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Here’s the Deal

Despite the fact that this generation encompasses over
75 million people in the U.S.—from all walks of life—they’re
collectively dubbed as narcissistic, entitled, demanding,
hoverboard riding job hoppers who’ll only pause from
Snapchatting their Every. Waking. Moment. to ask for a
promotion.
This negative spin on Generation Y makes for hilarious

Not much triggers an eye
roll quite like the word
Millennials.

memes and SNL sketches, but the-over-the-top caricature
isn’t the candidate you’re recruiting (in most cases). They
thrive on asking questions and challenging the status quo—
not because their parents said they could do anything, but
to find meaning from their work. They want to grow in their
job—not to oust the CEO, but to be a valuable part of your
company. And they won’t be wooed by a shiny ping-pong
table.
In true Millennial fashion, this whole introduction has only
been about them. But what’s in it for you?
By understanding their values and biggest career
motivators, you can engage, retain, and shape your
company’s next generation of leaders.
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Hello! Is it Me You’re Looking For?
IN FACT

Millennials by the Numbers
Born

1981–1998

Age of adults in 2016

Millennials number

75.4
MILLION

In the U.S., Millennials
represent the

With immigration adding more numbers
to its group than any other, the Millennial
population is projected to peak in 2036
Pew Research, 2015

18–35

Millennials have surpassed
Baby Boomers as the nation’s

largest living generation

53

%

of hiring managers
say they have difficulty
recruiting and retaining
Millennial talent.
Red Brick Research

More than two-thirds

largest segment in
the workforce

81.1

MILLION

67

%

of employers believe retention
rates would be higher if
candidates had a clearer
picture of what to expect
about working at the company
before taking the job.
Harris Interactive Survey for Glassdoor, 2014
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Shaping a Career Story
Studies show that Millennials are driven by a company’s mission and
opportunities for growth. They want great colleagues and perks that enable
work-life balance (not free lunch). So, if these needs aren’t being met in a
job, they’re quicker than previous generations to seek them out elsewhere.

“There is a belief among Millennials that work
can and should be better. And for the most part,
they’re not afraid to seek out opportunities for
more meaning and growth.”
Elliott Bell, Senior Director, Brand & Engagement at The Muse

Findings from the global 2016 Deloitte Millennial Survey show that success
and happiness at work goes well beyond the bottom line:
The most important drivers of employer choice (excluding salary) are:
• work-life balance (16.8%)
• opportunities to progress/be leaders (13.4%)
• flexibility (11%)

Instead of tying their professional identity to one job, role, or company,
Millennials are piecing together experiences to craft a larger career story.
Nathaniel Koloc, Director of Talent Acquisition and Development at Hillary
for America, explains, “They share motivations around work that matters
and working with people they care about; those are relatively more
important than salary. And there’s a willingness unique to Millennials to
make something work for a period of time because they want to be part of
it. Each job represents an exploration of identity.”

• sense of meaning from the work (9.3%)
• professional development training programs (8.3%)
Millennials seek employers with similar values;

7 in 10 believe

their personal values are shared by the organizations for which they
work.

44% turned down a job offer because of an organization’s values.
By taking these stats seriously, you can improve how you market your
company to Millennials and evolve your culture to keep them there.
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CHAPTER 2

Decoding Gen Y:
How to Empower
& Motivate
Millennial Talent
It’s time to ditch the stereotypical tactics you think
you should be using to win over Millennials. Here’s
how to really get them psyched about working for
your company.
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STEP 1

How to Empower & Motivate Millennial Talent

Promote Your Purpose
When an employee believes in what a
company does, it becomes a positive part
of their life. (If not, it’s just a really long day

1
2
3
4
5

Promote Your
Purpose

at work.) Millennials especially want to be
part of something bigger than themselves.
Kristy Nittskoff, a recruiting expert and

Invest in
Mentorship

founder of Talent-Savvy says, “Now
more than ever, Millennials are looking
for meaningful work. So, instead of just
saying, ‘We manufacture x, y, or z,’ you

