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Meet Mrs. Hope
GEN X BORN IN 1972

“ F eeling dismayed by youth or 
these so-called millennials—a 
generation that I have strived 

hard to nurture and impact with utmost 
openness and trust. How can we find the 
balance of meeting our bottom lines if we 
spend a huge amount of time just keeping 
them happy and engaged enough to 
produce the basic minimum?  I have just 
come back from the executive manage-
ment meeting, trying to convince them 
not to cut budgets for psychometric 
recruitment tests, the new onboarding 
programme, training, and team outings 

because it plays an integral part in identifying high-caliber candi-
dates and retaining them.

The biggest challenge that faces organisations nowadays is 
hunting for the match whilst being transparent and ensuring the 
provision of equal opportunities. How can we possibly do that without 
standards? Standards cannot occur without consistency, which is 
why training our recruitment teams to assess all candidates equally 
and impartially is part of our protocol.

It is true that we are known for being pessimistic and cynical, 
and this is certainly understandable considering that we came in at 
the brink of the Cold War, saw the fall of the Berlin Wall, experienced 
revolutions in the Middle East, survived a series of economic crises, 
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and lived through the AIDS epidemic, just to name a few. Raising 
youth was a hell-raising task as we moved into our middle age. We 
acquired this overwhelming sense of responsibility to fix the mistakes 
that our predecessors made in society. We are pragmatic, cunning, and 
hard to fool because we have seen it all and have come through deep 
valleys and steep mountains, and those who made it didn’t falter 
because of their great resilience and grit at the workplace. We are the 
“neglected” middle-child because it seems that all eyes are on the slowly 
retiring baby boomers or the ascending millennials, now the world’s 
majority generation. Profound research, however, shows that we may 
be equally capable at digital tasks as millennials and that we show a 
mastery of conventional leadership skills more on par with leaders of 
the baby boomer generation. This includes identifying and developing 
new talent at our organisations and driving the execution of business 
strategies to bring new ideas to reality. We are adaptable and proven 
to be more connected and thus have no reason to fret.

I’m thinking about the request of the executive management 
team, who has finally decided to in-source a lot of front-office 
functions. They are waiting for a master plan for HR but have appointed 
me as the leader of this activity because I am known to be an advocate 
of the people and especially, the youth.  I have no idea whether I am up 
to this challenge since this generation fails me at times. But I will 
surely need to come up with a wonderful plan that addresses all 
issues and makes us ‘win’ in becoming the employer of choice.

I walk down the corridor, heavily disappointed with the interviews 
I just had for three consecutive days for this major in-sourcing project. 
I’m overwhelmed with the feedback I just heard from my fellow 
interviewers on other panels. That’s when I see a young girl that I 
met three years ago at a youth conference—one that left a lasting 
impression and has since communicated regularly for advice and 
information… the millennial type I would love to hire. My eyes light 
up when I realise that she just finished her interview in one of the 
rooms. Approaching her , I ask, ‘So Saj, how was your interview with 
us today?’ not knowing what kind of conversation that question 
would lead to.  A battlefield between two generations, one in which I had 
to skin myself of all my experiences, rid myself of expectations, and try 
to understand this high-maintenance generation in order to make the 
right choices and achieve a productive, balanced work environment 
with such diverse generations within it.”
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Meet Saj
MILLENNIAL BORN IN 1991 

“ S wimming against the current is 
the best way to describe how I 
feel. Keeping my disappointment 

and frustration under control while pursuing 
a lifelong dream of mine and chasing after the 
career I have always dreamt of is harder than I 
have ever expected. The thought that many 
organisations still follow the same standardized 
recruitment format brings me back to my sober-
ing reality. It almost feels as though we are being 
ridiculed for thinking differently or for expecting 
simple things such as a modernized workplace 
environment, which in all honesty is the least 
that should happen. Not only that, it is the idea 
that we so-called millennials are lazy and do not 

have the same drive and ambition as the generation before us, which really 
winds me up.

There is certainly no denying that we, Generation Y, are the cause of a 
heated debate between the previous Generation Xers and their ancestor baby 
boomers. We have been referred to on many occasions as ‘lazy, entitled, self-ex-
pressive narcissists.’ So what aggravates me the most is the need to redress 
such false stereotypes whenever I am surrounded by older generations. And 
that is exactly why I am not a fan of traditional interviews. It almost feels like 
entering a courtroom, perceived to be guilty, pleading before your sentence—



9AMAL & SAJEDA

“Young people need to be asked what 

matters, not be told what matters”

— JEFF MARTIN

it’s nothing but a futile effort aiming to invalidate generalizations!”
It is with extremely mixed emotions that I leave the small meeting room of 

my highly anticipated job interview. I am baffled by the reality that I was asked 
exactly the same questions my parents had asked me to rehearse for- questions 
that I have consciously decided not to deliberate on as I was fairly confident of 
the ‘new’ era I was a part of. 

‘So Saj, how was your interview with us today?’
My train of thought is suddenly interrupted by a familiar voice. I turn 

around. Little did I know that the conversation I was about to have just then 
would lead to a ceaseless debate between two generations that simply seemed 
irreconcilable. It is true what they say: ‘A generation gap is a perpetual phenom-
enon, one that you cannot possibly escape or undo.’

I am suddenly lost in my own thoughts. I am unsure if I should reply truth-
fully and voice my opinion unapologetically. My heart is telling me not to ruin 
any chances of potentially getting hired, but my head cannot simply contain all 
the anger and frustration at the experience I just had. Should I be the one to tell 
the truth? But then again, if I don’t, who will? I cannot stand here and mask my 
emotions. I cannot wait for someone else to influence change in what is perceived 
to be a ‘modern world of work.’ As young and as inexperienced as I may be, I feel a 
sense of duty. I took the responsibility upon myself and for all the youth that are 
trying to navigate today’s workplace to disrupt the cultural norms and quash 
outdated notions.

Frankly speaking, isn’t it 
time to replace the tradition-
al job interview that requires 
us to answer a set of scripted 
questions that I could potentially 

lie to in order to guarantee getting the job? There are many psychological factors 
that play a part in evaluating the person interviewed and sometimes our uncon-
scious biases conclude the decision by simply looking at the person and evaluating 
their set skills on no basis whatsoever. Actors audition and so do singers, because 
you cannot logically ask them how well they can deliver and perform. But the irony 
is, it is as important to evaluate a prospective sales representative by seeing him/
her sell. The same applies to web designers, call center agents, journalists, lawyers, 
you name it. It just makes sense to audition a prospective employee before having 
them sign a job offer. I was extremely frustrated to know that reality simply did not 
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exist. The reality may have been that the interviewer scanned that piece of paper 
only a few minutes before I stepped into the meeting room. As if I can convey any 
differentiating value and qualities of mine through a mere resume on which I am 
going to be judged upon.”
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A generation can essentially be defined as a group identifiable by 

similarities in age and notable life events at critical developmen-

tal stages. The two prominent generational groups that are most 

pertinent in today’s workforce are the millennials (also known as Gener-

ation Y) and Generation X. 

Researchers, human resource specialists, employers and manag-

ers are increasingly interested in getting the balance right as far as 

managing and working with people from different generations is 

concerned. A lot of this interest is fundamentally steeped in the idea 

that generations have a few subtle and a few significant differences in 

their values, goals, and expectations in the workplace. In this book, we 

hope to explore some of those differences and share insights into how 

some of them can be reconciled to create a cohesive workforce that is 

tolerant, cooperative, and productive. 

 MILLENNIAL ENTREPRENEURS IN THE
MIDDLE EAST SEEM TO WORK THE HARDEST

Their average workday is 12.5 hours, more than 2.5 hours above

the global average for millennials. They are the Middle East’s

greatest asset and their entrepreneurial spirit seems

to be shaping the future of the region.
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One of the most interest-

ing—and least discussed—

ideas about millennials is 

that they are breaking into 

two different generation-

al groups. One group of 

millennials is reaching all the 

traditional markers of adult-

hood, though a few years 

later than previous genera-

tions. This group is working 

towards careers and enter-

ing their wealth accumula-

tion life phase, commanding 

more power in the workplace. 

The other group of millen-

nials, however, is not creat-

ing “real-world traction.” This 

is the group you’ve probably 

heard most about—the ones 

that still live at home and let 

mom pay their cell phone bill.
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By the time millennials reach age 30, they will self-select into one 

group or the other and can no longer relate to the other segment of 

their generation. These divergent trajectories will have profound impli-

cations for the workforce, marketplace, government, economy, and 

more. In fact, the group most offended by millennials who act entitled, 

is other millennials who do not feel entitled. The unentitled millennials 

think that the rest of the generation gives them a bad reputation.
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Gen X Speaking

G en Xers are characterized by individuality and independence, so 

when being recruited, we tend to care a lot about the scope of our 

own work and accountability. I’m concerned about how I fit into the 

whole picture, because interdependence means fitting into a project 

seamlessly with others to produce a worthy whole. That’s what brings 

us satisfaction. Millennials, on the other hand, have a view of more 

profound teamwork where simultaneous work occurs and technol-

ogy plays the largest role. Thus job descriptions, interview questions, 

methods of assessments, and even how our psychometric tests that were 

originally designed by us are all out of date! 

What do we trust? What tools do we use if people who designed 

these behavioural theory-based tools all come from an age where 

digital technology was not the main driver for work behaviour, and where 

sentiments and characteristics of humans differed? I am convinced 

that the only thing that cannot be produced by science, artificial intel-

ligence, and technology is people’s consciousness. This is why I seek 

to know the person as a human being even if the interviewees find the 

questions mundane and boring, I seek to find out who they are outside 

of the technical domain.

When recruiting, our generation of Xers value authority, autonomy, 

and job security. Our loyalty towards our bosses and work is paramount, 

so knowledge and clarity on that during this phase of recruitment is 

vital. Thinking of these a necessity, we describe them in our interviews 

to millennials who don’t care about oak doors and fancy facades, but 

rather want a bean bag, a laptop, and unlimited WIFI. They look for 

purpose in their toil and where the learning and growth is. They have 

been wired differently. Millennials expect to receive information about 

work environment, communication patterns/modes, and structures. 

They expect flexibility in timings and an appreciation of overall perfor-

mance. They want suggestions, schemes, and new idea-generation 

channels rather than policies and procedures and the rigid structures 
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we offer them with explanations of the scales within each band. 

When recruiting millennials, we must be equipped, and take this 

task from the top by bringing the latest techniques into play. We should 

introduce video applications instead of looking at traditional CVs. We 

must travel at optimal speed in order to cope with this internet-born 

generation. A survey shows that 89% of jobseekers are likely to use a 

mobile device to find work in the next year since 80% of young adults 

between the ages of 18-34 own a smartphone. But on the other hand, 

87% of companies are not investing adequately in mobile-friendly 

recruitment. During interviews, we must remember to put emphasis on 

culture since our company brands are our ambassadors in a transpar-

ent world like this. Engagement starts before hiring, so inviting poten-

tial hires to spend time with real employees or android/virtual worlds 

will feed millennials’ keenness to know why they should take this job 

beyond the paycheck. 

It is evident that the differences between generations is influ-

enced by changes due to 

experience, life phases, 

and career stages. The 

simple fact that each 

generation entered the 

work world at differing 

points in time suggests that there are definite differences that exist 

between generations. 

There are several approaches to classifying work values—the most 

common being used to distinguish between work values that are extrin-

sic or intrinsic. A survey by Deloitte has found that millennials wanted 

businesses to focus more on “people and purpose.” It is not surpris-

ing, in light of this fact, that many studies on millennials, particularly 

those on workforce patterns, focus on concerns that millennials may be 

following radically different career trajectories than prior generations.

“With millennials, every gadget imaginable 

is almost an extension of their bodies. they 

multitask, talk, walk, listen and type and 

detect. and their priorities are simple; they 

come first!” — MORLEY SAFER
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Gen Y Speaking 

L ots of labels have been used to describe my generation. By some, 

we are even referred to as the “me-generation”—just another way 

to convey narcissism at its highest levels. And I am not here to 

argue about stereotypes because why bother? My job is to convey the 

other side of the coin—the fact that our generation is more tech-savvy, 

more in number, better educated, and more diverse in most aspects. 

Our social habits are different—the good kind of different. We enor-

mously value teamwork, modesty and good conduct. 

