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Abstract 

 

Purpose – The purpose of this paper is to present the trends and practices in the field of training and 

development of graduates “Millennials”  

 

Design/methodology/approach – The paper sums up the issues which identify advances in the field of training 

for graduates and their continuous development. This literature review based paper presents the recent trends in 

training and development programs carried out for the Millenials. Automated insights from R Studio have been 

used for analysis of literature. 

 

Findings – The paper discusses “Millennials” possessing different characteristics from their predecessor 

generations making companies stringent towards recruitment, managing the pool of talent with potential skills 

and certifications in mind. 

 

Originality/value – This paper reflects recent developments in the field of training and development of the 

millenials. 

 

Keywords Training, Development, Graduates 

 

Paper type: Review Based Paper 

Introduction :  

For a long time, baby boomers have been the largest generation in the workplace. But the next big generation 

“Millennials” also known as the Generation Y (1980-2000) – will soon surpass that group. Putting together the 

Generation Y and the needs of the companies to innovate is the need of hour as the launch pad for today or in 

the coming few years is going to be the “Millenials”. Many organisations were built by the traditionalists, then 

the baby boomers (1945-1963) came into the scene and they were very large in number so they shaped much of 

the values and beliefs of the organisations, next in the line was the GenX, who arrived and did managed to 

maintain some changes around flexibility in the workplace but overall they complied and eventually came to run 

some of the organisations as well as established some of the systems that exist in the organisations. With the 

coming of millennial in the workforce, somewhat dramatic but natural shift is being observed in the professional 

setups as while the purpose of the organisations is staying the same the millenials are bringing with them the 

different ways that they approach work and its quite different than the generations before and so the values and 

beliefs that have been established are now been enhanced which makes it not just transformation but a 

revolutionary transformation. The very purpose of every organization is to have employees with appropriate 

skills and knowhow to perform in mills and bounds. The challenge in front of every organisation is to move into 

the workforce transformation by continuing into its purpose to actualise their intent in this revolutionary space. 

 

 

The employment of graduates to raise an organisation‟s intellectual capital is not a new phenomenon. Recruiting 

graduates to enable an organisation‟s growth and constant innovation is deemed to be a wise decision 

(McDermott et.al 2006) and for the same, the organisations are investing enormous amount of time and 

resources to ensure the entry of the top graduate into their organisation. In order to maintain the satisfaction 

level of the new recruit, high on expectation from organisation, a major shift in organisations wrt the trends in 

the training of these young recruits is being detected to ensure the development of the skills and knowledge and 



energy in the right direction. As the jobs become more complex, the importance of employee development also 

increases. In a rapidly transforming society, training and development of the new and aware recruits is not only 

considered to be an activity that is desirable but also an act to maintain a viable and knowledgeable work force 

for tomorrow. The paper proposes to explore the recent trends and practices adopted and implemented by 

organizations all around the world with respect to generation Y.  

 

Literature Review 

 

The proportion of millennials entering the workplace via graduate schemes has fluctuated over the decades. 

According to the research published by Hayman and Lorman (2004), in recent years graduate development 

schemes have not only grown in popularity but graduates have demonstrably more accelerated career 

progression than direct entry graduates. Other research, however, indicates that, although many graduate 

schemes have merit, they do not necessarily result in satisfied graduates (Mc Dermott et al., 2006) or command 

long term organisational commitment (Cappelli, 2001). For these reasons, organisations find themselves often in 

a positionwhere they are questioning the value of having a graduate development scheme at all, or what kind of 

scheme to have, and also the returns on investment in graduate recruitment and development schemes. It has 

been argued, particularly amongst the popular press that today‟s graduates, “Generation Y” or “millennials”, 

possess very different characteristics from their predecessor generations. Studies have highlighted the 

characteristics, attitudes, work preferences and expectations and work styles of these Generation Y or 

millennials (Winter and Jackson, 1999; Callender, 2003; CIPD, 2006; AGR, 2006) but implications for the 

design and implementation of graduate development schemes have rarely been considered 

 

Training has played a very important role in helping the corporation to reach the commanding heights of 

performance. Any training would be considered to be successful only when the knowledge enhanced by the 

participants is transferred to the job performance. Training is the main function of HR. Training is an organized 

activity for increasing the knowledge & skill of people for a definite purpose. It involves systematic procedures 

for transferring technical knowhow to the employees so as to increase their knowledge & skill for doing specific 

Job with proficiency. In other words, the trainees acquire technical knowledge, skills & problem solving ability 

by undergoing the training programmed. 

 

In simple words, training and development refers to the imparting of specific skills, abilities, knowledge to an 

employee. A formal definition of training and development is determined as follows: 

.” 
Table 1: Defining Training 

Authors Definition 

Peter Bramley (1994) 
 

A process which is planned to facilitate learning so that people can 
become more effective in carrying out aspects of their work 

G. Subramanian (2008) 
 

The trainees shall acquire new manipulative skills, technical knowledge, 
problem solving ability or attitude so that they are better adjusted to their 
work environment to achieve the organizational and individual goals 

Hayward (1989)  
 

One of the key factors in implementing extension and observed that 
extension design and planning should include training for all staff at levels 
as a basic mechanism for inculcating competence, profession-alias and 
service morals 

C. B. Mamoria (2011) 
 

Training is a process of learning a sequence of programmed behavior. It is 
application of knowledge,. It gives people an awareness of the rules and 
procedures to guide their behavior. It attempts to improve their 
performance on the current job or prepare them for an intended job 

Flippo (1971) Training is the act of increasing knowledge and skills of an employee for 
doing a particular job 

Dale Yoder (1977) 
 

The use of the terms training and development in today’s employment 
setting is far more appropriate than “training” alone since human 
resources can exert their full potential only when the learning process goes 
far beyond simple routine 

Michael Armstrong 
(1999) 
 

The systematic development of the knowledge, skill and attitudes required 
by an individual to perform adequately a given task or job. 

