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Abstract

Today’s organizations face the challenge of marmpagienerational diversity due to the
existence of three generations in the workforcebyB&8oomers, Generation Xers and
Millennials. Research found that especially Millexis have unique values towards leadership
in organizations, compared to previous generatidihss research explores what leadership
attributes Millennials prefer and which are expecied as effective by both Millennials and
leaders. In this research, effective leadershifibates are described as those attributes that
either strengthen the relationship between Millalmiand leaders or contribute to the
performance of Millennials. For this dual-perspeetapproach, semi-structured interviews
were conducted with six Millennials and six leadet® work in one specific organization but
not as pairs. These interviews demonstrated elemestructs that are found to be effective for
managing Millennials. Informal contact is mentioneubst often to be effective by both
Millennials and leaders, followed by guidance, depment of others, absence of hierarchy,
empowering, flexibility providing, trust, adaptabyjl feedback providing and open for new
ideas. Although the majority of these constructs @r line with previous literature, the
constructs ‘adaptability’ and ‘open for new ideasé not in line with the prior studies this
research was built on. Although this paper dessrifféective leadership approaches for the
generation of Millennials, the results of this @m®d emphasize the importance of individual
differences above generational differences. Thigpargues that leaders who are able to adapt

to individual needs can effectively manage not dviyennials, but every generation.

Keywords generational diversity, Millennials, values inettworkplace, leaders,
leadership, preferred leadership attributes, dffectleadership attributes, relationship,

performance, individual differences.



Introduction

Today’'s workplace is changing dramatically due he increasing number of Millennials
entering the workforce. In 2030, Millennials wipresent 75% of the global workforce and
therefore the future of organizations is in theamtis (Fubu, 2017; Huyler, Pierre, Ding,
Norelus, 2015). The Millennial generation is boetvieen 1980 and 2000 and described as
significantly different from previous generationsr@ntly in the workforce, namely Baby
Boomers and Generation X (lden, 2016). Millennial® the first who grew up with
globalization and digitalization and were raised dxtremely involved parents in a safe
environment (Myers & Sadaghiani, 2010; Raines, 2008llennials differ in the extent of
responsibility, hierarchy, job security, flexibjlitand feedback they need in the workplace,
compared to previous generations (Cahill & Sed2@ik2; Eversole et al., 2012). For example,
Millennials seek for continuous feedback in the kptaice, while Generation Xers and Baby
Boomers are content with monthly feedback (CahillS&drak, 2012). In addition, Baby
Boomers and Generation Xers value a certain lefvelevarchy in the workplace, while most

Millennials prefer a flat organizational structRaines, 2002).

Although Millennials may have different values time workplace, it is crucial for
organizations to attract and retain this relativedyv generation, in order to develop a strong
future workforce and remain competitive (Cahill &dak, 2012). Organizations should ensure
that Millennials’ values are represented in theaaigation and can work effectively. Leaders
play a key role in this, as their leadership stde have large influence on their satisfaction,
engagement and in the end retention (Espinoza,; Zdldja & Ogunola, 2016; Thompson &
Gregory, 2012). It is found that leaders who makair leadership style to Millennials’ values
are more likely to establish effective work relagsbips and contribute to Millennials’
performance (Espinoza, 2012; Solaja & Ogunola, 20bémpson & Gregory, 2012). In order
to understand how leaders can match their leageeghibutes effectively, it is important to

understand what Millennials value in the workplacel towards leadership.

Previous research described extensively how hiilgls grew up and to which values
this led in the workplace (Glass, 2007; IlvanceviRd&tkovic, 2010; Mannheim, 1952; McNeil,
2018; Salahuddin, 2010), by using the overarchimepry of Generations of Mannheim (1952).
Few years later, researchers identified leadergteferences of Millennials, based on their
values in the workplace (Arsenault, 2004; Sessal.e2007; Salahuddin, 2010). Although
preferred leadership attributes have been expldhede is a gap in existing literature about

leadership attributes that are experienced asteffe_yons & Kuron, 2014). Furthermore,
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nearly all prior research is quantitative in natainel therefore additional qualitative research is
needed to create a deeper understanding of Milidsinleadership preferences (Lyons &
Kuron, 2014). Qualitative research could help idgmiot only what leadership attributes are
preferred, but also provide underlying reasons whyaddition, the majority of existing
research is conducted by the time Millennial wesefally integrated into the workforce yet,
which could have led to biased outcomes. Althougdvipus research exists about preferred
and effective leadership attributes according tdievinials and leaders separately, no prior
research yet took both the Millennials and lead=spective into account in the same study
(Lyons & Kuron, 2014).

The purpose of this research is to get insiglheddership attributes that are on the one
hand preferred by Millennials and on the other haxgerienced as effective by both
Millennials and leaders. With the help of qualitatiresearch, this dual-perspective approach
allows for a comprehensive understanding of effecleadership attributes for managing
Millennials, by taking into account the perspectivd both Millennials and leaders. This study
is conducted in one specific health technology camypand is practically relevant for this
organization as it provides insight in not onlyfpreed but also effective leadership attributes.
With this insight, leaders of today and the futcaie gain deeper understanding of how to better
manage Millennials, whereby increasing intergenenat cooperation and organizational
success. Besides, the insights in this paper cgm Malennials in the organization better
understand their own values and integrate sucdgssfuhe workplace. In this way, the needs

of both Millennials and leaders will be met whilenemon goals can still be accomplished.

The research question that this exploratory stuitlyawswer is the following:

RQ: What leadership attributes are experiencedfestie for managing Millennials?

In order to answer the research question, theviiatig sub-questions will be addressed:
SQ1: What leadership attributes are preferred bleivhials?

SQ2: What leadership attributes are experiencetffastive by Millennials?

SQ3: What leadership attributes are experiencetffestive by leaders?



Theoretical Framework

2.1 Generations

A generation can be described as “an identifialbtelg that shares birth years, age, location
and significant life events at critical developnadratages” (Kupperschmidt, 2000, p. 66). A
generation derives from the reproduction of indiits and designates characteristics of the
parent-child relationship (Mannheim, 1952). The rider of the so-called ‘Theory of
Generations’ is Karl Mannheim (1952) and uses sloeial forces perspective’ to explain how
generations are formed (Lyons & Kuron, 2014; Mammhd 952; Parry & Urwin, 2011). This
perspective defines a generation as a group okFithedls born and raised in the same
chronological, social and historical context. Doghis exposure to similar stimuli, generations
develop a so called ‘collective memory’, consistofgdentical worldviews, beliefs, attitudes,
values, and behaviors (Twenge, Campbell, Hoffmar,afce, 2010). The other perspective
within the Theory of Generations is the age cohmmtspective from Ryder (1965). The
difference of this perspective is that it idensfgenerations by using only a specific time frame,
for example 1980 to 2000 in case of Millennialsr(?a& Urwin, 2011). It thereby oversees
social and historical events when defining generati which is more practical for most
previous researchers as these social and histexealks vary per geographical location. Using
the age cohort perspective enables researchessnod sample size from multiple countries
(Foster, 2013).

Despite the Theory of Generations of Mannheim52)9being used by many
researchers, there have been discussions abousigihificance of generational differences
regarding to characteristics, traits, and valuethéenworkplace (Wey Smola & Sutton, 2002).
For example, Macky, Gardner, and Fosyth (2008) gufitical note on the construct of
generations and argue that even though individar@dorn within the same age cohort, they
might experience the social and historical evemwdifferent ways. In other words, they argue
that the same events can lead to different charstits (Macky et al., 2008). Other researchers
argue no distinctions based on generations sheutddule, because every individual, regardless
of generation or age, is different and should batt&d like that (Deal, Altman, & Rogelberg,
2010). Some researchers pointed out that diffesermtecharacteristics and values across
generations can be explained by the effect of aging maturation on individuals within
generations, rather than the belongingness to ergeéon (Rhodes, 1983). The so-called life-

cycle effect suggests that traits, characteristiod values of individuals in the workplace
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develop as they grow older and enter new life st#geéramson, 1979). This can explained by
the fact that younger cohorts did not experience ¢ffects of aging and large family
responsibilities yet and may therefore possesg otieracteristics than older cohorts (Dalton,
1977). These critical notes on the significancegeherations raise questions about the
significance of the effect of generations on valuethe workplace. According to Wey Smola
and Sutton (2002), aging and maturation do haveff@ct on traits, but social and historical
events within generation cohorts have a largeu@rfte on characteristics and values in the
workplace. This is in agreement with Myers and $admi (2010) and Salahuddin (2010), who

argued that generational differences overshadowidhal differences.

