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BUSINESS MANAGEMENT

BY DAN WHITE

Are You Ready?
The Importance 
of Understanding 
Millennials’ Expectations 
in the Workplace
PART 2: In the February 2019 issue of Door Security + 
Safety, we discussed the five generations currently in 
the workforce and how millennials are changing the 
work culture. This month we dive into changes you 
can implement within your company to welcome this 
generation into the workforce. 

THE ANNUAL REVIEW PROCESS
The number-one reason why millennials leave an organization  
is because of conflict with management. Research finds that  
69 percent believe the annual review process is flawed, which 
is why we have started to see companies getting more creative 
with the entire review process. 

Companies such as Adobe, Deloitte and GE — which have been 
credited in the past with championing the rigid annual review as 
a way to cull their herd — have been backtracking from annual 
reviews for years.

In their place, companies are instituting a design more in tune 
with the constant feedback that millennials search for. In what 
are called “check-ins,” these ongoing discussions between 
managers and employees set expectations, offer feedback on 
performance and recognize strong work.

Lighthouse, a leading voice in leadership and management 
advice, suggests in a 2017 article, “GE, Adobe, & Others Get 
Rid of the Performance Review” that “when you build a real 
connection with your team member, give them timely coaching, 
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share feedback both ways, and create a safe place for new ideas, 
employees become more engaged and feel heard at work. You 
can fix problems when they’re small and ensure your team is 
operating at a high level.”

THE IMPORTANCE OF MENTORING 
Companies will struggle during this generational transition in the 
workplace, particularly with leadership responsibility, if the same 
type of supervisor mentoring and coaching that was afforded 
other generations is not also provided to millennials.

Brad Karsh, CEO and founder of JB Training Solutions, states, 
“Many of the multi-generational tensions that are happening 
in today’s workplaces stem from that misalignment between 
explanation and action. Millennials want to be told what to do, 
a concept that may seem foreign to Generation Xers, who were 
reared in that period of independence.” (“Managing Millennials 
Requires Empathy and Guidance,” 2018)

 I can personally speak to the importance of mentorship in my 
career. All the ambition, technical skills and research in the 
world will not prepare you for real-life experience. You cannot 
memorize the definition of humility, grace and empathy and 
then apply it to real-life situations without seeing firsthand how 
difficult situations are handled by men and women you respect. 

My shortfalls in the past would not have been overcome  
without the guidance of a mentor every step of the way.  
To expand even deeper from my personal experiences, the 
greatest joy I have ever experienced was when the mentoring 
relationship developed along the way, built on trust and respect, 
in turn allowed for multiple reverse mentoring relationships. 
Reverse mentoring is when a younger employee is the mentor 
to an older member of the company in order to foster a better 
pipeline of leadership. 

GROWTH OPPORTUNITIES, FLEXIBLE WORK 
ENVIRONMENTS AND COMMUNICATION
Other key statistics that leaders need to be cognizant of when 
attracting millennials are their focus on competitive wages. 
Forty-four percent agree this is a motivating factor, and what I 
believe is even more telling is that over 50 percent cited growth 
opportunities as the key drive. 

Different from previous generations, millennials do not want  
to wait three to five years for a promotion and are more willing  
to sacrifice, in the short term, to get behind something they 
believe in while providing a clear growth path. Even more 
staggering, 74 percent want a flexible work environment with 
opportunities to learn and contribute to something more 
meaningful than the status quo. 

Flexible work environments take on many different forms but 
contradict conventional wisdom that set hours at the office or 
require a traditional office setting. While this transition may 

be a hard for executives to accept, studies have shown that 
both employees and employers benefit from a flexible work 
environment. Millennials are determined to reshape the world 
of work because we know what environment we can not only 
perform in, but also thrive in. 

Other areas where assumptions may not be backed up by data 
are in the communication preferences of this group. Many within 
the older generations strongly believe that millennials favor 
texting, instant messenger and social media to communicate 
with colleagues, but research at Bentley University contradicts 
these assumptions. The research shows that 51 percent prefer 
to talk in person with email being a distant second at 19 percent. 
This is driven, particularly at the beginning of millennials’ careers, 
by the need for more validation than previous generations. 
Again, they are looking for constant and direct feedback. They 
like praise and want clear direction from their manager on what 
they are supposed to be doing. 

Crystal Kadakia, author of “The Millennial Myth: Transforming 
Misunderstandings into Workplace Breakthroughs,” makes 
this bold statement: “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.” 

With every generation comes change and challenges along 
the way, but business will not stop, it will continue to adapt. As 
leaders, we must ask ourselves, are we, and the organizations 
we serve, adaptable? We have outlined the differences and 
key influences along with the leadership style most effective 
with each generation. We have also stepped through the key 
drivers that each company should consider as we transition to 
a workforce where millennials will soon represent 75 percent. 
We must look at all aspects, including how we handle reviews, 
the importance we must put on a quality mentorship program, 
expectations for growth opportunities, what a work day looks 
like and how we communicate with one another.

When dealing with people, there is not a set playbook to 
success. But understanding a group’s characteristics and 
expectations in a holistic manner will better prepare you to 
lead. If your organization is not willing to adapt to the younger 
generations and foster an environment that supports the key 
drivers outlined in this article, you need to ask yourself, “Will 
your competition?” The answer is, “Yes they will!” +
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