Millennials corner the market in tech prowess. We grew up with 

WiFi, smartphones, laptops and social media at our disposal. We have 

unprecedented access to information. Our affinity for the digital world 

and greater connectivity is what distinguishes us from previous genera-

tions, and we can clearly witness how that has substantially manifested 

its way into the workplace. Forty-one percent of millennials are report-

ed to have stated that they prefer to resort to electronic communi-

cation with their peers at work, rather than discuss matters over the 

phone or face-to-face (PWC Opinion Research, 2011). But then again, 

who wouldn’t agree that technology makes us more effective at work?

But the greatest difference of all lies in what we perceive we can 

get from the workplace. What essentially influences our career decision 

is its alignment with our values and personal goals. We often engage 

in community service and we expect more opportunities for social 

responsibility from our employers. It might sound surprising to some, 

but monetary perks are not at the forefront of our checklists. In fact, 

the environment and culture is far more essential. We appreciate a fun 

working environment. We give greater value to non-monetary perks 

that serve us in achieving a work-life balance—such as flexible working 

hours— and essentially, a culture that nurtures teamwork with empha-

sis on belonging and acceptance. 

If we were to compare our generation to our predecessors—Gen 

X—we are far more optimistic about our success and our future. Gen 
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X does not expect to find self-fulfillment in their careers. They look for 

it outside of their jobs. We, on the other hand, have higher expecta-

tions with regards to success. We thrive wherever we feel worthy and 

of value—wherever we are given the chance to contribute and are able 

to innovate. 

It is apparent that a workplace can benefit tremendously from a 

better understanding of the differences in core values, ideologies, and 

thinking patterns, depending on the generation. The technological and 

digital revolutions of today are unlike anything that the first revolu-

tions of steam power, electric power, mass production, electronics 

and even IT and automation were. Gen Y is somewhat a product of the 

technological age, thus able to thrive in this fast-changing environment 

where labour markets are shifting because of the fusion of technolo-

gies. Automation has already begun displacing the basic manual skilled 

workforce. Social stability is already under threat due to artificial intel-

ligence and its capacity to replace human jobs and minds. One third 

of the world’s population is already using social media platforms to 

connect, learn, and share information. The big question is: what will Gen 

X do to adapt and ensure they are not made redundant? 

It is with all this in mind that companies should consider breaking 

down the hierarchical structures that have conventionally kept younger 

and less-experienced employees 

from having a greater voice within 

organisations. Companies which 

will continue to excel are those 

that recognise the invaluable 

talent that millennials can bring to 

the table in order to assist companies with the transition into this digital 

age. The ability of companies to adapt will determine their survival. 

If there is one thing that we all agree on, despite the generational 

gap, is the fact that technology has completely transformed the way 

we do things. Our needs and demands as individuals and as a society 

has grown and changed altogether. But the most inevitable change 

of all is that of mindsets. New ideologies need to evolve—businesses 

cannot simply run the way they used to.

“The millennial generation will entirely 

recast the image of youth from 

downbeat and alienated to upbeat 

and engaged...”— NEIL HOWE AND 

WILLIAM STRAUSS
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THE COMPROMISE 
FROM A MILLENNIAL – GEN Y

“ A s a recent graduate, I have been waiting all my life to finally 

gain independence and to finally start taking the first steps in 

my career journey. But as I stand here, done with the first step 

of many, I feel uncomfortable about entering a world that is so rigid in 

its corporate structures, and one that is yet to break free from informa-

tion silos. 

The thing about workers in general is that we compromise our own 

goals and personal values. However, having a fulfilling job is at the top 

IN THE MIDDLE EAST 
46% of entrepreneurs started their

businesses at school or university, the highest

proportion of any country or region in the world.

46%

SOURCE: Entrepreneurial Creatives, Skeptical- The Truth about MENA
Millennials, Chayme Samir, World Economic Forum, 2017
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of our checklist when we are 

seeking a career. 

The need to be happy is the 

top most consideration when 

making our lifestyle and career 

choices. That is why ‘playbour’ 

(work that feels like leisure) is 

crucial in firing up our commit-

ment levels.

Passion for the job is one 

thing we millennials will not be 

willing to sabotage or renege 

on. Even if the pay is mediocre, I 

would rather do something I love 

than have a high-paid job that 

doesn’t get me out of bed in the morning.

The reality is that the current economic conditions have forced 

many of us to compromise when taking up a job. Seventy-two percent 

of youth surveyed stated that they have settled (traded-off) in some 

way to get work. Thirty-eight percent of those who are current-

ly working said that they were actively seeking other work. On the 

other hand, another study has shown that 70% of millennials said that 

civil engagement is amongst their highest priorities; therefore, being 

part of organisations that contribute to the society is desirable.”
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BRIDGING WORKPLACE
GENERATIONAL GAPS – GEN X

A lthough differences exist, it is also important to note that these 

generalised views should not be used as stereotyping mechanisms. 

Millennials want to be able to work in the way that suits them best. 

Their prominent use of technology means that the line between work 

and home life has become increasingly blurred, although many would 

prefer to work in an office environment rather than in a solitary one such 

as at home. It is also true that while Gen Y values diversity and typical-

ly seeks out employers with strong equality and a strong approach to 

their operations, their expectations are not always met in practice.

Millennials feel constrained by what they see as outdated, tradi-

tional working practices. They feel that rigid hierarchies and outdated 

management styles will not succeed in getting the most out of them. 

Most are under the impression that their managers do not always 

understand the best, most effective or efficient use of technology in 

the workplace. A huge majority believe that merit should be based 

on outcomes, not time spent executing. There is a growing trend now 

where you find offices becoming meeting spaces rather than fixed 

working locations. 

We must attract bright millennial minds into the established 

workplace. Millennials desire to learn and progress, and this direct-

ly impacts their views on benefits that employers offer. Most Gen Y 

employees prefer training and development and flexible working 

opportunities over financial benefits. This doesn’t mean they don’t have 

standards on pay and working conditions that they prefer, but purpose-

ful careers would be of much higher priority to their employment 

agenda. 

It is so important then, for companies to implement workplace 

solutions that will accommodate the conflicting views and needs of a 

diverse workforce—from the baby boomer generation to Generation 

X to millennials. It is certainly a challenge, but if not addressed, these 

will negatively impact the potential of companies to survive in a highly 
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DOES PRIVATE SECTOR HAVE INFLUENCE?
Forty-two percent said the private sector has the strongest

influence, while 27% chose the government. Individuals alone were 

seen as having less ability to influence society. When it comes to 

influencing an organization, however, only a quarter of millennials in 

the Middle East chose it as a goal, in comparison to nearly half in 

Europe and North America.

SOURCE: We are More Different than You Think”, Insead, Emerging Markets
Institute, The Head Foundation and Universum, 2018
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competitive global space which requires companies to invest more and 

more in the retention of top talent. 

The intergenerational tensions that usually appear can often be 

explained by a lack of understanding between generations. When 

Generation Xers stop thinking that Gen Y employees have an unrea-

sonable sense of entitlement, and millennials begin to exercise some 

patience and offer help in assisting with the transition into more respon-

sive organisational structures, things will improve. 

In an effort to help managers put themselves in younger employ-

ees’ shoes and to coach senior executives in IT, social media, and the 

latest workplace trends, many organisations are beginning to pair top 

management with younger employees in programmes referred to 

as ‘reverse mentoring’. Such initiatives are also meant to help in the 

transferring of corporate knowledge to millennials, which will become 

increasingly important as the older generation starts to enter retirement.
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TIPS WORTHY OF CONSIDERATION:

#1 When hiring millennials discuss their personal aspirations and 

always structure your packages with a dose of offerings that truly 

promote work/life balance. 

#2 While interviewing, ensure that you reflect a deeper understand-

ing of diversity and gender equality, and discuss it.

#3 Talk about technology and show them that Gen Xers are capable 

and adaptable and, in fact, “connected” and Net-literate like they are.

●#4 In your HR policies and decisions, help millennials and Gen 

Xers alike grow in the workplace by eliminating age discrimination and 

creating different channels of growth and development for each track, 

compatible with their learning preferences.

●#5 As hard as it is to let go of the organisational practices that 

made Gen Xers who they are  today in  policies and codes of conduct, 

they need to loosen their tight grip and give millennials more flexibility.  

At the end, it’s the purpose (the “why”) of working that will make them 

produce higher results… and not the “What or ‘’How’’. 



 

 

Chapter Two
NAVIGATING THE 

WORKPLACE
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Mrs. Hope

“ K eeping these overzealous millen-
nials grounded may be a daunt-
ing task in the face of managers 

from my generation who were inducted 
into the workforce with the swim-or-sink 
welcome pack rather than the handhold-
ing that Generation Y feels entitled to. I’m 
concerned that these new on-boarding 
techniques will not effectively build the 
grit and resilience required to grow. Our 
generation didn’t receive any type of 
special treatment, nor did we see the need 
for it.

The demonstration of responsibility 
expected of us allowed us to forge our way up the corporate ladder 
based on our own personal development., and that’s why I worry 
that these millennials will not develop the personal initiative and 
leadership ’smarts’ that are essential for achieving success. But I 
have to acknowledge the inevitable fact that millennials are 
dominating the workforce and expect defined goals, engagement and 
transparency. In order to accommodate Gen Y and seamlessly 
integrate them into the existing workplace frameworks, I will require 
greater flexibility from my management. We will be faced with 
changing the way we operate in order to foster an atmosphere of 
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belonging which millennials seem to value. Or else, how will we be able 
to retain them? 

Now that we have managed to achieve our insourcing targets, 
how do I manage to convince our HR that these millennials will not 
be easy to retain? These traditional induction packs will unlikely 
keep them engaged! For many, getting onboard will mean clarifying 
roles and responsibilities and getting to know their way around an 
organisation. For millennials, it is about establishing a foundation 
within the business and learning about the company’s history. How 
we manage this onboarding process will be what differentiates us 
from other traditional organizations, so we can solidify workplace 
loyalty from day one. The first few weeks of a millennial’s employment 
largely determines their career trajectory with the company. There 
is no doubt that creative onboarding will take time and effort to 
implement, but how else can we manage to captivate their interests 
and capture their attention?

I will have to propose to the GM tomorrow and convince him that 
I need him to tell his story. Storytelling and building the company’s 
persona in the minds of these new millennia recruits is essential. 
They must meet him, feel his spirit and know about the company’s 
vision from him directly. This will surely enthuse them. It is strange 
how simple communication makes a big difference to the clarity that 
they need going forward. They not only need the ‘whats’ answered 
like my generation, but they need to hear the ’whys’. 
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Saj

D ay One: “Turning the radio off and 
shifting the gear from drive mode to 
parking mode, I am not certain of what 

to expect at my first day of work. When I graduat-
ed from school and college, it felt as though I was 
leaving behind the only life I had ever known. It 
is astonishing how I could still remember my first 
day of KG at the age of four—the terror of being 
away from what I know, yet the amusement in my 
eyes. Eighteen years later, sitting in the car park, 
looking at my new office building, I cannot say I 
feel any different.  

As I leave my car I realize that life is expand-
ing, and college notes are a part of yesterday. 
There is no turning back now—that’s for sure. 

Approaching the elevator, I cannot help but feel disoriented, not knowing 
whether I will feel welcomed in an environment filled with the older crowd, 
especially since most of them think that we have an unsustainable sense of 
entitlement!

Being escorted to our cubicles (myself and a bunch of other young new 
recruits), I feel a little less apprehensive. People around us seem friendly. We 
are invited to join them for breakfast. I am not sure if this is their idea of an 
orientation, but I am curious to see what they have in store for us.” 
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Day Five: “It is the last day of the week (Thursday)—the semi-formal day. 
I feel much more at ease wearing a pair of jeans, comfortable sneakers, and 
simply, looking my age. The team and I won’t be meeting clients today; neither 
do our roles require us to be at a front desk.  For back-office support, this should 
be how we dress daily, but making such a request would be ridiculed and 
deemed as simply wanting to be fun, social, and laid-back at the expense of 
being productive.  I remember once reading an MTV-sponsored study during 
school days, stating that 88% of millennials want to be friends with their 
co-workers, 81% want to make their own hours, and 79% want to wear jeans to 
work. It baffled me back then, but it does not sound far off from reality today.

This terrible cliché and sweeping stereotype that has been the talk of the 
season as my generation  auditions its way into the labour market makes us 
wonder—what if that same amount of energy was invested into altering the 
workplace culture and adapting pragmatic solutions that would promote a 
balanced perspective for the two generations?  Current workplace models fail 
to attract, engage and retain modern talent and are if anything, outdated. 

