
THE FUTURE OF REMUNERATION
WHAT DO MILLENNIALS WANT FROM THE 

WORKPLACE? 



Defining Generations

 Pew Research Centre (USA) focusing on researching to understand the
differences in views and needs of different generations:

 It is important to understand how different formative experiences (such
as world events and technologic, economic and shifts) interact with the
life cycle and aging process to shape how people view the world and
what they want.

The views tend to differ across generations. As employers looking to
attract and retain the cohort of Millennials, it is important to understand
who they are.



 Born between 1883-1890: Generation
of young people who came of age
during World War 1.

Lost Generation

 Called this because so many people
died during the war which robbed
countries of their future elite.

 E.g. Charlie Chaplin, Fred Estaire, F
Scott Fitzgerald



 Born between 1900-1924: 
Experienced the Great Depression 
and fought in World War 2.

 E.g. Louis Armstrong, President 
Kennedy, Mother Theresa.

GI Generation Or 
Greatest Generation



Born between 1920 – early 1940s

 Focused on their careers rather than 
activism and people were encouraged to 
conform to social norms

E.g. Martin Luther King, Malcom X, 
Margaret Thatcher

Silent Generation



Born mid 1940s-mid 1960s

Baby Boomers

Noticeable increase in birth rates after 
World War 2

Wealthiest, most active, most physically 
fit generation and grew up expecting the 
world to get better with time.



Born late 1960s - late 1970s

 Shifting societal values – more
divorces, more women in the
workplace

Entrepreneurial tendencies



Born: Approx. 1981 – 1996 (22 - 37 years in
2018)

Millennials

 Familiarity with communications, media and
technology

 Largest generation in the workforce

Grown up in a more liberal political and
economic world but experienced the 2008-2010
recession



Born post 1996…..

Generation Z/Linkster Generation (Post Millennials)

Mass usage of the internet from a young age, 
comfortable with technology and interact on 
social media.

Growing up in the recession may have given the 
generation the feeling of unsettlement and 
insecurity.





We know that Millennials are:

 ethnically diverse,

 Less religious than past generations and

 Very open minded

But as HR professionals what we really want to know is, what 
do they want in the workplace?



They want to work for the greater good.

 Research from Deloitte indicates that of the nearly 8,000
Millennials it surveyed, 75% believed that businesses are too focused

on their own agendas rather than striving to make an impact on society.

 Great Place to Work reported that over 50% of Millennials were

influenced to accept a job based on a company’s involvement with a
cause.



A new study from the strategy firm 
Department 26 which included a survey of 
1,000 Millennials and in-depth interviews 
with 26 young people.

WHAT DO 
MILLENNIALS 

REALLY WANT?

http://www.press.pickworthbell.com/department26/Millennials+Work.pdf


 We found this generation values wealth - defined as
experiences - over money itself," (Wecker).

 Words like retirement and nest egg are not an enticement

The most important thing isn't building up this huge stash
of money just to have it. For Millennials the goals are
totally different: -if they can pay their bills and travel a
little, what matters most is that they are doing something
inspiring that they feel passionately about.

Being in a role I'm passionate about was ranked above
salary and other benefits. When asked what they value
most, "freedom" was often mentioned.

Wealth (not money)/They want to do something big.



This goes against a common Millennial “myth” that they hop
around from job to job with no real investment in their employer.

Don’t assume they are not “here to stay” and be sure to
communicate ways in which they will be able to grow personally
and professionally with your organization.

Learn about their skills and demonstrate ways in which they can
utilise these to realise their full potential.

28% of Deloitte’s surveyed Millennials reported feeling that
their current place of work was fully utilising their skills.

53% aspired to become the leader or executive within their
current place of work.

And companies may find those young people will leave if they
don't see the meaning in it - no matter how much they are paid.



 Transparency in the procedures in the workplace

 Vision from leadership that has a clear strategy about the 
future is appealing to Millennials and can increase retention.

 They are looking for really strong leadership with audacious 
goals.

 They aren't afraid of criticism - they want constant feedback.

Transparency, feedback and vision



 Don’t assume they are not “here to stay” and be sure to communicate ways 
in which they will be able to grow personally and professionally with your 
organization. 

 Learn about their skills and demonstrate ways in which they can utilize 
these to realize their full potential.

 The survey indicates an overwhelming increase in the number of 
millennials with an ambition other than making money (Deloitte’s 2017 
Millennial Survey) 

They want businesses “to improve performance of both business, as 
well as society as a whole.”

Reward, Attraction and Retention Strategies

https://www2.deloitte.com/global/en/pages/about-deloitte/articles/millennialsurvey.html


Harvard Business Review
Global Shapers Annual Survey 2017

http://www.shaperssurvey2017.org/


IBM’s Institute for Business Value conducted a multigenerational
study of 1,784 employees from companies across 12 countries and
six industries.

