ONLY A MOBILE 
PHONE NOT A LANDLINE

41%

24%

5%

13%

75%

50%

6%

30%

HAVE A PROFILE ON A
SOCIAL NETWORKING SITE

Over half of 
Twitter users 

are Millennials
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Danielle Hayden
Change to : 
HAVE ONLY A MOBILE
PHONE (NO LANDLINE)

Danielle Hayden
“Save Darfur!” - This feels glib. The genocide in Darfur is a horrific situation full of additional atrocities. Recommend selecting an issue that is “less” gruesome: Save the Polar Bears! Save Reading Rainbow! Give a Hoot! etc. 
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By Matthew Ratz, M.Ed.

Adults disparage their era’s youth. Millennials, 
though, are quite different than any previous 
generation, and they represent much 
more than another young, idealistic group. 
Millennials’ upbringings and their approach 
to adult life are substantially different than 
any other historical group. Despite the long-
standing sentiment that youth are simply 
“troublesome,” organizations that can harness 
the talents of the 21st century’s youth will 
position themselves for sustained success.

Millennials, unlike past generations, have had 
personal computers as a facet of everyday 
life.2 In 1998 when the oldest Millennials were 
16, the average US household had at least one 
Internet-ready computer. Since the ‘90s, even 
hand-held technologies have been available. 
Millennials are a generation immersed in 
technology and accustomed to the on-
demand learning it facilitates  (see graphic on 
the right).

Millennials’ parents valued education, but 
the cost of formal education has become 
outrageous. The average student loan debt is 
nearly 300% larger than it was just a decade 
ago.3 Millennials were told, “Go to college; 
you’ll get a good job,” but college grads have 
faced the toughest job market in memory. For 
the class of 2011, half of graduates emerged 
without prospects for full-time employment.4 

Millennials are called the “most educated 
generation;” they are the largest percentage 
of youth to earn college degrees ever. Yet, due 
to record levels of under- and unemployment, 
their college investments are not immediately 
“paying off.” 

To complicate matters, as Millennials’ parents 
age and don’t retire, they become increasingly 
aware of the “retirement myth” for themselves. 
Retirement, of course, is a long way off (the 
oldest Millennials will retire in 2045), but 
private pensions have not existed since the 
Reagan administration and 401(k)s are little 
incentive to keep this group motivated long-
term.5 Millennials need immediate returns on 
their investments, because their “costs of 
entry” into adult life are staggering.

This upbringing shapes a unique “Millennial 
Psyche,” a lens through which Millennials view 
life. It is made of four elements: 

 mistrust of hierarchies,  
 need for feedback,  
 quest for individual performance, and  
 a “What’s next” mindset. 

First, Millennials mistrust authority figures. 
Millennials do not like to be “told what to 
do,” and they tend not to “follow orders.” 
Millennials, in general, are less interested 

VALUES THAT ARE STRONGER 
FOR MILLENNIALS

VALUES THAT ARE STRONGER 
FOR OLDER GENERATIONS

millennials

happiness passion diversity sharing discovery

justice integrity family practicality duty

boomers

Generational Values19

Danielle Hayden
Single quote mark should be reversed (or closed) so it faces the left: ’90s

Danielle Hayden
handheld is one word

Danielle Hayden
Change to: (see graphic at right)

Danielle Hayden
300 percent

Danielle Hayden
Rework sentence to move “ever” after “youth”: … largest percentage of youth ever to earn college degrees.

Danielle Hayden
Remove comma before “because”

Danielle Hayden
Remove commas/period after each bullet point. Uppercase each item. Remove the “and” in the third:
-Mistrust of hierarchies-Need for feedback-Quest for individual performance
-“What’s next” mindset
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in what one accomplished over a 20-year 
career; more important is what one did 20 
seconds ago from which they can learn 
and grow. Millennials crave praise and seek 
almost-constant feedback. Feedback can be 
critical in content but only if it comes from 
someone whose opinions “matter” to them, 
such as a trusted mentor, as in someone who 
demonstrates expertise in a field Millennials 
want to thrive in. Criticism is not readily 
accepted, but it can be if its source is trusted. 