Market and
Foster Growth

have to talk about what your product
does to make lives better. Tying your
company to making a difference in the
world is hugely beneficial in attracting and

Communicate
Applaud
Achievements

retaining Millennial talent. You have to find
something that makes you unique.”
Companies like TOMS and Warby Parker
bake social mission into their business
model, but even traditionally for-profit
companies can infuse meaning into their
work and employees’ day-to-day. Capital
One, for example, does a great job of
communicating to employees that it’s about
more than credit cards and loans—it’s on
a mission to improve the banking industry

“We are really focused on things that matter
to our customers. I’m thrilled to be at a
company that is very humane, and to be
in a position to impact how people interact
with money.”

as a whole and “help people live their best
lives.” And that’s incredible empowering to
the team.

Ryan Page, Head of Design
Capital One

15

How to
Empower
& Motivate
Millennial
Talent

BUSTING MILLENNIAL MYTHS

How to Empower & Motivate Millennial Talent

Beyond that, research from the 2014
Millennial Impact Report shows that
companies can successfully recruit and

1
2
3
4
5

Promote Your
Purpose

retain Millennials by creating a culture
that offers them the chance to use their
talents and passions to “do good” at work.
The 2015 Report took it a step further and

Invest in
Mentorship

recommended implementing volunteering
initiatives as a way for companies to
further their own commitments to being
socially responsible while creating a

Market and
Foster Growth
Communicate
Applaud
Achievements

culture that entices and helps retain
Millennial employees and managers.
For example, Atlassian, which develops

But you don’t have to go that far to make a difference—giving

products for software developers, project

employees paid days off to volunteer or contributing to a service

managers, and content management co-

project together can have a big impact. Better yet, find a way to tie it

founded the Pledge 1% movement with

to what you do; At Blinds.com, for example, employees have spent a

Salesforce and Rally, hoping to inspire

volunteer day refurbishing a veteran’s house.

other organizations to pledge 1% equity,
employee time, or product to make a

No matter what product you produce (even if it seems like it has

difference in the world. Since then, the

nothing to do with giving back on the surface!), there are plenty of

company has donated $6,500,000 to

ways to infuse paying it forward into your culture and core values.

education-focused charities, employees
have volunteered 10,000+ hours, and
35,000+ Atlassian licenses have been
given to charities. It also gives employees
five paid days a year to volunteer at their
charity of choice.

“You have to make sure that the actual values and
priorities of your organization are woven everywhere
internally and externally. It’s hard, but if you can do
it, it makes hiring more straightforward,”
Nathaniel Koloc, Director of Talent Acquisition and Development,
Hillary for America
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So what gives?
Feeling neglected leads to
disenchantment with with the

1
2
3
4
5

Promote Your
Purpose

STEP 2

company. Encouraging mentorship

Invest in Mentorship

and setting up programs to build

According to the 2016 Deloitte Millennial Survey,

Invest in
Mentorship

during the next year, if given the choice, one in
four Millennials would quit his or her job to join
a new organization or to do something different.
When the time frame expands to two years,

Market and
Foster Growth

that figure increases to 44%. By 2020, two of
every three respondents hope to have moved
on, while only 16% of Millennials see themselves
with their current employers a decade from now.

Communicate

Even Millennials in senior positions express the
intention to leave their companies relatively soon.

leadership skills can help advance
the careers of Millennials and
strengthen loyalty.
GE invests more than $1
billion each year in employee

63

%

of Millennials say
their “leadership skills
are not being fully
developed.”

development worldwide.
Crotonville, the company’s global
leadership institute (and the first
corporate university in the U.S.),
is the epicenter of GE culture.
Every employee can have access
to a personalized curriculum to
develop strengths and shape

Applaud
Achievements

IN FACT

their leadership journey. In 2014,
40,000 employees participated
in a Crotonville experience.
Additionally, GE’s Leader in
Residence program gives top
executives the chance to inspire
and develop talent through a week
of teaching, coaching, mentoring,

