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Abstract 

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. 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.  
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Introduction :  

Every organization needs to have well trained and experienced people to perform the activities that have to be done. 

Training is a process of learning a sequence of programmed behaviour. It is application of knowledge. It gives 

people an awareness of the rules and procedures to guide their behaviour. It attempts to improve their performance 

on their current job and prepare them for an intended job. Development is a related process. It covers not only those 

activities which improve job performance, but also which bring about the growth of the personality, help individuals 

in the progress towards maturity and actualization of their potential capabilities so that they become not only good 

employees but better men and women. In organizational terms, it is intended to equip person to earn promotions and 

hold greater responsibility. Training a person for a bigger and higher job is development, and this may well include 

not only imparting specific skills and knowledge but also inculcating certain personality and mental attitudes. As the 

jobs become more complex, the importance of employee development also increases. In a rapidly changing society, 

employee training and development are not only an activity that is desirable but also an activity that an organization 

must commit resources to if it is to maintain a viable and knowledgeable work force. As the millennial generation 

enter the workforce it is becoming increasingly essential that members of the workforce understand this generation. 

Understanding how the millennial generation learns can assist trainers and instructional designers in creating 

effective training programs. This article addresses these concerns through a review of current literature on training 

millennials. 

 

Who are Millenials? 

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: 
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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. 
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Characterstics of Millenials 

The attributes defined by Feiertag & Berge (2008) are hypertext mindset, multi-tasking, lack of communication 

skills, graphicallyoriented, expect immediacy, don’t respond well to lecture, require tailored information, require 

technology. Shaw & Fairhurst (2008) defined them to be technology literate, educated, most ethnically diverse 

generation, confident, independent, individualistic, self-reliant, entrepreneurial, socially active, collaborative, team-

oriented, emotionally needy, seek praise and approval, results oriented, desire work and pressure, high external locus 

of control, high maintenance, value institutional learning, rapidly assimilate information, active learners. The 

characterstics discussed by Meister & Willyerd (2010) are 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. Bohl (2008) chalks down the characterstics as passive relationship to information, want instant 

gratification, expert multitaskers, will block out information not seen as immediately relevant, not concerned with 

order or hierarchy, want mutual respect, strongly reject authoritarian teaching styles, self-perceived expert 

information gatherers. Twenge, Campbell, Hoffman, & Lance (2010) lists it down to be technologically savvy, like 

informality, learn quickly, embrace diversity, need supervision. Further, the characteristics discussed by Skiba & 

Barton (2006) are 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. Gorman, Nelson, & Glassman (2004) finds strong written 

communication skills, work collaboratively, gather information quickly, share information readily, respect diversity, 

value multiculturalism, resilient, easily converse with adults regarding intellectual topics (without reservation), may 

struggle if unsupervised to be the characteristics related to Millennial. According to Monaco & Martin (2007) lack 

professional boundaries, entitled, lack critical thinking skills, unrealistic expectations, desire a “how to” guide for 

success, want to invest as little time/effort as possible to achieve success, think of themselves as special & winners, 

sheltered by parents, team-oriented, confident, highly optimistic, multi-taskers, desire immediacy, pressured, 

achievers, conventional. On the other hand Wesner & Miller (2008) defined the characterstics as most educated 

generation, Equate more education to more opportunities, selfconfident, embrace new technology, mobile, multi-

taskers, not concerned with loyalty to employer, achievement-minded, want to contribute tangibly, desire 

meaningful work. Donnison (2010) and Wilson & Gerber (2008)  also listed down the characterstics to be confident, 

optimistic, self-assured, high self-esteem, informed, knowledgeable, experienced consumers, ambitious, success-

oriented, goalachieving, over confident of employability, skills and abilities, collaborative. 

Millenials and Workplace 

 

Millennials grew up in an environment where hard work was always a part of their life. They enjoy structure, 

working in groups, seek being part of a group and expect that group work will be a part of their job life.  

 

Table 1: Millenials and Workplace 

Markiewicz (USCMarshall, 2008) The research mentions that while Millennials were growing up, they 

experienced the change back to  standardize testing in schools, where 

grades mattered again. 

USCMarshall, 2008 Millennials grew up in a world where homework went from one to four 

hours per night, while they as individuals where still  heavily involved in 

after school activities just as the previous generation had been. 

Millennials see their supervisors in more of a parental role because of 

the relationship they have with their parents. Millennials feel a need to 

create a "bond with their boss".  

 



When Millennials have a good relationship with their supervisor, they 

will be very productive. Millennials also thrive on constant 

communication with their boss, as well as praise. They are also 

negotiators, which many consider to be very disrespectful. Negotiation is 

not meant as a challenge, but rather a way of communicating with their 

superiors.  

Tapscott  (1998, p. 209 Millennials feel disappointed if there is no communication with their 

superiors.) clearly states that "this generation is exceptionally curious, 

self-reliant,  contrarian, smart, focused, able to adapt, high in self-

esteem, and possessed of a global  orientation." These generational 

characteristics will be difficult in the work force when mixed  with 

current generation managers because Millennials will push for changes 

in organizations that current managers see as unnecessary, too hasty or 

extreme. Millennials will oftentimes find  resistance to their suggested 

change, which will result in their quick disinterest and in leaving the  

organization. If organizations choose to work against their suggestions, 

they will most likely  lose Millennial employees just as Tapscott 

describes. Mi1lennials come across as potentially  great employees on 

paper, but organizations may get frustrated with them quickly because of 

the above stated tendencies.  