In general, Millennials want to perform and 
they want for their individual contributions 
to be recognized. Each professional 
accomplishment becomes another “notch” 
in their personal brand, “Brand Me.”6 
Millennials believe that blind loyalty to one 
company throughout their careers isn’t the 
best investment of time or energy. Instead, 
Millennials have an entrepreneurial bent, and 
they see themselves as a brand in and of 
themselves, even if they have no achievements 
yet to speak of. 

As a generation, they prefer work that is 
rewarding, both personally and socially. 
A paycheck is not enough of a motivator 
for them to persist in a challenging and 
unrewarding job; unless the role advances 

“Brand Me,” it will not be worth the effort.  
As a result, they are constantly on the  
look-out for new opportunities, always  
asking, “What’s next?”

Much has been written of the short-comings 
of this generation, but, Millennials have myriad 
talents to offer. This generation has incredible 
social-media savviness, and they have 
sharpened their informal communication skills. 
Furthermore, they are intrinsically motivated 
to “give back,” they nurture a wellspring of 
original ideas, and they seek authenticity 
by merging personal and professional 
personalities masterfully. Those above-listed 
strengths, when leveraged, can translate 
into heightened innovation, increased client 
satisfaction, and overall corporate success 
both socially and financially. 

Millennials’ insights, practices, and 
perspectives have the potential to disrupt the 
status quo. So, despite their “challenges,” 
investing in Millennial talent is crucial to long-
term corporate success. Millennials are best 
developed through thoughtful, reflective and 
learner-centered management practices; when 
truly inspired and empowered, there is little 
this group cannot accomplish.

MILLENNIALS SEEK 
AUTHENTICITY
BY MERGING 

PERSONAL AND 
PROFESSIONAL
PERSONALITIES 
MASTERFULLY.

Save
Darfur!

Brand Me

Danielle Hayden
“lookout” is one word

Danielle Hayden
“shortcomings” is one word

Danielle Hayden
Add comma after “ago”: … one did 20 seconds ago, from which …

Danielle Hayden
Rework: …. BY MASTERFULLY MERGING PERSONAL AND PROFESSIONAL PERSONALITIES.

Danielle Hayden
Change “Save Darfur!” to something lighter. See above note (p.3).

Danielle Hayden
Rework sentence: 

Feedback can be critical but only if it comes from someone whose opinion “matters,” such as a trusted mentor; someone who demonstrates expertise in a field in which Millennials want to thrive.

Danielle Hayden
Remove “for” after “want”: … they want their individual contributions to be recognized.

Danielle Hayden
Rework: … even if they have no achievements to speak of yet.

Danielle Hayden
Rework sentence: This generation is incredibly social-media savvy, and they have sharp informal communication skills.

Danielle Hayden
Same change as pull quote: move “masterfully” in front of “merging” and end sentence with “personalities.”

Danielle Hayden
Rework sentence: When leveraged, these strengths can translate into heightened innovation, increased client satisfaction and overall corporate success—both socially and financially.

Danielle Hayden
Remove comma after “practices”

Danielle Hayden
Change comma after “brand” to a colon: …“notch” in their personal brand: “Brand Me.”
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Millennials are making their mark on the 
world, with some of the most powerful new 
business leaders coming from this often 
misunderstood generation. Millennial-led 
startups are thriving and going public, as 
Gen Y innovators and thinkers are literally 
changing the way the world works. So, 
how do you attract these Millennials—the 
ones who can help your business thrill your 
customers and grow your business?

CRAFT A MILLENNIAL-FOCUSED 
RECRUITING MESSAGE

To begin recruiting Millennials, your business 
must first develop corporate messaging that 
speaks to the values Millennials are seeking 
(see infographic). Instead of touting revenue 
numbers and market leadership, talk instead 
about the value your business provides to its 
employees and to the community. Focus on 
employee recognition, mentorship, and career 
development programs. Stress a flexible work 
environment that focuses on productivity—not 
the 8-to-5 grind. Speak to the value of your 
business within local charities and causes, 
placing extra emphasis on your business’ 
mission and core values as they pertain to 

your social responsibility charter. Above and 
beyond, highlight collaboration and teamwork.

