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AbVWUacW-The global situation has seen the cohorts of the older generations retiring while 
millennials swiftly take over the workforce. Subsequently, the rapid change in the demographics 
has altered the composition of the workforce. The millennial generation is expected to occupy three 
quarters of the workforce in the next decade. However, leaders today are not adequately prepared 
to nurture and mentor the millennials. The purpose of this paper is to review the existing literature 
on millennial generation, in relation to leadership and work engagement.  The paper is therefore 
a review of literature on millennial generation, transformational leadership and organi]ational 
engagement. Several data bases were accessed and these included Emerald, Taylor and Francis, 
google scholar among others. The theoretical backing is the Generational Cohort Theory. The 
Generational Cohort Theory posits that people who are born during a specific period tend to share 
similar social events which ultimately shape their values, norms and opinion. The values and 
beliefs evolve across the continuum of the human life cycle while maintaining consistency in every 
generation. The findings of this literature review are that, millennials are a unique generation. 
They do not value work as an asset and therefore moving from one organi]ation to another is a 
normal phenomenon. While millennials value autonomy, they also require mentorship and have a 
fragile ego. Millennials prefer to work in teams in a stable organi]ational structure. Millennials 
work best in organi]ation that value work life balance. However, most leaders struggle in handling 
millennials at work and need to enhance millennial engagement. However, leaders who uniquely 
treat their followers as individuals rather than collective treatment are associated with developing 
engaged followers who have higher service orientation levels impacting the employee performance 
positively. Such leaders are transformational. Millennials are responsive to nurturing leaders, who 
have high levels of integrity and hence increasing the propensity of millennials staying longer in 
an organi]ation. Creation of an environment where millennials can thrive, requires 
transformational leadership. This is because millennials have been brought up in stable and 
structured homes where they are supervised by their µhelicopter parents¶. The paper provides 
practical approaches on how organi]ations can identify factors that influence millennials 
engagement. This paper further provides significant inputs in millennial generation and gives 
opportunities to expand research on millennial engagement, leadership and work values. In 
conclusion, rather than developing leadership lifts created by generation gaps, leaders should 
work towards discovering the millennial strengths and utili]e them appropriately. 

Ke\ZRUdV:  MLOOeQQLaO GeQeUaWLRQ, LeadeUVKLS, EPSOR\ee EQJaJePeQW, TUaQVfRUPaWLRQaO 
OeadeUVKLS, GeQeUaWLRQ CRKRUW TKeRU\, HeOLcRSWeU SaUeQWV 

IQWURdXcWLRQ 

The glRbal ViWXaWiRn haV Veen Whe cRhRUWV Rf Whe RldeU geneUaWiRnV UeWiUing. MillennialV aUe 
VZifWl\ Waking RYeU Whe ZRUkfRUce (PaSaYaVileiRX & L\RnV, 2015). TheUe iV a UaSid change in Whe 
demRgUaShicV alWeUing Whe cRmSRViWiRn Rf Whe ZRUkfRUce (GXl\ani & BhaWnagaU, 2017; FU\, 2018; 
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MaieU eW al., 2015; TXbe\, KXUgaW & RRWich, 2015).  FXUWheUmRUe, Whe ZRUld haV becRme XnVWable, 
XnSUedicWable, cRmSle[ and ambigXRXV. The enYiURnmenW iV UaSidl\ and cRmSeWiWiYel\ changing 
(Na]aUian, SRaUeV & LRWWeUmRVeU, 2017). The change iV aV a UeVXlW Rf glRbali]aWiRn, Whe changing 
demRgUaShicV, WechnRlRg\ adYancemenW and change in leadeUVhiS SUacWiceV (AlRndeUien & 
MajaXVkaiWe, 2016). 

The millennial geneUaWiRn cRmSUiVeV Rf SeRSle bRUn beWZeen Whe \eaUV 1980 WR 2000 
(EVSinR]a & Ukleja, 2016). The\ aUe a SURdXcW Rf Whe µbab\ bRRmeUV¶ (SeRSle ZhR ZeUe bRUn 
beWZeen Whe \eaUV 1946 WR 1964) and Whe µeaUl\ ZaYed geneUaWiRn X¶ (SeRSle ZhR ZeUe bRUn 
beWZeen Whe \eaUV 1965 WR 1982) (HRlW eW al, 2012). The ZRUd ³millennial´ ZaV cRined b\ SWUaXVV 
& HRZe (1991) aV ciWed b\ PaSaYaVileiRX & L\RnV (2015). The\ aUgXed WhaW a faVW geneUaWiRn 
ZRXld be SURdXced in Whe 20Wh CenWXU\. ThiV geneUaWiRn ZRXld be ciYic minded and ZRXld deYelRS 
VRcieWal UecRnVWUXcWiRn. ThiV haV been negaWed b\ Whe Velf-cenWeUedneVV, naUciVViVWic, maWeUialiVWic 
lifeVW\le and XnUealiVWic e[SecWaWiRnV embUaced b\ Whe millennial geneUaWiRn aV a UeVXlW Rf Whe 
enYiURnmenW Whe\ gUeZ XS in, Zhich iV a Vhielded VWUXcWXUe RfWen UefeUUed WR µhelicRSWeU SaUenWing¶ 
(ZhaR, 2018; RRdUigXe] & RRdUigXe], 2015).  