40-50

%

of Millennials are
looking to leave job in
the next 12 months #1 reason is they don’t
feel like employers are
investing in them.
2016 Deloitte Millennial survey

and learning with participants.
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According to a recent Slate article, “Even
during the depths of the financial crisis,
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when it could have easily chosen to slash
this cost center, GE kept Crotonville running
at full bore. And Jeff Immelt makes the
helicopter trip from the company’s Fairfield,
Connecticut, headquarters to greet every

Promote Your
Purpose

new class of management trainees.”
While it can be tricky to quantify the return
on investment, the company isn’t willing to

Invest in
Mentorship

cut corners on developing the company’s
future leaders. But don’t worry if you don’t
have GE-level resources. Companies of
any size can create a culture of learning

Market and
Foster Growth

and development simply by encouraging
managers to take an active role in their
employees’ development. Nell Gable, a
Marketing Manager at PivotDesk, an office-

Communicate

sharing marketplace says, “From within the
company, I identified the role I wanted, and
thanks to my manager’s genuine interest in

Applaud
Achievements

my success, eventually moved into that role.”

“I feel incredibly motivated to work
hard at PivotDesk, not just because
I believe in the company’s mission
but because I’ve been so supported
by the team here.”
Nell Gable, Marketing Manager
PivotDesk
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STEP 3

Market and
Foster Growth
Millennials’ passion for growth can get
misinterpreted as entitlement. But, when given
opportunities for professional development,
Millennials will stick around to evolve their

Invest in
Mentorship

careers with a company. It’s not just a paycheck
or a stepping stone to the next big thing.
From startups to Fortune 500 companies,
nonprofits to Capitol Hill, marketing the growth

Market and
Foster Growth
Communicate

opportunities within your company can help get
the right candidates on board and help them
envision their trajectory.

Be transparent
Talk meaningfully about training programs and how advancement works

Applaud
Achievements

within your organization.
Tim Persico, the Chief of Staff for Congressman Sean Patrick Maloney, says,

“We provide concrete examples of people who work
in our office who have grown from entry level into
leadership roles. And we have enough of those that we
can say, ‘These are the people who have done what you
want to do.’ We also have a really good retention rate,
so we talk about that too.”
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How To Empower & Motivate Millennial Talent

Be specific about your
management style

Show you get them

Highlight how your executives foster growth,

good at (whether it’s spearheading social media initiatives or helping

mentor junior employees, and provide

Applaud
Achievements

to implement new technologies) and offer opportunities that help

opportunities for leadership.

the employee and the company grow. Even if those things aren’t

Persico adds, “We’re looking for the

responsibility and run with it can make all the difference.

smartest people, who want to grow and gain
independence. One of the big selling points
in our office is if you have a project, I won’t

Communicate

Millennials are digital natives. So, take advantage of what they’re

micromanage how you execute that project. We

in your wheelhouse, putting trust in your employees to take on a

Adam, a digital marketing manager for a food service company, is
looking to make the move from a 10,000-person organization to a
hospitality startup. Why? “These small companies are making more

train people and let them do their thing.”

of an impact on their customers with technology and social outreach

Well before the interview, you can pique interest

what Twitter is.”

by promoting your approach on your company
website. T-mobile makes it clear on its career
page that the company’s ditched “old-school
performance reviews” and opts for a more

than the huge company I’m working at. My bosses don’t even know

He adds, “I don’t want to have to always make a case that my
efforts to keep us ahead of the curve are warranted. I want it to be
achieved together.”

personalized approach to “increasing your
awesomeness” through classes, developing
leadership skills, and on-the-job training.
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Invest in them
To compete in today’s market, employers
should also tout non-traditional

Promote Your
Purpose

compensation like tuition reimbursement.
Need proof? An April 2016 study of Cigna
Corporation’s Education Reimbursement
Program, conducted by the Lumina

Invest in
Mentorship

Foundation, shows that the program
increases career opportunity and
employee retention, which actually drives
financial payback.