 

 

Another way of defining training would be a planned programme designed to improve performance and bring 

about measurable changes in knowledge, skills, attitudes and social behavior of employees. Training imparts the 

ability to detect and correct error. Furthermore it enhances skills and abilities that may assist in the future to 

satisfy organization‟s human resources needs.   



 

On the other hand, Millennials were born in or after 1981 (Howe & Strauss, 2000). The exact year waivers from 

author to author, but  Howe and Strauss are well known for their research on generations  and they are consistent 

with 1981. Millennials should not be confused with the Gen-X generation, also known as the "Thirteenth 

generation," born between 1961-1980 (Howe &  Straus,1991). Howe and Strauss (2000) generalize Milllennials 

as a group: "(They) are unlike  any other youth generation in living memory. They are more numerous, more 

affluent, better  educated, and more ethnically diverse" (p. 4).  The younger Millennials describe themselves as 

immersed in technology, multi-taskers,  and have the ability to accomplish anything they set their mind to. They 

genuinely like their parents and their parents genuinely like them (USCMarshal, 2008). Non-millennials would  

describe them as narcissistic, dependent, and unappreciative. Millennials have a sense of  entitlement mostly 

because of the way they were raised (USCMarshall, 2008). There are both   positive and negative reactions to 

this generation but no matter what the opinion, Millennials are  here to stay. 

To understand better Millennial can be seen as the generation present in the following bar: 

 

Born Between     

 

 

Figure1: Who are Millenials? 

Millenials have neuroplasticity ( growing up with constant technological stimuli) which in turn changes the way 

Millenials brain are wired. Therefore, they think and process differently than the previous generations and must 

be taught in s different manner. 

 
Table 2: Literature Review 

Author Research 

Hanna, 2009 The way which can be implemented in the Training of the new recruits or the millennial, 
to get the effective results is by utilising technology and by making training sessions 
interactive, practical and original. 

Molenda, Pershing, & Reigeluth, 1996 The new and upcoming training technology is to use the technology and ideas of gaming 
and turn it into how Millennials are trained. The research supports this type of learning 
tool and even says it is possible to evaluate.  

Tyler, 2008 The researcher suggests the following topics for an effective training: dressing 
professionally, professional etiquette and good customer service, written communication, 
confidentiality, accepting and giving criticism, and critical-thinking skills. This training may 
appear juvenile, but Millennials do not understand that their generational characteristics 
come across as lazy, incompetent, and inappropriate in the workplace. Millennials 
respond to clear expectation and rational reasoning. Millennials need specific examples in 
order to change any unwanted work behavior. They are quick to learn and respond, but 
lack initiative. also explains that Millennials require clear boundaries and consequences to 
failing to adhere to boundaries and expectations. Millennials may respond well to 
computer-based training, but face to face training can keep their attention and assist the 
trainer in assessing needs and deficiencies. Millennials also respond well to group 
activities, problem-solving, and critical thinking activities as well as interactive exercises, 
peer teaching, and hands on practice  

Jien and Darby (2005) Discussed the concept of training and development in the context of expatriates and 
other country nationals in Chinese Multinational Enterprises (MNEs).Expatriates generally 
receive pre-departure and post-arrival training. The authors of the above mentioned 
paper examined the reasons for not providing adequate training to expatriates by 
Chineses MNEs and the approaches of Chinese MNEs towards international management 
journal. 

Carbery and Garavan (2004) Explained the importance of training in organizations and highlight the need of training in 
an unpredictable situation. If the training program is effective, then the employee can be 
motivated to face the difficult scenario. It establishes the relevance of organizational 
restructuring and downsizing to employees.  

Becker, 1975; Schmidt & Lines, 2002; 
Harrison & Kessels, 2004 

Observed that the central factor in HRD is the human resources or the human capital in an 
organization. They are viewed as the driving force for the success of organizations 

  1946                                      1964                                         Early 1980s                              Early 2000 

Baby Boomers Millenials Generation X 



because of their skills, competencies, knowledge and experience. Moreover, it has been 
suggested that for organizations to compete successfully in a global economy, it is 
important to hire sufficiently educated and skilled employees and provide them with 
lifelong learning skill.  

Norman Bowers and Paul Swami 
(1994) 

The study shows that on recent trends in job training analyzes new data on job 
qualification and training. Between 1983 and 1991, the share of workers reporting skill-
improvement training on their jobs increased as did the wage premium for this training. 
Skill demands appear to have shifted toward general and cognitive skills best taught in 
formal training programs and schools and away from specific and manual skills acquired 
through informal on-the-job training. 

Gallegan, 1983 The research has shown that more than one-third of the members of the American 
Society of Training and Development responding to a survey reported that evaluation was 
the most difficult aspect of their jobs. 

Luster man (1985) The researcher found that over two-fifths of the responding organizations reported 
significant changes when training effectiveness was evaluated. 

Bell and Kerr, 1987 An even more recent survey of training directors found that 90% claimed that even 
though they believed the evaluation of training to be important, they did not conduct 
evaluations because their organizations did not require them 

Rae and Abraham, 1986 Due to the perceived difficulties and the inability to identify specific outcomes as a result 
of training, post-training evaluation and follow-up often are ignored 

Nicolo Peterson emphasizes in the study on new trends in training and development: A model essay that 
continuous learning is possible for an organization only through training and development 
of human resources. Only then the organization can bring the suitable changes while 
transform the organization into a learning organization. 