2.2 Generational diversity

The Theory of Generations (Mannheim, 1952) is aaplie to all three generations currently in
the workforce, namely Baby Boomers, Generation Xensd Millennials (lden, 2016).
According to the social forces perspective witlia Theory of Generations (Mannheim, 1952),
each generations has its own collective memorychvhaifects generations’ values in general
and in the workplace (Ferri-Reed, 2014; Gibson.e@09; Salahuddin, 2010). Baby Boomers
were born between 1946 and 1964 and have beematipest cohort for decades (Angeline,
2011; Gibson et al., 2009; McNeil, 2018). They lmewn for their strong work ethic with a
mentality of making long hours in order to be sisstel. They prefer face-to-face meetings and
do not ask for particular flexibility arrangemen®eneration Xers are born between 1965 and
1980 and grew up as the smallest generation, dilietase of birth control (Glass, 2007; Kian
et al., 2013; Salahuddin, 2010). They are charaeidby their productive ways of working, by
working smarter and not longer hours. They valu®g-life balance more than Baby Boomers
do and started making use of flexible work arrangets, such as working from home. As this
paper focuses on effective leadership for manabfitignnials, the section below will discuss

the characteristics of this generation in moreiteta

2.2.1 Millennials

Millennials are born between 1980 and 2000 ared carrently already the largest
generation in the workforce (McNeil, 2018). Despiteere may be various individual
differences within the Millennial generation, thajority of researchers claim that Millennials

in general differ significantly from previous geagons (McNeil, 2018). For example, research
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has shown differences between Millennials and previgenerations in motivation, work-life
balance, technological knowledge, job mobility amekd for feedback (Ferri-Reed, 2014;
Gibson et al., 2009; Salahuddin, 2010). The calleanemory of Millennials was established
due to the social and historical events that tolscep in the time span of 1980 to 2000.
Millennials were raised by extremely involved pasemvhose lives were all about their
childeren (Bada & Moura, 2011; Salahuddin, 201gkimg Millennials view the relationship
with their parents as a peer relationship, rathanta parent-child relationship (Kyles, 2005).
For this reason, they see the world without hidna(Stein, 2013) and want leaders who relate
to them as peers as well (Gursoy, Maier, & Chi, 80Qyles, 2005). This is in line with
Schawbel (2016), who stated that Millennials areerfocused on collaboration and equality,
whereas Baby Boomers and Generation Xers view ag@ons in the context of hierarchy.
They value personal contact with their leader aadtvio feel appreciated for their effort by a
relationship that is based on trust, respect, aolision (Nelson, 2007). Due to the attention
most Millennials received from their parents, theyd to ask for more attention and guidance
in the workplace than Baby Boomers and Generatiers XSalahuddin, 2010). Furthermore,
Millennials were often praised for their effort lyeir parents, regardless of their output or
achievements (Thompson & Gregory, 2012), whichtéed high level of confidence, a strong
sense of self, optimism and the belief that theydmanything (Glass, 2007; Salahuddin, 2010).
As a result, Millennials often have an optimistiitade towards challenging assignments and
want to receive a high level of responsibility tow what they have learned (Martin, 2005).
Millennials are often ambitious, development-orezh{Raines, 2002) and ask for continuous
feedback in order to understand how they can fuithprove their performance (Ferri-Reed,
2014). They can be impatient, prefer to achieveltegrom day one (Raines, 2002) and are
tended to focus on jumping on the next opportunsyead of getting the most out of the current
situation (McNeil, 2018). Millennials feel like stiag at one company for a long time is missing
out on other opportunities for development andtleeefore not loyal towards their employer
(McNeil, 2018).

As digital natives, Millennials are the first wigvew up with technology such as
internet, email, computer games and social meaitigpms (Gibson et al., 2009). This ability
to be connected 24/7 created a need for flexibifityhe workplace with respect to working
hours and location. Millennials expect the oppattuto work from everywhere at any time in
order to balance personal life with a professiocateer (Smith, 2010). Millennials are

motivated by intrinsic rewards such as meaningfaiknand fulfillment, rather than extrinsic



rewards such as salary and bonuses (Twenge 2040). They want to work in an organization
that makes the world a better place and are attldmy companies that have a clear vision and
mission that improves peoples’ life (Glass, 200ylg, 2005; Martin, 2005). A lack of meaning
in their job can lead to dissatisfaction and evalijuthe decision to leave the organization
(Raines, 2002). In sum, Millennials may be impdtiatisioyal, self-centered and attention
seeking, but are also ambitious, confident, goedrded, collaborative, and flexible in the
workplace. According to Ferri-Reed (2014) the sleda Millennial Effect will “lift

organizations to higher levels of productivity, atieity, and effectiveness” (p. 13).

2.3 Leadership for managing Millennials

Leadership is often defined as the ability of atividual to motivate others in order to achieve
individual and organizational goals (House & Shari®93). A leadership aspect that has
recently become important for leaders is dealinghwthe multigenerational workforce,
currently consisting of Baby Boomers, GeneratioarXl Millennials (Iden, 2016). It is found
that leaders who are effective at managing a nariegational workforce are able to match their
leadership style to the different values of genenat(Solaja & Ogunola, 2016). This is in line
with contingent leadership, assuming that leadergfiective when they match their leadership
style to the situation (Egglestonl, & Bhagat, 1993yntingent leadership is found to increase
commitment, motivation, and collaboration acrossegations (Solaja & Ogunola, 2016). This
makes that leaders play a key role in the overtlsfaction and retention of Millennials in

organizations.

With the help of the Theory of Generations (Maginhy 1952) it was previously
reasoned that Millennials have different valuethanworkplace than previous generations, due
to the similar stimuli they experienced from 198@000 (Salahuddin, 2010). These values in
the workplace yield different perceptions of leathgp, which manifest themselves in different
preferred leadership attributes and styles (Zemlké ,€1999). In other words, Millennials want
to be managed differently than previous generatioris paper, a distinction is made between
preferred and effective leadership attributes fanaging Millennials. Preferred leadership
attributes are described in this paper as thogeatteadesired by Millennials based on their
values in general and in the workplace. Effectiwadership attributes are those that either
increase Millennials’ performance or strengthen tamtionship between Millennials and

leaders. This definition is based on previous ditere that emphasizes the role of leaders to
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increase the follower's performance (House & Sharh®93). Thereby, more and more
research is pointing to the effectiveness of refehip-based leadership for managing
Millennials (Thompson & Gregory, 2012). As Millemafs are the largest generation in the
workforce (McNeil, 2018), it is important to undmsd what kind of leadership attributes they

prefer and which are experienced as effective ¢Setsal., 2007).

2.3.1 Preferred leadership attributes from a Millemial perspective

Previous studies examined leadership preferencddilleinnials by using different research
methods (Arsenault, 2004; Dulin, 2008; SalahuddDbi0; Sessa et al., 2007). Although the
majority of previous research is quantitative irtun@, the study of Dulin (2008) included
qualitative research in the form of interviews widrge focus groups besides quantitative
research. This research explored leadership prefeseof Millennials and found five core
themes: competence, interpersonal relations, mamageof others, self-management, and
communication. In other words, Millennials prefeeitr leader to be competent enough by being
intelligent, professional, and knowledgeable (Du#608; Michalek & Long, 2013). They want
a leader who works well with others, by being fdn respectful, approachable and providing
constructive feedback. Management of others méwighe leader is able to create a positive
work environment on the work floor (Dulin, 2008elBmanagement refers to the “command
over one’s own behavior and thoughts” (p. 51), whi reflected in being a good example
figure and being able to control emotions (Duli@08). Finally, communication was described
as a core theme, as Millennials in this study foitimdportant to have a leader who speaks with
confidence, passion and persuasion (Dulin, 2008 $econd method of research was
guantitative in the form of a survey that was usedonfirm these five core themes, which it
did significantly (Dulin, 2008).

Other researchers such as Arsenault (2004), Sdah (2010) and Sessa et al. (2007)
all used quantitative research by using a questioenn which Millennials ranked leadership
attributes based on their preferences. The leaigemttiibutes in these questionnaires are based
on pre-determined lists of leadership construdte findings of these three similar studies can
be found in Table 1 (Arsenault, 2004; Salahudd@i,® Sessa et al., 2007). First, the study of
Arsenault (2004), used constructs of the CheclkdistAdmired Leaders from Pierce and
Newstrom (2000) with the ten most mentioned charéastics from this checklist as a basis for

the study. Millennials ranked these 10 construatel on their experiences and preferences in



a leader. According to this study, Millennials \valionesty the most in a leader, followed by
determination, loyalty, competence, ambition, insgj caring, self-confident, forward-
looking, and imagination. Second, the study of Badain (2010) used the exact same pre-
determined leadership attributes from the Checkfigtdmired Leaders (Pierce & Newstrom,
2000). As a consequence, the constructs that warglfin this study were the same as those in
the study of Arsenault (2004), however somewhatqdan a different order. Third, the study
of Sessa et al. (2007) had a similar design astidy of Arsenault (2004) and Salahuddin
(2010), but used a survey in which Millennials wasked to rank 12 from the 40 leadership
attributes that they found most important. In #siigdy, Millennials valued dedication the most,
followed by listening, focused, encouraging, opsmj dependable, trusted, experienced,
supportive, trusting, creative, and honest. Acawdo this study, Millennials want a dedicated
leader who cares about them by listening to, eragpng and supporting them (Sessa et al.,
2007).

Table 1:Leadership attributes preferred by Millennials

Ranking Arsenault (2004) Salahuddin (2010) Sessaalt (2007)
1 Honesty Competence Dedication
2 Competence Determination Listening

3 Determination Self-control Focusing

4 Loyalty Honesty Encouraging
5 Ambitious Forward-looking Optimism

6 Inspiration Loyalty Dependable
7 Caring Inspiration Trusted

8 Forward-looking Ambitious Experienced
9 Self-confident Imagination Supporting
10 Imagination Caring Trusting

11 Creative

12 Honest

Note: Retrieved from Arsenault (2004), Salahud@®1Q and Sessa et al. (2007).