Market and
Foster Growth

Every dollar put into the program is
returned and generates an additional
$1.29 in savings (a 129% return on

Communicate

investment). In response to these results,
Cigna increased the maximum amount
of tuition assistance it offers workers

Applaud
Achievements

in high-demand fields from $5,250 for
undergraduate courses or certificates and
$8,000 for graduate courses each year,
to $10,000 and $12,000, respectively.
Companies like Wells Fargo and Acuity
Brands, Inc., offer tuition reimbursement,
and Vanguard even offers an on-site MBA
and a “Career Cafe” where employees can
attend career development sessions.
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Tips for Tracking Employee Growth
Take a pulse of new employees to understand what growth
means for them, individually. Find out what skills they want to
develop or the types of projects and roles they want to take on.
This will help you chart a path over time and track it.
Give them opportunities to come to the table with new ideas
and the autonomy to own a project.
Be specific about the responsibilities and steps necessary to
achieve short-term and long-term goals.
Follow up in regular meetings (once a month, or every quarter).
This helps managers and team members stay focused on
the plan and document tangible signs of growth. In smaller
companies or startups that don’t have a traditional hierarchy or
growth paths, this is especially important.
Encourage them to strengthen their skill sets outside of the job
through classes, conferences, workshops, and books.
As a stepping stone in between promotions and formal title
changes, find other ways to make it visible that an employee
has gained new responsibilities, like making them a “team lead”
or project manager.
Create an internal job board to give employees a sneak peek
at what is opening up and have the chance to be considered
before it goes public.
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STEP 4

Communicate
Mentorship goes a long way, and so does
good, old fashioned communication. And
that’s because, well, they’ve grown up with
nearly non-stop communication.
Erin, a Manager of Business Development
and Engagement at a large tech company,
oversees a sales team of Millennials. In her
experience she’s seen that, “Millennials are

Communicate

used to constant communication because
their lives are on social media. They want
to be heard and be part of the discussion.

Applaud
Achievements

So, they get upset and unmotivated when

Constant feedback is the key to keeping Millennials engaged, focused,
and on a growth track. But this doesn’t just benefit them, it helps the
company learn what’s working and what’s not. Conduct “stay interviews”
to keep tabs on the day-to-day and make changes when needed, not “exit
interviews” after they’ve resigned, when it’s too late. These sit-downs give
employees the chance to discuss what they like and don’t like about their
jobs and can help reduce employee turnover rates. Retention is all about
re-recruiting your employees.

they can’t have a say in everything that’s
happening at work. Gen X just accepted
when things were done a certain way,
because we didn’t have the luxury of being
able to talk about it all the time. Millennials
are pushing the envelope in the industry and
effecting change because they’re so vocal.
Our generation just sucked it up and did what

ASK THESE THREE SIMPLE QUESTIONS:

Why did you come to work here?
Why have you stayed?
What would make you leave?

we were told.”
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How To Empower & Motivate Millennial Talent
On the other hand, sometimes new
employees don’t quite know what to ask
about the inner workings of their new
employer. That’s why BuzzFeed launched
its Boot Camp program, which provides a

1
2
3
4
5

Promote Your
Purpose
Invest in
Mentorship

deeper dive into the company history and
the role of each department. According to
Recruiter Dan Geiger, “We’ve found that
even if someone is working as a junior
staff writer, they might be curious about
how a place like BuzzFeed makes money,
but won’t ask. So, this is a great way for
us to show people every facet, without

Market and
Foster Growth

them having to ask. We just proactively
put it out there.” Similarly, executives at
Gerson Lehrman Group, an independent
expert network, host breakfast and lunch

Communicate

roundtables with small teams across
the company. It’s a casual setting in
which employees have a chance to ask
questions and soak up knowledge from

Applaud
Achievements

the higher-ups.
Whether it’s monthly all-hands meetings or
ongoing workshops that help employees
understand new product offerings,
company growth, and how to maximize
benefits like their 401K and healthcare
options, consider what works for your
company—then make it happen.
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STEP 5