Beardwell & Holden, 2003; Cascio, 
1998; Cherrington, 1995; Dessler, 2005; 
Ivancevich, 2003; Mondy & Noe, 2005; 
Noe, Hollenbeck, Gerhardt & Wright, 
2006; Torrington & Hall, 2000; Yong, 
2003 

viewed training and development as an important activity that contributes to an 
organization’s overall effectiveness in human resources management and that training 
and development is required to build and sustain an organization’s competitive advantage 
via skills and knowledge enhancement. 
 

Susan M. Heathfield (2012) The traditional classroom training is no longer the exclusive opportunity to learn. 
Organizations are providing to employees through Intranet or Internet. The growth of 
electronic technology has created alternative training delivery systems. 
 

Rick Holden John Hamblett, (2007) Five cases are presented; the stories of five of the graduates over the course of one year. 
Story lines that speak of learning about the job, learning about the organisation and 
learning about self are identified. An uneven journey into a workplace community is 
evident. “Fragmentation” and “cohesion” are the constructs developed to reflect the 
conflicting dynamics that formed the lived experience of the transitional journeys 
experienced by each graduate. 

Helen Connor and Sue Shaw (2008) The papers discuss various ways that generational differences play in competitiveness and 
success among graduates and it is argued that “Generation Y” possess very different 
characteristics from their predecessor generations. Companies have become more wise to 
recruitment, managing the pool of talent with potential positions in mind. 

Abdus Sattar Niazi (2011) In the FMCG industry at global level, the business environment has changed with 
intense pressure on organizations, to become ‘Learning Organizations’ and stay ahead of 
their competitions by bringing innovation/reinvention in training and development 
strategy whileemphasizing on planning, designing, implementing and evaluating the 
training programs. 

Marzieh Saghafian (2018) The main need is for aredefinition of pure educational concepts such as effectiveness, 
knowledge, learning, and transferin light of the significant changes of business and 
technology in last decades. Pure economicconcepts such as efficiency and profitability 
should also be redefined in light of changes in education and technology. We need to 
develop new models and approaches to evaluate these educational and economic 
concepts in order to clarify how and why learning happens, and then to theorize how 
training programs contribute to long-term organizational goals. 

Ms. Fomi Dwivedi and Ms. Shriya 
Rathod (2017) 

An Organization to manage with the CHANGE; INNOVATIVE PRACTICES and TO COMPETE 
with NEW DEVELOMENTS- Training is highly desired. 

 
 Lindsey Farrell Andrew C. Hurt(2014) 

This review identified six characteristics of millennial learners. A discussion of these 
characteristics and suggestions for training development is provided. Through this review, 
six synthesized characteristics of the millennial generation have been identified: 1. ability 
to multi-task, 2. desire for structure, 3. achievement-focused, 4. technologically savvy, 5. 
team-oriented, and 6. seeking attention and feedback. 

 

Millennials are the majority of new hires to organizations. Organizations are learning and having new-hire 
orientation training for Millennials can be useful (Tyler, 2008). Table 3 indicates some expectations during 

recruitment on the skills and attributes linked to employability, with communication/ interpersonal skills and 

teamwork appearing in all lists. However, there is less agreement on other items, and perhaps this is why 

authors such as Harvey (2005) and Yorke (2006) urge caution when assuming that there is agreement on what 



employability is. According to Moreau and Leathwood, „Employers may want, for example, someone who is 

strong and decisive, but they will inevitably read these qualities differently in different applicants‟ (2006, 319). 

Therefore, there is a need to lay down the focus on the following skills while designing the training programme. 

 
Table 3. Comparison of employability frameworks. 

 
      Abraham and Karns (2009, 352) 

Kreber (2006, 5) 
Multiple countries – 
competencies 
higher education 
institutions 
should provide. 

Andrews and Higson 
(2008, 413) Employer 
and graduate 
perspectives: multiple 
sources. 

Top 10 competencies 
identified by 
businesses in the USA 

Top 10 
competencies 
emphasised in 
the business 
school curriculum 
in the USA 

Archer and 
Davison (2008, 
7) 
Employers in 
the UK. 

Cumming (2010, 7) 
Government in 
Australia 

† Be able and willing 
to contribute to 
innovation and be 
creative 

† Professionalism 
 

† Communication 
skills 
  
 

† Communication 
skills 
 
 

† 
Communication 
skills 
 

†Communication 
 

† Be able to cope 
with uncertainties 
 

† Reliability 
 

† Problem solver 
 

Problem solver 
†  
 

† Team-working 
skills 
 

† Teamwork 
 

† Be interested in 
and prepared for 
lifelong learning 
 

† The ability to cope 
with uncertainty 
 

† Results oriented 
  
 

Team worker 
 

† Integrity 
 

† Problem solving 
 

† Have acquired 
social sensitivity and 
communicative 
skills 
 

† Ability to work 
under 
pressure 
 

Interpersonal 
skills 
†  
 

† Leadership skills 
 

† Intellectual 
ability 
 

† Initiative and 
enterprise 
 

† Be able to work in 
teams 
 

† Ability to think and 
plan 
strategically 
 

Leadership skills 
†  
 

† Technical 
expertise 
 

† Confidence 
 

† Planning and 
organising 
 

† Be willing to take 
on 
responsibilities 
 

† Capability to 
communicate and 
interact 
with others, either in 
teams or through 
networking 
 

† Customer focus 
  
 

† Interpersonal 
skills 
 

† Character/ 
personality 
 

†Self-management 
 

†Become 
entrepreneurial 
 

† Good written and 
verbal communication 
skills 
 

† Flexible/ 
adaptable 
 
 

†Business 
expertise 
 

† Planning and 
organisational 
skills 
 

† Learning 
 

†Prepare 
themselves for the 
internationalisation 
of the labour 
market through an 
understanding 
of various cultures 
 

† Information and 
communication 
technology 
skills 
 

† Team worker 
 

† Hard worker 
 

† Literacy (good 
written skills) 
 

† Technology 

† Be versatile in 
generic skills that 
cutacross discipline. 