We grew up in a fully digitalized world. Our behaviour is rooted in our 
upbringing, and it will continue having a greater impact in the generations 
following us.  Thus, if businesses began to accept the fact that technology is 
taking over our everyday lives and has changed the way we get things done, 
then it is imperative to embrace the thought of integrating modern behaviours 
in order to create an engaging and profitable organisation.

An hour was left for finishing the day and the atmosphere was casual, given 
that we were about to kick-start the weekend. So I decided to walk around and 
meet people who I hadn’t had the chance to speak to earlier in the week. There 
she was. I could hear her voice and feel her energy from across the corridor. I’ve 
idolised her for years and always tried to put on a positive front around her. My 
intuition tells me that I can openly talk to her. She would surely understand.  
She is unlike any Gen Xer I know. Sugarcoating is not part of her language, and 
needless to say, I need none.

Her glance met mine, and she hesitantly asked me about my first few days.”
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GENERATION Y IS DRIVING AN 
UNPRECEDENTED WORK-LIFE CULTURE SHIFT

E very generation develops a set of values that drives attitudes and 

ideas about work, and Generation Y is no exception. As tomorrow’s 

leaders, millennials are prioritising creativity to work and in finding 

meaning in what they do. Although the interaction between generations 

can seem as a seedbed for tension and conflict, as a matter of fact, in 

most instances, it actually results in a transformation often referred to 

as the ‘’cohort effect’’.

Without a doubt, millennials are the largest, most educated, and 

most diverse generation to enter the workforce. Comprising a little more 

than half of the working population, millennials enter the labour-market 

with a different learning style, comfort-level with technology, expec-

tations of work-life balance, and different ways of relating to manag-

ers and peers. Thus, on-boarding techniques, training and develop-

ment, and retention become of paramount importance and a challenge 

facing organisations today. Leveraging social learning, mobile technol-

ogy and micro-learning to meet the needs of millennials is the basis of 

such effective onboarding. This not only impacts hard factors such as 

productivity, retention, and turnover costs but also soft factors such as 

employer reputation, corporate culture, engagement and referrals for 

open positions.

Recruiting and onboarding are important functions for attracting 

millennials into the workplace, which is why leaders are vital when it 

comes to retention of millennial staff. They tend to have the greatest 

amount of responsibility and influence when delegating and making daily 

interactions with millennials. 

Millennials are driven by a unique combination of ambition for 

career progression, a personal mission, and a desire for continuous 

growth and learning. A Microsoft survey shows that 88% of millenni-

als are drawn to companies that display strong and clear values. Six 

in ten millennials say that ‘’a sense of purpose’’ is the reason why they 

chose an employer. This is a signal that story matters. In today’s organ-
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isations, telling a compelling story that is representative of the brand is 

crucial. The motivation to creating such strong stories is often pushed 

to the backburner due to priorities being focused on meeting targets—

to the detriment of some companies as far as appealing to millennials 

goes. To the older generations of baby boomers, loyalty to organisa-

tions was not tied so much to development opportunities. However, 

even Generation X and Y managers are more likely to be loyal and stay 

with a company if care is taken to develop them as leaders. 

Millennials seek employers that invest in training and development 

and regularly present opportunities while demonstrating pathways 

for long-term progression. Time is of the essence because optimal 

productivity takes time. 

Research shows that it 

takes 18-22 weeks for 

professionals and 24-28 

weeks for executives 

to reach full productivi-

ty. Effective onboarding 

can reduce the learning 

curve and make employ-

ees more productive 

faster. Millennials also prefer their training to be multi-dimensional, which 

offers them an array of work-styles and opportunities in accordance with 

a dynamic and futuristic approach to the business. When these two 

factors—career development and on-the-job learning are combined, 

millennials tend to stick around. 

According to Price Waterhouse Cooper’s ‘’Millennials at Work - 

Reshaping the Workplace” study, career progression is a top priority 

for millennials, with 52% reporting that this element alone is what draws 

them to particular employers over others. Another study shows that 

65% of millennials who had recently accepted jobs said the opportuni-

ty for personal development was the factor that most influenced their 

decision. 

“Instead of complaining about adapting 

for millennials, it’s imperative for leaders 

and managers to acknowledge the role of 

millennial behavior as an indication of the 

needs of the modern workplace to attract, 

leverage, and retain modern talent.”

— CRYSTAL KADAKIA, The Millennial Myth: 

Transforming Misunderstanding Into 

Workplace Breakthroughs
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THE FACTS

F ifty-eight percent of millennials are said to expect to leave their 

jobs within three years, according to the 2015 Millennial Workforce, 

2014 Elance Desk survey. Only 16% of millennials think they will 

be with their current employers in ten years,as reported by the 2016 

Deloitte Millennial Survey, ‘’Winning over the next generation of lead-

ers 2016’’. It is no wonder then that 53% of hiring managers say that it is 

difficult to find and recruit millennial employees. Another study by PWC 

shows that 65% of millennials who had recently accepted jobs said that 

the opportunity for personal development was the factor that most influ-

enced their decision. 

The role of technology in recruitment serves as a benefit to the 

potential employee and a resource to the employer. By using the 

Internet, in particular, social networking websites open up possibili-

ties for better recruitment while providing valuable information about 

worthwhile talent in the workforce. Generation Y is marked by having a 

strong profound communications and technological impact through the 

use of computers, social media, cellphones, and other digital technology 

products. 

To effectively address the workforce demand, companies ought to 

understand Generation Y’s characteristics and factors that influence their 

work attitudes. This will help them with recruitment and retention efforts. 

It’s important for prospective employees to make use of social platforms 

to allow easy access to information about potential employers, but it’s 

even more important for employers to be in tune with the millennial 

mentality.

Development opportunities really matter to young employees and 

next generation managers. Work-life flexibility is crucial and this gener-

ation is much more upfront about voicing these issues. In terms of learn-

ing, this generation has low boredom thresholds and is more willing to 

embrace virtual learning and learning with peers. Organisations need 

to find ways to engage millennials in a manner that they find compel-

ling and consistent with their distinct values and tremendous ambition. 
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The importance of catering to the millennial generation is being 

recognized more and more on a global scale. In times of increas-

ing complexity, mobility, and speed of change, many businesses and 

organisations cannot afford to rely on the current mechanisms of 

selection for their leadership talent, but need to put additional effort 

into developing these skills. Organisations that create an active learn-

ing culture will benefit from increased loyalty and commitment of their 

younger workers and therefore have the advantage of higher retention 

and talent sustainability.

GOOD PAY AND POSITIVE CULTURES ATTRACT MILLENNIALS 
AND GEN Z, BUT DIVERSITY/INCLUSION AND FLEXIBILITY 

ARE IMPORTANT KEYS TO KEEPING THEM HAPPY

Percentage of millennials saying they will stay beyond five years:
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Gen Y Speaking 

A s millennials, our priorities are a bit different from those of previous 

generations. We value innovation and want our ideas to be heard. 

We also prefer to quickly complete projects, not simply getting 

through work hours. Second-guessing our superiors’ expectations is 

never a good thing, so we would rather have clear directions and regu-

lar feedback in order to improve and also ensure that we are on the 

right track. Mentorship is also something us Gen Y employees value, 

particularly in an up-or-out culture where an ethos of “survival of the 

fittest” and natural selection dominate and altruism is out of the picture. 

It would be nice to have more interaction and guidance from senior 

employees. We believe this type of arrangement would be mutually 

beneficial and good for business overall. Knowing how our individual 

tasks impact and support the company’s overarching goals is a great 

motivator for us millennials. We don’t want to feel like mere machines 

on a production line. We desire a greater understanding of the value we 

bring and expect companies to reward us for our hard work.

Gen X Speaking

I t is obvious that the challenges facing us are ones that have to 

do with acceptance of something different. We seek the basics of 

empathy, appreciation, value, respect for authority and other such 

principles which have been instilled in our very being by our parents 

and educators. The battle that exists between millennials and us starts 

from school with teachers today complaining about these new minds 

whose expectations are skyrocketing while they don’t give back the 

basics we expect. This dilemma may seem a daunting task to over-

come, but I shall be positive and try to simplify it in order to solve it. 

Accepting that we are just different is the first step. Not judging who is 

right and who is wrong is even more basic as a first promise to the solu-

tions that are ahead. 
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Millennials are not looking to fill a slot in a faceless company any 

more than a good venture capitalist is looking to toss money at a 

faceless startup. They’re looking strategically at opportunities to invest 

their time and energy in a place where they can make a difference, 

preferably a place that itself makes a difference. It would help to find 

ways to coach them to be better employees; as millennials need to 

be told the expectations of organisations in a way that makes sense to 

them. That is something I shall surely try to educate all my managers 

about so that I pave the way for a bridge that is much needed. 

THE COMPROMISE: POSSIBLE SOLUTIONS

W hile millennials prefer the flexibility to work outside the office, 

they are also comfortable in group settings. They prefer to work 

as part of a team in order to accomplish independent tasks as 

they use the skills, knowledge, and resources of team members to 

satisfy individual needs. But when it comes to interaction with manage-

SOURCE:  Deloitte Millennial Survey 2018

They behave in an ethical manner

MORE DISMAY BY MILLENNIALS OF
THE CORPORATE WORLD

DisagreeAgree

80

70

60

50

40

30

20
2015 2016 2017 2018

52%

44%
37%

58%

65%

30%

48%

45%

Corporates behave in an ethical manner

SOURCE: Deloitte Millennial Survey 2018

MORE DISMAY BY MILLENNIALS OF 
THE CORPORATE WORLD



32 HEAR US OUT

ment, Generation Y feels more valued if managers work with them 

on an individual level. This is a point that managers need to take into 

consideration if they hope to win the loyalty of millennials

Workplace attitudes which motivate and guide millennials’ career 

paths include flexibility, team orientation, individualism and contin-

ual learning. In order for companies to effectively attract and retain 

top talent, they need to adapt recruitment strategies in a way that 

addresses characteristics and attitudes of Generation Y employees. As 

an example, as most millennials desire greater flexibility, employers 

should aim to provide opportunities for an adequate work-life balance 

in addition to providing flexible schedules and benefit plans. 

Since millennials actually have much in common with their older 

colleagues, understanding who they are and what they value in a 

workplace offers several benefits for companies. It helps companies 

attract, integrate, and retain these techy, social-media-savvy workers 

and also provides insight into how to improve their organisations to 

benefit employees of all ages. 

Employers and managers of millennials have to be tech-savvy and 

have to learn to communicate with Gen Y in the language they under-

SOURCE:  Deloitte Millennial Survey 2018
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stand best. For example, texting could be more effective than emails, so 

incorporating this could help bridge a gap. Some responsive organisa-

tions have already started creating their own internal social network sites 

that allow them to connect with others in an informal basis on a platform 

that is not policed. This way they can share their status updates on a 

constant basis as they go through the ups and downs of their work day.

On the other hand, up against an unfortunate professional reputa-

tion, millennials must actively prove themselves to their employers and 

older co-workers. It’s important for them to remain flexible, hardwork-

ing, and patient. While many hope to find a fast-track to career advance-

ment, adjusting to a new workplace and building a career takes time. 

Keeping the driving values of the Gen Y in mind, HR teams can 

adapt to these millennials and leverage on their strengths. Providing 

an atmosphere where millennials can thrive will lead to greater reten-

tion rates, and understanding how millennials gather and digest infor-

mation will also assist employers in recruitment. The Gen Y learner’s 

requirements and expectations of the learning environment are differ-

ent from boomers and Gen Xers. That’s why it’s imperative for compa-

nies to redesign training and development programmes to make them 

more inclusive and accommodate the differences of the millennial 

generation. 
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TIPS WORTHY OF CONSIDERATION:

#1 Millennials simply want to be heard at work and feel like their 

ideas matter. They want to express their ideas, but that doesn’t imply 

that they expect their manager will always agree with them or accept 

their ideas. What they distaste is being dismissed as being too naive or 

inexperienced to have valuable opinions. 

#2 Some possible actions you could take to help keep the Gen Y 

interested may include creating online and social experiences for them. 

Training and onboarding programmes must look at content, structure, 

and delivery methods. The methods of learning can include bite-sized 

videos and information for micro-learning delivered in an ongoing 

manner over longer periods of time. 