Is there a big difference in the wants 
of the generations?





In light of this evidence, a view from Bruce N Pfau in the
Harvard Business Review is that it’s likely that companies
pursuing Millennial-specific employee engagement
strategies are wasting time, focus, and money. They would
be far better served to focus on factors that
lead all employees to join, stay, and perform at their best.



Employee Engagement:

 Gallup Survey : a staggering 87% of employees worldwide are disengaged 

at work. Productivity and, ultimately, profitability are often victims to this 
lagging motivation.

 Harvard Business School consultancies: Clients complained about issues like 
high turnover, usually specifying salary as the reason

The root of the problem was commonly low employee engagement and a 
resulting dissatisfaction with management and the workplace

 Competitive compensation helps, but organisations need to consider a holistic
approach. Investing in training and providing the resources for personal
development go a long way in terms of employee engagement.

Retention Strategies for Millennials



Motivate Movement:

 One way to encourage millennial loyalty is to reward good work with the 
ability to try out different positions.

 You'll give your employees a unique opportunity to grow

 This generation is calling us to respond to a faster way of thinking about their 
careers, and companies that recognize and respond to that are places people 
want to be.

 Career progression is extremely important to millennials these days. 
Millennials value career advancements and opportunities to grow at their 
organisation.

If a millennial believes their professional growth is restricted or that they 
have reached a glass ceiling, they’ll find an organization that provides 
them with more career opportunities

Retention Strategies for Millennials



Flexibility

 Another way to recognise solid performance is with increased flexibility.

 Millennials are often very focused on seeing and doing new things, and they
want enough time to achieve their personal goals alongside their work
objectives.

“I’m not driven by the prospect of working 
hard for the next 30 years to retire one day. 
I’m building a lifestyle and a career that I’d 

be happy to maintain the rest of my life.”

Retention Strategies for Millennials



Work experiences:

• Creating "experiences" at work rather than simply paying bonuses or paying
overtime

• One study showed 78% of millennials prefer spending money on events and
experiences rather than possessions.

• Since this generation clearly values experiences, it's a good idea to give
millennial workers time to blow off steam with group events or fun days that
encourage teamwork and bonding.

Retention Strategies for Millennials



Gallup Study: In businesses with highly engaged teams

21%
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profitability 

increased by 
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productivity by

Output 

quality by

Absenteeism 

down by

“If employers really want to be high-performance organizations, their compensation 

and work systems need to be in sync with a commitment to having an engaged 
workforce. They need to have all the moving parts working together,” 

Martel, Harvard Business School.



Develop leadership skills

Don’t wait until there is a problem then start to 
do leadership training

Organisations should help high performers 
develop leadership skills early on. 

According to Martel, the benefit of establishing 
ongoing leadership training is two-fold: 

 employees will transition into senior positions with 
more ease, 

 they’ll be equipped to provide peer-to-peer coaching 
on their way up.

Retention Strategies for Millennials



Compensation is associated with Maslow's hierarchy need of 
safety, but it's not a primary concern that Millennials are 
looking for from their employer to fulfil. 

Millennials will likely cover any compensation gap utilising their 
entrepreneurial spirit and resourcefulness. 

Compensation For Millennials



• Beyond the threshold of what an individual needs to support
their lifestyle, compensation is not the main motivator.
Compensation fulfils Millennials' basic needs, but intrinsic
motivations can fulfil deeper needs.

• Workers who start families later in life are less likely to value
compensation packages centred around benefits for
dependents. Skew your benefits options to include other
appealing items alongside the family-friendly plans.

Compensation For Millennials



What Do Millennials Want?



• http://www.pewresearch.org (Defining Generations: Where Millennials end and post- Millennials 
begin)

• http://www.pewresearch.org/topics/millennials/2017/

• What Millennials Really Want At Work (Annah Bahney, December 2017)

• http://www.recruiting,com What Do Millennials Really Want?

• Harvard Business Review – What Do Millennials Really Want at Work? The Same Things The 
Rest Of Us Do, Bruce N Pfau, April 2016

• https://www.weforum.org/agenda/2017/09/Heres What Millennials Really Want-From Business

• www.forbes.com/sites/adp/2017/12/08/retention-strategies-for-millennials-5-ways-to-reward-and-
recognize-great-employees

• https://www.extension.harvard.edu/.../forget-work-perks-millennial-employees-value

• http://blog.datis.com/2017/10/16/top-3-millennial-retention-strategies

• https://www.inc.com/ryan-jenkins/how-to-elevate-millennial-performance-using-recognition.html

• http://info.cotribute.com/blog/traditional-compensation-packages-dont-work-for-millennials
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