Besides the leadership attributes preferred byeMillals, researchers also explored more
general leadership styles that Millennials pret@ransford (2010) found that Millennials’

preference for ideological leadership is signifibatarger than among previous generations.
In line with this, several researchers agreed uporsformational leadership as being the best

fit to managing the values, needs and expectatbmdillennials in the workplace (Balda &
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Mora, 2011; Thompson & Gregory, 2012). Transforovai leadership is centered around the
relationship and engagement between the leadefadiodver and meeting individual needs
(Thompson & Gregory, 2012). Due to the fact thallévinials were raised by involved parents,
they are used to close relationships in which thaye a clear voice (Myers & Sadaghiani,
2010). Therefore, they prefer to be managed biaiosaship-based leadership style that places
their needs as most important (Balda & Mora, 20Th)s style involves coaching, mentoring,
providing feedback on a frequent basis and devedoporf skills (Avolio & Bass, 1995). Other
researchers (Solaja & Ogunola, 2016) found thatrabination of democratic and autocratic
leadership style works best for this generatiamesiMillennials want to be involved in decision
making to show their potential, but also value gate level of guidance by having defined

work procedures.

2.3.2 Effective leadership attributes from a leadeperspective

Although the majority of studies about effectivadership attributes for Millennials focus on
the Millennial perspective, the studies of Espinddkleja, and Rusch (2011) and Espinoza
(2012) explored effective leadership attributesfleader perspective. The study of Espinoza
et al. (2011) is qualitative in nature and used is#rctured interviews to explore the
differentiators between effective and challengeddérs regarding the management of
Millennials. In 30 organizations, three effectivedathree challenged leaders from multiple
generations were identified and asked about howykeceive working with Millennials, while
measuring on six concepts: locus of control, s#it&cy, confidence, power, energy, and
success. The results in this study show that eéffe@daders have an internal locus of control in
combination with a high level of self-efficacy (Espza et al., 2011). Internal locus of control
refers to an individual's believe that he or she cantrol and influence factors in life (Judge &
Bono, 2002). Subsequently, leaders with this charetic can manage Millennials effectively,
because they believe they can influence the Millimperception of leadership. Furthermore,
leaders with a high level of self-efficacy are segsful, because they believe in their own
capability of success at managing Millennials (Bspa, 2012). On the contrary, leaders who
experience challenges with managing Millennialemfbhave a so called ‘bias of experience’,
meaning that they tend to treat their subordinagebow they were managed by their leader
when they were the same age. This bias disablelerfedo emphasize with the needs of
Millennials and to adapt their leadership towardsnt (Espinoza, 2012). In the same line,

McNeil (2018) pointed out that effective leadery p#tention to what Millennials need, rather
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than assume what they need. In contrast to themdsef Espinoza (2012), the current study
does not be make a distinction between effectivce drallenged leaders regarding managing

Millennials.

Method
3.1 Research design

The design of this research is qualitative in otdeneet the need for deeper insight in preferred
and effective leadership attributes for managingevinials. On the one hand, the Millennial
perspective is taken into account, because unaelistp of their values in the workplace and
towards leadership is crucial in order to increaffective cooperation. Furthermore, the
perspective of leaders is taken into account dimeg are identified as key in the establishment
of this effective cooperation (Espinoza, 2012; Bepa, Ukleja, & Rusch, 2011). Since the
previous findings about effective leadership attiés are rather inconsistent, this research is
exploratory in nature. The level of analysis isteeed on the individual level, because the focus
of this research is on the individual Millennialaieader. Data collection is conducted through
semi-structured interviews, which enabled the nedea to develop a deeper understanding of
the research question and help to answer a ‘whgsgon (Fylan, 2005), which fits this study.
Open-ended questions were used in order to givicipants the opportunity to explain their
underlying reasons and thoughts. The interviewewetd in English and Dutch, face-to-face
and via Skype. Since the interviews took placenat gpecific moment in time, this study is a
cross-sectional study.

3.2 Sample

Participants within this study are selected in @pecific organization by using a non-
probability sample technique, as participants weot randomly selected. The specific
organization is an international leading companyhgeslth technology. The selection of
Millennial participants is done based on clustengiéng, which means that the total population
of Millennials in the specific organization was didided in two parts: Millennials who are

born between 1980 and 1990 and Millennials wholene between 1991 and 2000. Three
Millennials in each group are selected, which caerbseen in Table 2. In addition, three

females and three males were participating in thkeivhial sample. Furthermore, leader
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participants were selected based on the criteatthiey have worked with Millennials before
or do in their current role. In the past, this cbbhve been within or outside the current team
or organization. In the leader sample, gender gedagere taken into account in order to attain
a representative sample. Subsequently, female aid lmaders from all three generations,
namely Baby Boomers, Generation X and Millennialgre selected in order to gather a
representative sample. Although not shown in TaBledue to privacy, participants’
organizational function of leader participants wéaken into account, in order to represent
different point of views. In order to avoid socjalliesirable answers, participants that are
unrelated to each other were interviewed, rathem ffairs who work together. Since the date is
collected within one specific organization, it skibbe taken into account that results deriving
from this research are difficult to generalize tiosy organizations outside this. It has been made
sure that the detailed results of individual empksyare and will not be shared with managers
from this particular. The only data that can berstiaontains results cannot be tracked down
to a particular employee, such as visualizationgescentages. No results on individual level
will be shared.

Table 2:Demographical characteristics of the sample

Respondent Years of employment at the
number (n=12) Group vearofbirth — Gender current organization
1 Millennial 1991 Male 6

2 Millennial 1992 Female 35

3 Millennial 1995 Female 1

4 Millennial 1986 Female 7

5 Millennial 1990 Male 4,5

6 Millennial 1983 Male 9

7 Leader 1978 Male 19

8 Leader 1974 Male 25

9 Leader 1965 Male 36

10 Leader 1984 Male 14

11. Leader 1968 Female 31

12 Leader 1982 Female 15

13



3.3 Instruments

Due to the distinctive approaches of qualitativ@esech, there are several methods that can be
used for collecting the data (Corbin & Strauss, 30 Examples of main instruments are
evidence of documents and records, observationgraeviews (Gillham, 2000). The most
suitable instrument for this study were semi-suiced interviews, because interviewing enables
the researcher to enter into the perspective op#rédcipants and to understand underlying
experiences, reasons, and thoughts (Fylan, 20@&hiRi& Lewis, 2003). Simultaneously, a
topic list helps to cover all the main topics dastresearch (Fylan, 2005). In other words, a topic
list allows the researcher to focus on the mosbitgmt subjects, while being able to go into
detail when seemed relevant (Fylan, 2005). An atggnof this flexibility is that follow-up
guestions may help the researcher to obtain a pre@se and comprehensive understanding
of the participant’s reasons and thoughts (Rit&hieswis, 2003). The topic list was developed
beforehand as can be seen in Appendix 1 and isllmasa thorough literature review. For the
purpose of this study, it has been decided to uset@one interviews instead of group
interviews, in order to increase trust and redbhedikelihood of socially desirable answers.

Due to the uniqueness of each interview it iscsimmpossible to replicate findings,
making the achievement of reliability a challengee level of reliability was ensured as much
as possible by following a topic list during théeirviews, which decreases the interviewer bias.
Moreover, the effort was made to make the reseasdhansparent as possible by providing the
respondents beforehand with information about &@search process. Further, the validity of
data was maximized by reflecting the respondentis thoughts, emotions, and opinions in his
or her answers (Ritchie & Lewis, 2003). In orderawoid misunderstandings, follow-up
guestions were used to explore the actual mearfitigearespondent. After each interview, a
brief summary was be send to the participant ieotol check whether he or she was understood
correctly. This member check increases the valigiyause it stimulates the participant to put
forward his or her actual meaning. Moreover, thiditg in this study was maximized by the
avoidance of leading questions and predetermingef$ef irrelevant topics, through which
the researcher’s objectivity was able to incre&sehis way, respondents may have felt the
freedom to provide honest answers. Anonymizationashes and confidential use of answers

was assured to all participants, which is also athgeous for receiving honest answers.
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3.4 Procedure

Several steps were involved in the procedure @& daliection. First, the design of the topic list
was made and the research sample was be compasszll Bn the criteria of Millennials and
leaders, a number of 12 individuals was selectetdagproached via email to set a date and
time for the interview. According to Morse (1994)minimal number of six participant in each
sub group is needed in order to get a represeatséimple. After six interviews per sub-group,
the point of exaggeration was reached in both sobgs and no further interviews were hold.
It was expected that the response rate on thesatious would be relatively high, since people
in general experience this as an interesting topitalk about. The interviews with both
Millennials and leaders were practiced in advaneceprder to get used to the process of
interviewing. Beforehand, all participants werepded with the necessary information about
the study, followed by a form on which they hadign for informed consent. Hereafter, they
were asked some introduction questions about thigcipant’'s birth year, position and job
tenure within the organization. Each participansWandly asked for permission to record the
interview, where after it was stressed that paréiots’ names and answers remain anonymous
and confidential. At the end of each interview,palfticipants were thanked for contributing to
the findings of this study. After each intervievecordings were transcribed and analyzed,

where after data could been interpreted.

3.5 Analysis

The recorded interviews were typed out and divioko two subgroups: group one as being
Millennials and group two as being leaders. Thgmm QDA Miner Lite was used in order to
analyze the interviews. The process of analysigestawith open coding, in which every
interview was analyzed separately. In this proadsgerative comparison, every phrase was
studied and labeled with an adequate code. Asswasdhat the leadership attributes in Table
1 constituted as basis for the codes, but thisitqtise research allowed for additional codes
when seemed relevant. This process of open codasgeliowed by axial coding, described as
the process in which codes are sorted and relab#l@donceptual categories (Saldana, 2015).
Besides these processes of open and axial cotigrg, Was a process of selective coding, which
is also called ‘theoretical coding (Saldana, 20Th)s process of coding involves grouping all
other codes into an overarching code (Boeije, 28dRjana, 2015). In this process some codes

were merged into each other, due to substantivédasities. In addition, some codes were
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renamed when seemed relevant. Codes were listecankeld based on amount of participants
that mentioned the construct. When at least hali@total participants in a category (n=6), the
code was formed as construct. Finally, the totab@amh of mentions of such a particular code

was numerated in order to give more insight indbiestructs.