#3 Millennials crave social feedback and mentoring. It increases 

their engagement. Xers complain that coaching takes time, but through 

micro-coaching, this can be conducted throughout the day via their 

mobile devices. For instance, training tips can be sent by WhatsApp, 

companies can connect via Snapchat to train and use innovative and 

current ways of knowledge transmission. This increased frequency 

will help in building rapport and trust faster and creating enhanced 

engagement and loyalty. ●

#4 Other considerations that companies should make include 

enabling on-site child care, subsidized off-site child care, emergency 

child care, flexi-place, job sharing, personal day plans, and flexi-time. 



 

 

Chapter Three
THAT MAKE-OR-BREAK 

ANNUAL EVENT
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Mrs. Hope

“ W e are in the midst of one of the 
greatest debates the talent 
management field has ever 

seen. And what is the pressing topic? 
Performance management! It’s that time 
of the year to hold performance reviews 
and with all these new recruits, I am 
expecting all hell to break loose. I am 
honestly wondering what I should do. I 
must convince the boss to take all the 
managers on a weekend of intensive train-
ing. We must be prepared to meet the 
expectations of these millennials that are 
all anxiously waiting ever-more-so 

prepared than we were or will be. 
We all expect feedback on a more regular basis, and I have been 

alluding to that for years now. There is a marked difference from our 
generation who simply view managerial attention as a type of 
performance improvement plan. The millennial mindset is to put 
oneself out there and try an activity, gather feedback about how to 
do better, and use the goal of getting to the next step as motivation 
for performance improvement. For the most part, since childhood, 
millennials have functioned in an environment that encourages both 
feedback for improvement and an open structure to promote 
advancement. Frequent feedback is what is expected. This 
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environment is their playbook for winning and should be ours! But, 
where is the metric? Where is the objective fairness? Imagine a world in 
which manager/employee relationships thrive on mentorship and 
coaching. Imagine annual reviews going completely extinct. Wouldn’t 
managers have greater influence on, and more meaningful relationships 
with their employees? It would result in a lot of team building, and thus 

less competition. Employee 
tensions will therefore 
subside through increased 
dialogue. This is what Gen 
Y thrives on— and more 
so Gen-Z who will be 
creeping in sooner than 
we think. 

I’m trying to find a 
way of reducing the need for the quantitative performance review 
report and instilling the practice of ongoing feedback in this 
organisation through a major coaching/training initiative, when my 
favourite millennial arrives and knocks on my door. I instantly feel 
uneasy because I know as a company we have not developed up-to-
date performance management systems that millennials like Saj will 
find satisfactory. Businesses that wish to boost millennial engagement 
and reap the vast benefits these workers can bring, should think 
about how they currently assess and review employees. Taking a 
well-devised, competency-based approach that effectively blends 
career development, performance and employee aspirations could 
really help strengthen an organisation and give it market advantage. 

My workforce is changing and the old processes our HR have 
relied on for the past generations simply won’t be effective today. We 
must adjust our performance measurement and feedback systems to 
meet the demands of our new team.”

“Performance management as practiced 

by most organizations has become a 

rule-based, bureaucratic process, existing 

as an end in itself rather than actually 

shaping performance. Employees hate it. 

Managers hate it. Even HR departments 

hate it.” — LASZLO BOCK
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Saj

“ I am mentally absent while preparing 
breakfast with my colleagues in the 
kitchen, unsure of what to expect from 

my manager during my performance apprais-
al later this afternoon. I hate being uncertain- 
who would not anyway? I do know the standard 
of work I have delivered this entire year was up 
to mark. I know the impact of the projects I have 
worked on. What I do not know is how pleased 
my manager is with the quality of my work and 
how he will be measuring my KPIs?

Looking back at the multiple milestones 
accomplished—most of which were completed 
prior to their set deadlines—I do not recall ever 

sitting one-to-one and receiving feedback on my performance. Frankly, I am 
not even sure if my manager appreciates me getting the work done sooner 
than anticipated or whether or not he prefers receiving tasks right at their 
deadline. All I ever get in response is an astounding facial expression that I 
find hard to decode. 

I was lost in my thoughts, trying to envision the rundown, but the scenari-
os could go either way. We did not set expectations at the beginning of the year 
and that stretches the gap even wider. I was hoping for an open dialogue—one 
that would help me grow and develop. I suddenly smell something burning—
my toast is no longer edible. My skeptical mind can’t help but take this as a sign. 
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Walking out of the kitchen, I pray that I don’t leave the performance review 
meeting blindsided. A glimpse of hope was suddenly walking my way. There 
she was, the only manager I could confide in.”
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A new generation of employees requires a new set of performance 

management policies.

Performance reviews are “a curse on corporate America” 

according to UCLA researcher Samuel Culberts. Research psychologists 

at Kansas State University, Eastern Kentucky University, and Texas A&M 

recently examined the effect of negative feedback during annual perfor-

mance reviews which led to lack of motivation for improvement and even 

positive comments being misconstrued. Performance reviews typically 

classify people as “exceeding expectations,” “meeting expectations,” or 

“not meeting expectations.” According to Dr. David Rock of the NeuroLe-

adership Institute, being categorized triggers a fight-or-flight reaction in 

people which in turn can interfere with the impact of the feedback being 

given—even if it is positive.

Millennials think differently because they have grown up influenced 

heavily by rapid advancements in technology. Therefore, it is essen-

tial that forward-thinking companies adapt their performance review 

processes to better suit the Gen Y’s way of thinking.

In order to achieve high performance, employee engagement is 

an important factor 

to put into consid-

eration. In essence, 

performance monitor-

ing procedures ought 

to be designed in a 

way that improves 

employee engage-

ment and addresses the new work habits (including the use of technolo-

gy) while also being easy to use and visually attractive. 

The purpose of a performance management system should be to 

provide the business intelligence that enables an enterprise to make 

the right decisions in real time. Information portals capturing work data 

now is analysed so extensively that it provides managers with views and 

conclusions that can drive daily and timely feedback given to employ-

ees. However, when looking into the current standard of performance 

management and reviews, there is clear disconnect with the require-

“With more and more millennials navigating their 

way into the corporate world, hierarchies have 

to disappear. Millennials value an environment 

of mutual interest and passion. Thus, talent 

management strategies will have to be reformed 

to “look more like Facebook, and less like pyramid 

structures”— VINEET NAYAR
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ments of today’s world of work that is populated by so many millennials. 

The process of performance appraisals should ideally be reinvented 

so that ‘’people management’’ administrative systems and technologies 

meet the expectations of Gen Y. By adopting regular and flexible report-

ing that is simplified and instantly accessible, companies can execute 

effective performance appraisals.

Millennials are team players, feedback seekers, top performers, and 

job hoppers with differences in their work style which will change the 

way performance reviews ought to be conducted in today’s businesses. 

When Gen Y discusses performance reviews and recognition for a job 

well done, they are not talking about ranking systems but rather about 

nurturing ongoing relationships between employers and employees. 

From a millennial’s perspective, that is one of the ways companies can 

gain their loyalty. 
PAY AND POSITIVE WORKPLACE CULTUR

—TOP YOUNG WORKERS’ WISHLIST
What is important when choosing to work for an organization
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Conventional performance reviews which revolve around measuring 

an employee’s achievements against a set list of objectives in an apprais-

al meeting are simply irrelevant to the millennial generation workforce. 

While most employees don’t like performance reviews, the millenni-

al generation in particular resent them even more. Most Gen Y workers 

PAY AND POSITIVE WORKPLACE CULTURE
— TOP YOUNG WORKERS’ WISHLIST

What is important when choosing to work for an organization

SOURCE: Delloitte Millennial Survey 2018



42 HEAR US OUT

believe that the performance review process needs an upgrade, if not a 

complete overhaul. Companies need to realize that poor performance 

reviews can put off potentially good employees. Having a quality perfor-

mance review process that includes frequent, relevant feedback is a 

top driver of engagement for millennials. Studies show that a significant 

majority of businesses still rely on spreadsheets to track their perfor-

mance metrics instead of adopting technologies that can help gather 

feedback faster and easier and provide employees with transparency 

while creating greater engagement and better retention.

There are many issues that contribute to the attitude millennials have 

towards management when it comes to performance review procedures. 

Many millennials view annual reviews as simply archaic administration proce-

dures that companies feel obliged to conduct just to meet their opera-

tional regulatory requirements, rather than an actual attempt to appraise 

workers’ performance and productivity standards. The reason for this 

is that the lack of consistent feedback throughout the year cannot be 

compensated for with one review at the end of the year. Gen Y employ-

ees constantly raise the issue of feeling that they are left in the dark 

regarding their performance levels, which then makes year-end reviews 

a daunting prospect.

Also, the fact that standard annual performance reviews take longer 

means that millennials prefer shorter feedback sessions. The other major 

problem with traditional performance reviews is that they focus on the 

individual’s performance over the entire past year. Consequently, tradi-

tional performance reviews fail to provide employees with immediate 

feedback on how they are currently performing. This delayed response 

contributes to the loss of interest and engagement, especially of millen-

nial employees who are accustomed to receiving instant feedback on 

social media.

Another complaint millennials often raise is the issue of vague perfor-

mance reviews. Because most managers tend to use generic perfor-

mance guidance sheets, Gen Y feels that the reviews are not personal-

ized enough to accurately assess their value. Managers and employers 

should consider making their feedback specific and measurable as this 

will help employees improve their performance. Thus, companies need 

to radically change their processes for sharing feedback in order to retain 
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top talent and stay competitive. 

Employees don’t need annual performance reviews to know how they 

stack up against their peers. Companies need to stop merely managing 

performance and actually start developing it. While goal achievement 

shouldn’t be the only metric for measuring performance, setting regular, 

smaller-scale goals for employees can give managers a way to offer 

real-time, agile feedback that actually works.
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Gen X Speaking

W orkers need to understand the corporate culture and the most 

effective communication style within their workplace in order to 

show their strengths more effectively. 

In an increasingly digital workforce, annual performance measures 

feel outmoded and disengaging with little regard to the needs of the 

growing millennial population. Therefore, it’s time for managers to revise 

their review practices. There are reasons why most annual performance 

reviews are not effective in motivating millennials to improve their perfor-

mance. One of these reasons includes the fact that reviews are done 

infrequently. Supervisors and employees look at performance plans once 

or twice a year and by the next review, the large majority have forgotten 

what their goals were. Also, behaviours are usually tied to the supervi-

sor’s goals and not to organisational values or to the company mission, 

so goals tend to change with changes in management. This review and 

reward system thus becomes delayed and defunct. 

Gen Y is often overwhelmed when they enter the workforce because 

of the Reviews structures in the business world. Unless performance 

reviews address their individual strengths and discuss how their current 

position and performance will affect their personal goals, the feedback 

won’t feel relevant.

Gen Y Speaking 

M illennials are used to feedback, and lots of it. Nearly half of all 

working millennials want to be recognized at least monthly for the 

good work that they are doing. This proves that the current once 

or twice a year reviews conducted by employers simply do not suffice. 

Setting up a one-on-one monthly meeting to recognize their efforts and 

giving them an opportunity to raise their concerns will drastically reduce 

the dissatisfaction levels in the workplace that are largely caused by this 

lack of regular communication with regards to performance monitoring.
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Feedback must always be pursued. Growing up, Generation Y always 

sought that motivation from their surroundings. At home, our siblings 

would do whatever it takes to earn our parents’ approval. At school, we 

would push ourselves to work hard just to be recognized by teachers. 

The equation was simple and straightforward. All we had to do was excel 

in something, then get praised for it, thus resulting in feeling motivated to 

deliver more and keeping the energy level consistent. And all good things 

would prevail. Though outdated, this perspective feels very relevant to 

how feedback systems are formulated in some current company cultures. 

Gen X say we display an abundance of self-confidence as we claim 

to be the “can do” generation. We millennials believe that we are an 

asset to the organisation from the get-go. So the bar being set too high 

is our own doing. We always strive to set new challenges to achieve, to 

take on new job skills, and we always seem to discount failure from the 

equation. However, I would be lying if I said that we are not cautious. 

Having to graduate at a time of a financial crisis and looking for employ-

ment during an economic downturn only increases the likelihood of us 

pursuing self-employment and focusing on developing ourselves for the 

sake of merely surviving without being too reliant on a particular job. It is 

evident that we do not value corporate loyalty, as we do not perceive it to 

be a source of reward nor of job security. 

Companies should think of creating a personalized suite of benefits 

that offers more flexibility and choice to better meet the needs of a 

diverse workforce. This can be done through the introduction of enhanced 

performance management systems that include creative ways of assess-

ment and providing ongoing feedback which could be highly beneficial 

to employees. 