GlRball\, Whe millennial geneUaWiRn UemainV Whe faVWeVW gURZing, VecRnd WR bab\ bRRmeUV, 
UeVXlWing inWR a UaSid change in ZRUkfRUce demRgUaShicV (FU\, 2018). The GRYeUnmenW Rf Ken\a 
(2014) UeSRUW Rn Ken\a DemRgUaShic HealWh SXUYe\ UeYealed WhaW 65.9% Rf Whe ZRUkfRUce iV Whe 
millennial geneUaWiRn. HRZeYeU, WheUe iV an acXWe VWUXggle WR UeWain Whe SUemiXm WalenW in Whe 
millennialV (FU\, 2018).  

LLWeUaWXUe UeYLeZ 

GeneUaWiRnV¶ historical background 

GeneUaWiRnV haYe been deVcUibed Vince Whe 1940¶V (EVSinR]a & Ukleja, 2016). The SeRSle 
WhaW ZeUe bRUn in Whe 1940¶V ZeUe deVcUibed aV Whe µbXildeUV' geneUaWiRn¶. The\ aUe fRllRZed b\ Whe 
bab\ bRRmeUV ZhR ZeUe mainl\ bRUn fURm Whe \eaU 1946 WR Whe \eaU 1964 (EVSinR]a & Ukleja, 
2016). µGeneUaWiRn X¶V¶ ZeUe bRUn beWZeen 1965- 1979. The µGeneUaWiRn X¶V¶ aUe UegaUded WR be 
dUiYen b\ aXWRnRm\, mRbiliW\ and YalXe ZRUk life balance. The millennialV ZeUe bRUn beWZeen Whe 
\eaU 1980 and 2000 b\ nXUWXUing µhelicRSWeU SaUenWV¶, ZiWh WechnRlRg\ in WheiU handV and in a ZRUld 
ZiWh man\ WUanVfRUmaWiRnV in hXman UeVRXUce and leadeUVhiS SRlicieV (ZhaR, 2018). Man\ 
RUgani]aWiRnV aUe familiaU ZiWh geneUaWiRnal diYeUViW\ (RRdUigXe] & RRdUigXe], 2015). BecaXVe Rf 
Whe RUienWaWiRn and VRciali]aWiRn in Whe YaUianW geneUaWiRnal Wime, Whe geneUaWiRnal dUiYeUV aUe 
eTXall\ diYeUVe.  

The µbXildeUV¶ geneUaWiRn¶ haSSen WR ZRUk lRngeVW amRng Whe geneUaWiRnV. The\ aUe dUiYen 
b\ haUd ZRUk, hRnRXU and haYe dela\ed gUaWificaWiRn. The µbab\ bRRmeUV¶ YalXe healWh, ZealWh and 
SURfeVViRnal idenWiW\. The\ aUe eTXall\ dUiYen b\ haUd ZRUk (EVSinR]a & Ukleja, 2016). 
µGeneUaWiRn X¶ iV dUiYen b\ aXWRnRm\, mRbiliW\ and ZRUk-life balance. The millennial geneUaWiRn 
YalXeV diYeUViW\ and Weam ZRUk (MaieU eW al., 2015). AV menWiRned eaUlieU, Whe glRbal ViWXaWiRn 
WRda\ demRnVWUaWeV WhaW Whe cRhRUWV Rf Whe RldeU geneUaWiRnV aUe UeWiUing, Zhile millennialV VZifWl\ 
Wake RYeU Whe ZRUkfRUce (PaSaYaVileiRX & L\RnV, 2015). ThiV haV cUeaWed a geneUaWiRnal land VcaSe 
ZiWh a UaSid change in Whe demRgUaShicV, alWeUing Whe cRmSRViWiRn Rf Whe ZRUkfRUce (GXl\ani & 
BhaWnagaU, 2017; FU\, 2018; MaieU eW al., 2015; TXbe\ eW al., 2015). The laUgeVW SRUWiRn Rf Whe 
ZRUkfRUce iV Whe millennialV, fURnWed b\ bab\ bRRmeUV (FU\, 2018; Sjabad\ni & MXVWika, 2018).  
EVSinR]a & Ukleja (2016) SUedicW WhaW in 2020, millennialV Zill be a WhiUd Rf Whe ZRUk fRUce. In 
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2025, Whe\ Zill be WhUee TXaUWeUV. In anRWheU VWXd\, GX\ani & BhaWnagaU (2017) SUedicWed WhaW 50% 
Rf Whe ZRUkfRUce Zill be millennial in 2020.  ThiV VendV VignalV Rn Whe XUgenc\ in SUeSaUedneVV Rn 
menWRUing Whe millennialV WR Wake RYeU leadeUVhiS ZhRll\.  