† Creativity and self-
confidence 
 

† Dependable 
 

† Results oriented 
 

†Numeracy 
(good 
with numbers) 
 

 

† Be literate in areas 
of knowledge 
forming the basis 
for various 
professional skills, 
for example, in new 
technologies 

† Good self-
management and 
time-management 
skills 
 

† Quality focussed † Dependable † Analysis and 
decision-making 
skills 

 

 † A willingness to 
learn and accept 
responsibility 

    

 

 



Currently in India, there are only few organisations who are emphasizing on training and development. Training 

is a planned and systematic attempt to alter or develop knowledge, skill, and attitude through learning 

experience so as to achieve effective performance in an activity or a range of activities. According to Flippo, 

training is the act of increasing the knowledge and skill of an employee for doing a particular job. It is an 

opportunity to learn and depend on several factors such as design and execution of training, the inspiration and 

learning style of the trainees and also the environment for learning in the organisation. The importance of 

corporate training should be visualized in the context of paradigm shift that is taking place in Indian industry. 

The role of knowledge worker is increasing. The pace of change is fast and the skills have to be enhanced. So 

training is one of the tools at CEO‟s disposal to achieve this end. The compelling need for training is also 

because of three factors. The first is liberalization which has dismantled barriers and made the entry easier for 

both domestic and overseas companies. The second is the demand and supply of professional talent which has 

made employee retention a concern for CEO‟s. The third reason is growing expectation of employees regarding 

their professional and personal development. Most organisations in India have been allocating resources to 

training as an act of faith for professionalism and strategic thinking. There are several kinds of training methods 

used by trainers in organisations. The designer of training program needs to be capable of matching the best 

method with the training objectives. In the Indian corporate scenario, some renowned companies have used 

modern training techniques and have made outstanding progress in terms of their training initiative resulting in 

greater competition particularly resulting from the liberal entry of MNC‟s in India. The emerging scenario 

necessitates review of the existing skills and training system. 

 

METHGODOLOGY 

The research design for this paper is exploratory in nature. An extensive analysis of the existing literature on 

training and development has been carried out. Research papers have been retrieved from various national and 

international journals. Various related key words such as training, graduates, skills, millennials were used to 

locate the relevant studies for analysis. R software has been used for initial analysis of literature. R is a software 

package that allows users to import, sort and analyze text documents, spread sheets, databases, documents and 

PDFs. The results provided by R have been summarized in next section of the paper. 

 

FINDINGS AND DISCUSSIONS 

In order to examine the recent trends in training and development of young graduates, in total 50 research papers 

on the related topic were reviewed and analysed with the help of word frequency query in the “R Software” 

looking for 25 most frequently used words. The results are as follows in the form of a word cloud. 

                          

Figure 2: Word Cloud of Most Frequenlty used words 

 

According to the results of word frequency query, the top five words used in the literature are training (3691 

times), skill (1815 times), development (1793 times), learning (1539 times) and graduates (1405 times) which 

indicates that literature has been reviewed in the right direction and there has been considerable interest of 

researchers in this area. Major findings are reported below. 

 



Firstly, it has been observed that devising and innovative approach to training and skill development should be 

the focus of management. Since 2003, American Society for Training and Development (ASTD) has recognised 

the training initiatives taken by organisations and preferred to honour them. Indian organisations are achieving 

excellence in training and skill development has been awarded by ASTD. It is a pride for the nation that Indian 

organisations are participating and are awarded every year by ASTD for achieving excellence in training 

function. In the year 2008, four organisations from India were able to get entry in the winner list of 40 best 

organisations. These organisations were: Reliance Industries Ltd., Nagothane Manufacturing division having 

strength of 2,157 employees, Infosys Technologies Limited having 79,016 employees, Wipro Limited having 

60,000 employee strength, and ICICI Bank Limited with employee strength of 40,880. This is an encouraging 

trend to note that Indian organisations operating in India are serious about their learning and development 

initiatives. They are giving priority to this area and are able to integrate it with their organisational goals. In fact, 

the top management is taking interest in mentoring and leadership. For example, NarayanaMurthy of Infosys is 

now acting as a chairman of the board as well as chief Mentor. In this way, they prepare the next generation 

leaders for the company.  

 
Table 4: Methods of Training and Development 

Company Training and Development 

Adithya Birla Group The group is driven by performance ethics attached on the value Creation for its multiple stakeholders. Its core 
values are integrity, leading change, excellence, respect for individual learning and sharing. To increase the 
knowledge and skills of employees. This group has established a centre in Navi Mumbai known by the name 
Gyanodaya. Gyanodaya has been envisioned as a hub, the group’s competitive edge. 

Infosys Infosys Technologies Ltd. headquartered in Bangalore, provides Information Technology (IT) consulting and 
software services to clients globally as partners to conceptualize and realize technology driven business 
transformation initiatives. It is very essential for the company to upgrade its workforce regularly to compete in 
the global market. To overcome this challenge, Infosys provides training and development opportunities to its 
employee’s right from the start. The company has bagged many awards from ASTD as the world’s best company 
for providing best training and development opportunities to the employees. The company is known best for its 
global business foundation school which runs the program for all fresh engineering graduates who join Infosys 
and prepare them for the technical and environmental opportunities present in the market. 