Results

4.1 The Millennial perspective

The results in this paper concentrate on Millersngald leaders separately. Regarding the
Millennial perspective, it will be first discussadhat values they have in the workplace,
which can be seen in Table 3. These preferred telipeattributes are listed, ranked and
compared to previous literature, as shown in Tdble addition, results related to effective

leadership according to Millennials are listed aaked in Table 5.

4.1.1 Values of Millennials in the workplace
Based on open-ended questions, results show sxvedues of Millennials in the workplace,
yet unrelated to leadership preferences. As caseba in Table 3, development opportunities
are most valued by Millennials, followed by flexiti, personal relationships, making a
difference, feedback and respect. In Table 3 thesdts can be found together with the number

of participants who mentioned a certain aspecttaachumber of mentions in total.

Table 3:Values, needs and expectations of Millennialheworkplace

Number of Number of
Rank Notion participants (n = 6) mentions
1 Development opportunities 5 11
2 Flexibility 4 10
3 Personal relationships 4 8
4 Making a difference
5 Feedback
6 Respect
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Development opportunities. Participants stated they want to develop themselves
continuously throughout their career. This needdievelopment is caused by a high level of
ambition, the aim to become better and to reachetkmected performance levels. One
respondent mentioned: strive for excellence and want to become betsertherefore | need
to continuously develop™Participants mentioned they expect development oppities on
both a professional and personal level. One ppéiti explicitly mentioned that he values
professional development both inside and outsidechirent job, in order to step out of his
comfort zone and be broadly compatible.

Flexibility. Another valued aspect by Millennials in the wddqe is flexibility. In
contrast to previous generations, one Millenniaiext:“| expect that work adapts to me, rather
than the other way aroutidMillennials indicated they need multiple waysfl@xibility in their
job, for example flexibility in working hours andorkplace. One participant saitl:do not
need to be supervised for at what time | checktiwark”. Millennials want to decide for
themselves when to arrive at work and when to lesaieng into account their personal

appointments and travel hours.

Personal relationships. As is stated in literature, personal relationshigsan important
aspect in the day-to-day work of Millennials. Thesene results can also be derived from this
research, with four participants mentioning to eaan informal culture in which employees
connect with each other on a personal level. Tihidudes sharing information about each
other’s lives and personal circumstances in ordeget to know the persons they work with.
Doing something outside work or celebrating suctegsther were mentioned as examples to
create personal relationships with co-workers. Mldtparticipants mentioned that a lack of
hierarchy made it easier to connect with peoplsfachigher level in the organization. Treating
others by being friendly, inclusive and showing pexgt is required to build personal

relationships, according to the participants.

Making a difference. Millennial workers want to make a difference in tteam,
organization and even in the world. One participedcribed:| want to contribute to society
by focusing on topics in my work that really addued. In line with this, another participant
stated?l do not want to do things just for the sake ofrapit; they need to add value. It is fine
when | have to do something | do not want, but theant to be able to see the purpose of
doing it.” Multiple participants mentioned that it can be harchake a difference within a large

organization and sometimes struggle with that.
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Feedback. The aspect of feedback in the workplace was alreaelytioned as a way to
increase development. Especially constructive faeklis valued for developing their strengths
or weaknesses. One participant mentioned thattee pfoactively asks for feedback in order
to be able to work on this development aspectsabhsgyfeedback on the contrary is not so
much valued and was found to be difficult for Miltgals in this study. Furthermore, positive
feedback in the form of appreciation tells thent thay deliver good work or are heading in

the right direction and is therefore also highlyueal.

Respect. Three participants stated that they expect othepleeo treat each other with
respect and having respect for all ethnic backgieu®ne participant stated: think it is
important not to make a distinction based on gendge or ethnic background. You feel most

comfortable when you can be yourself in the workggla

4.1.2 Preferred leadership attributes by Millennias

Whereas the previous section described Millenniaédues in the workplace, this section

illustrates Millennials’ leadership preferences. eTlthree studies of Arsenault (2004),

Salahuddin (2010) and Sessa et al. (2007) explbtiddnnials’ leadership preferences and

have been used as a starting point for the presady by using the same constructs. Although
these previous studies are all quantitative in neatthis qualitative study allowed for the

inclusion of additional constructs when they seemedelvant. Table 4 shows which leadership
attributes are most preferred by participants a gtudy, compared to previous studies
(Arsenault, 2004; Salahuddin, 2010; Sessa et@0.7R2

The leadership attribute that is most preferreMblennials is ‘development of others’,
which can be described as the leader’s involvenretite development of Millennials. Also
caring was found to be highly preferred, followsdeinpowering, transparent, communicative,
guidance, informal contact, competence, trustibgeace of hierarchy, feedback providing and
inspirational. What is remarkable is that the miajoof these twelve preferred leadership
attributes found in this study are not in line wittevious studies. For example, development
of others is not indicated by Arsenault (2004),a8addin (2010) or Sessa et al. (2007) to be
preferred by Millennials. The same goes for empavgertransparent, communicative,
guidance, informal contact, absence of hierarchy famdback providing. One construct that
can be linked to previous research is ‘transparastit has much overlap with the construct of
‘honesty’ in the studies of Arsenault (2004) anthBaddin (2010).
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Table 4:Preferred leadership attributes framevious studies, compared with this study

Ranking  Arsenault (2004) Salahuddin Sessa et al. Preferred leadership

(2010) (2007) attributes in this study
(N=6)

1 Honesty Competence Dedication Development of others

2 Competence Determination Listening Caring

3 Determination Self-control Focusing Empowering*

4 Loyalty Honesty Encouraging Transparent*

5 Ambitious Forward-looking Optimism Communicative*

6 Inspiration Loyalty Dependable Guidance*

7 Caring Inspiration Trusted Informal contact*

8 Forward-looking Ambitious Experienced Competence

9 Self-confident Imagination Supporting Trusting

10 Imagination Caring Trusting Absence of hierarchy*

11 Creative Feedback providing*

12 Honest Inspirational

* Deviating from previous research

4.1.3 Effective leadership attributes for managindgMillennials

Besides leadership attributes that are preferredMidiennials, this study also explored
leadership attributes that are effective for mamgdflillennials. In Table 5, these attributes are
shown from a Millennial perspective. As previousiglicated in this paper, effective leadership
attributes for managing Millennials are describedtese attributes that either strengthen the
relationship between leader and Millennial or ilse Millennials’ performance. As can be
seen, informal contact is mentioned most ofteneasgoan effective leadership attribute. This
construct is followed by absence of hierarchy, tgwaent of others, empowering, feedback
providing, guidance, flexibility providing and titirsg. Notable is that the construct of
‘flexibility providing’ was not mentioned in previs research as a preferred leadership attribute

in this study.
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Table 5:Effective leadership attributes for managing Mihéls

Number of Number of
Rank Notion . )
participants (n = 6) mentions
1 Informal contact 6 17
2 Absence of hierarchy 5 10
3 Development of others 4 8
4 Empowering 4 7
5 Feedback providing 4 7
6 Guidance 3 6
7 Flexibility providing 3 5
8 Trusting 4

Note: these results are from a Millennial perspectinly.

Informal contact. Millennials value having informal contact with thdéeéader, rather
than only business-related contact. They wantaiogiship that is built on informal contact in
combination with trust and a personal connectiame @articipant saidi do not want a leader
to consider me as an FTE, but as a persdaXamples of informal contact that have been
mentioned are sharing personal information, showgeguine interest, making jokes and
drinking a beer after work together. Millennialgpexience informal contact with the leader as
an investment in them as a person, which yieldénig® of appreciation and being more than
just a subordinate. All six Millennial participantsdicated that having a relationship beyond

work strengthens their relationship with the leader

Besides, informal contact is found to strengthee fgerformance of Millennials.
Informal contact stimulates the exchange of persoriarmation that would not have been
shared in a strictly formal relationship. On theedmand, Millennials can use this extra
information in order to learn and in this way ir@se their performance. On the other hand,
leaders can use this extra information to detexstiengths and weaknesses of the Millennial,

which can increase Millennials’ performance.

Absence of hierarchy. Down to earth and being equal to other employeesvarys in
which participants expressed their preference ffitle lor no hierarchy in a leader. One
participant describedA leader must not have the feeling to be bettst pecause of having a
higher corporate grade”Preferably, the relationship between with the leadebased on

complete equality, according to Millennials. Papants stated that absence of hierarchy would
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strengthen the relationship with a leader. Whenmethe little or no hierarchy, respondents
experience a lower barrier to share personal indgion, which enables the Millennial to relate
more to the leader. As a result, a personal commreand effective work relationship can be

established.

Absence of hierarchy is also found to increaséeMilials’ performance. Due to a lower
barrier between leaders and Millennials, the Milli@his exposed to more information, which
increases the performance. In addition, hierarstoften very time-consuming due to the many
layers and communication paths. One participantetbee stated that he would work more

efficient with little hierarchy.

Development of others. This leadership attribute was found to contribat#tllennials’
performance. Millennials indicated they need opjdttes for development and they expect
leaders to provide these for them. In addition|dvihials want to be challenged by their leader,
however not so much that they lose control. Pgdicis mentioned they value it if their leader
coaches him or her in order to become better. @aedr is seen as a role model and participants

mentioned they would like to learn from them.