Millennials are driven by the desire to 
contribute to a team that directly impacts the 
business. In job descriptions and interviews, 
focus on your company’s strengths in this 
arena, such as technologies that foster 
collaboration, team structures, mentorship 
programs and/or a flat organization ideal for 
team collaboration. 

RECRUIT WHERE TOP MILLENNIALS ARE 
SEEKING OPPORTUNITIES

Millennials are a social generation,  
perhaps the most social generation of all 
time. For recruiters and businesses seeking 
top Millennial talent, social media creates a 
new opportunity for outreach and recruiting. 
LinkedIn®, in particular, offers unique avenues 
for recruiters, as the tools provide insights 
into the resumes, business networks, 
and reputations of job seekers. Utilizing 
your business’ employees to amplify job 
opportunities is also a vital tactic  
often overlooked by recruiters and  
hiring managers. 

INSTEAD OF TOUTING  
REVENUE NUMBERS AND 

MARKET LEADERSHIP, 

talk instead about the value  
your business provides to its 

employees and to the community. 

Danielle Hayden
No byline?

Danielle Hayden
Rework sentence: So, how do you attract the kind of Millennial who can thrill your customers and grow your business?

Danielle Hayden
Change to: (see infographic on page 7)

Danielle Hayden
Remove comma after “mentorship”

Danielle Hayden
Change comma to colon: Above and beyond: highlight collaboration and teamwork.

Danielle Hayden
Push ARE to next deck:
1-RECRUIT WHERE TOP MILLENNIALS
2-ARE SEEKING OPPORTUNITIES

Danielle Hayden
Rework: LinkedIn(R), in particular, offers unique avenues for recruiters because its tools provide insight into the resumes, business networks and reputations of job seekers.

Danielle Hayden
Change “Utilizing” to “Using”
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7 TIPS FOR HIRING  
STAR MILLENNIAL EMPLOYEES8

1 TEAM-ORIENTED COLLABORATION 

2 FLEXIBILITY AT WORK 

3 PERSONAL RECOGNITION

4 TECH FORWARD

5 ORGANIZATIONAL TRANSPARENCY

6 COMMUNITY ENGAGEMENT AND SERVICE

7 CAREER DEVELOPMENT 

96%

66%

64%

41%

Want face-to-face 
collaboration

Want to occasionally 
work from home

Want flexible 
work hours

Prefer to be rewarded or 
recognized for their work 
at least monthly

SMART RECRUITERS who are successfully 
attracting top talent within the Millennial 
generation are creating employee social 
programs for posting and amplifying career 
opportunities. These programs drive significant 
recruiting success for businesses, from both 
a response and success ratio, as Millennials 
trust their networks’ recommendations and 
employees are likely to only refer candidates 
who will be successful upon hire.

Finally, go where the top Millennial minds are: 
colleges and universities. Partnerships with 
respected colleges and universities bring top 
talent directly into your business by providing 
you with a candidate pool of high achievers. 
Internship, job placement and alumni 
outreach programs enable recruiters to fill 
open positions, colleges to facilitate alumni 
success and students to find the right careers 
after graduation.

MILLENNIALS ARE 50% 
MORE TRUSTING OF USER-
GENERATED CONTENT THAN 
THE ADS YOU’VE BEEN 
POSTING ON RECRUITING 
SITES, JOB BOARDS AND 
SOCIAL MEDIA.7 
(ACCORDING TO A NEW IPSOS MEDIACT RESEARCH REPORT) 

2,362

Danielle Hayden
TECH-FORWARD

Danielle Hayden
REWORK: These programs drive significant recruiting success for businesses, from both a response and success ratio. Millennials trust their network recommendations, and employees are likely to only refer candidates who will be successful upon hire.