Syndicate Bank 
 

Training is one of the most important interventions for developing Human resources. For this Syndicate banks 
first step is to analyse the training need of the employees. For the analysis of training needs they adopt scientific 
methods the second step is to make a tailored training program for senior officials of the bank. The two 
institutes play a major role i.e Syndicate Institute of Bank Management and The Apex Training Institute of the 
Bank at Manipal. Essar Corporate University (ECU) Essar is a prestigious and renowned group ,awarded by ISTD in 
2000 for its innovative training practices. It is famous for its ECU, which is virtual learning organisation and takes 
various steps for the training and development of employees. The main goals of the programme are to 
emphasise in teams to develop networking bonding, develop trust and explore risk taking. The company has also 
established Essar Learning centre at Hazira which organises around 400 formal training programmes per year on 
subjects ranging from industrialised operations, general management and logistics management. E-modules are 
provided by Learning Management Systems regarding technical and management aspects to employees to make 
them aware about latest management and technical skills. 

Accenture 
 

Continual learning organisation process is essential for an organisation for its survival in the present era of 
liberalisation, privatisation, and globalisation knowledge is the core competence of organisations for copying 
with changes. With this the above philosophies some institutional learning centres and divisions have introduced 
programme “Leaders teaching Leaders” Under this programme, leaders share their past experiences for the 
betterment of the working styles of present employees. Its education programmes have been well known and 
appreciative around the business world. 

IBM 
 

IBM is a company that gives value to learning and development of employees since 1915.It has a separate and 
distinct IBM education department which was established to train and develop employees. IBM is known for the 
use of E-learning programmes to address its learning solutions. The learning approaches used in IBM 
programmes are learning from interaction simulation or games, collaborative learning etc. IBM is also well 
known for its programme” IBM connections. 

 
Secondly, it is clear from the above table that investing in the department of training and development is the 

utmost need of every organisation. To make pace with the generational shift in the workforce the need to 

innovate in the methods of t&D is essential and for the same the following methods can be taken up by the 

organisations to accomplish its purpose while going through the revolutionary transformation. 

 
Table 5: Shift in the methods of Training and Development 

Recent Trend Definition 

CBT It is a self-paced interactive training through electronic media like through using smartphones 
etc. Here the training programs are adapted to the specific needs of the corporates. 

Internet E-Learning Learning Portal Here various news discussion groups are formed through blogs etc and learning communities are 
created.  

Action Learning Learning is better by doing. Based on this concept organization gives teams or work groups an 
actual problem, has them work on solving it and committing to as action plan, and then holds 



them accountable for carrying out the plan. The essence lies in its practicality. 

Web and internet based training It is probably the biggest revolution in the world of training and development in recent years. The 
increased use of the internet to transport training programs for learners, whether they are 
individuals or groups within an organization, has been made easy through World Wide Web. 

YouTube’s Role in Training YouTube serves various functions in training and its role as a training tool is hardly going 
unnoticed though it’s still in development phase yet it can be used in training salesmen, human 
resource generalists/specialists, medical nurses/doctors, technicians, consultants, engineers and 
more. 

Reverse Mentoring  
 

A new found training tool, under it the junior level employees who are well skilled in use of social 
media mentor their superiors in effective utilization of social media tools. 

Strategic focus  Organizations are aligning their practices towards the organization’s overall business strategy. 

Employee Training & Development 
governance 

Organizations are focusing on the proper governance of the Employee Training & Development 
function, in line with corporate governance principles.  

Proactive needs analysis Organizations are running training needs analyses proactively, with a direct link to business goals 
and future priorities.  

Combined learning Organizations are using a blend of different methodologies to facilitate learning, with a particular 
emphasis on electronic learning. 

Performance improvement Organizations are no longer doing training purely for the sake of training; but there is a shift 
towards delivering only training that improves the business.  

Create Learning culture Organizations keep the perspective that training is a waste of time if there is no environment 
conducive to learning and growth 

Outcomes-based learning There is a global shift towards outcomes-based learning, in which the focus is on clear outcomes 
and applied competencies rather than a great deal of interesting but inappropriate information. 

- Learner support Training departments are developing focused learner- support strategies to support learning and 
remove obstacles to learning and growth.  

Mentoring and coaching Training alone is not enough; supportive mentors and coaches are needed in the workplace to 
accelerate learning and growth.  

Training measurement Companies are measuring the impact of training based on clear tangibles in terms of the financial 
value of training.  

Talent management Employee Training & Development is being integrated into talent management strategies, in 
which talented employees are given opportunities to develop their talents further so that their 
potential can be optimized in the workplace. 

 

CONCLUSION  

Corporate training and development tools and technologies are rapidly changing.  As there is a shift in the the 

trend is shifting from classroom training to web base learning on the Internet and corporate intranets.  

Computers are becoming faster, smarter and smaller. At the same time social networking has allowed greater 

collaboration in the workforce, and a better utilization of the intellectual capital within an organization.  These 

are exciting times in the field of corporate training. The new global trends in the corporate world is to emphasize 

more on applying systematic approach to training and development in order to achieve higher level of 

organizational effectiveness. It has also being identified as a tool to serve the employees better and for keeping 

them retained in the organization. 
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ABSTRACT 
Purpose – The purpose of this paper is to present the trends and practices in the field of training and 
development of graduates “Millennials”   

 
Design/methodology/approach – The paper sums up the issues which identify advances in the field of 
training for graduates and their continuous development. This literature review based paper presents 
the recent trends in training and development programs carried out for the Millenials. Automated  
insights from R Studio have been used for analysis of literature. 
 