What makes the millennials unique? 

The millennial geneUaWiRn iV cRnVideUed cRnfidenW and Velf-e[SUeVViYe Zhen cRmSaUed WR 
RWheU geneUaWiRnV (MaieU eW al., 2015). The\ e[SecW a SRViWiYe ZRUk cXlWXUe in e[cellenW faciliWieV. 
The\ YalXe SeUVRnal and SURfeVViRnal gURZWh (TXbe\ eW al., 2015; Sjabad\ni & MXVWika, 2018). 
WRUking ZiWh millennialV UeTXiUeV e[ceSWiRnal aWWenWiRn aV Whe\ YalXe aXWRnRm\ (Sjabad\ni & 
MXVWika, 2018). The\ UeTXiUe WR be menWRUed b\ URle mRdelV (FU\, 2018; MaieU, eW al., 2015).  
HRZeYeU WheiU egR iV fUagile. The\ ZRXld benefiW fURm cRaching and menWRUVhiS fRU WheiU gURZWh 
(TXbe\ eW al., 2015). While Whe\ SUefeU WR ZRUk in a challenging enYiURnmenW (Sjabad\ni & 
MXVWika, 2018), leadeUV need WR leaUn hRZ WR engage and XndeUVWand hRZ WR ZRUk ZiWh Whe 
millennialV (RRdUigXe] & RRdUigXe], 2015). The\ alVR need WR menWRU Whem in leadeUVhiS aV Zell 
(FU\, 2018).  LeadeUV haYe e[SeUienced man\ challengeV in menWRUing millennialV. ThiV callV fRU 
VWUaWegieV WR enfRUce Uadical changeV WR meeW Whe millennial geneUaWiRn¶V needV (TXbe\ eW al., 2015).   

While Whe defaXlW behaYiRXU Rf millennialV iV WR def\ UXleV, UegXlaWiRnV and Whe cRnfineV Rf 
SUeVcUiSWiYe jRb deVcUiSWiRn, Whe\ YalXe inclXViYeneVV (MaieU eW al., 2015; SaUUaf eW al., 2017). 
SaUaWRYVk\ & Feldmann, (2013) aUgXe WhaW millennialV in hiVWRU\ aUe Whe mRVW diYeUVe geneUaWiRn 
ZiWh XniTXe WUaiWV VXch aV: ³enWiWlemenW, ciYic-mindedneVV, RSWimiVm, YalXe fRU ZRUk-life balance, 
imSaWience, mXlWiWaVking and Weam - RUienWaWiRn´ (S. 31). The faYRXUable enYiURnmenW fRU Whe 
millennialV iV a nRn- hieUaUch\ VWUXcWXUe.  The\ dR nRW faYRXU WaVk-RUienWed leadeUVhiS (MaieU eW 
al., 2015; TXbe\ eW al., 2015). The\ SUefeU WR ZRUk in WeamV. TheiU YieZ Rf ZRUk iV immediaWe 
gUaWificaWiRn UaWheU Whan a fXWXUe inYeVWmenW (TXbe\ eW al., 2015).  ReWaining Whe \RXng WalenW in 
millennialV haV becRme an XShill WaVk (PaSaYaVileiRX & L\RnV, 2015). WiWh WhiV in mind, 
millennialV haYe aWWUacWed VWeUeRW\SeV. TheUefRUe, Whe knRZ-hRZ WR engage millennialV iV Rf 
SaUamRXnW imSRUWance. On Whe SRViWiYe Vide, millennialV aUe digiWall\ cRnnecWed. The\ acTXiUe 
neZV URXnd Whe clRck and aUe cUeaWiYe (GRng eW al., 2018). The\ aUe VRlXWiRn cenWUed, Velf-
RUgani]ed, RSen and WUanVSaUenW (ZhaR, 2018). The\ e[SecW WhaW WheiU leadeUV knRZ Whem b\ name 
and RffeU Whem indiYidXali]ed aWWenWiRn. The\ feel cRmfRUWable ZiWh leadeUV ZhR aUe SeRSle 
RUienWed (MaieU eW al., 2015). MRVW RUgani]aWiRnV aUe nRW Zell SUeSaUed Rn hRZ WR engage Whem 
(Walden, JXng & WeVWeUman, 2017). LeadeUV haYe WR make infRUmed chRiceV Rn hRZ WR engage 
Whe millennialV. IW iV SaUamRXnW WhaW leadeUV deYelRS an effecWiYe ZRUkfRUce fRU Whe 21VW cenWXU\ 
(GRng eW al., 2018). ThiV iV becaXVe emSlR\eeV ZhR aUe engaged aUe UegaUded aV bXildeUV. The\ 
XVe WheiU WalenWV WR bXild UelaWiRnVhiSV WhaW aUe SURdXcWiYe. InnRYaWiRn and cUeaWiYiW\ aUe WheiU cRUe 
VWUengWhV (PaUenW & LRYelace, 2018). DeYelRSing millennialV ZhR aUe engaged dReV nRW Rnl\ 
benefiW Whe indiYidXal bXW Whe RUgani]aWiRn cRllecWiYel\. MillennialV can be fXll\ XndeUVWRRd WhURXgh 
Whe geneUaWiRnal cRhRUW WheRU\. 