Applaud Achievements
Yes, we know… everyone wins, everyone
gets a trophy, everyone is the best. But in the

Invest in
Mentorship

workplace, a little acknowledgement really can
boost motivation.
“One of the biggest gripes from Millennials is

Market and
Foster Growth

lack of recognition. And it doesn’t have to be
monetary. When a leader or manager gets in
front of the group and says that someone did
a great job, it gives him or her a sense of pride

Communicate

and helps drive that person’s peers to want that
recognition as well,” says Nittskoff.
Thanks to social media, Millennials are used

Applaud
Achievements

to being rewarded all the time with likes,
comments, and shares. (If no one cares, did it
even happen?) Nittskoff adds, “That transfers
back to how they validate themselves. They
need reassurance that they are doing well.”
A pat on the back after a productive meeting, a
group email shout out, or a simple, “We’re really
glad to have you” to a new hire makes them feel

What else makes them feel
appreciated? Perks. But not
the kind you’re thinking of…

valued and energized.
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CHAPTER 3

The Real Deal
on Perks

Snacks and game rooms aren’t enough to differentiate you as an
employer. A fridge full of free Kombucha isn’t going to seal the deal if
someone is deciding between you and another company. In addition
to the mentorship, professional development, and access benefits
explained above, it’s perks like flexibility and work-life balance that
trump unlimited fermented tea any day.

57% of people report benefits
and perks being among their top
considerations before accepting a job.
Glassdoor, 2016
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Flexibility
Millennials aren’t 9-to-5ers, and being relegated to a cubicle (womp
womp) is particularly unappealing for this demo. Thanks to the ease
of staying connected, work can happen whenever and wherever
(they’re used to blending their personal and professional lives).
Whether it’s an alternative schedule, flexible hours, or the option to
work outside of the office, flexibility ranks high on the list of perks.

Flexible Work Hours
No one wants to be watched like a hawk when they come and go,
or forced to be productive during specific hours. Imposing a strict

No Meeting Wednesdays

schedule makes Millennials feel like they’re being micromanaged.

We’ve all been there… a calendar full of meetings and no time to actually

Whether it’s the freedom to work from home when the cable guy

do the work. To give employees a day free of interruptions, Asana institutes

is scheduled to come, or to jet out a little early for a kickball game,

a “No Meeting Wednesday” policy, in which team members know not to

allowing some wiggle room lets employees shape their own

schedule meetings (unless really necessary).

schedule (within reason), creates a culture of accountability, and
shows they’re trusted to get the job done.

Since NMW became a regular occurrence at Asana, the team saw that
productivity (in terms of number of tasks completed and work accomplished)

Some companies set “core hours” (usually from 10-4), and

increases over other days of the week. Employees welcome the break from

consider it a time frame in which employees should schedule

bouncing between meetings and are energized by having a day dedicated

meetings to accommodate everyone. This way, people can have

to workflow. This also makes working from home easier (for people at any

the flexibility to start or end their days at different times.

company!) since there’s no need to meet with anyone in person.
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Flexible Work Location
Working from work is obviously important for collaboration and visibility. But
offering alternative arrangements, like the option to work from home (even
just one day a week!) is a big selling point. People want to be comfortable,
and the office isn’t always the right spot.
Despite the assumption that working from home is code for laundry day,
research shows that employees are actually more efficient and productive.
Stanford Professor Nicholas Bloom ran an experiment with Ctrip, China’s
largest travel agency, to test a work-from-home policy over nine months to
see if it made an impact on reducing office costs and high staff turnover.

HERE ARE SIMPLE THINGS THAT CAN BE DONE WITHIN AN OFFICE
TO CREATE MORE COMFORTABLE, FLEXIBLE WORKSPACES.