Findings – The paper discusses “Millennials” possessing different characteristics from their predecessor 
generations making companies stringent towards recruitment, managing the pool of talent with 
potential skills and certifications in mind. 
  
Originality/value – This paper reflects recent developments in the field of training and development of 
the millenials. 
  
Keywords Training, Development, Graduates 
  
Paper type: Review Based Paper 
 



INTRODUCTION 
 In the present era where globalisation is on its rise, where the organizations 

are going through utmost transformation due to development of Indian 

Economy and cut throat competition, apart from the strong financial 

foundations, automated systems; the quality of human resources in an 

organization is the main resource which decides about the ultimate survival 

of the organizations.  

 

There has also been rapid transformation in organisation structure and work 

practices. These changes would definitely have a significant impact for 

training and development of the upcoming generation “Millennials”.  

 

Millennials are the most valuable assets of any country.  

 



INTRODUCTION 
The individual success and growth of the youth defines the 

performance of the country as well as the organization in which 
he/she is working. In today‟s era, with the increasing self-awareness 
graduates are found to be keen in joining the organizations which 
provide them with the opportunity to enhance their knowledge and 
skills, making them capable enough to meet the present and future 
challenges.  

 

In the present scenario, therefore, developing and grooming the youth 
resources in such a way that they are not only useful, valuable and 
most important human assets for the present, but are proved to be the 
most vital and unique for the future also is very important. This 
literature review based paper presents the recent trends in training and 
development programs carried out for the Millennials. 



OBJECTIVES 
 To develop an understanding about the millennials in organisation. 

 

 To gain insights about the recent trends adopted the  organisations  

     wrt to millennials. 

 



RESEARCH METHODOLOGY 
 The research design for this paper is exploratory in nature. An extensive 

analysis of the existing literature on training and development of 50 papers 

has been carried out.  

 Research papers have been retrieved from various national and international 

journals. Various related key words such as training, graduates, skills, 

millennial were used to locate the relevant studies for analysis. R software 

has been used for initial analysis of literature.  

 R is a software package that allows users to import, sort and analyze text 

documents, spread sheets, databases, documents and PDFs.  

 



LITERATURE REVIEW 
    Who are Millennials?? 

 

 

  

Millennials were born in or after 1981 (Howe & Strauss). Millennials should 

not be confused with the Gen-X generation, also known as the born between 

1961-1980 . They are  more affluent, better  educated, more ethnically 

diverse, immersed in technology, multi-taskers,  and have the ability to 

accomplish anything they set their mind to. Millennials have a sense of  

entitlement mostly because of the way they were raised . There are both  

positive and negative reactions to this generation but no matter what the 

opinion, Millennials are  here to stay. 

 

Millenials have neuroplasticity ( growing up with constant technological 

stimuli) which in turn changes the way Millenials brain are wired. Therefore, 

they think and process differently than the previous generations and must be 

taught in s different manner. 

 



Characteristics of Millennial Generation  
 

 

Author(s)   

 

Characteristics of Millennial Generation  

 

Feiertag & Berge (2008) 

  

Hypertext mindset, multi-tasking, lack of communication skills, graphically-

oriented, expect immediacy, don‟t respond well to lecture, require tailored 

information, require technology   

 

Meister & Willyerd  

(2010)   

Attention sponges, need constant feedback, in a hurry for success, view work 

as a key part of life, want a personally fulfilling life, have high expectations 

of themselves and others, committed to community service, academic 

overachievers, live a mobile, collaborative, and immediate lifestyle 

  

 

 

Skiba & Barton (2006) 

  

Digital natives, fiercely independent, open about emotions and intelligence, 

inclusive, express views freely (often strong views), innovative, preoccupied 

with maturity, investigative, desire immediacy, sensitive to interests of others 

(especially employers), authenticate before trusting, close to parents, value 

intelligence, need group activities, multi-taskers, first person learners 

  

 

Donnison (2010)   

 

 

Confident, optimistic, self-assured, high self-esteem, informed, 

knowledgeable, experienced consumers, ambitious, success-oriented, goal-

achieving, over confident of employability, skills and abilities, collaborative 

  

 

Glass (2007)   

Patriotic, benefitted from technology, socially minded, confident, team-

oriented, structured, high self-esteem, results-oriented, constant feedback 

  



MILLENNIALS AND WORKPLACE 

Author Research 

Hanna, 2009 The way which can be implemented in the Training of the new recruits or the millennial, to get 

the effective results is by utilising technology and by making training sessions interactive, 

practical and original. 

Molenda, 

Pershing, 

&Reigeluth, 1996 

The new and upcoming training technology is to use the technology and ideas of gaming and 

turn it into how Millennials are trained. The research supports this type of learning tool and even 

says it is possible to evaluate.  

Tyler, 2008 The researcher suggests the following topics for an effective training: dressing professionally, 

professional etiquette and good customer service, written communication, confidentiality, 

accepting and giving criticism, and critical-thinking skills. This training may appear juvenile, 

but Millennials do not understand that their generational characteristics come across as lazy, 

incompetent, and inappropriate in the workplace. Millennials respond to clear expectation and 

rational reasoning. Millennials need specific examples in order to change any unwanted work 

behavior. They are quick to learn and respond, but lack initiative. also explains that Millennials 

require clear boundaries and consequences to failing to adhere to boundaries and 

expectations. Millennials may respond well to computer-based training, but face to face 

training can keep their attention and assist the trainer in assessing needs and deficiencies. 