Alsop (2008) Millennials are goal-setters and achievers, both personally and 

professionally. They live in a world that is full of unrest, but have a very 

optimistic world of view. It may appear that they set unrealistic goals, 

but they are always achievable in their minds. discusses that Millennials 

have greater demands for flexible working conditions and rapid 

promotions than  traditionalists. They also have a tendency to switch 

jobs frequently because they are always looking for ways to advance in 

their careers quickly. 

Robbins and Wilner (2001) Millennials work well in an organization that is flat. The hierarchy of 

some organizations  does not appeal to this generation because they feel 

restricted by the boundaries a hierarchy  creates. Millennials prefer to 

work in an open environment, where the team is the focus and  

ideas flow openly. Currently in the workforce, there are four different 

generations: traditionalists, baby  boomers, GenXers, and Millennials. 

Millennials desire a very diverse work environment. They also "are 

worldlier in their experiences and perspectives, a valuable asset in an 

increasingly global economy"  

 

Millennials have a different work ethic. They have always been told they are great and can do anything they set their 

minds to. This mentality has translated to them that they can have high level positions at young ages. They set their 

goals high, and it is difficult to change their goal-oriented minds. Millennials may not see the importance of training. 

They may see a better use of their time in just jumping into the work and training as they go.  

 

Table 2: Training Millenials 

Hanna, 2009 Training Millennials is most effective when technology is heavily used, 

training sessions are interactive, 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 Millennials are the majority of new hires to organizations. Organizations 

are learning and having new-hire orientation training for Millennials can 

be useful. suggests the following topics as an outline for this type of 

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  

 

 

Training Delivery Methods and Techniques  

 

Training starts with theory and design. It is important to take time to develop a training design or use a specific 

model. Organizations use a multitude of training models and no one model is better than another. Training is meant 

to teach a specific set of skills and/or tasks related to ajob. The trainer also needs to determine if those specific skills 

and/or tasks are actually learned. This happens in the form of training evaluation. Training has a set of objectives  

that keep the training aligned with the end results of the training.  

 

Training delivery methods are divided into three categories: on-the-job, classroom, and self-paced. Onthe-job (OJT) 

training includes techniques such as job instruction training (JIT), job rotation, mentoring, and coaching. Classroom 

method includes five techniques: lecture, discussion, audio-visuals, experimental, and computer-based. Self-paced 

method incorporates paper-based training, as well as computer-based training (Werner & DeSimone, 2009). 

Methods and techniques can be mixed and matched, but should follow a particular design. Instructional system 

design (ISD) models have the following qualities: systematic, systemic, reliable, interactive, and empirical 

(Molenda, Pershing, & Reigeluth, 1996). ISD models also have possible problem areas which are: gaps in how to 

implement, trainers do not have adequate knowledge and skills as well as trainers are not properly applying the 

models, and overproceduralization (Molenda, Pershing, & Reigeluth, 1996). ISD models suggest what to do and 

when to do it, but less on how to do it. 

 

Millennials like familiarity. Organizations can continue using instructional system design (ISD) models, such as 

ADDIE, as long as they adapt a few things to Millennials. Organizations can adjust their training models by 

including familiar teaching techniques, such as Bloom's Taxonomy and andragogical theory, that Millennials 

recognize in order to help them transition. Training programs might think about increasing problem-solving as well 

as building in realistic failure scenarios in delivery techniques, as well as utilizing the literature on helicopter parents 

during the analysis phase. Millennials thrive on structure, boundaries, and technology which are all components of a 

good ISD modeL Organizations can also add a newcomers' orientation to their training model that is specific for 

Millennials. The orientation will need to train on clear expectations, the structure of the organization, and particular 

skill sets the organization needs in every employee. Millennials also respond to self-created goals that are followed 

up with later.   

 

 

Conclusion: 

 

With the addition of the millennial generation, the number of generations currently in the workforce now stands at 

four (e.g. Silent, Baby boom, Gen X, and Millennial) (Twenge, Campbell, Hoffman, & Lance, 2010). Managers or 

those in supervisory positions should be prepared for issues related to the interaction of these widely varying 

generations. Although this research focuses on the millennial generation, it is important to remember that most 

training audiences are still comprised of several generations, and implementation of entirely millennialpreferred 

training design may not be appropriate. One potential consideration for organizations would be to reframe the way 

human resource strategy is conducted by adopting a holistic lifecycle approach to employee development (Pritchard, 



2008). In this approach, employees are not developed at one particular moment in time (i.e. at orientation, during 

training, annual performance reviews) but rather the entire employee lifecycle is considered as each employee 

develops; beginning with recruitment and ending with separation. Adopting this general approach to HR strategy 

could aid in improving not only millennial retention and commitment but also improve the broader organizational 

climate.  
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