Generational Cohort Theory 

The generational cohort theory was devised by Inglehart in 1977.  Inglehart came up with 
four generational cohorts: The interwar cohort born between 1900 to 1945; the baby boomers born 
between 1946 to 1964; generation X born between 1965 to 1979; the millennials born between 
1980 to 1996 (Norris & Inglehart, 2019). The Generational Cohort Theory assumes that people 
who are born during a specific period tend to share similar social events which ultimately shape 
their values, norms and opinions (Glazer et al., 2019). These antecedents shape the specific 
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generation worldview. Norris & Inglehart (2019) state that the intergenerational differences 
originated from the historical experiences of generations which fasten their values and beliefs. 
Mannheim (1952) as cited by Smith & Duxbury (2019)  proposes that, ³SeRSle bRUn in VimilaU 
period of time and within proximate cultural and geographical contexts are similarly influenced 
by shared foundational events and experiences tend to have similar world view which influence 
Whe Za\ Whe\ inWeUacW ZiWh Whe ZRUld and aURXnd Whem´ (S.191). TheUe iV eYRlXWion of values among 
the different generational cohorts. The evolution is real as there is a sure generational replacement 
with value change (Norris & Inglehart, 2019). In line with this, the millennial generation is 
expected to have similar values and work habits which will influence their organizational 
engagement. This is because their formative years shape their values (Cheng & Foley, 2018). The 
generational cohort theory further posits that values and beliefs evolve across the continuum of the 
human life cycle while maintaining consistency in every generation (Chung, Chen & Lin, 2016). 
Being cognizant Rf each geneUaWiRn¶V needV Zill helS leadeUV idenWif\ Whe cRmfRUW leYelV fRU each 
generation and their requirements (Sox et al., 2017). This theory exemplifies the need to 
understand the millennials and provide the requirements to enhance effective leadership 
culminating to millennial engagement. The assumption is that millennials have similar preferences 
in terms of leadership styles and the organizational culture.   

The relationships between the employee and the leader may also be similar in the same 
generations. This is exemplified by the Nelson (2012) and Gordon (2018) who used the 
generational cohort theory to study nurses working in hospitals to explore job commitment and 
job satisfaction respectively. Nelson (2012) found out that the different generational cohorts had 
variant levels of organizational commitment. The quality of their relationships was influenced by 
their leaders. The generation Y demonstrated a higher level of commitment compared to 
generation X. The relationship between the supervisor and the employee demonstrated higher 
satisfaction in generation X than in generation Y. Gordon (2018) found that the baby boomers 
valued the pay as an influencer of job satisfaction. Generation X valued not the pay but the overall 
work environment as an influencer to job satisfaction. Millennials valued professional progression 
and accomplishments as an influencer to job satisfaction (Gordon, 2018).  

Smith & Duxbury (2019) used the generational cohort theory to examine the attitudes 
towards unions in the different generations. The study revealed that the baby boomers were pro - 
union while the generation X were anti-union. The different generational cohorts have contrasting 
worldview on unions. While the idea of unions appeared lucrative to the baby boomers, it did not 
matter to the generation X.   Based on these findings, the generational cohort theory would help 
describe, discuss and make meaning to the factors that affect the millennial generation and 
engagement in organizations. 

Leading millennial generation to enhance engagement  

EffecWiYe leadeUVhiS haV becRme Whe cenWUe Rf VXcceVV in an\ RUgani]aWiRn imSacWing Whe 
fRllRZeUV¶ SeUfRUmance (AlဨBRUie & AbdXllah, 2015; SRane, BXWWleU & SWanWRn, 2015). EffecWiYe 
leadeUVhiS enableV Whe beVW RXWcRmeV  in an\ RUgani]aWiRn (Je\aUaman eW al., 2018). IW cUeaWeV 
cRmSeWiWiYe adYanWage Zhile mainWaining RUgani]aWiRnal UeleYance (Na]aUian, eW al, 2017).  AmRng 
Whe neZ leadeUVhiS aUchiW\Se mRdelV aVVRciaWed ZiWh effecWiYe leadeUVhiS iV WUanVfRUmaWiRnal 
leadeUVhiS (NRUWhRXVe, 2016).  GlRball\, TUanVfRUmaWiRnal LeadeUVhiS (TL) haV deYelRSed inWeUeVW 
in YaUiRXV diVciSlineV (BUandW, LaiWinen & LaiWinen, 2016; NRUWhRXVe, 2016).  