Millennials also respond well to group activities, problem-solving, and critical thinking 

activities as well as interactive exercises, peer teaching, and hands on practice  

Jien and Darby 

(2005) 

Discussed the concept of training and development in the context of expatriates and other country 

nationals in Chinese Multinational Enterprises (MNEs).Expatriates generally receive pre-

departure and post-arrival training. The authors of the above mentioned paper examined the 

reasons for not providing adequate training to expatriates by Chineses MNEs and the approaches 

of Chinese MNEs towards international management journal. 



Carbery and Garavan 

(2004) 

Explained the importance of training in organizations and highlight the need of training in an 

unpredictable situation. If the training program is effective, then the employee can be motivated 

to face the difficult scenario. It establishes the relevance of organizational restructuring and 

downsizing to employees.  

Becker, 1975; Schmidt 

& Lines, 2002; 

Harrison &Kessels, 

2004 

Observed that the central factor in HRD is the human resources or the human capital in an 

organization. They are viewed as the driving force for the success of organizations because of their 

skills, competencies, knowledge and experience. Moreover, it has been suggested that for 

organizations to compete successfully in a global economy, it is important to hire sufficiently 

educated and skilled employees and provide them with lifelong learning skill.  

Norman Bowers and 

Paul Swami (1994) 

The study shows that on recent trends in job training analyzes new data on job qualification and 

training. Between 1983 and 1991, the share of workers reporting skill-improvement training on 

their jobs increased as did the wage premium for this training. Skill demands appear to have shifted 

toward general and cognitive skills best taught in formal training programs and schools and away 

from specific and manual skills acquired through informal on-the-job training. 

Luster man (1985) The researcher found that over two-fifths of the responding organizations reported significant 

changes when training effectiveness was evaluated. 

Nicolo Peterson emphasizes in the study on new trends in training and development: A model essay that continuous 

learning is possible for an organization only through training and development of human resources. 

Only then the organization can bring the suitable changes while transform the organization into a 

learning organization. 



Beardwell& Holden, 2003; Cascio, 

1998; Cherrington, 1995; Dessler, 

2005; Ivancevich, 2003; Mondy&Noe, 

2005; Noe, Hollenbeck, Gerhardt & 

Wright, 2006; Torrington & Hall, 

2000; Yong, 2003 

viewed training and development as an important activity that contributes to an 

organization‟s overall effectiveness in human resources management and that training 

and development is required to build and sustain an organization‟s competitive 

advantage via skills and knowledge enhancement. 

AbdusSattarNiazi (2011) In the FMCG industry at global level, the business environment has changed with 

intense pressure on organizations, to become „Learning Organizations‟ and stay 

ahead of their competitions by bringing innovation/reinvention in training and 

development strategy whileemphasizing on planning, designing, implementing and 

evaluating the training programs. 

MarziehSaghafian (2018) The main need is for definition of pure educational concepts such as effectiveness, 

knowledge, learning, and transfer in light of the significant changes of business and 

technology in last decades. Pure economic concepts such as efficiency and 

profitability should also be redefined in light of changes in education and technology. 

We need to develop new models and approaches to evaluate these educational and 

economic concepts in order to clarify how and why learning happens, and then to 

theorize how training programs contribute to long-term organizational goals. 

Ms.FomiDwivedi and 

Ms.ShriyaRathod (2017) 

An Organization to manage with the CHANGE; INNOVATIVE PRACTICES and 

TO COMPETE with NEW DEVELOMENTS- Training is highly desired. 

 

 Lindsey Farrell Andrew C. 

Hurt(2014) 

This review identified six characteristics of millennial learners. A discussion of these 

characteristics and suggestions for training development is provided. Through this 

review, six synthesized characteristics of the millennial generation have been 

identified: 1. ability to multi-task, 2. desire for structure, 3. achievement-focused, 4. 

technologically savvy, 5. team-oriented, and 6. seeking attention and feedback. 



EMPLOYBILITY FRAMEWORK 

Kreber (2006, 5) 

Multiple countries – 

competencies 

higher education 

institutions 

should provide. 

Andrews and Higson 

(2008, 413) Employer and 

graduate perspectives: 

multiple 

sources. 

Top 10 competencies 

identified by businesses in 

the USA 

Top 10 competencies 

emphasised in the 

business school 

curriculum in the 

USA 

Archer and 

Davison (2008, 7) 

Employers in the 

UK. 

Cumming (2010, 7) 

Government in 

Australia 

† Be able and willing to 

contribute to innovation 

and be 

creative 

† Professionalism † Communication 

skills 

† Communication 

skills 

† Communication 

skills 

†Communication 

† Be able to cope with 

uncertainties 

† Reliability † Problem solver Problem solver 

†  

† Team-working 

skills 

† Teamwork 

† Be interested in and 

prepared for lifelong 

learning 

† The ability to cope with 

uncertainty 

† Results oriented Team worker † Integrity † Problem solving 

† Have acquired social 

sensitivity and 

communicative 

skills 

† Ability to work under 

pressure 

Interpersonal 

skills 

†  

† Leadership skills † Intellectual ability † Initiative and 

enterprise 

† Be able to work in 

teams 

† Ability to think and plan 

strategically 

Leadership skills 

†  

† Technical 

expertise 

† Confidence † Planning and 

organising 

† Be willing to take on 

responsibilities 

† Capability to 

communicate and interact 

with others, either in teams 

orthrough networking 

† Customer focus † Interpersonal 

skills 

† Character/ 

personality 

†Self-management 

†Become entrepreneurial † Good written and verbal 

communication skills 

†Flexible/ 

adaptable 

†Business expertise † Planning and 

organisational skills 

† Learning 

†Prepare themselves for 

the 

internationalisation of the 

labour 

market through an 

understanding 

of various cultures 

† Information and 

communication technology 

skills 

† Team worker † Hard worker † Literacy (good 

written skills) 

† Technology 

Abraham and Karns (2009, 
352) 



FINDINGS AND CONCLUSION 



METHODS OF TRAINING AND DEVELOPMENT 

Company Training and Development 

 

Adithya Birla 

Group 

The group is driven by performance ethics attached on the value Creation for its 

multiple stakeholders. Its core values are integrity, leading change, excellence, 

respect for individual learning and sharing. To increase the knowledge and skills of 

employees. This group has established a centre in Navi Mumbai known by the 

name Gyanodaya. Gyanodaya has been envisioned as a hub, the group‟s 

competitive edge. 