Another aspect that is included in this notionaseer pathing. Millennials in this study
would like their leader to support them in shagimgjr career. A Millennial that just started her
career mentioned that she values a leader who gsgpr in finding tasks she enjoys. Another
and more professional experienced Millennial mergth “I want a manager who lets me
develop into a certain role, explains me how tosdoand helps me to get there&nother
participant explains that he values conversatibasdre beyond the content of work and focus

on his career development.

Empowering. Participants indicated they want to be empowered aeceive
responsibility in their work. They want to be erebto work independently without the leader
taking over. Three participants mentioned to prefeso-called ‘macro-management’, which
was explained as having the overview of what ispeamg as a leader, while not going into
detail. Participants indicated to feel more respmador the end product and therefore work
harder to achieve a good result when they recetyeogierment from their leader. Participants
mentioned they are more willing to work and conéiria work for the team, because they feel
that their contribution is taken seriously whenytlee empowered. As a result, empowerment
leads to an increase of the Millennials’ performan&lthough an empowering leader is highly

valued by the participants in this study, particiigaall stress they do not want too much
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empowerment, because they would get lost. Theyepref healthy balance between

empowerment and guidance.

Feedback providing. Feedback providing was indicated as useful to baildtrong
relationship with a Millennial. On the one hand |IEhnials appreciate to receive constructive
and positive feedback in order to develop themselgarticipant points out that constructive
feedback motivates him work harder, which increabés performance. Furthermore,
participants stated that positive feedback andegigtion of a good job also contribute to their
performance, because they are more motivated o lee¢he good work. Another participant
explicitly mentioned that she does not like to reeaegative feedback, because tlatishes

her motivation.

Guidance. Guidance from the leader is not only found to belaed leadership attribute,
but an effective one. Millennials indicated to femlerwhelmed sometimes by receiving
responsibilities, working independently and gett@argpowered for executing their job. They
indicate to value a certain amount of guidance thah balance with empowerment. One
participant saidl want my leader to let me know that | always héwm or her to go back to”.

It is found that providing guidance strengthens tektionship with Millennials, because
Millennials experience feelings of security, apjméon and trust towards leaders. Besides,
guidance also increases the performance of Millsanias it provides guidelines and
information to the Millennials that they can usework towards their goals. This construct
distinct itself from the construct of ‘developmeritothers’, because guidance is more seen as
a passive way of being a back-up to the Millenniadsile development of others is described

as an active involvement in the development of dvifiials.

Flexibility providing. What has been discussed earlier is that Millennialae, need
and expect flexibility in the workplace. This stuslyows that Millennials also want their leader
to be flexible and provide flexibility regardingetin job. They want their leader to let them
decide for themselves when and where to work amdtbgerform their task. One participant
mentioned that this contributes to his performamgesaying:“Flexibility is important for me
because it enables me to work when | want and wihawe enough energy, instead of when
my leader expects me to work. Such flexibilityeases my performanceAnother participant
stated that when her leader provides her withlfiéir she feels more secure while performing

her tasks, because she otherwise has the feelihgdme is controlling her.

22



Trusting. A leader who is trusting is highly valued by Millgals.“l need a leader who
trusts me with the work | am doinghentioned one participant. The aspect of trustdfias
been mentioned in combination with empowerment, ibuhot defined in the same way.
Whereas empowerment can be described as recewimgrship and responsibility through task
delegation by a leader, trust is more the belighefleader that the Millennial is doing a good
job. These construct are related because trustadad to empower the Millennial. Trust is
strengthening the relationship between leader ailiérMial, because a personal connection

can be established.

4.2 The leader perspective

Besides the perspective of Millennials, the lega@spective has been taking into account when
exploring effective leadership attributes for manggMillennials. Based on open-ended
question, two different results are described is section. First, the Millennial characteristics
according to leaders can be seen in Table 6. Sedeadership attributes that leaders have
experienced as effective for managing Millenniaks described, of which the results can be

seen in Table 7.

4.2.1 Leaders’ view on Millennial characteristics

According to this study, leaders recognize a heytel of development-orientation in
Millennials. They experience Millennials as highdynbitious and aiming for continuous
development and improving themselves. Furthermesaglers mentioned a desire of flexibility
in for example working hours and workplace as aattaristic. Leaders indicated to experience
Millennials sometimes as impatient, because thayt\waick results and tend to jump on other
tasks before finishing previous tasks. In additidiilennials are found to be digital-savvy as
they grew up with computers and internet. Findégders very much recognized the need for
a balance between work and life for Millennials.eOerader also described this work-life

balance more as a work-life integration.
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Table 6:Millennial characteristic according to leaders

Number of participants Number of mentions
Rank Notion
(n=6)
1 Development-oriented 5 11
2 Flexibility desiring
3 Impatient
4 Digital 3 4
5 Work-life balance 2 5

4.2.2 Effective leadership attributes for managig Millennials

Informal contact was already found to be the mifsicéve leadership attribute according to
Millennials, but also leaders ranked this leadgrsitiiribute the highest. Informal contact is then
followed by guidance, adaptability, developmenottfers, flexibility providing, trust, open for
new ideas, empowering and absence of hierarchyseTtesults are shown in Table 7 and are

explained in more detail below.

Table 7:Effective leadership attributes for managing Mihéls

Number of participants Number of mentions
Rank  Notion

(n=16)
1 Informal contact 5 16
2 Guidance 5 13
3 Adaptability 5 8
4 Development of others 4 8
5 Flexibility providing 4 8
6 Trusting 4 7
7 Open for new ideas 4 5
8 Empowering 3 7
9 Absence of hierarchy 3 6

Note. This is from a leader perspective

Informal contact. Leaders indicated informal contact to be effectiee managing
Millennials. According to leaders, the goal ofarthal contact is to get to know the Millennial

and connect on a personal level. One participapiagmed why informal contact with
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Millennials is so important to heriFor a Millennial, work and private life are often
intermingled By showing interest besides work as well, a beéktionship can be built with
the Millennial.” Leaders experience informal contact as an invedtmehe Millennial, which
increases personal connection and yields an eféeatork relationship. According to leaders,
informal contact strengthens the relationship witk Millennial, because Millennials would

feel more human instead of just an FTE.

Informal contact is also found to increase Mill&is’ performance, because leaders can
explore strengths and weaknesses of Millennialertyaging in formal contact. On the one
hand, this knowledge can be used to develop stieraytd on the other hand to develop the
weaknesses of Millennials, whereby increasing thg@rformance. Another participant
indicated that she uses informal contact in ordexplore what the person gets energized from
and how the person works effectively. This knowkedgn be used by the leader for adapting
the management style to the individual Millenniatiahereby contributing to the Millennial’s
performance. An aspect that is related to inforoaaitact is absence of hierarchy, as engaging
in informal contact with a Millennial decreases ttierarchal barrier according to participants.

Guidance. According to leaders, Millennials often experiefeelings of insecurity due
to little experience in the workplace and therefoemd a certain amount of guidance. One
participant mentionedWithout guidance, Millennials get lost Another participant saidit
feels like they need more guidance than other geiomis”. Leaders mentioned three ways to
guide Millennials: expressing clear expectationgl aasponsibilities, being a source of
information and engaging in frequent contact. Guoidda hereby contributes to both the

relationship and performance of Millennials.

Furthermore, leaders indicated they try to findo@ance between guidance and
empowerment. This means that they offer guidance ¢ertain point and then empower the
Millennial to decide how to perform a certain take participant explainedt provide them
with enough explanation and just enough tools, wlater | let them decide when and how to
use it.” In sum, guidance is found to be an important asfgeananaging Millennials, but in
balance with empowerment. Leaders also indicatatttie amount of guidance depends on the
Millennials’ experience in the organizational fieldd the amount of self-assurance in the job.
The construct of guidance can therefore be linkethé construct of adaptability, which is

discussed hereafter.
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Adaptability. This construct can be described as the abilitydapato individual needs
in the workplace. The majority of leaders indicathdt although Millennials might be one
generation, there are still many different indivatimeeds in the workplace. One leader said:
“For one of the Millennials in my team it works bée give him space, while another one
prefers to give me daily updates¥hen leaders are able to adapt their managemedet gtgy
can better meet de individual demands of Millermiahd thereby maximize individual
performance. One leader explains how he adaptsetintividual Millennial:“l engage in a
conversation with every one of them, | try to figlor her internal motivators and build around
that. | try to find someone’s strengths, therebximézing the individual performanceFor a
leader to be able to adapt to individual needspigeskills and empathy are needed to

understand the other person’s experience.

Development of others. Leaders they are involved in the development ofirthe
Millennial workers. The majority of leaders iderdd to implement coaching in their
management style in order to support Millennialthieir development. Examples of coaching
topics are how to prioritize tasks or how to behavmeetings. When leaders help to develop
Millennials in this way, Millennials acquire newik& and knowledge that they can use in order
to increase their performance. One leader merdiogréersed coaching as an effective way to
develop Millennials, which can be explained as baag in which the Millennial is coaching
the leader on aspects of choice. This type of dogakiould help both the leader and Millennial

to develop.

Flexibility providing. When the leader provides flexibility towards thdlbtinial in the
form of working hours and workplace, this was eigrered as beneficial for the relationship
with that Millennial. One leader mentioned that pniwvate and professional lives of Millennials
are often intermingled. In order to combine these, toffering flexibility is key in order to
engage them as a leader. By doing this, Millenniglsexperience feelings of appreciation
because they are enabled to combine their worlpewdte lives. As a result, an effective work
relationship can be established. Being able to aoemvork and private lives also contributes
to Millennials’ performance, as they do not havehoose anymore between work or life and

thus can achieve better performance results.