What they saw was actually higher engagement, happier workers less likely

Create areas with unique seating (or standing) arrangements where

to quit, and increased productivity.

people can bring their laptops for a change of scenery (like Target’s
on-site cafes and open lobbies). This gives them the chance to step

Thanks to email, Google hangouts, Dropbox, GoToMeeting, instant

away from their desk and sit with a variety of co-workers. It can spur

messaging, shared work platforms, and Skype, being connected outside

impromptu brainstorms and collaboration.

of the office is a piece of cake. The convenience of working from home or
even a coffee shop eliminates long, unpredictable commutes and can start

Offer standing desks (because studies show that sitting all day is

an employee off in a totally different mindset. Plus, without co-workers in a

actually killing us!)

three foot radius, there are fewer distractions and interruptions to derail a
really focused workflow. There’s nothing worse than hearing, “Hey, do you

Encourage employees to get out and have meetings elsewhere, like

have a second?” when you’re deep into a project.

a nearby coffee shop or your building’s rooftop patio.

Some companies rely on employees being at the office to be successful.

Support taking a break during the day to hit the gym or go for a

If that’s part of your DNA, be transparent and don’t try to sell yourself as

walk. Even 15 minutes of exercise is enough to help employees feel

something you’re not.

mentally refreshed. A consultant we spoke to said her company’s
managing director is known for sending a mass email when it’s a nice
day that urges everyone to step away from the computer and get out
for a bit and enjoy the sun.
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Unlimited Personal Time Off
More and more companies allow (and encourage!) salaried employees
take off as much time as they want, when they want. This approach works
when you trust that your staffers are results oriented, manage their time
well, and can be counted on to not leave anyone hanging. Even though
PTO is unlimited, it’s important to provide clear guidance about what
needs to happen for the “non-policy” to work for everyone involved.
Based on your business, there may be certain times of year when you

Not stressing about tracking time and dealing with tedious approval
processes creates more work-life balance and leads to happier
employees. People will be more inclined to schedule a doctor’s
appointment when they need to, instead of pushing it off because they
don’t have the “days” to spare. Or they may head out of town a bit
earlier than usual to avoid holiday travel hassles. If you hire dedicated,
passionate people, then the risk of abusing unlimited vacation time is low.

need all hands on deck.
Joshua Reeves, the CEO and co-founder of ZenPayroll, offers employees
a flexible vacation policy, which helps build an ownership mentality.

“We want our employees to think like
owners and consider what’s best for
both themselves and the company.
Letting them figure out their own
vacation time shows that we trust and
respect them, which in turn strengthens
their commitment to the company.”

Now let’s
switch gears
from perks to
people…

Joshua Reeves, the CEO and co-founder of Gusto
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CHAPTER 4

#SquadGoals
When Alison Peters interviewed for her current role as a Senior Digital
Strategist at Edelman, she knew she wanted in because of the people she
met. Not only did they have a down to Earth, genuine vibe (she hobbled in on
crutches and felt instantly comfortable), but, “They talked to me like a person,
a professional colleague. It didn’t feel like a typical interview. They got me.”
Since taking the job, she’s had opportunities to lead projects, can work from
home when she wants to, and is inspired by the leadership,

“These are the guys I would
follow over an edge.”
45
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#SquadGoals
CASE IN POINT:

Employees are your walking, talking Employee Value Proposition
(the reason to work for an organization). Here’s how to tap their
potential and connect with candidates well before the first meeting.
“It’s funny how many people, especially Millennials, ask me if people
at BuzzFeed hang out outside of work. They want a community to
join, friends, future roommates. A lot of that is particular to a place
like New York. It’s a weird city that can feel soulless and anonymous.
We don’t expect people to be best friends, but it’s interesting how
often and organically it happens,” says Geiger.

Include Them in Videos
(and all over your website)!
When considering a new job, Millennials want to know,
“Will I fit in?” Show them!
Whether it’s original video, photos, or employee blog posts,
creating great content is one of the most effective, engaging
ways to tell your culture story from the people who live it
every day. Hearing employees elaborate on what makes them
excited about their jobs, the things they love about their team,
favorite projects, and fun company traditions will get the right
candidates to care.