The gUeaWeVW dUiYing fRUce fRU Whe millennial geneUaWiRn iV Weam ZRUk, cRllabRUaWiRn, VRcial 
needV and Whe YalXe fRU being aSSUeciaWed (GUeaWZRRd, 2016). The glXe WhaW hRldV Whem in 
RUgani]aWiRnV iV nRW deSendenW Rn SURmRWiRn WR higheU UankV. IW iV deSendenW Rn menWRUVhiS, Whe 
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need WR be UecRgni]ed and a UeaVRnable degUee Rf aXWRnRm\ in Whe SURceVV Rf making deciViRnV 
(HRlW eW al., 2012). AmRng Whe millennialV¶ e[SecWaWiRnV inclXde inVWanWaneRXV gUaWificaWiRn Zhich 
RfWen iV an illXViRn (RRdUigXe] & RRdUigXe], 2015).  TR UeWain Whe \RXng millennialV¶ WalenW in an 
RUgani]aWiRn haV becRme an XShill WaVk (PaSaYaVileiRX & L\RnV, 2015).  

In South Africa, financial stability, career growth opportunities, mentorship, coaching 
and the need to be appreciated by the leaders in a pleasant working environment are the 
millennialV¶ cRUe mRWiYaWRUV (Eck & BXUgeU, 2018). ThiV dReV nRW diffeU ZiWh Whe Kenyan 
millennialV¶ engagemenW. IW iV deSendenW Rn VXSSRUWiYe leadeUVhiS, RSSRUWXniWieV WR adYance, 
coaching and mentorship in a stable organization (Tubey et al., 2015). Parent & Lovelace (2018) 
agree with the millennials that a constructive organizational culture and effective leadership 
enhances employee engagement. The more engaged the labour force is, the more productive and 
innovative the organization is. In the 21st century, creating employees that are engaged is critical 
to win the war of talent retention in the next generation (Cattermole, 2018). 

MillennialV cRnVideU VWa\ing in Rne jRb fRU lRng aV a ZeakneVV (GUeaWZRRd, 2016). The\ 
aUe nRW cRnceUned abRXW lRVV Rf WheiU ZRUk benefiWV Zhen Whe\ geW an alWeUnaWiYe jRb RffeU (Gla]eU, 
MahRne\ & Randall, 2019). SimilaUl\, heaY\ demandV aUe Slaced Rn Whem. HRZeYeU, mRVW 
RUgani]aWiRnV dRn¶W knRZ hRZ WR engage ZiWh Whem Rn bXilding bRndV and UelaWiRnVhiSV WhaW ZRXld 
enhance engagemenW and cRmmiWmenW WR Whe RUgani]aWiRn (Walden, JXng & WeVWeUman, 2017). 
MillennialV YalXe aXWRnRm\ in deciViRn making. The\ deViUe WR be menWRUed and nXUWXUed 
(Sjabad\ni & MXVWika, 2018). TheUe iV h\SeU-cRmSeWiWiRn amRng Whe RUgani]aWiRnV in VWUiYing WR 
aSSeal and UeWain Whe SUemiXm WalenWV (Madan& Madan, 2019).  

The VWUXggle WR enWice and UeWain Whe WalenWV iV Ueal (FU\, 2018). IW iV WheUefRUe imSRUWanW WR 
idenWif\ a leadeUVhiS mRdel and RUgani]aWiRnal cXlWXUal climaWe Zhich Zill faciliWaWe millennialV¶ 
engagemenW in Whe ZRUkfRUce. The YRlaWile, XnSUedicWable, cRmSle[ and ambigXRXV (VUCA) 
naWXUe Rf Whe ZRUld WRda\ UeTXiUeV millennialV WR be inVSiUed and emSRZeUed in RUdeU WR engage 
Whem SURdXcWiYel\ (RRdUigXe] & RRdUigXe], 2015). The millennial geneUaWiRn iV UeVSRnViYe WR a 
nXUWXUing and VelfleVV leadeUVhiS in RUdeU WR SUeSaUe Whem fRU fXWXUe leadeUVhiS (ZhaR, 2018). 
LeadeUVhiS WheUefRUe Sla\V SiYRWal URle in millennial engagemenW in an RUgani]aWiRn.  