Danielle Hayden
The women working out doesn’t fully jibe with the 7 items - there is no mention of workout facilities or specialized campuses. 
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3KNOW THE UNIQUE QUESTIONS  
TO ASK MILLENNIALS. 

This generation has new views on social media 
at work, work schedules, technology usage, 
and managerial styles. Add questions to your 
standard interview arsenal that includes these 
four topics.

 WHAT IS YOUR IDEAL WORK DAY?  
HOURS AND LOCATION?

 WHAT TYPES OF TECHNOLOGY DO YOU NEED TO 
BE SUCCESSFUL?

 WHAT MANAGEMENT STYLE WORKS BEST FOR 
YOUR PERSONALITY?

 HOW HAVE YOU USED SOCIAL MEDIA  
FOR WORK?

by Alison Sheehan, PGi SVP Global Human Resources

Millennials provide HR leaders and businesses with exciting new opportunities, as this generation 
of job candidates and workers are the next horizon leaders that will help transform organizations 
and drive us into the future of business.  When interviewing these candidates for positions at your 
company, however, there are three things you must remember:

1DON’T JUST ASK QUESTIONS.  
SHARE INSIGHTS INTO  

   YOUR BUSINESS.
Millennials often make decisions about where 
they want to invest in their careers based on 
the company’s culture, social responsibility 
practices and healthcare benefits structures. 
Develop answers to each of these three 
very important categories, and share them 
with your promising candidates during the 
interview process.

2SKIP THE PHONE AND START 
OFF FACE-TO-FACE—VIRTUALLY. 

Instead of picking up the phone for the first 
interview, opt for emerging video interviewing 
tools that will help you identify the candidate’s 
viability sooner and meet Millennials where 
they are comfortable: in technology.

Danielle Hayden
Uppercase “By” to be consistent with previous byline.

Danielle Hayden
It’s a little difficult to read this text over the texture at this font size and style. 

Danielle Hayden
Remove comma after “usage”
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CULTURE

Creating an environment that is conducive to 
Millennial satisfaction starts with culture—and 
it’s much more than just birthday cakes and 
company parties. Successful companies that 
retain their Millennial talent are developing 
cultures specific to the Millennial psyche and 
their unique needs and wants within a business 
environment.

Retention programs use the seven attractors 
(see infographic on page 5) to create a business 
culture that combines the psychological needs of 
Millennials and the demands of the business for 
increased productivity, innovation and growth.

The aforementioned survey reports that 
workplace flexibility is a pivotal cog in the 
cultural structure. Developing a flexible work 
culture spans beyond mere telecommuting or 
working from home. Instead, flexibility develops 
a foundation for trust and satisfaction within a 
company’s employee community. 

RECOGNITION

Unique among their peers, Millennial employees 
want to be both recognized for their individual 
contributions and firmly ensconced in a 
collaborative team. Smart businesses establish 
recognition programs for both facets of this 
culture.

Individual

• Compensation for achievement (raises, trips, 
bonuses, giveaways)

• Promotions and new opportunities

• Praise in front of peers

Team

• Company-wide recognition

• Outings, compensation and team-builders

• Promotions for the entire team (new projects, 
financial compensation,  
award trips)

30%

30%

27%

13%

Company is not 
a cultural fit

Received a better offer 
from another company

Career goals are not 
aligned to the company

Lack of career 
opportunities

WHY MILLENNIALS LEAVE

Now that the right Millennial talent is installed within your 
business, successful HR leaders and managers must now 
transition into keeping that talent in-house—and this is no easy 
task. A national survey entitled “The Cost of Millennial Retention”  

REPORTED IN 2013 THAT 60% OF 
MILLENNIALS LEAVE THEIR COMPANIES 
IN LESS THAN THREE YEARS, 
which is a 2:1 margin when compared to older generations of 
employees.9 This loss, the survey stated, costs businesses 
$15,000-25,000 every time. 

Danielle Hayden
No page #

Danielle Hayden
No byline?