(FYI: We have an entire ebook dedicated to employer branding,
content creation, and making your career page awesome, so
check it out.)
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Recruiting Video Done Right
Zendesk takes you inside (and outside) its office, by sharing quirky details
that encompass its company history, culture, values, and mission. That’s a tall
order, but the team nailed it (with humor!). Viewers will see a standing “desk
race,” favorite lunch spots, an employee doing a slow motion victory dance,
the office pet fish, co-workers volunteering, and the lone chair that is waiting
for you. Smiling employees are showcased, while the voiceover promises that
“none of these people are a**sholes.”

For a completely different vibe, JetBlue’s careers page features videos that

Don’t offer such jet-setting career paths? Take a look at NYC-based software

walk you through a day in the life of a flight attendant. In just a few minutes,

company CA Technologies’ career page for employee testimonials that

anyone who might be interested in the company gets an engaging, authentic

almost any workplace can emulate.

lens into whether or not the job would be right for them.
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#SquadGoals

Video Production 101
WHEN YOU’RE PREPPING FOR PRODUCTION, BE SURE YOU
CAN ANSWER TO THESE QUESTIONS:

Where will this video live?
Your website, social channels, third party sites?

Who is the target audience?
What do they need and want to know?

What do I want to communicate?
To bring the company culture to life, ask your employees what they
love about work, hone in on those common themes, and build your
video around them for the most authentic content.

What’s my budget?
A video can be practically free if you use an iPhone and an
employee as your “cameraman.” Scrappy can be just as effective as
big budget, if done right. But some ideas do call for professionals.
If that’s the case, secure some funds from the powers that be to
execute your idea the right way.
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CHAPTER 5

Spreading
the Word
Aside from making great content, you need to get it out there. With an
unlimited amount of information available online, Millennials do their
research. So, they’ll be on the hunt for intel. Content that lives on your
website, gets shared on your social channels, and featured on sites like
The Muse will differentiate you as a great place to work.
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Here’s How:
Have a thoughtful career page.
A monotonous list of job positions with generic, buzzy language is a huge

Not sure if your career page is working or falling flat?
Take a look at it and follow along this checklist:

turnoff to Millennials. This is your chance to show what life is like at your
company so they can determine if they’d be a good fit.
The Unreasonable Group goes beyond the standard career page with a
microsite dedicated to sharing its values, policies, traditions, and management
style. So before candidates set foot in the door for an interview, they’ll have
a ton of information and insight. There are the daily standing meetings, the
company’s GYSHIDO philosophy (short for Get Your Shit Done—who wouldn’t
want to get behind that?), a $500 monthly stipend to use toward whatever
employees want to learn that month (whether that’s coding, cooking, or
meditation), weekly thank yous, dogs in the office, and so much more.

Are your values being communicated? Make sure you’re transparent
and genuine, and avoid overused phrases like “committed to
excellence” and “passionate team players.”
Do you include videos and photos? A wall of text and cheesy
stock photos likely won’t win over prospective candidates. In a
world of social media, Millennials deeply value authenticity, so real
employees are your best assets.
Will candidates get a sense of the culture and professional
development opportunities you offer? Remember, this is the stuff
they’re looking for, not the game room.
Are your job descriptions tailored to the role? Take the time to
create spot-on postings so you can attract applicants who truly fit
the bill.
Are your social feeds featured? Job seekers will want to check out
your channels, so make it easy for them to get there.
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Make sure your website is mobile optimized.
According to the LinkedIn 2015 Talent Trends Report, 72%
of Millennials use their smartphones to search for jobs,
compared to 63% of other professionals. They should be
able to read about your values (without having to zoom in),
watch your awesome videos, and apply without having to
go through zillions of steps.

