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Abstract 

This paper explores the benefits and disadvantages of companies employing the 

generational group born in the years since 1982 and labeled as the Millennial 

Generation or Generation Y (Gilbert, 2011). Using research from online article sources, 

the pros and cons of hiring Millennials are examined but the author also takes personal 

experience into account, being a member of the generation of interest. This manuscript 

will reflect upon the hiring of Millennials in the corporate space from a feminist 

perspective and provide examples in which Millennials can serve as advocate for the 

advancement of women in managerial roles and how managing Millennials can become 

a stumbling block for any manager.  

Arguments for Hiring Millennials 

Very creative and highly technologically 

advanced, Millennials are able to process a large 

amount of information and can find answers to 

complex problems quickly (Tyler, 2007). This 

generation has never experienced life without 

being instantly connected to everyone in their 

social circle or being able to Google any question 

that comes up (Tyler, 2007). Due to a focus on 

group activity participation from their formative, as adults Millennials operate best when 

http://themillenniallegacy.com/the-millennial-generation/#.VwkYf_krJhE


working in teams (Gilbert, 2011). Millennials seek timely feedback from their superiors 

on a regular basis. The benefit of this can result in prompt corrective action on their 

parts when negative feedback is received. When the Millennial’s role in the workplace is 

compared to the gap of women in higher ranking manager positions, is can be 

hypothesized that the two groups would work well together with Millennials reporting to 

their female superiors. Due to being overprotected throughout their lives by “helicopter 

parents” (Tyler, 2007), female managers who are naturally inclined to be nurturing may 

react better to the needs of Millennials.  

  

 

 

 

 

 

Their desire to improve current skills and develop new skills will result in a 

workforce of Millennials that contain a wide breadth of skills. Millennials strive for 

work/life balance and when in their work environments, are most satisfied when their 

work seeks to achieve positive social change (Tyler, 2007). This is another area in 

which women in higher ranking positions may find common ground with their Millennial 

subordinates. Most women who work in the corporate world struggle to find a balance in 

their professional and personal lives and experience guilt when they sense that their 

http://www.parents.com/parenting/better-parenting/what-is-helicopter-parenting/
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family lives may be suffering at the expense of their career advancement (Sandberg, 

2013, p. 24).  

 Additional similarities that could make women managers an ideal pairing with 

Millennial new hires is their desire to have someone in their lives as a mentoring role 

(Sandberg, 2013, p. 66). Both Millennials and women have tendencies to seek the 

approval and guidance from a seasoned professional in the form of mentoring. If women 

managers can find eager and hard working Millennials to take under their wing, an 

advantageous relationship will ensue to the benefit of both groups. The women will have 

the need to help others satisfied and the Millennials will have less doubt by being 

guided. 

Arguments Against Hiring Millennials 

 Members of the Millennial Generation have been coddled by their parents can 

present issues when they are hired in the corporate workforce (Tyler, 2007). In this 

area, women managers who have already raised children of their own may experience 

frustration when faced with children to supervise at 

work. Millennials like to receive feedback from their 

managers regarding the status of their work and 

managers who often have very pressing schedules 

and responsibilities can see this as a disadvantage 

(Gilbert, 2011). Another disadvantage of hiring 

Millennials is that they have a tendency to take 

information found on the internet at face value and 

http://www.huffingtonpost.com/ilya-pozin/why-young-professionals-n_b_1842738.html


managers will need to spend additional time dissecting research performed by 

Millennials to ensure that it is fully thought out and thorough (Tyler, 2007). Millennials 

also have a reputation for not being hard workers and have a tendency to be impatient 

from being used to have everything available to them instantly by way of the internet 

and smartphone. Work situations in the real world may come as a shock to Millennials 

when they expect their parents to come to their defense as was the case in their over 

protected youths (Tyler, 2007). Millennials can also be easily distracted as a side effect 

of growing up with a myriad of distractions such video games, instant messenger chats, 

and text messages.  

 It has also been theorized that Millennials will have difficulty establishing 

meaningful relationships with their Baby Boomer and Generation X peers (Tyler, 2007). 

For female managers who often struggle with wanting to be heard and recognized in a 

male dominate culture, Millennials may add to this feeling as yet another group that they 

will have to struggle with for a voice (Sandberg, 2013, p. 26-27). Due to their 

dependency on technology throughout their entire lives by way of spell check and 

calculators, Millennials will need to receive more basic training skills through on the job 

training than their generational predecessors (Tyler, 2007).  

Another drawback of Millennials is their inability to 

understand the implications of making their entire lives visible on 

social media sites. This will also contribute to not being able to 

relate to their peers wishing to keep conversations private (Tyler, 

2007). In other words, they can’t relate to the privacy others.  

http://whatis.techtarget.com/definition/social-media


Implications and Recommendations 

 With Millennials being the fastest growing group of employees to enter the work 

force and the Baby Boomer group fast retiring, managers will be left with little choice but 

to offer employment to this group. With some training of managers to adjust their styles 

to create work atmospheres that are appealing to work in and stimulating, Millennials 

are poised to become a loyal and productive group of advocates for reducing the gap of 

placing women in executive level positions. It is recommended that women seeking to 

achieve higher positions in corporate roles would do well to acquaint themselves with 

this generation of workers. It could also be ascertained that the influx of Millennials in 

the workplace will create a culture of one day managers that is more liberal than their 

predecessors, who will not have preconceptions against advocating and supporting their 

female colleagues for promotions. 

 

 

 

 

 

 

 

 



Personal Thoughts 

 Being both a Millennial and a woman, I have a 

firsthand perspective on this topic. For instance, 

Millennials often are depicted as unloyal in the realm 

of the corporate world when it comes to remaining 

with a company however I have worked for my 

employer for 15 years. Perhaps I am just fortunate because I have had the opportunity 

to move within the company, growing and expanding my skill set with each 

departmental move, but I also never took any move within the company lightly. Note 

that the desire to expand my skill set and try different things by changing departments 

frequently is a typical Millennial trait. I can also recount firsthand the feeling when I am 

underestimated or assumed irresponsible in my duties based on my youth. For 

example, at the beginning of each Spring my neighbor, who is a member of the Silent 

Generation, those born during the Great Depression, makes a point to say something 

about keeping my grass mowed during the growing seasons. It’s frustrating because I 

take great pride in maintaining my home in an effort to do my part to keep the standard 

of my entire neighborhood high yet there is a stigma attached to me that I will fail in my 

efforts regardless of my past.  

 In returning back to Millennials in the workplace, I also have firsthand experience 

of working with a group of Millennials where most of the commonly known 

disadvantages of the generation have held true. In most instances they were open 

about looking for other career opportunities and were more interested in complaining 

about problems than they were in trying to contribute to solutions for resolution. The 



group of Millennials were an excessively jovial bunch, so much so that they were a 

primary distraction to other groups that worked in close proximity. Since the group in 

general were uniform in their behavior and made little effort to do hard work to get 

ahead as opposed to expecting advancement from the number of times they 

complained about being unhappy in their current roles, one has to question why 

management made little effort in adjusting their management style to be more effective 

in achieving results from the Millennials.  

Conclusion 

 It cannot be denied that hiring of Millennials is not something that can be 

avoided. With the right guidance and support, Millennials are very likely to be a very 

thoughtful group to have in the workforce. In a world in which people are becoming 

closer than ever by way of advancing technologies, Millennials are the ideal group to 

contribute to solving unique problems that will be brought to light.  
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