Companies must address the needs of their millennial employees’ 

ongoing performance with and real-time feedback delivered in a coach-

ing-like fashion capacity. Managers can communicate in real time with 

constructive insights and ensure that feedback is connected to current 

goals and projects. Remember, millennials are interested in the why. 

Simply instructing them on what needs to be done is not good enough. 

They want a ‘’no- fuss working environment’’ that is clear about the 

reasons behind set objectives. They are not interested in doing meaning-

less work just to keep themselves occupied. They have a strong desire to 
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know that their contributions matter and are in fact influencing a positive 

change and impact on whatever they do.

Benchmarking your company against others is essential because 

there is a lot to learn a lot from that process and you can then ensure that 

you are doing your best in synthesising the best solutions that suit you. 

IBM has developed internal tools that encourage a feedback culture by 

allowing employees within to provide their anonymous reviews across 

all levels of staff in the business. Adobe replaced annual reviews with 

frequent bi-monthly check-ins that strive to keep the lines of communi-

cation between staff and employers open. These types of performance 

reviews would ultimately help to create more dynamic pathways for 

leadership development and higher productivity. 

THE COMPROMISE

A linear equation that is represented in the variables X and Y which 

are ‘’unknown’’ until solved is not as complicated as in the case 

of Gen X and Gen Y. Gen X are linear, punctual, and structured 

while millennials can be nonlinear and unstructured. What motivates the 

two generations are completely different things, but there is nothing that 

communication cannot fix, even if Gen X feel that they are speaking a 

language that millennials are not wired to comprehend.

What we notice in today’s world is that many senior executives who 

 SOURCE: Future Workplaces’ Multiple Generations @ Work Survey, 2013
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run companies are delaying necessary changes in their HR and perfor-

mance review practices for the sake of short-term requirements. Instead, 

the focus should reside on long-term growth that should be achieved 

through crucial culture changes.

If companies want to do a better job of retaining millennials, it is 

important for them to understand what motivates Gen Y and what does 

not so that they can achieve a balance between the two. Millennials, to a 

great extent, desire the same things from their employers as most gener-

ations. They ultimately seek growth opportunities, great employers and 

jobs that are well-suited for their talents and interests. Companies that 

can adopt a performance measurement system that takes into account a 

lot of these factors will likely gain the loyalty of millennial workers. 

The use of technology to improve performance review procedures 

is critical to making the most out of the process. Regular feedback that 

Gen Y values so much doesn’t always need to be delivered face-to-

face. Instead, companies should start looking into digital and other ways 

to generate a dynamic feedback system that leads to performance 

improvement. Without the burden of paperwork, managers can then 

focus on helping their direct reportees improve for the future. 

In the talent management and development process, promising 

millennials should be trained, promoted and empowered so they are 

motivated and engaged. However, most HR systems today tend to offer 

overviews of the employees, their background and their performance, 

but often they don’t capture talented employees’ motivations. Accord-

ing to a survey by WorldatWork, Loyola University, and Hay Group, the 

key elements that impact employee engagement and motivation include 

career planning, work/life balance and quality of work. 

Managers need to be equipped with effective tools to easily make 

smart, effective and efficient decisions, including performance and goal 

data. Managers should have an overview of the average compensation 

of top performers among their peers and in the marketplace. Besides 

consistent and ongoing feedback, it is crucial to have software that tracks 

employees’ individual goals and performance and captures their career 

development. 

Millennials have a strong appetite for learning as they spend most of 

their time developing new skills and absorbing all sorts of new informa-
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tion and experiences at the job. Education has been offered as a reward 

for employees over the years with emphasis by the HR team that the field 

of study should be relevant to employees’ core business and job descrip-

tion. However, have employers considered how motivating it could be if 

the reward was to study a subject of general interest (such as creative 

writing, learning a new language, or a new skill) that benefits the employ-

ees’ personal development in a broader sense? In addition to that, train-

ing and development programmes—ones that primarily use coaching 

and mentorship—attract Gen Y. A study has shown that employees most 

committed to their organisation put in 57% more effort and are 87% less 

likely to consider resigning. 

According to a TriNet study on the performance review process for 

millennials, the key takeaways emphasized specific feedback that is 

ongoing and consistent—feedback that encourages a two-way-street 

conversation that is both objective in its criticism and forward-looking. 

There is an evident need for reviewing HR Systems. HR systems that 

are generally used by businesses today are sometimes sophisticated yet 

inefficient. Adopting visually attractive and easy-to-use people manage-

ment software could possibly encourage and engage employees to 

quickly fill out and review performance reviews while still delivering the 

data which the HR department needs to develop high-impact reports 

and analytics. Gen Y expects people management solutions to reflect the 

current smart systems that they use in their personal lives. 

Company performance and employee management strategies are 

meant to engage and motivate employees, retain top performers and 

improve the company’s efficiency overall. Several organisations have 

already embraced a new dawn and started seeking alternatives to their 

old manual processes of performance management which often involved 

documents and spreadsheets. Others are in the process of implementing 

technologies such as HRMS (Human Resource Management Systems). 

These existing systems and softwares can also overwhelm employees 

with features and underwhelm them with poor design. Leaders need 

critical business intelligence to make quick decisions that impact their 

organisational performance. 

When companies can adjust their recognition programmes appro-

priately, this can impact business performance greatly/ exponentially/ 



49AMAL & SAJEDA

considerably. According to Glassdoor.com, more than 80% of employ-

ees said they were motivated to work harder and stay at their jobs longer 

when they received appreciation for their work.
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TIPS WORTHY OF CONSIDERATION:

#1 Some of the steps companies can take to enhance their perfor-

mance management approach is to create development plans with clear 

planning, giving feedback on individual projects, offering different incen-

tives that appeal to millennials, and providing mentoring programmes for 

employees to meet and work with senior management.

#2 Another crucial point of consideration is the adoption of online 

technologies to encourage an open culture and the provision of coach-

ing to managers on how to manage Gen Y. Most importantly, companies 

should devise ways of providing employees with constant feedback about 

work—informally and formally—and not wait until the annual appraisal as 

has typically been the case when managing previous generations 

#3 In order to generate successful engagement monitoring and 

progress, managers should also be given appropriate discretion and 

authority in managing employees. Since Gen Y tend to be highly relation-

ship based, they require frequent and specific feedback. Which means 

managers should be entrusted with the power to be flexible in their 

approach but remain professional. ●

 “Communication is key, our generation 

nourishes over honest feedback, one that 

clearly highlights positive improvements on 

key competencies.”



 

 

Chapter Four
IT’S NOT ABOUT
PROMOTIONS,

IT’S ABOUT PURPOSE
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Mrs. Hope

“ B eauty is in the eyes of the 
beholder.’ Each person perceives 
the source of happiness and 

rejoices it differently. This is also true for 
each collective group of people like a 
generation that does ‘things’ in a different 
way. The thrill that we get as Generation 
Xers when we get promoted, the sweets 
that we distribute, and the feasts that our 
Arabian warm culture produces to cele-
brate the promotion of someone is not at 
all the thrill and excitement of a millennial 
when they get promoted. To this genera-
tion, purpose comes first. Everyday 

becomes a celebration if faced with a new challenge that makes them 
grow and contribute to the overall direction of an organisation. What 
defines a promotion thus becomes of utmost importance. Let me 
converse with Saj and find out more about what they mean by it. 
What do they value? 

I thoroughly enjoyed my conversation with her the other day 
about performance appraisals and truly felt that our performance 
management system needs to be revamped. I am now ever so 
determined to play a vital role in pushing the big boss to pay more 
attention to this and bring an HR consultant to come and help us 
with this. We need change, and we need it soon. I am now petrified at 
the thought of promotions. After this whole performance appraisal 
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shebang that has just happened, I wonder how staff will react to the 
few promotions that will be announced. Especially since most of 
them worked very hard and feel entitled to them. Deep down inside a 
voice tells me it’s not going to be so bad, but it will be worse not to fix 
things from the root. It is not the promotions and the numbers that 
scare me. They don’t care much about that. I need to focus on what 
they care about. Creating purpose and drive. Changing the chore of 
what they do and how they do it. Training the line managers to coach 

these youngsters to forge 
their way through their 
career ladders. Creating 
that sense of growth by 
genuine links between daily 
work and their overall 
purpose in the company. 
Giving them a voice at the 
decision-making table. But 

how do I do this for this large pool of youngsters in a seamless way? 
Man, I really need help!

And what better help can I get than listening to my favourite 
millennial? This time, I will not leave it to chance. I shall call her in 
and ask her to assist me. I shall ask her to help me find ways in which 
her colleagues and her can feel part of the story—part of the creation 
of their own self-growth and the organisation’s path to its own future. 
I will ask them to draw the path for me as to how they visualize it, 
and maybe we can strike a deal with management. I am so worried 
that the boss doesn’t take it seriously, but I pray that by now he 
realizes that this is our only way forward and that their voice is 
better than anyone else’s. Let them lead since leadership to them is 
not defined by managing staff but rather managing from any position 
they are in, thus achieving the overall objective. That is their 
definition of leadership, and that is what I shall present to Saj now… 
That is, therefore, the true ‘promotion’ they seek. 

I pick up the phone to call her in. No response. Then I remember 
that she must be sitting on that bean bag I managed to get for the new 
quiet room on the tenth floor. So I sent her a text message. And there 
she was, responding instantly with a thumbs-up, meaning she would 
see me in a second.” 

“What we are good at, and the practice 

of this, has an important impact on how 

we feel about our day to day experience 

of work. The level of satisfaction that 

we have from the activities we perform 

everyday influences our overall  sense of 

well-being.”
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Saj

“ N ot sure if I want to drive to work this 
morning. I remember experienc-
ing these exact same emotions last 

year when promotions were announced and my 
name had no place amidst the list. I recall writing 
a letter to my superior, wondering if we could sit 
and discuss ‘what went wrong’ and ‘what could 
I have done differently’. I was so confused. I felt 
blindsided because my appraisal had gone so 
well. I kept playing the tape in my mind over and 
over again as to how I would approach the whole 
situation and what kind of questions I would 
ask, making sure my argument would not come 
across as a battle of ’entitlement’. That word was and 
still is a taboo for my generation. Needless to say, 

that discussion that I had rehearsed for many nights never happened. I remember 
regretting writing a letter because the only feedback I got out of it is that my gener-
ation is impatient and full of demands.

I’m at a crossroad once again, but this time I am even more confused. I 
am starting to question what the leadership of this organisation is looking 
for. What type of social skills do they expect? Are they looking for employ-
ees that are cooperative and easy-going? Ones that conform to the rules and 
tread carefully when sharing their opinions? Because in all honesty, I am more 
of a ‘be innovative and push for excellence’ kind of employee. I admit that 
I am never hesitant in challenging the system if I perceive that work can be 
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performed with greater efficiency. Although our organisation and its leaders 
trumpet the importance of quality and creativity, I am not sure our organisa-
tional culture is ready for it. I am starting to think that the management may 
prefer people who get along with others instead of being the forerunner and 
champion of new and innovative ideas. I understand the value of collaborative 
behaviour and its importance in maximizing business performance, but I am 
also a firm believer of what makes a ‘true asset’, and ‘that’ certainly cannot be 
measured based on interpersonal skills alone. 

Perhaps the ‘quality of work’ and ‘driving results’ are not equally as import-
ant as the ‘time served’ and ‘quantity delivered’. I might have misunderstood 
the parameters of promotion eligibility and criteria. In fact, being overly 
dedicated might be doing me a disservice. If I am willing to do twice the work 
for half the pay, it would be ridiculous to promote me, especially if I am still at 
the phase of having to prove myself around here.

What harms my generation the most is not the mere perception that we 
can do the job better or faster, but it is often our selfish plot of wanting to be 
the ‘overachiever’ and doing ten times the work, thinking that it will guarantee 
us a promotion. I confess that sometimes we do lose track of the bigger picture- 
which is the holistic improvement of organisational performance and achiev-
ing bottom-line profits. Another thing that we clearly lack due to our youth-
ful exuberance is the ability and experience to play ’office politics’. There is a 
great chance that management has already decided the names up in line for a 
promotion far ahead of our performance review meetings. Sigh... I’m trying to 
nudge that negative yet very possible thought away.