Trusting. Leaders indicated that Millennials need to be #blgust the leader in order
to build a work relationship. When a leader createst with the Millennial, a personal
connection is more likely to be developed, whicalgs an effective work relationship. One

participant indicated:| think trust is the building block of every relahship”. Another
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participant mentionedMillennials like to share a lot of personal infoation and | think trust
is needed for that.’Another leader mentioned to build an individualstrlevel with every
employee by using empathy and informal contactrdento be able to think from the other

person’s perspective.

Open to new ideas. When leaders are open to new ideas or ways of wgrkiney give
Millennials space to express their opinion and gkate Millennials to innovate and continuous
improve. One leader indicaté®¥Vhen you are not open to new ideas as a leader with never
innovate.” Leaders also pointed out that by being open to ideas, they trigger the intrinsic
motivation of Millennials. Innovation, continuousprovement and intrinsic motivation all
increase Millennials’ performance according to jggrants. One leader acknowledged that
some managers might experience difficulties witingp®pen to new ideas, because people are
naturally against chang&lowever, the new approaches and ideas of Milletsnare often

very clever and well-conceived.”

Empowering. Three leaders indicated to use empowerment for giagaMillennials,
which involves giving ownership and responsibiftitcowards the Millennial. A leader
mentioned to give her workers some guidelines, lvewaot too much in order to let them fill
in the rest themselves. Another leader mentioneggivi® Millennials ownership of a whole job
package rather than separate tasks, in order @ #fem the overview and increase their
learning opportunity. For this process of empowertnteust in the Millennial is mentioned as
a prerequisite. The feeling of receiving ownersdipl responsibility increases the motivation
to work harder and to succeed. In addition, creatss and innovation are stimulated.

Subsequently, performance can be increased.

Absence of hierarchy. Leaders in this study indicated that the absenbéeoérchy with
the Millennial stimulates the establishment andssgment of a work relationship. One leader
mentioned?l do not want my Millennial workers to be afraid me. On the contrary, | want
them to feel no barrier between udri addition, three leaders indicated that they fihd
important to be approachable for Millennials. Witthe hierarchy there is a low barrier between
the two parties, which stimulates sharing persoriatmation and strengthens the relationship.
A leader indicated!l stimulate Millennials to approach me wheneveeymeed. | want them
to share everything they want, because | think théates transparency and an effective
relationship.” In addition, a low hierarchical barrier stimulatd#lennials and leaders to share
information and exchange learning opportunitiese Da this, Millennials can gain more

knowledge and skills, which increases their perfamoe.
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4.3 Two perspectives: Millennials and leaders

In this study, leadership attributes are explorethfa two perspectives. In Table 8, an overview
is provided of effective leadership attributesrf@anaging Millennials, according to Millennials
and leaders. As can be seen, informal contactdigaited most often by both for being an
effective leadership attribute. Remarkable is Makennials mentioned absence of hierarchy
more often than while leaders as an effective lesile attribute. The same goes for
empowering, which is mentioned more often by Millets than leaders. What is also
interesting, is that ‘feedback providing’ was ontgntioned by Millennials, not by leaders. On
the contrary, ‘adaptability’ and ‘open for new ideavere only mentioned by leaders, not by
Millennials.

Table 8:Effective leadership attributes for managing Mihéls from both a Millennial and

leader perspective

Rank Notions Millennials (n=6) Notions Leaders (n=6)
1 Informal contact Informal contact

2 Absence of hierarchy Guidance

3 Development of others Adaptability

4 Empowering Development of others
5 Feedback providing Flexibility providing

6 Guidance Trusting

7 Flexibility providing Open for new ideas

8 Trusting Empowering

9 Absence of hierarchy

In Table 9, all effective leadership attributes feanaging Millennials are listed and ranked
based on the number of participants that mentiéimedonstruct. According to both Millennials
and leaders, informal contact is the most effecivebute, followed by guidance, development
of others, absence of hierarchy, empowering, fié®itproviding, trust, adaptability, feedback

and open for new ideas.
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Table 9:Effective leadership attributes for managing Mihéls from a dual-perspective

Number of participants Number of mentions
Rank  Notion

(n=12)
1 Informal contact 11 33
2 Guidance 8 19
3 Development of others 8 16
4 Absence of hierarchy 7 16
5 Empowering 7 14
6 Flexibility providing 7 13
7 Trust 7 11
8 Adaptability** 5 8
9 Feedback providing*
10 Open for new ideas** 4 5

* Only mentioned by Millennials
** Only mentioned by leaders

4.4 Other results

Individual differences. A notable result is that all six leaders indicateat generational
differences in the workplace are less existing Hmatefore less important than individual
differences. One leader indicatédlook how people are on an individual level andtno what
generation they belong.Leaders indicated they adapt to the individuaherathan to the
characteristics of a generation. This makes tlzatdes need to be able to sense and understand
what the individual Millennials wants, in order smlapt the management style. A leader
indicated:“Managing people is custom work, since everyon€ifferent.” Such individual
differences are mainly focused on the way of wagkéamd the amount of guidance versus
empowerment is preferred, according to leadersekample, some individuals prefer to have
a high amount of empowerment and work very effittjeat home. Others prefer to work in the
office with weekly check-ins with their manager.eBe individual differences can be linked to
the construct of adaptability, as leaders emphasizedapt to individual values rather than
generational belonging. In order to understand haividuals want to be managed, leaders
indicated to engage in a one-on-one conversatiom their subordinates and ask them what

they prefer from the leader and how they want tona@aged. In addition, leaders indicated to
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receive or proactively ask for feedback on theinagement style, which helps leaders to better

adapt to the individual.

Life cycle theory. This theory was described earlier in this paper suggests that
individual values in the workplace develop as tlgggw older and enter new life stages
(Abramson, 1979). Younger cohorts such as Millelsrdad nog experience the effect of aging
and having large family responsibilities yet an@rédiore may have other values in the
workplace than previous generations. Four of siadégs indicated that values of individuals
depend on the life-cycle they are in, rather tham generation they belong to. One leader
indicated:“A younger generation obviously wants other thingshe workplace than older
generations. Millennials have just finished schaontl do not have kids yet. They value other
aspects in the workplace than individuals who hgrandchildren and will retire in a couple
of years.” Leaders indicated to doubt specific Millennial dweristics such as ambition,
flexibility and work-life balance. A participant mgoned: “I feel that Millennial
characteristics such as ambition also applied togaperation when | was around the age of

25, so | am not sure if Millennials are so spetial.

Discussion

This qualitative study aims to answer the questibat leadership attributes are experienced as
effective for managing Millennials. In order to ams these questions, this research first
explored leadership attributes that are preferse®ilennials in the workplace. Millennials
listed twelve leadership attributes they prefeneliepment of others, caring, empowering,
transparent, communicative, guidance, informal @citcompetence, trusting, absence of
hierarchy, feedback providing and inspirationalc@®l, this research explored leadership
attributes effective for managing Millennials framo perspectives. Millennials and leaders
together listed eleven leadership attributes tlnaty texperience as effective for either
strengthening the relationship or increasing Mitliaits’ performance. Informal contact was
ranked highest, followed by guidance, developmehtothers, absence of hierarchy,
empowering, flexibility providing, trust, adaptabyjl feedback providing and open for new

ideas.

Remarkable is that the majority of leadershipilaites found to be preferred by
Millennials are not in line with the prior studi¢isis research was built on. For example,

development of others is found to be the most \hlaadership attribute by Millennials, but
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does not occur in the studies of Arsenault (2084)ahuddin (2010) and Sessa et al. (2007).
The same applies to empowering, transparent, fe&diraviding, guidance, informal contact,
absence of hierarchy and flexibility providing. Agsible explanation for this is that these
articles used pre-determined constructs derivenh fitte Checklist of Admired Leaders from
Pierce and Newstrom (2000). No other constructewedded to the checklist, in contrast to this
research where constructs were added when relevaiaddition, the articles of Arsenault
(2004), Salahuddin (2010) and Sessa et al. (20@7@ wonducted when Millennials were not
fully integrated in the workforce yet. Millenniaigere 10 to 30 years old when the latest study
of Salahuddin (2010) was published, which means tm even half of the Millennial
generation had entered the workforce yet when thsties were conducted. The results of
these studies are therefore based on a small espation of the Millennial generation. As
generations follow each other fluently, there maydliferences between the older and younger
Millennials regarding leadership preferences, meathat previous studies may lean towards

results that also have been found in generatiatiefabout Generation X (Raines, 2002).

Regarding effective leadership attributes, Milliets and leaders both indicated the
following constructs: informal contact, guidanceydlopment of others, absence of hierarchy,
empowering, flexibility providing and trust. The joaty of these results are in line with
expectations prior to this research. Researchdstag Millennials want their leader to involve
in their development by a mentoring role very depetent-oriented (McNeil, 2018), see the
world without hierarchy (Schawbel, 2016; Stein, 204nd value a high level of responsibility
and empowerment (Martin, 2005; Raines, 2002) wdiiteultaneously receiving guidance from
their leader (Salahuddin, 2010). Furthermore, trestruct ‘flexibility providing’ is in line with
previous research as Smith (2010) stated that iilas want to receive flexibility in order to
balance their personal and professional lives.IKinarevious research showed that Millennials
want to have an informal relationship with themder with a high level of trust (Dulin, 2008;
Nelson, 2007). It was surprising however that ‘mial contact’ was mentioned most often by
both Millennials and leaders, as this may indidhgg informal contact is most effective for
managing Millennials. Besides these common consiruthere are several constructs
mentioned by only Millennials or leaders. For exémpMillennials added the construct
‘feedback providing’, whereas leaders did not n@ntihis construct. This may indicate that
leaders do not acknowledge this high need for faekilyet. This can be explained by the fact
that Millennials are the first generation that haveeed for continuous feedback (Nolan, 2015).