Danielle Hayden
Change “to” to “with”: Career goals are not aligned with the company

Danielle Hayden
page 7

Danielle Hayden
Change “spans” to “goes”: Developing a flexible work culture goes beyond mere…

Danielle Hayden
Move “award trips)” up to line above
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Millennials are typically adept at texting, social 
media, online networks, email, blogs and 
platforms that allow the sharing of ideas and/
or visuals. Yet, it is important to use these 
technologies in an appropriate manner. A 
study by Sherry Robinson and Hans Anton 
Stubberud involving university students suggests 
separating work-related messages from social 
communications.10 For example, social events 
and office get-togethers can be communicated 
via social networking sites, however using similar 
technologies for work messages may be seen 
as an intrusion. Some have also found that 
email and web communications are preferred 
over face-to-face interactions for official 
communication.11 This is likely because there 
is a “paper trail” or something in which to refer 
back to if needed. Yet, Robinson and Stubberud 
found that the highest ranked preference for both 
social and work-related communications is face-
to-face. Is face-to-face always practical in our 
fast-paced and often virtual environments? No, 
but its value should also not be forgotten.

A number of researchers suggest that 
Millennials value discussions, collaboration 
and teamwork.12,13 Thus, shared sites and 

asynchronous technology (e.g., discussion 
boards, emails and texts) encourage 
collaboration. Millennials have also come of age 
in a time when information is readily accessible. 
They might expect immediate and frequent 
feedback from their supervisors, as well as open 
communication.14,15,16 Therefore, the technologies 
that assist supervisors in providing fast and 
frequent feedback, whether it is in person or by 
utilizing web-based tools, will be of most worth.

An innovative technique suggested by Jeremy 
Short and Terrie Reeves is to use “graphic 
novels” to communicate.17 These novels embody 
both visuals and storytelling in a way that is likely 
to enhance understanding and communication. 
With the popularity and power of photo-sharing 
sites and the ease of creating and/or accessing 
visuals, why not use images in the workplace to 
enhance communication for all generations? 

Overall, one’s mindset is the key. It is important 
to desire to understand and not to criticize 
generations that are different from your own. 
For all generations, trust and supportiveness 
will lead to more involved, committed and better 
performers in the workplace.

By Dr. Paige Graham, University of the Rockies

Millennials switch their attention between media 

platforms like laptops, smartphones, tablets & televisions.   

Previous Generations

per hour

per hour

27X27X

17X17X

Millennials are Jmmersed in Technology18

Danielle Hayden
Change “however” to “but”

Danielle Hayden
Rework: This is likely because there is a “paper trail,” or something written down, to refer back to as needed.

Danielle Hayden
Remove “also”

Danielle Hayden
Change “utilizing” to “using”

Danielle Hayden
Change “like” to “such as”

Danielle Hayden
Should period be removed? If 27X per hour is a continuation of the intro sentence, remove the period.
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The era of constant communications, lightning-fast news, social collaboration and 
always-on mobile technology has created a unique cultural view for the Millennial 
generation. Decisions are crowd-sourced, check-ins are a daily event, selfies are shared 
and social good is a group event. Leaders of Millennials must learn from the “Millennial 
Psyche” to bring out the best in this new generation of workers so that they, too, can rise 
up the ranks and become the next leaders of the business world.

1 LEAD BY EXAMPLE

2 COLLABORATE

3 EXPLAIN THE “WHY”

4 LISTEN WITH THE INTENT TO BE PERSUADED

5 INCLUDE THEM IN THE BIG PICTURE STRATEGY

6 SAY THANK YOU, GOOD JOB AND TELL ME MORE

7 HAVE FUN

8 ALWAYS GIVE CREDIT WHERE DUE

9 ESTABLISH A “CIRCLE OF TRUST”

10 HELP PLAN THEIR CAREER PATH AND LIVE UP TO YOUR PROMISES

Millennials have a unique individual-in-a-team 
mindset, making mentorship programs a vital 
part of successfully retaining and developing 
this generation of workers. Millennials, 
however, don’t want to simply be mentored by 
a seasoned, respected leader. They also want 
to mentor the older generation of workers.