Getting in my car as it is almost 7:15 am, I decide not to sit around think-
ing about this anymore. I will get over it the same way I got over it last year. 
As I make my way to the office, I decide that I want to avoid the gathering 
currently going on in the pantry. I am sure many millennials are displeased 
with the news. Instead of ruffling feathers, joining the negativity and most 
likely contributing to it, I would rather sit in a quiet place with my laptop and 
headphones, muting everything around but the sound of Coldplay in my ears. 

Shuffling through my music, I get a text message notification. My heart 
drops. So she wants to see me. I always took on the habit of venting first. This 
time I am anxious to hear her out. I wonder if I have the courage to express my 
thoughts this time. My mind decides, however, I shall not speak from a stance 
of defeat.”
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A shared sense of purpose, recognition and rewards are the corner-

stones of an effective and dynamic millennial talent management 

strategy.  

Demonstrating appreciation to your employees for their contribu-

tion to your business can boost levels of staff satisfaction and loyalty. 

However, most companies do not understand or appreciate the impor-

tance of establishing reward systems that are in line with the values of 

millennials. This slow adaptation stifles business growth due to a failure 

to establish a market-responsive company culture where staff recog-

nize and encourage one another. It will always remain true that monetary 

incentives are a necessity, but with millennials demanding a different kind 

of performance reward and recognition system that is more suited to their 

agenda of purpose over promotions, many companies have their work cut 

out for them. 

It is important that business leaders go beyond just incentivising 

their top performers with pecuniary rewards. Some studies have in fact 

revealed that a large majority of employees feel undervalued, mainly due 

to a lack of recognition. It has been proven in numerous studies, including 

a survey recently conducted by Glassdoor, in which it was found that 

employees said they were motivated to work harder and stay at their 

jobs longer when they received appreciation for their work. 

It is fascinating to think that the employee recognition market is 

estimated to be at around 46 billion US Dollars. This is attributed 

to companies buying 

employees gold watch-

es, plaques and pins, 

or spending revenues 

on thank-you awards 

and other incentive 

schemes. Approximate-

ly 1-2% of their payroll is 

reportedly spent on such 

incentives and recogni-

tion programmes which clearly shows how huge this market is. Another 

surprising fact is that roughly 87% of the recognition programmes are 

centered on tenure. This further proves that people are predominant-

“The capacity to attract, retain and manage 

executive talent does not depend on the 

compensation package, but rather on our 

ability to create a sense of belonging to an 

organization that offers a long-term relationship 

and a professional development opportunity, 

and that has a clear conception of itself, of 

what it wants to be, and of how to achieve it.”

— ARMANDO GARZA SADA
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ly rewarded for simply ‘’sticking around’’ and not necessarily because 

of the impact or contribution they have made towards the success of 

the businesses. Whether or not time spent working for the company 

has proven fruitful, the accolade is a different matter completely. It 

seems as though companies are still stuck with legacy systems that 

have no relevance in today’s work environment. And especially not for 

our millennial workforce!

Gone are the days when labour unions used to force companies 

to give employees service awards for tenure, but a large number of 

companies still have the same reward systems in place. Ultimate-

ly, researchers concluded that tenure-based rewards systems have 

virtually no impact on organisational performance, and they also found 

that about two-thirds of employees in the companies surveyed were 

actually aware that those were old-school incentives. Millennials don’t 

seem too concerned about such programmes because they simply 

don’t subscribe to the idea of working for an employer for a long time if 

not offered real self-development and growth opportunities.

As you are now aware, millennials have values that are very differ-

ent from previous generations, meaning that a different approach 

needs to be taken into account in order to ensure that organisations are 

keeping this all-important, youthful workforce happy and productive. 

Millennials want feedback and acknowledgment regularly, and 

preferably in real-time. Although this is not always feasible, it’s import-

ant for managers to try to schedule feedback sessions as close as 

possible to the actions they are rewarding in order to reinforce the 

behaviours they want to encourage. 

Now you might be wondering how you can effectively modify or 

change your recognition programme to accommodate your Gen Y 

employees. Well, you are not alone in such contemplations. A good 

example of a company that is taking steps to re-calibrate its incentive 

and rewards schemes is Deloitte. At this very successful company, it is 

reported that almost half of the client-facing workforce is comprised of 

millennials. In an attempt to ensure that this important group is motivat-

ed, Deloitte has created a comprehensive onboarding programme 

specifically for Gen Y recruits. The incentive programme they put 

in place reinforces the company’s core beliefs, simulates the feel of 
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working on a client team, teaches network-building skills, and eventu-

ally, focuses on professional development in the specific business 

unit the millennial joined. Almost all the participants they surveyed 

after implementing these programmes confirmed that the interactive 

simulations, role-plays, small-

group teams, and even video 

games that are incorporated 

are largely the reason why they 

feel appreciated and conse-

quently loyal to the company. 

Human resources person-

nel spend enormous amounts 

of time researching and imple-

menting employee benefits 

that they believe will strengthen a company’s culture. However, it’s 

often the case that a lack of engagement with benefits is generally 

due to a lack of knowledge. HR technology can make benefits more 

approachable, upfront, encouraging and manageable in the long-term. 

Since many employees actually don’t take advantage of the opportu-

nities, some companies offer in terms of vacation days, health breaks, 

etc. Up-to-date systems allow companies to have better training 

opportunities and to make it easy for employees to monitor their own 

benefit usage. It’s not just about payroll and performance management 

systems but HR systems that make it easier to manage people. The 

right kind of HR technolo-

gy platforms can help rather 

than hinder communica-

tion and connectivity which 

plays a big role in intro-

ducing company culture 

changes. 

Businesses can often 

underestimate the impact 

that work can have on an 

individual’s personal life. 

That is why it is crucial for 
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employers to show that they recognize and understand the need for 

a healthy work-life balance. In our fast-paced lives, it can be difficult 

to find time for activities like employee recognition. And with only so 

much bandwidth available to focus on their teams, managers often 

turn their attention to employees who need extra support to succeed, 

assuming their top-performers are just fine on their own. What they 

often overlook is the fact that even top-performing employees also 

need to be acknowledged frequently so that they can stay motivated.
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Gen Y Thoughts

T he main reason why we millennials find the process of an annual 

performance review to be flawed is due to it causing some sort 

of a “feedback vacuum” where we are left in the dark for months 

with little or no feedback on our performance and quality of work for 

the sake of our managers “saving the talk and appraisal” for the time 

when it is due. It baffles me how huge organisations around the region 

still inject massive budgets 

into HR and management 

systems that are success-

fully alienating young 

talent, to say the least. 

When will the world 

understand that one size never fits all and that there is an evident need 

for employees and managers to interact and communicate in a much 

more fluid and flexible manner.

There is an evident culture of managers not coming to grips with 

giving feedback. This resistance to change is puzzling when you come 

to think about it. Don’t organisations ultimately wish to retain their 

staff and capitalise on the talents within to best achieve organisation-

al objectives? Isn’t it the ultimate win-win situation when you embrace 

change that motivates and satisfies the main pillars that no organisation 

can function without? 

Something as simple as the “feedback process”—how often and 

how relevant—makes a huge 

difference and translates 

into far more engagement 

and motivation.

When the traditional 

performance review process 

came into the picture 60 years 

ago, it made sense because 

most of the workforce was 

“A vision that is shaped by aligning our 

passion, our abilities and our context 

seems a good place to start, in order 

to give ourselves the flexibility of going 

through new paths creatively.”
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heavily engaged in manufacturing. So not only have we witnessed a 

changing workforce dynamic, but we are facing an accelerated change 

of pace that was almost non-existent before.

The bottom line is that our generation wants constant feedback. 

We do not view this process 

as a competitive evaluation 

that makes us feel like we are 

part of The Hunger Games. 

We want constant coaching, 

mentoring and development. 

The future calls for nothing 

less than full participation 

to meet such necessary 

demands that will eventually 

result in a culture where trust can flourish.

Gen X Speaking

T his time of the year is always a very negative one where the impor-

tance of the ‘’big picture’’ loses its way and is devoured by the 

“self’’. Self-interest and personal gain become a priority, and all the 

slogans of teamwork and complementing each other diminish. Is this 

something I can accept or should learn to accept as part of human 

nature? And can I justify it? I think I must learn to accept the human 

factors and natural instincts of self-defense and people not seeing their 

own blind spots. Millennials are no different, but in addition to the human 

instinctive reactions, they have different needs. Their expectations, in 

fact, can be managed by earlier communication and engagement in an 

overall purpose. Leading their own growth—in line with organisational 

objectives and growth—is one path. Moreover, determining their own 

rewards, if not financial, can be a huge advantage that lies in front of 

Gen X managers to offer. 

17%

25%

PERCENTAGE OF MILLENNIALS THAT SAY
THEY WOULD LIKE TO SHARE THEIR

EXPERIENCE WITH THEIR TEAM.

PERCENTAGE OF MILLENNIALS THAT SAY
THEY WOULD LIKE TO SHARE THEIR

REWARDS WITH THEIR FAMILY
AND FRIENDS.

 SOURCE: 2016 Gallup Report

PERCENTAGE OF MILLENNIALS THAT 
SAY THEY WOULD LIKE TO SHARE THEIR 

REWARDS WITH THEIR FAMILY
AND FRIENDS.

SOURCE: 2016 Gallup Report



62 HEAR US OUT

THE COMPROMISE

W henever millennials are asked about their potential for a promo-

tion, they should not be instantly discouraged and made to 

feel that they have an unjustified sense of entitlement. This is 

because millennials having such expectations can actually be lever-

aged into a situation where businesses capitalise on this energy, enthu-

siasm, and passion—making it a win-win-situation for everyone. For 

instance, if the roadmap for a promotion was clearly drawn, and a set of 

KPIs to be accomplished properly outlined, this would only get employ-

ees more engaged and focused. Millennials simply want to know what 

is expected of them. 

Approximately a third of millennials are actually engaged in their job 

with the remainder being disengaged. Twhis disengagement indicates 

that they are emotionally not present, and in a world where employ-

ees are battling to retain the best talent, it’s detrimental for companies 

to let young workers exit their companies with a chip on their shoul-

ders. Remember that in the internet age, employees can revert to social 

media outlets to vent their frustrations and in the process damage the 

reputation of the company. Therefore, employers need to serious-

ly consider investing a little more time into implementing effective 

engagement plans.

Purpose, Passion and Pay are three words that should help manag-

ers set objectives. Workplaces 

that serve the human factor and 

strive to make a positive socie-

tal impact are the most sought 

after by millennials. 

The majority of millennials are more inclined to work for organisa-

tions that act responsibly and ethically. Finding meaning in what they 

do largely impacts workers’ productivity. Purpose is essentially output 

related. Millennials factor creativity in this equation in the satisfaction 

equation. Flexibility, variety and freedom are some of the most import-

“Allow your passion to become your 

purpose, and it will one day, become 

your profession.”
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ant elements that HR professionals and management teams should 

consider. Some millennials may be lured by attractive pay packages 

when they initially accept a job offer, but it’s usually only a matter of 

time before they realize that a huge salary won’t suffice on its own. 

Ben Horowitz once stated that it is much easier for us to realize what 

we’re good at instead of what we are passionate about since passion 

may change over time. If we look into passion, then we are looking more 

precisely into ‘’The Happiness Hypothesis’’ as described by Haidt’s—a 

“state of total immersion in a task that is challenging yet closely matched 

to one’s abilities. It is what people sometimes call ‘being in the zone’”.

Millennials define success as their ability to transform passion into 

achievements or even bigger so, into a career—and that is the ultimate 

incentive.
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TIPS WORTHY OF CONSIDERATION:

#1 Change your management style. Employers need to realize that 

millennials would gladly trade a well-paid and secure job for a riskier 

one that is more aligned with their passions. Passion for bringing about 

positive change is what qualifies people as “change-makers”. 

#2 Change your rewards. It is important to highlight the key metrics 

that help managers understand how to better retain millennial talent. 

It is through understanding the inverse relationship between what 

employees want, their levels of job satisfaction, and what they currently 

have and their present satisfaction levels.

#3 Recognise differences. Millennials’ preferred approach towards 

rewards and recognition in the workplace is training and development 

opportunities plus a focus on developing their individual skills, rather 

than on monetary rewards and recognition programmes.  The latter do 

not offer much in the way of career and personal development. 