 

 

Infosys 

Infosys Technologies Ltd. headquartered in Bangalore, provides Information 

Technology (IT) consulting and software services to clients globally as partners to 

conceptualize and realize technology driven business transformation initiatives. It 

is very essential for the company to upgrade its workforce regularly to compete in 

the global market. To overcome this challenge, Infosys provides training and 

development opportunities to its employee‟s right from the start. The company has 

bagged many awards from ASTD as the world‟s best company for providing best 

training and development opportunities to the employees. The company is known 

best for its global business foundation school which runs the program for all fresh 

engineering graduates who join Infosys and prepare them for the technical and 

environmental opportunities present in the market. 



 

 

 

 

Syndicate Bank 

. 

For this Syndicate banks first step is to analyse the training need of the employees. For the analysis of 

training needs they adopt scientific methods the second step is to make a tailored training program for 

senior officials of the bank. The two institutes play a major role i.e Syndicate Institute of Bank 

Management and The Apex Training Institute of the Bank at Manipal. Essar Corporate University 

(ECU) Essar is a prestigious and renowned group ,awarded by ISTD in 2000 for its innovative training 

practices. It is famous for its ECU, which is virtual learning organisation and takes various steps for the 

training and development of employees. The main goals of the programme are to emphasise in teams to 

develop networking bonding, develop trust and explore risk taking. The company has also established 

Essar Learning centre at Hazira which organises around 400 formal training programmes per year on 

subjects ranging from industrialised operations, general management and logistics management. E-

modules are provided by Learning Management Systems regarding technical and management aspects 

to employees to make them aware about latest management and technical skills. 

 

 

Accenture 

Continual learning organisation process is essential for an organisation for its survival in the present era 

of liberalisation, privatisation, and globalisation knowledge is the core competence of organisations for 

copying with changes. With this the above philosophies some institutional learning centres and 

divisions have introduced programme “Leaders teaching Leaders” Under this programme, leaders share 

their past experiences for the betterment of the working styles of present employees. Its education 

programmes have been well known and appreciative around the business world. 

 

IBM 

IBM is a company that gives value to learning and development of employees since 1915.It has a 

separate and distinct IBM education department which was established to train and develop employees. 

IBM is known for the use of E-learning programmes to address its learning solutions. The learning 

approaches used in IBM programmes are learning from interaction simulation or games, collaborative 

learning etc. IBM is also well known for its programme” IBM connections. 



SHIFT IN TRAINING AND DEVELOPMENT METHODS 

Recent Trend Definition 

CBT It is a self-paced interactive training through electronic media like through 

using smartphones etc. Here the training programs are adapted to the 

specific needs of the corporates. 

Internet E-Learning 

Learning Portal 

Here various news discussion groups are formed through blogs etc and 

learning communities are created.  

Action Learning Learning is better by doing. Based on this concept organization gives teams 

or work groups an actual problem, has them work on solving it and 

committing to as action plan, and then holds them accountable for carrying 

out the plan. The essence lies in its practicality. 

Web and internet based 

training 

It is probably the biggest revolution in the world of training and 

development in recent years. The increased use of the internet to transport 

training programs for learners, whether they are individuals or groups 

within an organization, has been made easy through World Wide Web. 

YouTube’s Role in Training YouTube serves various functions in training and its role as a training tool 

is hardly going unnoticed though it‟s still in development phase yet it can 

be used in training salesmen, human resource generalists/specialists, 

medical nurses/doctors, technicians, consultants, engineers and more. 



Recent Trend Definition 

Reverse Mentoring  A new found training tool, under it the junior level employees who are well 

skilled in use of social media mentor their superiors in effective utilization of 

social media tools. 

Employee Training & 

Development governance 

Organizations are focusing on the proper governance of the Employee Training 

& Development function, in line with corporate governance principles.  

Combined learning Organizations are using a blend of different methodologies to facilitate learning, 

with a particular emphasis on electronic learning. 

Create Learning culture Organizations keep the perspective that training is a waste of time if there is no 

environment conducive to learning and growth 

Outcomes-based learning There is a global shift towards outcomes-based learning, in which the focus is 

on clear outcomes and applied competencies rather than a great deal of 

interesting but inappropriate information. 

Talent management Employee Training & Development is being integrated into talent management 

strategies, in which talented employees are given opportunities to develop their 

talents further so that their potential can be optimized in the workplace. 



CONCLUSION 
 Corporate training and development tools and technologies are 

rapidly changing.  As there is a shift in the trend is shifting from 
classroom training to web base learning on the Internet and corporate 
intranets.  

 Computers are becoming faster, smarter and smaller. At the same 
time social networking has allowed greater collaboration in the 
workforce, and a better utilization of the intellectual capital within an 
organization. 

 These are exciting times in the field of corporate training. The new 
global trends in the corporate world is to emphasize more on 
applying systematic approach to training and development in order to 
achieve higher level of organizational effectiveness.  

 It has also being identified as a tool to serve the employees better and 
for keeping them retained in the organization. 
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