Let your employees tell their stories on social media.
Giving them the opportunity to share photos and video on
your company’s channels is as authentic as it gets. “Follow
Me Friday” was a popular way for team members to tell their
stories via Instagram at one of Nitskoff ’s previous employers.
Every Friday, a different employee captured what his or her
workday was like, offering an insider’s view of the company
culture. Whether it’s a picture of bike wheels glimmering in
the sun before the morning commute, or a cool shot of a
workspace, small details from a variety of employees can
portray your company’s vibe. Executives and employees can
also influence perceptions through their personal accounts.
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Create content for the platform and the user.

Be engaged and responsive.

What works for Facebook may not be right for Instagram or Twitter and

Be sure to keep tabs on impressions, comments, shares, likes, website

vice versa. Instagram is all about the visuals. Twitter is great for real-

traffic, and application rates. This will help you figure out which posts spur

time events and shorter content. Perhaps your target audience is on

the most engagement (and actual applicants!) so you can invest more

Snapchat. You may need to experiment a bit to see where you’re getting

resources into what’s working.

the most engagement. (FYI: 85% of video content on Facebook is being
watched without sound, so make sure the visuals speak for themselves

And speaking of engagement, if someone asks a question on your page,

when posting videos there.) If budget allows, use social advertising to

answer it to show that you’re listening and able to provide guidance. Radio

target candidates based on demographics, behaviors, and interests.

silence on social platforms makes you look out of touch and irrelevant.

There’s a lot of competition to get noticed in the crowded social space,
and organic reach has hit an all-time low.

CASE STUDY

Instead of trying to reach Millennials
on job boards where they’re
probably not frequenting, Recruitee
(a company that builds recruiting
software) put its budget into
reaching them where they are…
on Facebook and Instagram. The
company used succinct copy, great
visuals, demographic targeting, and
a strong call to action and drove
to a mobile-optimized site with a
seamless application process.
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CHAPTER 6

Rethinking the
Hiring Process
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Rethinking the Hiring Process
YOU KNOW WHAT ELSE REALLY MATTERS TO MILLENNIALS?
AN AWESOME HIRING EXPERIENCE.

Let’s start with the golden rule: Hire the way
you would want to be hired.

Build an interview team that goes beyond just a candidate’s
potential boss and direct colleagues.

Searching and interviewing for a job is stressful, to say the least. Adding

Introduce candidates to people in similar roles (but perhaps on other teams)

more stress can sour a relationship and hurt your employer brand if a

as well as group heads from various departments. By showcasing a mix

job candidate tells her friends about a less than stellar interaction (or

of personalities and career paths, it helps demonstrate growth in action,

worse, all of the internet with a review on Glassdoor). Be compassionate

connects the dots of how people work together, and gets people to envision

and empathetic to what the people on the other side of the table are

how they’d fit in.

experiencing. If you would be annoyed by something that takes place in an
interview, don’t include it in your process!
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When you’re emailing back and forth, avoid stodgy,
boilerplate language.

If they do get an offer, create a great onboarding experience to
help new employees ease in and set expectations from day one.

People of all ages want to feel like individuals, not like anonymous

Because, no matter how old you are, starting a new job is a huge deal. Send

applicants. Nittskoff explains that using casual language is becoming

information out prior to their start date with a rundown of what to expect on

the norm, especially for Millennials. It’s good to get creative and mention

the first day. Have key members of the team send welcome emails, sharing

something specific about the person in the email. Answer their questions

their favorite office traditions or photos. And consider a “welcome kit” on

and follow up after an interview (even if it’s to share feedback on why they

Day 1, with your company swag and a gift card to a local coffee shop. These

didn’t get the job).

little touches go a long way.
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CONCLUSION

What’s Next?

Meaning, growth, close colleagues—when you think about it, what
Millennials want from work isn’t so different from what we all want. Which
means: By learning from them to evolve your hiring practices, your
learning and development programs, and the way you communicate your
authentic employer brand to the world, you’ll get the right talent of all
generations to walk in the door (and then stick around for a while). Best of
all, even small changes have huge potential to grow your talent and your
business for years to come.

Ready to get started?
Let’s talk Millennial hiring strategy.
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