Whereas previous generations are used to receiwiogthly or even yearly feedback,
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Millennials want continuous feedback in order taerstand how they can further improve and
develop themselves (Ferri-Reed, 2014). Leadersnaft@nage others as they have been
managed themselves and may therefore not acknoglbtiilennials’ need for continuous
feedback. This tendency of leaders to manage qgikeple as they have been managed
themselves is called ‘bias of experience’ (Espin@.2). This bias can cause discrepancies
between the way Millennials want to be managed #ed way leaders actually manage

Millennials.

Besides Millennials adding the construct ‘feedbgcoviding’, leaders added two
effective leadership constructs that were not neeetil by Millennials: ‘open to new ideas’ and
‘adaptability’. The construct ‘open to new ideas’'mentioned by leaders as they experience
new approaches and ways of working with the arrofaMillennials in the workplace. As
Millennials are the first who grew up with compwemnd internet, they are digital savvy and
innovation-oriented, making that they have a défgrmindset than previous generations and
thereby introduce new approaches and ways of wgtkithe current workplace (Gibson et al.,
2009). Leaders in this study acknowledged thatetimesv approaches are often very effective
and therefore being open to these new ideas isteiéetoo. The fact that this construct was not
mentioned by Millennials can be explained by prasioesearchers who describe Millennials
as the most open-minded generation so far (MairB2Bhines, 2002). Whereas this open-
mindedness comes naturally to Millennials, leadledgated they consciously have to remind
themselves to be open to new ideas. This makeketddrs added this construct and Millennials
did not. Another construct that was not mentiongdMillennials is ‘adaptability’. This
construct can be described as adapting to thereliffeneeds of employees in the workplace.
Since leaders often manage multiple and therebgrdiit employees, they face a variety of
values. This variety of values creates the awaretieg the same approach is not effective for
everyone, making that they acknowledge the neediapt to their followers. Millennials may
not recognize that other employees have differahtes and that leaders have to adapt to these,
as they are in general self-centered and focus mordhemselves than on others (Myers &
Sadaghiani, 2010).

Besides the finding that some constructs werdioveed by only Millennials or leaders,
there is some difference in the ranking of effextigadership attributes between Millennials
and leaders. For example, all Millennials indicatatbisence of hierarchy’ as effective,
compared to just half of the leaders. Although butly experience this construct as effective,

this may imply that Millennials experience this strmct as more effective than leaders.

32



According to Arsenault (2004), leaders from oldengrations are more likely to use hierarchy
than leaders from younger generations. Older génagmay therefore not recognize the
effectiveness of ‘absence of hierarchy’ for mangd¥llennials. This would mean that the bias
of experience plays a role here as well (Arsen20ld4). This research sample contains leaders
from all generations that are currently in the vior&e, which are Baby Boomers, Generation
X and Millennials (Iden, 2016). It was indeed fouimdthis study that leaders from older
generations mentioned ‘absence of hierarchy’ l&esdhan leaders from younger generations.
Other constructs that are ranked differently byld#fihials and leaders are ‘guidance’ and
‘empowerment’. Although Millennials and leaders emyupon the effectiveness of a balance
between these two constructs, Millennials rankedpewerment’ higher, whereas leaders
ranked ‘guidance’ higher. This finding can be ekma by the fact that on the one hand,
Millennials want to receive a large amount of rexgpbility as they feel like they can handle it
(Raines, 2002) and therefore rank empowerment higbe the other hand, leaders can be
hesitant to use empowerment as they have a desiegnain in control over the outcome and

therefore lean more towards guidance than empowsgr(@®nger, 1989).

An unexpected outcome of this research is tlaatdes do not acknowledge generational
differences as much as previously literature waulggest. Some leaders even indicated to not
experience generational difference at all and to perceive Millennials as significantly
different from other generations. These same |sahelicated to experience more individual
differences and emphasized that they adapt thadelship style to individuals rather than to
generations. They emphasize that it is importanafleader to identify what individuals value
in the workplace, which calls for a more persongraach to leadership. The majority of
leaders indicated that they expect these individiifiérences to stem from the different life
cycles individuals are in. For example, Millenniadgh kids value other things in the workplace
than Millennials who do not have kids yet. Besitlasing kids, reaching the retirement age is
an example of an important life stage. Accordind\bwamson (1979), values in the workplace
do not vary per generation, but change in accomlémc¢he life cycle individuals go through.
This perspective on generations requires a morgpat approach towards leadership. These
results partly negate the generational issue aind sgtical note on previous literature about
generational preferences for leadership. The maesopal approach towards leadership
resembles the ideas presented by Deals (2007),gabs one step further and states that all
generations have similar values, but just expréssntdifferently. Everyone wants to be

respected, to be trusted, to develop themselvesodmalve a coach, however in different ways.
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These different ways of expressing values are dowgprto Deals (2007) not based on
generational differences, but rather on individliéferences. The message of this book is that
one should not generalize based on generationsshmuld think from the other person’s
perspectives in order to identify individual valu@sis is in agreement with the statement of
Solaja and Ogunola (2016) that effective leadeesthose “who adopt contingency in their
leadership style in order to match their actionth®individual values of their followers” (p.
53). Hereby, they acknowledge that leadership shéatus on the individual rather than

generational belonging.

The finding of a more individual rather than a geienal leadership approach is in
line with the construct of ‘adaptability’, in thisaper described as the ability to adapt to
individual needs in the workplace. Leaders indidalat in order to engage with their followers,
they adapt their leadership style to the individueéds within the team. By doing this, leaders
can find individual motivations whereby strengtla e enhanced and performance can be
maximized. The underlying leadership style in limgh this is transformational leadership,
which emphasizes the relationship and engageméwebn leader and follower, by meeting
individual needs and motivators (Avolio, & Bass995). This leadership style involves
mentoring, providing feedback and developing thiboveers’ skills. Participants indirectly
expressed their preference and experience of eféeetss for this particular leadership style.
On the one hand, Millennials in this study indichtbey find it important to have a strong
relationship with their leader, which is based st and a connection. It was indicated they
want their leader to be their mentor, who helpsetteping their skills and provides them with
feedback. On the other hand, leaders indicatedotoisf more on individuals rather than
generations, because this increases individualdivatmn, engagement and performance.
Besides transformational leadership, a more releadership style that fits the workplace
values of Millennials is inclusive leadership. Thigle not only embraces individual differences
but also aims to leverage these differences faainiolg competitive advantage (Kugelmass,
2003). This style emphasizes the inclusion of evadvidual in order to enable them to
maximize their performance (Kugelmass, 2003). udé¢ finding of individual differences to
be more important than generational differences,dtyle is also likely to meet the variety of

Millennials’ values.
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Limitations and future research

An important limitation of this study is the samphdl respondents in this study are employed
at the same organization. The effect of this ceaéldhat respondents answered questions from
a certain perspective due to their work environn{&itchie & Lewis, 2003). This limitation
has been minimized by careful construction of #ragle and taking into account demographic
characteristics. A representative sample was coetpaith respondents who differ in terms of
age, gender and job function. Due to the particimdustry this organization is functioning in
however, the findings are only representative fos brganization or, tentatively, different
organizations in this industry. In addition, thengde size consisting of twelve participants is
relatively small for generalizing results to theienpopulation within this organization. Due to
this under-representation of subgroups there istangtial bias in the outcomes (Ritchie &
Lewis, 2003). For example, due to the small sarsigke saturation might not have been reached,
which negatively impacts the validity of this stu@iyarshall, Cardon, Poddar, & Fontenot,

2013). Generalizations that derive from this steldguld therefore be carefully considered.

Although this research is qualitative in naturénvolves a quantitative element as the
amount of mentioned is numerated and ranked aawglydi A limitation could be that the
frequency of constructs being mentions do not cetiee true importance of such a construct,
which decreases the validity of this research. Aaopossible limitation of this study involves
the research instrument. Semi-structured interviellesv some freedom to deviate from the
topic in order to get to a deeper understanding jpdrticular situation. This freedom could be
a limitation, since it might influence the reliatylof this study (Ritchie & Lewis, 2003). This
limitation was minimized however by the use of pi¢dist, which ensured the covering of the
most important topics (Fylan, 2005). For futureesesh, a combination of quantitative and
gualitative research is recommended. On the ond, lipralitative research allows for a rich
and comprehensive understanding of preferred dadtefe leadership attributes for managing
Millennials. On the other hand, quantitative reskaran provide insight in the ranking of these
attributes and yields more valid results compaoeglialitative research. It would be interesting
for future research to use semi-structured intersim order to explore preferred and effective
leadership attributes, where after a survey carsbd in order to confirm and rank these results.
An additional possible limitation of using qualiteg research is that Millennials might have
forgotten to mention a certain construct as pretear effective, as no pre-determined list was
showed and no leading questions were asked.
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Furthermore, the chance of social desirabdsvans can be a possible limitation
of this study. Millennials might have felt the temity to answer questions that are favorable
towards their leaders or others within the spedfganization. This limitation was minimized
by the guarantee of anonymization and confidetyiali was made clear to every participant
that their answers would not be shared with memfyers the organization. In addition, the
decision was made to not interview Millennials deaders who work together as leader and
follower, as this could only increase the tendefarysocial desirable answers. It would be
interesting for future research to interview sueairgp of Millennials and leaders in order to
explore preferred and effective leadership attebutSuch interviews could yield interesting
outcomes and maybe an even deeper understandipgefdired and effective leadership
attributes for managing Millennials. By facilitagjira dialogue between Millennials and leaders,
generational gaps can be directly detected with ileterpretation of a researcher. Millennials
and leaders can discuss what works effectivelyamat does not, which could lead to concrete
solutions for diminishing the generational gap dedreasing tensions and conflicts, making it
highly relevant for practice. However, there wolld a higher risk for socially desirable
answers by interviewing pairs, as Millennials apaders have insight in each other’s’ answers.
This risk should be minimized, which can be donddryexample assuring that there are no
right or wrong answers and that there will be nasemuences for both parties based on the
answers. In addition, the purpose of increasingrieegenerational cooperation between leader
and Millennial should be made clear. In additioatigipants might see it as an opportunity to

strengthen their leader-follower relationship.