SXbVeTXenWl\, hXman UeVRXUce haV becRme Whe mRVW YalXed aVVeW in RUgani]aWiRnV WRda\. 
GeWWing engaged emSlR\eeV iV WUeaVXUable in an\ RUgani]aWiRn.  The UeWXUn Rn inYeVWmenW iV higheVW 
Zhen Whe emSlR\eeV aUe engaged (Yang & MaW]-CRVWa, 2017).  In WhiV VUCA ZRUld, millennialV 
UegaUd VWa\ing in Rne jRb fRU lRng aV a failXUe (RRdUigXe] & RRdUigXe], 2015).  EmSlR\menW iV nRW 
an aVVeW fRU Whem. IW iV nRW XnXVXal fRU Whem WR leaYe Rne jRb fRU anRWheU (GUeaWZRRd, 2016; TXbe\ 
eW al., 2015). HaYing a cleaU XndeUVWanding Rn geneUaWiRnal diffeUenceV and Whe YaUianceV in WheiU 
emSlR\menW ZRUld YieZ iV cUXcial (SaUUaf eW al., 2017). The gUeaWeVW cRnceUn iV if Whe millennialV 
aUe XndeUVWRRd b\ RWheU geneUaWiRn cRhRUWV aW WheiU ZRUk Slace and ZhaW WheiU fXWXUe engagemenW 
aW ZRUk ZRXld be. The UeaVRn iV WhaW each geneUaWiRn iV XniTXe in WheiU YieZ Rf ZRUk engagemenW. 
ThiV iV a SURdXcW Rf YalXeV and e[SeUienceV in WheiU liYeV (SaUUaf eW al., 2017).   AW Whe Vame Wime, 
diffeUenW ageV Rf leadeUV haYe YaU\ing imSacW Rn emSlR\ee engagemenW. LeadeUV ZhR aUe VXSeUiRU 
in age Whan WheiU fRllRZeUV lead WR higheU emSlR\ee engagemenW (Yang & MaW] - CRVWa, 2017). 

EngagemenW fRU millennialV iV dicWaWed b\ diYeUVe UeaVRnV. TR keeS millennialV Rn jRb 
UeTXiUeV gURZWh, UecRgniWiRn and aZaUdV Zhile mainWaining fle[ible ZRUking hRXUV (Sjabad\ni & 
MXVWika, 2018). MillennialV ZhR haYe high aXWRnRm\ in deciViRn making aUe mRUe engaged 
(Sjabad\ni & MXVWika, 2018).   WRUk life balance and effecWiYe, WUanVSaUenW cRmmXnicaWiRn ZiWh 
adeTXaWe infRUmaWiRn flRZ haYe incUeaVingl\ becRme SUedicWRUV fRU millennial aWWUacWiRn and 
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engagemenW (EhUhaUW, Ma\eU & ZiegeUW, 2012; MaieU eW al., 2015; MXkami & N\ambegeUa, 2017; 
Walden, JXng & WeVWeUman, 2017). The cRnnecWiRn cUeaWed b\ cRmmXnicaWiRn deYelRSV deeS 
emSlR\ee cRmmiWmenW. Millennial¶V YalXe cRmSUehenViYe SeUfRUmance feedback, Zhich 
cXlminaWeV in emSlR\ee engagemenW (Jha eW al., 2018; RXi], 2017; Walden eW al., 2017). The\ Veek 
WR be heaUd (Jha eW al., 2018). BXilding UelaWiRnVhiS ZiWh leadeUV iV SiYRWal fRU millennialV¶ 
engagemenW (HeR, Kim & Kim, 2018; RXi], 2017). The kind Rf UelaWiRnVhiS WhaW a millennial 
deYelRSV in Whe RUgani]aWiRn deWeUmineV WheiU UeWenWiRn (Walden eW al., 2017).  ThiV iV aVVRciaWed 
ZiWh Whe facW WhaW millennialV WhUiYe in a VWable RUgani]aWiRnal cXlWXUe ZheUe Whe\ SeUceiYe a VenVe 
Rf belRnging (CaWWeUmRle, 2018; Jha eW al., 2018). The\ aSSUeciaWe UecRgniWiRn and aZaUdV (Jha eW 
al., 2018; Walden eW al., 2017). ThiV enhanceV WalenW managemenW. Millennial engagemenW iV 
deSendenW Rn Whe millennial SeUVRnal gain and gRalV adYancemenW (Jha eW al., 2018; RXi], 2017).  

MillennialV aUe fRcXVed and ambiWiRXV. The\ lRaWhe micURmanagemenW and UiVk Waking. FRU 
Whem WR be engaged, ZRUk haV WR be enjR\able (Jha eW al., 2018; RXi], 2017). EmSlR\ee engagemenW 
UeTXiUeV high SeUVRnal life engagemenW. The hieUaUch\ Rf needV aUe meW fiUVW (GUeaWZRRd, 2016). 
EmSlR\eUV VhRXld inYeVW in Whe millennialV WR gain emSlR\ee engagemenW (GUeaWZRRd, 2016). LRZ 
leYelV Rf millennial engagemenW end in high WXUnRYeU (FU\, 2018).  

