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1. Introduccion

In this technical note we describe the attitude of the generation that recently entered the labor
market, sum up the key points to bear in mind when adapting traditional management policies
to this new reality, and identify the management styles needed to deal with younger employees.

When millennials began entering the labor market, members of Generation X (born between
1965 and 1980) received them with skepticism, and baby boomers (born between 1946 and
1965) were no more welcoming, perhaps because of the natural tendency to maintain a certain
distance and respond cautiously to-what is unfamiliar.

Members of these two previous generations generally didn’t think about what companies could
offer them, but when millennials arrived on the scene, firms were forced to consider what steps
they could take to reduce unwanted turnover or loss of employees. For younger employees,
compensation packages, deferred compensation and career plans are no substitute for
rewarding day-to-day work (see Exhibit 1, which reflects the results of a series of surveys on the
professional aspirations of junior and senior millennials?).

Figure 1 shows the priorities of junior millennials when it comes to choosing a job, and Figure 2,
those of senior millennials.

1 Based on surveys of junior millennials (last year’s top 50 students at the University of Navarra’s School of Economics and
Business Administration) and senior millennials (120 IESE Executive MBA students), conducted in February 2016.
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Figure 1
Junior Millennials

Considerations When Choosing a Job

Level of
responsibility: 2%

How they were
treated during the

Flexible hours: 4% . .
interview, 0

Pay: 4%

Activity to be

values: 16% performed:
42%
Career plan: 31%
Source: Prepared by the authors.
Figure 2
Senior Millennials
Considerations When Choosing a Job
Flexible How they were treated
hours: 4% during the interview: 2%
Pay: 6%
Company Career plan:
. 35%
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According to “The 2016 Deloitte Millennial Survey: Winning over the next generation of leaders,”
certain factors have more influence on decision-making for department heads who are senior
millennials than for those who are junior millennials. The factors in question are personal and
company values, the progress of the company, impact on customers, achieving objectives,
avoiding trouble, and impact on colleagues. Broadly speaking, these are the same factors that
would have guided members of the previous generation, Generation X. However, senior
millennials are on the same page as their junior peers when it comes to the increasing
importance they place on work-life balance and participation in decision-making. It’s also worth
noting that there is less rivalry or competition between members of different generations than
there is between employees of the same age.

The impact of these generational traits on the labor market and on the day-to-day activity of
companies is already evident. In the technical note “Leadership of Millennials: Profile of a
Generation,”? we discuss what differentiates this generation in social terms. There has never
been such a wide gap between leaders and those led. A junior millennial resembles another
member of their generation on the other side of the world more than their boss, even if the
latter lives in the same neighborhood they do.

Junior millennials often don’t understand their superiors, and they see no reason not to bypass
them and tell senior management what’s on their minds. They’re convinced they have the right
to do so. This kind of behavior reflects a lack of awareness that’s largely the result of them not
seeing the point of authority and never having been “punished” to remedy this fault. They're
like the youngest siblings in a large family whose parents were too worn-out to correct their
behavior.

Leaders need to work closely with millennials to encourage and guide them. At the same time,
they should avoid setting themselves up as-models or flaunting their authority. The degree to
which junior millennials accept their bosses will depend on the latter’s professional standing and
the consistency of their actions.

2. How Millennials See Work

For junior millennials, it’s very important to perform tasks that engage them (that are “cool”)
and to feel they're part of an important project that contributes to making the environment
around them a better place. The world that’s taken shape doesn’t (and cannot) give them a
sense of fulfillment, so they need to get this from the tasks they perform—to belong to
organizations that give them a sense of purpose and meaning. Junior millennials need strong
organizational cultures, and they need to be motivated by goals they believe in, that draw them
out and get them to give best of themselves. In a sense, the company is a place where they can
continue the human dimension of their education as well as honing their professional skills (even
if they’re not really aware of this).

They have to see the results of their work close-up and be recognized and rewarded for their
performance. They also need to share the tasks they’re working on and their successes with
friends and their network of contacts. They therefore need external recognition for their work
and to see evidence that the effort they’'ve made has been worth it. Junior millennials have a

2. Stein, R. Mesa and M. Martin, “Leadership of Millennials: Profile of a Generation,” DPON-0130, Barcelona: IESE Business
School, April 2016.
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