MENTORING, REVERSE MENTORING AND 
MICRO-MENTORING

There are three different schools of mentoring, 
each with their own benefits. Like all things 
Generation Y, flexibility and situational 
assessment of needs are vital for creating  
a successful mentorship program within  
any company.

 Traditional mentoring places a skilled, 
experienced worker with a young, 
promising worker—in this case, a Millennial 
with a leader in their desired “when I 
grow up” position. In today’s global 
business, businesses can now make 
these connection with formal mentorship 
programs that extend into the global 
employee community’s expertise. Using 
the newest face-to-face virtual tools, smart 
businesses are making these connections 
to drive education, nurturing and talent-
building cultures within their global 
businesses.

 Reverse mentoring is also gaining steam, 
and a clear value for retaining Millennial 
and older generations. Social media, 
technology, collaboration, innovation, and 
new modes of communication are clearly 
in the wheel house of the workplace’s 
newest generational addition. Creating a 
co-mentoring program where the older 
generation teaches the new—and visa 
versa—can provide untold value for growth 
and innovation, while keeping many 
generations of workers firmly ensconced in 
your business.

 Finally, micro-mentoring takes the 
formal mentorship process of long-term 
engagements, scheduled meetings and 
career planning and shrinks it down into 
management bites for busy professionals. 
Smart companies take their leaders in each 
unique field (sales, social media, marketing, 
training, etc.) and sets them up for single-
task mentorship. For example, a social 
media wiz would connect with a busy CEO, 
teach them the ins and outs of Twitter and 
then end the micro-mentorship program 
when the knowledge has been shared.

Danielle Hayden
Recast: HOW TO LEAD MILLENNIALS: 10 TIPS 

(Table of Contents lists this as “How to Lead Millennials”)

Danielle Hayden
“and social good is a group event.”

Not sure what this means; rework?

“and volunteering is a group event.”?

Danielle Hayden
Move “AND” to the next deck

Danielle Hayden
Change “their” to “its”

Danielle Hayden
Change “business” to “market” before comma

Danielle Hayden
Change “connection” to “connections”

Danielle Hayden
Remove comma after “innovation”

Danielle Hayden
wheelhouse is one word

Danielle Hayden
Change “visa” to “vice”

Danielle Hayden
Add comma after “planning”

Danielle Hayden
Change “management” to “manageable”

Danielle Hayden
Change “sets” to “set”
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He designs vocational training for adults with autism at a 
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English composition at two-year colleges. As a classroom 
educator, he taught grades 7-12 and beyond, and as an author 
he writes articles on teaching and on transitional adults with 
autism. Matthew’s passion is designing stimulating trainings for 
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maximize Millennials’ strengths. Matthew can be contacted at 
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ABOUT PGI

PGi has been a leading global provider of collaboration software and services 
for over 20 years. PGi’s cloud-based software applications let business users 
connect, collaborate and share ideas and information from their desktop, 
tablet or smartphone, enabling greater productivity in the office or on the go. 
PGi has a global presence in 25 countries, and its award-winning solutions 
provide a collaborative advantage to over 45,000 enterprise customers, 
including 75% of the Fortune 100™. In the last five years, PGi has hosted 
more than 1.1 billion people from 137 countries in over 250 million virtual 
meetings. For more information, visit PGi at pgi.com. 

FOLLOW PGI
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DISCLAIMER

PGi makes no representation or warranties in respect to the accuracy 
or completeness of this eBook. PGi specifically disclaims any and all 
express or implied warranties, including without limitation, warranties of 
merchantability, non-infringement, or fitness for any particular purpose 
relating to the contents of this eBook. PGi shall in no event be liable for any 
loss of profits or any other commercial damages, including but not limited to 
special, indirect, consequential, or other damages relating to the contents of 
this eBook or any reliance on the contents of this eBook or any reliance on 
the contents of this eBook.

©Premiere Global Services, Inc. and/or its affiliates | PGi. All trademarks of third 
parties referred to in this eBook are the property of their respective owners.
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https://www.facebook.com/PgiFans
https://plus.google.com/+PgiFans/
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