In line ZiWh WhiV, leadeUVhiS haV a gUeaW URle WR Sla\ in millennial engagemenW and hence 
UeWenWiRn. BecaXVe inWUinVic mRWiYaWiRn Sla\V a YiWal URle in millennialV¶ engagemenW, VWUaWegieV WhaW 
aUe aligned ZiWh Whe millennial SURfeVViRnal deYelRSmenW aUe Rf gUeaW inWeUeVW (GRng eW al., 2018). 
The RUgani]aWiRn mXVW haYe a ShilRVRSh\ WhaW UecRgni]eV Whe diYeUViW\ Rf YaUianW geneUaWiRnV WR 
meeW Whe needV Rf all geneUaWiRnV (SaUUaf eW al., 2017). ThiV Zill SUeSaUe leadeUVhiS fRU millennial 
d\namiVm and delink ZiWh Whe WUadiWiRnal leadeUVhiS meWhRdV. IW Zill WXUn WR inWegUaWiYe leadeUVhiS 
WR accRmmRdaWe Whe millennialV (RRdUigXe] &RRdUigXe], 2015). RaWheU Whan deYelRSing 
leadeUVhiS lifWV cUeaWed b\ geneUaWiRn gaSV, leadeUV VhRXld ZRUk WRZaUdV diVcRYeUing Whe millennial 
VWUengWhV and XWili]e Whem aSSURSUiaWel\ (RRdUigXe] & RRdUigXe], 2015). DeYiVing Za\V fRU 
millennial gURZWh WR achieYe high SaVViRn fRU ZRUk and engagemenW ZRXld be Rf gUeaW helS 
(GXl\ani & BhaWnagaU, 2017).   

The cRnVWUXcWV Rf emSlR\ee engagemenW inclXde, YigRXU, dedicaWiRn and abVRUSWiRn. FRU 
millennialV WR deYelRS YigRXU and dedicaWiRn, leadeUVhiS VXSSRUW Sla\V a SiYRWal URle. ReZaUdV 
cRXSled ZiWh ZRUk fle[ibiliW\ inflXenceV YigRXU and abVRUSWiRn (KaVVa & RajX, 2015). CUeaWing an 
innRYaWiYe enYiURnmenW fRU millennialV Zill giYe cRmSeWiWiYe adYanWage fRU an\ RUgani]aWiRn 
(KaVVa & RajX, 2015). MillennialV aUe eaVil\ demRWiYaWed b\ XnfaiU WUeaWmenW aW ZRUk, abVence Rf 
gURZWh RSSRUWXniWieV and bXUeaXcUac\ (Sjabad\ni & MXVWika, 2018; RRdUigXe] &RRdUigXe], 2015; 
TXbe\ eW al., 2015). The\ \eaUn fRU TXick financial VWabiliW\ (GUeaWZRRd, 2016; Sjabad\ni & 
MXVWika, 2018; MXkami & N\ambegeUa, 2017).  While millennialV YalXe aXWRnRm\ and caUeeU 
gURZWh (Sjabad\ni & MXVWika, 2018), aXWRnRm\ and caUeeU deYelRSmenW ZeUe fRXnd WR haYe 
negaWiYe effecWV in millennial engagemenW in a Ken\an VWXd\ (MXkami & N\ambegeUa, 2017). ThiV 
cRXld be aVVRciaWed ZiWh Whe diffeUence in Whe VWXd\ lRcaWiRnV and SRSXlaWiRn. MillennialV haYe a 
high need fRU inVWanW gUaWificaWiRn (RRdUigXe] &RRdUigXe], 2015). The\ ZanW WR feel Whe immediaWe 
imSacW Rf WheiU ZRUk (SaUaWRYVk\ & Feldmann, 2013). IW iV ZRUWh WR nRWe WhaW, Whe Vignificance Rf 
WaVkV allRcaWed WR Whe millennialV haYe a VignificanW SRViWiYe effecW Rn WheiU engagemenW (MXkami 
& N\ambegeUa, 2017). TaVkV allRcaWed WR millennialV mXVW be effecWXal and meaningfXl. While 
emSlR\ee engagemenW haV been SRViWiYel\ aVVRciaWed ZiWh Whe RUgani]aWiRnal bRWWRm line, 
millennialV Wake SUide Zhen WheiU WhRXghWV and ideaV aUe cRnVideUed mRUe Whan Whe RUgani]aWiRnal 
bRWWRm line Xnlike Whe bab\ bRRmeUV ( BaWeh, 2018; MehU]i & Singh, 2016).  MillennialV deWeVW 
RUgani]aWiRnal ciWi]enVhiS habiWV (GRng eW al., 2018). The VenVe Rf belRnging in RUgani]aWiRnV 
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cRXSled ZiWh UelaWiRnVhiS bXilding ZiWh leadeUVhiS iV SiYRWal in millennial engagemenW (TXbe\ eW 
al., 2015). MillennialV aUe mRWiYaWed b\ UeZaUdV, UecRgniWiRn and fle[ible hRXUV WR ZRUk (Eck & 
BXUgeU, 2018). While millennialV aUe deVcUibed aV Velf-cenWUed, naUciVViVWic and maWeUialiVWic in 
naWXUe, WheUe iV need WR deYelRS engagemenW SlaWfRUmV like leadeUVhiS menWRUing, being WUanVSaUenW 
Zhile SURYiding Whem ZiWh infRUmaWiRn WhaW Whe\ UeTXiUe, embUace cRnnecWiYiW\ Zhile SURYiding an 
enYiURnmenW ZheUe Whe\ SURYide VRlXWiRnV Zhich Whe\ can RZn (SaUaWRYVk\ & Feldmann, 2013; 
ZhaR , 2018). MillennialV ZRXld be engaged Zhen a leadeUVhiS VW\le faYRXUV Whe emSlR\ee like 
WUanVfRUmaWiRnal leadeUVhiS. 