As this research found evidence for a more inldial-based leadership approach rather
than a generation-based leadership approach, itdwmei interesting for future research to
further explore such an individual-based approacteiation to individual and organizational
effectiveness. In previous research, transformatimsearch has been extensively investigated
(Balda & Mora, 2011; Thompson & Gregory, 2012) &aded on the outcomes of this research,
transformational leadership would be a valuabletista point. Based on the results of this
research, it is also expected that the construeiaiptability’ plays a large role in this and may
be a possible mediator or moderator between geoesht diversity and leadership
effectiveness. Furthermore, the so-called ‘biasxplerience’ is expected to at least partly cause
differences regarding preferred and effective lestup attributes according to on the one hand
Millennials and on the other hand leaders. This lBads to assumptions of leaders about how

Millennials want to be managed and withholds leadi®m engaging in a conversation in order
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to explore how Millennials actually want to be mged. It would be interesting for future
research to further examine the role of this brasntergenerational leadership. Interesting
guestions are for example how this bias can infleea leader’s leadership style and what

factors can diminish this bias.

Theoretical and practical implications

This study has several theoretical implicationsgasithe majority of previous literature is based
on quantitative studies that take the perspectiveitber Millennials or leaders into account
regarding effective leadership attributes. The itatale nature of this research allowed for a
deeper insight in leadership attributes that are amy preferred but also experienced as
effective, which brings more focus and directiontlie existing literature about leadership
attributes for managing Millennials. For exampléufe research could focus on the leadership
attributes that in this study are found to be difecfor managing Millennials, rather than on
those that are preferred. Besides examining whadeleship attributes are preferred and
effective, this qualitative study also explored vhgse are preferred and effective for managing
Millennials. Whereas the majority of previous laarre is quantitative in nature, underlying
explanations were often reasoned without concirieings. These underlying explanations
allow future researchers to explore possible mdades@r mediators for the results in this study.
Another theoretical implication of this study iettual-perspective approach in this research
design, as no previous study was conducted indime svay before. This research builds upon
prior studies that take only perspective into actpobut by taking a dual-perspective approach
it provides insight in the gap that exists betwksders and Millennials regarding workplace
values. This insight creates interesting opporiemifor future research to determine other

possible gaps between Millennials’ and leaderseemce of effective leadership attributes.

Besides theoretical implications, this study Base practical implications for the
organization this study was conducted in. In gep#rare is alignment of leadership attributes
between Millennials and leaders, meaning that leaddthin this organization may be well
qualified for managing Millennials. Practically imant for this organization is the one
leadership attribute that was mentioned by Millambut not by leaders, as this may indicate
that leaders can develop themselves on this aspeetone construct that was mentioned by
Millennials but not by leaders is ‘feedback prowigli meaning that leaders do not seem to

acknowledge the need for continuous feedback oliekfiials yet. It is recommended for this
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organization to create a culture in which provideuntinuous feedback is the norm. In order
to create such a culture, the importance of feddtswuld be emphasized across the
organization. When this importance is clear, lead#ould receive tools in order to maximize
the effect of feedback on individual and organiadil success. As Millennials indicated they
do not value negative feedback but rather consteiand positive feedback, it is recommended
that leaders receive training on how to providecgally these two kinds of feedback. For
example, leaders could learn how to formulate faekbin such a way that Millennials
experience it as constructive. In order to embedticoous feedback even more in the
organizational culture it is recommended that ttganization takes a look at its performance
management cycle, which includes the feedback peodeor example, continuous feedback
could be reflected in the organization by the impdatation of a 360 degrees feedback system.
In this process feedback is gathered from not ¢timeyleader, but also from colleagues and

subordinates, resulting in higher effectivenessafh 2002).

In addition to the importance of feedback, resuitthis study emphasize a leadership
style that is based on an individual approach rath@n a generational approach. Although
Millennials might have some overlapping values tmsdeadership, the organization and its
leaders should keep in mind that many differentguesces occur within this generation. The
organization may stimulate its leaders to use afivitual approach towards leadership.
Adaptability is crucial in this as it enables leegd® adapt to their followers’ individual needs.
More specifically, leaders could engage with tlegirployees in one-on-one conversations in
order to explore and understand individual motwagi and values. In this way, the leader can
better meet the individual needs of his or her eyg#s. A leadership style in line with this is
transformational leadership, as this style is aedtaround individual motivations, engagement
and the relationship between leader and followeo(iipson & Gregory, 2012). It is therefore
recommended for this organization to appoint emgégyin leadership positions who are or can

develop towards a transformational leader.

38



Conclusion

Some researchers argued that Millennials are signifly different from other generations and
therefore should be managed with an appropriate.sthis exploratory and qualitative study
aimed to answer the question what leadership atetbare preferred by Millennials and
effective for managing Millennials. Millennials wigaind can be managed effectively by leaders
who are involved in their development and consithem as a person by having informal
contact besides business related contact. In addl@aders who empower Millennials but also
provide guidance when they need it are likely topbeferred and effective. Furthermore, a
leader is preferred and experienced as effectivenwie or she provides flexibility and
feedback, is open for new ideas and can adapstorther followers. Although the majority of
constructs is identified by both, Millennials amédtlers disagreed about some constructs. For
example, only Millennials listed feedback providinghereas only leaders listed ‘open to new
ideas’ and ‘adaptability’. Furthermore, the constsu‘absence of hierarchy’, ‘guidance’ and
‘empowerment’ were ranked differently by the twatjees. These differences in constructs and
rankings can be explained by the so-called ‘biasxpkrience’ that causes a discrepancy in the

way Millennials want to be managed and how theyaataally managed by leaders.

Although this paper found effective leadershipilaites for managing Millennials, in
particular leaders emphasized the importance avithaal differences above generational
differences in the workplace. Although managingegations can be seen as a starting point for
effectively managing today’s diverse workforce dees should consider managing individuals
instead. This paper argues that leaders who aeetatddapt to the individual needs of their

followers can effectively manage not only Millenisisbut all generations.
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Appendix |

Topic guide interviews Millennials

Background information
1. In what year are you born?
2. For how long do you have working experience in gal?e

3. What is your experience with working with other geations?

Work values, needs, and expectations
4. Describe a few aspects that you find most impoiitatiie workplace.
a. Why do you find these aspects most important?
b. To what extent do you feel that these aspects isngag to the Millennial

generation?

5. Have you ever experienced differences between yolupaevious generations in the
workplace?
a. If yes, did you experience such differences withryarevious or current leader?
i. If yes, how did this situation look like?
il. If yes, how did you handle this situation?
iii. If yes, to what extent did you see this as a chgien your work?
b. If not, why?

Experience of leadership
6. How would you define a good leader?
a. Why do you feel that a person like that is a gaatier?

7. What characteristics should a leader possess angdalyou?
a. Why do you feel that a leader should possess ttiemmcteristics?

8. Describe a personal situation in which someoneigeava good example of leadership

a. Why did you perceive this as a good example?

Leadership in relation to own performance

9. To what type of leader do feel comfortable around?
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a. Why do you feel comfortable around that type ofie&

10.What can a leader do in order to strengthen tlaioelship with you?

a. Why would this strengthen the relationship?

11.What can a leader do for you in order to increase performance?

a. Why would this increase your performance?

Topic guide interviews leaders

Background information

1.
2.
3.

For how long do you have work experience?
To what extent were you able to work with Millensian these years?

How have you perceive working with Millennials imese years?

Experience with other generations

4.

What do you find the most striking characteristidvillennials?
a. To what extent do you see this characteristipcsstive?

i. Why do you see this characteristic as positive?
b. To what extent do you see this characteristicegmtive®

i. Why do you see this characteristic as negative?

Describe your experiences with leading/managindaviials

a. How do you perceive managing Millennials?

Do you experience the Millennial generation asaidht than previous generations?
a. If yes, why?
i. Do you think that Millennials need to be manageffedéntly than previous
generations?
b. If not, why not?

i. Do you think that Millennials can be managed asathgr generation?

Did you ever had the feeling you needed to adapt eadership style towards a Millennial?
a. If yes, why did you think that you needed to adaptr leadership style?
b. If yes, in what way did you adapt your leaderstype?

c. To what extent was this adaption effective for wy@ai wanted to achieve?
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d. If not, to what extent do you manage Millenniale #tame as any other generation?

Leadership and effective cooperation
8. What leadership aspects work in general for Millate?

9. What leadership aspects do not work in generaiilennials?

10. Describe a situation in which your leadership dbuated to a better relationship with a
Millennial.
a. What leadership aspect did you use for this?

b. In what way became this relationship better?

11.Can you describe a situation in which your leadgrsbntributed to the performance of
a Millennial?
a. What leadership aspect did you use for this?

b. In what way became the performance better?
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