 

 

Chapter Five
EXITING THE WORKPLACE
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Mrs. Hope

“ I am very worried about the news 
that our HR just gave me. Two of 
the best candidates we got in last 

insourcing are leaving. Together! And 
through the grapevine I heard three more 
are thinking about it. Leave alone all the 
other kids that have been coming to me for 
advice and guidance. Why do they leave? 
HR conducted exit interviews with them 
to answer that very question. But it’s very 
hard to get people to be totally candid and 
forthcoming during exit interviews 
because most of them don’t want to burn 

their bridges. They want to leave on good terms, so they often won’t 
say anything negative or revealing. What do we do to get around 
this? We could use an outside third party to conduct exit interviews… 
but will that solve the problem? I don’t think so. We need to do more. 
Our middle managers who are losing their employees need to know 
why. Millennials are not coming to work only to earn. Yet the sole 
part of the manager’s job is to help them earn. We have to turn the 
reasons millennials leave into reasons they will stay and work hard-
er. We cannot wait until millennials start thinking about leaving to 
ask these questions and ask them what the problem was. Communi-
cating clearly and asking them what will make them stay should be a 
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conversation that starts from day one and continues every single 
day. Should we cater to their every whim? Of course not. But millen-
nials need to know that somebody knows what they want and need, 
somebody cares, and somebody is going to work with them to help 
them earn more and grow. 

The reality is that we can’t do everything for everybody. If we are 
talking with them about how to meet their needs and wants on an 
ongoing basis, they are much more likely to talk with us about those 
key points when they are trying to decide whether to leave or stay. 
There is a level of job satisfaction for each person and each job 
performed. What does happiness mean to these millennials? I have 
enough worries with my teenage daughter who will be a Gen-Z 
catastrophe, but I cannot run away from this. The positive nature in 
me seeks to face this challenge and go to the source of their 
unhappiness and work on it. Not everyone can be satisfied with their 
job. A survey conducted by Right Management in the US revealed 
that 65% of individuals that were surveyed were either somewhat or 
totally unsatisfied with their jobs. This is a worldwide problem 
though. A Mercer study of 30,000 workers worldwide shows that 
between 28% and 56% of workers around the globe want to leave their 
jobs. That’s a startling figure! With all this unhappiness, I cannot cease 
to wonder what the causes and reactions are. What is the impact of all 
this unhappiness on not only the office ambiance and dynamics but 
sheer productivity on a daily basis? Are employees acting? 
Pretending? Or what?! Children can express their anger physically 
and through direct verbal demands, stomp their feet on the floor and 
scream, but what can employees do? We must find ways to identify 
that discontent and hopefully address it before it goes too far. 

This time, there will be no conversation with my favorite 
millennial… There will be me going to the executive management 
meeting this week and showing them the proposal I have been 
working on—not alone but with my millennial ambassadors. I will 
finally get to show all our findings, all our plans which will elevate 
this organisation and make it indeed the ‘employer of choice’ and 
give it the ‘thumbs-up’ and ‘likes’ by any millennial. A plan that will 
make all three generations work in sync and produce the best for our 
company, for our country and for the world at large. I pray that I 
have managed to lay the foundation of thought and desire to change 
what we do because change and evolution are the only choices we 
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have. Embracing them and being proactive is a sign of being positive 
about venturing into a current reality and an exciting future that 
lies ahead for our labour market. However, I will do this the millennial 
way. They shall present because we are showing case studies, videos, 
storyboards and projects that they worked on and have proven their 
arguments by themselves. There are only 30 minutes left. I better 
make sure Saj and her workmates are ready. Let me message her so 
they can go to the boardroom and prepare.”
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Saj

“ S ince I was little, my parents reinforced 
the idea that I could be anything 
I had wished to become and that 

‘the sky is the limit.’ I cannot reinforce how such 
encouraging words and actions had a lot to do 
with my perspective on what comprises a fulfilling 
career. Growing up, we were constantly in pursuit of 
something special—we were brought up with the 
idea that ‘life is too short’ and that we should not 
stop looking until we find ‘it’. So what exactly is ‘it’?

‘It’ is a life that had all our desires seamlessly 
coexisting—it’ being fulfillment; ‘it’ being meaning-
ful; ‘it’ being magical; ‘it’ is what we were meant 
to be doing; and ‘it’ is doing what we love to do 
without it feeling tedious.

‘It’ was even more glorified when others around us got the grasp of it: the 
school-drop-outs-turned-millionaires, the visionaries, and the wonderers. Such 
living examples created that eagerness that we too could make a living out of 
something we care about or something we are exceptionally good at. So why 
settle for this boring by-the-book adulthood when we can chase our dreams?

All our lives, we heard our parents and grandparents fuss about a life 
sentenced to hard work and savings for the time they would retire. Witnessing 
that, I swore to never do the same. 

Some of us were lucky enough to spend a few months or years abroad, 
which alone shaped our vision and perspective of what is acceptable and what 
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is not. Today’s world of work is definitely the latter. Most of us do not want to be 
anchored to a desk for a specific number of minimum hours. Most of us do not 
speak the language of political nuances planted within the roots of our compa-
nies. Most of us would not pledge our loyalty if we are not active players in 
making a difference or if we are constantly reminded that we are ‘not the boss’ 
and that we cannot influence anything—except to do the required work. Most 
of us do not have the patience or desire to wait for a gold watch’ at the end of 
our years of service.

Most of us want change—and if it is not part of the menu, we will add it! 
It is about time to put to sleep all rumours of millennials being lazy and 

entitled and refer to us as ‘empowered’ instead. We will not accept taking our 
growth and development for granted. We do not waste time. If the company is 
not willing to facilitate this for us, we will take our careers into our own hands.

So, no, we are not temperamental because we feel like it. We seek to be 
challenged in ways that we are used to, in ways that are daring! There is no 
shame in wanting something more. We won’t settle because everyone around 
us is used to it. ‘Everyone around us’ might have lived with different goals, 
looking to fill different needs, and aspiring different desires.

Suddenly, I snap out of my thoughts and hope to have the courage to state 
all that we wish to convey to the management. I pray that we are understood 
and not have to leave the boardroom feeling denigrated. A glimpse of hope 
radiates on my smartphone screen, a reminder that Mrs. Hope will be on our 
side. I had better pick up the pace and hurry downstairs. ‘It will be good’—an 
inner voice reassures me. Otherwise I will have no option but to make my exit 
too, which is the last thing I want to do.”



71AMAL & SAJEDA

P ersonal values have the greatest influence on millennials’ deci-

sion-making on a job. The pursuit of opportunities for leadership 

development and career advancement does not stop with this 

breed. When Gen Y workers feel that they do not possess a clear path 

for career advancement and development, they are prone to make an 

exit in quest of greener pastures. 

Millennials often switch jobs or even careers due to financial incen-

tives. But more so, for a need of an innovative work environment. We 

now know that Gen Y workers have a strong inclination towards a flexi-

ble work life. A huge chunk of the millennial workforce is already large-

ly employed remotely or as freelancers who prefer to work from home 

or the coffee shop on days they don’t have meetings to attend. If they 

have just started their families, they also feel the need to have sufficient 

time with their families and have a harmonious work-life balance. 

Depending on their interests, personal traits and behavioural dispo-

sitions, millennials want to work on schedules that are best suited to 

their lifestyle choices and preferences. This should not be mistaken for 

a sense of entitlement or seen as having unreasonable demands but 

rather a need for flexibility within the workplace that allows them to 

preserve their sense of identity and individuality. As long as they achieve 

the results and meet the organisational expectations as far as work 

execution is concerned, the emphasis should not be placed on when 

or where they work. With this in mind, it is difficult not to agree with the 

growing consensus that most Gen Y workers exit the workplace due 

to a lack of flexibility on their employer’s part. Some HR professionals 

have recommended that companies take a different approach to their 

talent-retaining strategies by, for instance, shifting the focus from strin-

gent start and end times but still keeping the project deadlines fixed. 

This will allow millennials to have the flexibility to achieve work-inte-

gration that makes sense for their specific situations, which is ultimate-

ly crucial to sustaining their motivation, productivity, morale, loyalty, 

sense of worthiness and recognition. 

Above all, research seems to suggest that millennials are constant-

ly seeking and searching for companies whose values align with their 

own personal principles. Working for companies that have a culture 

which promote positivity and well-being in and out of the office is what 
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Gen Y workers want. Employers that support workers in their person-

al and professional lives seem to be the most sought after. It quick-

ly becomes evident why some employers consider millennials a flight 

risk because they are unwilling to settle for less than a company with 

great values, one that takes its corporate responsibilities seriously, and 

promotes inclusivity and growth. 

Research finds two-thirds of millennials plan to leave their current 

organisation by 2020. One-quarter see themselves elsewhere within 

the next year. These are dangerous and staggering statistics since this 

generation is the stayers—baby boomers being the leavers with Gen 

X in between. While one 

could argue that young 

workers have always been 

inclined to job hop—and 

it has become widely 

acceptable to do so—

their reasons for restless-

ness may have changed. Millennials are unhappy about the insufficient 

opportunities given to them to develop their leadership skills. Accord-

ing to the fifth annual Global Millennials survey cited on Bloomberg, for 

which Deloitte reached out to nearly 7,700 working, college-educated 

professionals in 29 countries, 63% of respondents said their leadership 

skills are not being fully developed. This apparently is one the primary 

reasons behind their willingness to leave. While 71% of those likely to 

leave in the next two years are dissatisfied with how their leadership 

skills are being developed, that number drops to 54% amongst those 

who are planning to stay beyond 2020. 

Punit Renjen, Chief Executive Officer of Deloitte Global, told 

Bloomberg that young workers’ pursuit of leadership skills even at the 

expense of switching jobs is a new phenomenon. With automation and 

the advent of technology, organisations are being flattened, and thus 

there are no real opportunities for leadership practice. Organisations 

have removed levels of bureaucracy, which means there’s not much of 

a corporate ladder to climb anymore. This is a huge dilemma that we 

face today. The biggest driver of disengagement is people feeling like 

they’re stuck in a job and there’s nothing for them there, so it becomes 

“They want a job that fuels their sense of 

purpose and a manager who shows them how 

their efforts advance the company’s mission. 

By meeting Millennials’ need for purpose, 

leaders and managers are more likely to 

retain these workers.”
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much easier to find progression by shifting to a new organisation and 

creating that jump. Rather than waiting for things to slowly happen 

where they are stuck. A recent Gallup poll shows that 60% of millennials 

would consider leaving their jobs if they didn’t feel engaged at work—

and only half plan to be with the same company a year from now.

It is not that these millennials enjoy leaving. They want to stay at 

work. But they cannot stay when they feel their values and work-life 

balance are compromised. A report on millennials says that this gener-

ation needs to find meaning in their work: Seventy-one percent of 

millennials who know what their organisation stands for and what 

makes it different from its competitors say they plan to stay with their 

company for at least another year. Eighty-seven percent of millennials 

surveyed rate professional or career growth and development opportu-

nities as important to them in a job, and 68% of millennials who strong-

ly agree they have had opportunities at work to learn and grow in the 

past year plan to be with their organisation for at least another year. A 

full 93% of millennials said they had to leave their job to get a new role. 

One contributing factor was thought to be that millennials do not feel 

comfortable approaching their managers when they desire progress or 

something new. 

According to a 2014 Allstate-National Journal Heartland Monitor 
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Poll, roughly 71% of baby boomers reported that achieving success in a 

career is necessary to living a good life, as compared to 91% of millen-

nials. A PWC study also backs these claims by suggesting that millenni-

als do not believe that productivity should be measured by the number 

of hours worked at the office, but by the output of the work performed. 

They view work as a “thing” and not a ‘’place’’. 

We need to be preemptive in our approach to effectively address 

this problem. Waiting until millennials have already secured other 

opportunities and decided firmly to resign is like trying to address the 

symptoms instead of understanding the root cause of the disease. A 

retrospective approach only leaves companies short of worthy talent 

and brand ambassadors. It is to be expected that when those employ-

ees leave, they will undoubtedly make disclosures to people about 

their reasons for leaving, which could seriously deter future prospects 

from wanting to work for those companies. 

HR personnel and management should have an up-to-date reten-

tion strategy guide from the onset of recruitment. Millennials need to 

be certain that employers are aware of their aspirations and that the 

companies care enough to consider these aspects in the way they culti-

vate employer-employee relations. Of course, realistically, no company 

can ever satisfy each individual employee’s needs, but they can certain-

ly make an effort to evaluate those same needs and align them with the 

company’s overall goals to enable the employee to produce the best 

value for the company while maintaining a shared vision.. 
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Gen Y Speaking

N umerous reasons cause millennials to find the exit doors very 

attractive. At the forefront of these reasons is the realisation that 

they are not in the right role. After a period of time, they compre-

hend that the organisation’s mission and values do not resonate with 

their own. Many millennials choose to make that call after realizing that 

they are not as appreciated as they would have hoped to be. When 

their feedback is not heard—or their ideas are not necessarily enter-

tained or welcomed—they eventually feel like whatever they bring to 

the table does not matter. Others hope for clear guidance and a prop-

er succession plan to be communicated, only to realise there isn’t one 

and that they will most probably be pigeonholed in the same role for a 

long time.

The biggest enemy to millennials is boredom and feeling redun-

dant at the job. They do not speak the language of routine very well. 

Feeling stagnant and intellectually defeated rather than stimulated is a 

big factor contributing to rapidly building frustration and an unwavering 

decision towards leaving their jobs behind.

Millennials are not narcissistic, but rather overlooked. What they 

mostly seek in a work culture is to work in a community with like-mind-

ed people and employees who understand the demands of living in a 

digitalised world. If a millennial is expected to be prepared to pick up 

the phone from their nightstand to respond 

to a midnight work email, they would at 

least expect that the other side would be 

someone who would listen to their thoughts in the morning.

Gen X Speaking

Y ou are either in or out. One word that separates the “job hoppers” 

bunch from the more stable ones is engagement. Being engaged 

and feeling valued is the number one reason for employee loyal-

“You can quit your job, but 

can’t quit your calling”
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ty. Millennials cannot stay if they feel that their values and their work-

life balance are being compromised.  Neither can they be retained if 

they feel unable to communicate freely and are held back by informa-

tion silos. 93% of millennials pointed out that they would consider leav-

ing their jobs if they were uncomfortable approaching their managers 

regarding career progress or requiring more/less work. 

If millennials lack the sense of being challenged at the job, they 

become complacent. Studies have shown that the average time 

spent at a job is 1.3 years. The dilemma lies here. In the past, previous 

generations used to feel incentivised knowing that their company was 

taking good care of them, i.e. if they did the job well, this would lead 

to a promotion and ultimately a good pension. The reality is no longer 

that. Given the current market conditions, millennials are not bound 

to any traditional incentive to be retained with the exception of doing 

meaningful work and having to develop their skills and competencies. 

If the company fails to provide the latter, they have every reason to hop 

to the next opportunity to grow themselves elsewhere.
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THE COMPROMISE:
CREATING A COHESIVE COMPANY CULTURE 

THAT PROMOTES STAFF RETENTION

E quipped with the necessary knowledge and facts, employees 

should swiftly move towards organisational change to strength-

en their base as solid corporations. Bentley University’s Center for 

Women & Business (CWB) conducted a survey of 1,000 college-ed-

ucated men and women born since 1980 to provide a more in-depth 

picture of the career aspirations of millennials and the values driv-

ing those aspirations. They found that it is important to let millennials 

know that their work matters. They also highlighted the importance of 

providing Gen Y employees with flexible work arrangements, including 

parental leave that takes into consideration personal circumstances. 

Furthermore, the study revealed that companies ought to create multi-

ple paths and timeframes for individuals to reach leadership positions.

Millennials expect a more people-oriented, gender-neutral culture. 

SOURCE: Net Impact Survey, 2012
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They want career paths that allow them to be true to their personal and 

family values. In addition, being underpaid is a hot topic of debate as it 

is often deemed as being subject to perspective and personal interpre-

tation. A lack of opportunity to ascend the corporate ladder is anoth-

er major cause of dissatisfaction which ultimately leads to employees 

leaving those companies which don’t address such concerns. 

In addition, millennials cite poor management as one of the promi-

nent reasons for leaving particular companies. Bosses who aren’t at least 

managing their employees well demotivate them, cost the company 

money, and end up causing the best employees to leave. Companies 

should consider what elements of their employees’ work are monoto-

nous and uninteresting and try to make employees more engaged by 

perhaps adopting better technological deployment of some tasks to 

make them more engaging. Feeling stagnant and intellectually defeat-

ed rather than stimulated is a big factor contributing to the desertion of 

jobs by millennials. Millennials make the point that inspiring leadership 

or lack thereof really influences the decisions that employees make 

when considering long-term career prospects under the servitude of a 

particular company.
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TIPS WORTHY OF CONSIDERATION:

#1 Show more flexibility: Let go of Gen X and previous genera-

tion’s infatuation with rigid work hours and physical workplace systems. 

It’s tough, but learn to let go and embrace new working styles while 

measuring results at all times. 

#2 Communicate and engage them: Involve millennials in the 

decision-making either through new social media techniques, digital 

organisational platforms, or forums and debates. Engage them and let 

their voices be heard.

#3 Pay close attention to personal interests: Companies that don’t 

pay close attention or take personal interest in the aspirations and 

ideals of millennials in the workplace are bound to miss out on excel-

lent opportunities to retain employees and consequently retard their 

business growth and competitiveness in a market which will soon be 

predominantly made up of millennial workers. 

#4 Develop them: Spend time in coaching and mentoring them to 

build their decision-making and interpersonal skills in addition to invest-

ing in their education and growth.



“The secret of change is 

to focus all of your energy, 

not on fi ghting the old, but 

on building the new”
— SORCRATES
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 CONCLUSION

W hat is clear by now is that we face an “upside reality” of our 

labour markets in which jobs are fewer, salaries are compet-

itive, job stability is non-existent, and career growth is suff er-

ing Yet there is an ongoing surging demand and pressure for fl ex-

ibility in the workplace as we live in a world where technology has 

allowed the world to amalgamate. International opportunities are 

plenty and markets are open. The journey of a millennial in the labour 

markets of today is changing the shape of HR systems and corporate 

cultures. Millennials have exceeded their predecessors now in terms 

of numbers. This is a reality and will become more so since Genera-

tion-Z has offi  cially entered the workforce. It is thus vital to keep the 

direction going forward and not to abide by the systems that we have 

once invested so much in because it simply what suited the genera-

tions that passed. 

We have learned that it is a process. We have to change our 

culture, hiring practices and engagement incrementally in order to 

create a strong team of varied generations. We must hold employees 

accountable but at the same time give them opportunities, mento-

ring, coaching and practical experiences. We must communicate 

more effectively—provide real-time feedback, frequent check-ins, 

detailed reviews, and most of all, invest in our teams and build mutual 

commitment to team, company and industry at large. 

Millennials are at the outset of their careers, but as boomers 

are making their way to retirement, there is a clear upward mobili-

ty that is allowing millennials to take over management role. Hence, 

investment and development in future business leaders is essential 

for business growth and stability. Career progression is key to this 

generation, and drawing a clear path to progression is the ultimate 

motivator.

What is certain is that employers, economists, leaders and schol-

ars need to realize the impact of the mass wave of Gen Yers that is 

poised to influence the world of work in an unprecedented fashion.



RECRUITMENT

INDUCTION AND
ONBOARDING

Use mass ads and recruitment agencies to call in 

potential recruits. Conduct pen/paper or online 

assessments (technical and psychometric), 

followed by traditional interviews (one-one or 

panel).  Respond to people after a long process 

via letters or emails or not respond at all. 

Carefully design engaging programmes using 

software that manages paperwork and creates 

individualized checklists, use HR solutions that 

o�er get-to-know-you emails, coaching and 

sharing information in longer term onboarding 

programmes. Not a one-day or one-week event— 

a process. Pre-joining virtual tours, gami�cation, 

competitions and team exercises used.  

Use innovative methods that take advantage of 

social-media, virtual techniques, referral software 

and job posting boards. Application tracking 

systems used so applicants get instant messages 

and responses, plus video and digital 

interviewing, blind auditions, skill challenges. etc.

Offer periodic feedback in quarterly, semi-annually 

or annual sessions. Use paper-based or online 

forms scored by managers. May include 

self-assessments. One interview to formalize the 

process, get signatures and approvals of scores 

attained and given. Discussion of developmental 

needs and reflections on KPIs achieved. 

Evaluations through assessment centers, 360 and 

720 degree methods, utilising continuous activity. 

Provide constant feedback and have replaced 

appraisals with career charting and growth.

Don’t anticipate the exit nor understand difference 

between healthy and unhealthy turnover due to 

lack of data gathering. Offer routine procedures in 

exit interviews, regular checklist being ticked and 

signed in interview format. No contact  maintained 

or desired with leaving staff. 

Spend a couple of hours, a day, or even up to a 

week of presentations provided to group of 

recruits accompanied by a tour of the 

departments. May be given a pack that instructs 

them on certain guidelines and o�er information 

about general administrative matters and the 

“who is who” of the organisation. 

Opportunity to exercise influence, recognize 

individual achievements, provide personalized 

training. Give cross functional valuable 

experiences which add to personal growth and 

align with purpose at all times. Provide bite-size 

micro-learning. Use a combination of training 

delivery platforms —onsite and offsite. Use VR 

and AR in training. Provide strong coaching and 

mentoring engagement.

Determine training needs based on HR plans and 

budgets approved with input from department 

heads. Outsource all training delivery and send 

employees to offsite programmes. Quota of 

minimal hours of formal learning. Training does 

not align with corporatae needs and priorities.

APPRAISAL

PROMOTIONS, REWARDS,
CAREER GROWTH

DECISIONS/MAKING
CHOICES/CONFLICT

Recognise need for acknowledging employees 

on a consistent basis. thus retaining talent 

through alignment of personal and corporate 

purpose. Exiting employees interviewed for 

lessons learnt, analysis of company performance 

and other metrics related to good HR 

attraction/retention KPIs. Maintain relationships 

for ongoing loyalty and talent pool if needed for 

ad-hoc purpose. Value maintaining. Core value of 

turning exiting employees into potential 

ambassadors and loyal customers.

TRADITIONAL ORGANISATIONS FORWARD-THINKING ORGANISATIONS

“Progress is impossible 

without change, and

those who cannot

change their minds cannot 

change ANYTHING”
— GEORGE BERNARD SHAW
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programmes. Not a one-day or one-week event— 

a process. Pre-joining virtual tours, gami�cation, 

competitions and team exercises used.  

Use innovative methods that take advantage of 

social-media, virtual techniques, referral software 

and job posting boards. Application tracking 

systems used so applicants get instant messages 

and responses, plus video and digital 

interviewing, blind auditions, skill challenges. etc.

Offer periodic feedback in quarterly, semi-annually 

or annual sessions. Use paper-based or online 

forms scored by managers. May include 

self-assessments. One interview to formalize the 

process, get signatures and approvals of scores 

attained and given. Discussion of developmental 

needs and reflections on KPIs achieved. 

Evaluations through assessment centers, 360 and 

720 degree methods, utilising continuous activity. 

Provide constant feedback and have replaced 

appraisals with career charting and growth.

Don’t anticipate the exit nor understand difference 

between healthy and unhealthy turnover due to 

lack of data gathering. Offer routine procedures in 

exit interviews, regular checklist being ticked and 

signed in interview format. No contact  maintained 

or desired with leaving staff. 

Spend a couple of hours, a day, or even up to a 

week of presentations provided to group of 

recruits accompanied by a tour of the 

departments. May be given a pack that instructs 

them on certain guidelines and o�er information 

about general administrative matters and the 

“who is who” of the organisation. 

Opportunity to exercise influence, recognize 

individual achievements, provide personalized 

training. Give cross functional valuable 

experiences which add to personal growth and 

align with purpose at all times. Provide bite-size 

micro-learning. Use a combination of training 

delivery platforms —onsite and offsite. Use VR 

and AR in training. Provide strong coaching and 

mentoring engagement.

Determine training needs based on HR plans and 

budgets approved with input from department 

heads. Outsource all training delivery and send 

employees to offsite programmes. Quota of 

minimal hours of formal learning. Training does 

not align with corporatae needs and priorities.

APPRAISAL

PROMOTIONS, REWARDS,
CAREER GROWTH

DECISIONS/MAKING
CHOICES/CONFLICT

Recognise need for acknowledging employees 

on a consistent basis. thus retaining talent 

through alignment of personal and corporate 

purpose. Exiting employees interviewed for 

lessons learnt, analysis of company performance 

and other metrics related to good HR 

attraction/retention KPIs. Maintain relationships 

for ongoing loyalty and talent pool if needed for 

ad-hoc purpose. Value maintaining. Core value of 

turning exiting employees into potential 

ambassadors and loyal customers.

TRADITIONAL ORGANISATIONS FORWARD-THINKING ORGANISATIONS
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