TUanVfRUmaWiRnal leadeUVhiS haV been idenWified aV Whe mRVW ideal fRUm Rf leadeUVhiS WhaW 
haV a cRmSelling imSacW Rn Whe fRllRZeUV (A]im eW al., 2019). ThiV iV SeUSeWXaWed b\ Whe VXSSRUWiYe 
RUgani]aWiRnal climaWe cUeaWed b\ Whe WUanVfRUmaWiRnal leadeUV, enhancing a gUeaWeU magniWXde Rf 
laWiWXde in emSlR\ee¶V cUeaWiYiW\, Whe innRYaWiYe VXSSRUWiYe behaYiRXU cXlminaWing WR ZRUk Slace 
haUmRn\.   PRSli & Ri]Yi (2015), in WheiU VWXd\ Rn Whe UelaWiRnVhiS beWZeen emSlR\ee and 
engagemenW and leadeUVhiS VW\le, cRnclXded WhaW leadeUV ZhR aUe SeUceiYed WR be WUanVfRUmaWiRnal 
enhanced emSlR\ee engagemenW mRUe Whan WUanVacWiRnal leadeUVhiS. TUanVfRUmaWiRnal leadeUV 
ZeUe eTXall\ engaged in WheiU ZRUk. TL haV been SRViWiYel\ linked WR emSlR\ee engagemenW aV a 
UeVXlW Rf a SRViWiYe SV\chRlRgical enYiURnmenW cUeaWed b\ WUanVfRUmaWiRnal leadeUV (G\enVaUe eW 
al., 2017). ThiV UedXceV Whe SURSenViW\ Rf emSlR\eeV¶ WXUn-RYeU. When Whe emSlR\eeV e[SeUience a 
fUiendl\ enYiURnmenW, Whe\ UeciSURcaWe b\ VWa\ing in Whe RUgani]aWiRnV lRngeU. MiWRnga-MRnga and 
HlRngZane (2017) UeSRUW a high Wendenc\ Rf emSlR\ee engagemenW and SURdXcWiYiW\ in emSlR\eeV 
ZRUking XndeU VXSSRUWiYe leadeUVhiS VW\leV. ThiV can be aVVRciaWed ZiWh Whe inWUinVic mRWiYaWiRn 
WhaW fRllRZeUV deYelRS XndeU WUanVfRUmaWiRnal leadeUV. TUanVfRUmaWiRnal leadeUV nRW Rnl\ VXSSRUW 
WheiU fRllRZeUV bXW deYelRS Whem. The\ haYe WeamV WhaW aUe mRUe engaged and UeVSRnViYe (Sn\deU, 
2015). LeadeUV ZhR SeUSeWXaWe VWable RUgani]aWiRnV inflXence emSlR\eeV WR deYelRS YigRXU and 
abVRUSWiRn (SaUWi, 2014).  
 LeadeUV ZhR XniTXel\ WUeaW WheiU fRllRZeUV aV indiYidXalV UaWheU Whan cRllecWiYe 
WUeaWmenW aUe aVVRciaWed ZiWh deYelRSing engaged fRllRZeUV ZhR haYe higheU VeUYice RUienWaWiRn 
leYelV imSacWing Whe emSlR\ee SeUfRUmance SRViWiYel\ (PRSli & Ri]Yi, 2015).  In line ZiWh WhiV, 
millennialV ZhR YalXe aXWRnRm\ and indiYidXali]ed WUeaWmenW, ZRXld WhUiYe XndeU 
WUanVfRUmaWiRnal leadeUV. 
 HXmRXU haV been aVVRciaWed ZiWh emSlR\eeV¶ SRViWiYe emRWiRnV and SeUSeWXaWeV 
emSlR\ee engagemenW (GRVZami eW al., 2016).   TL haV been aVVRciaWed ZiWh SRViWiYe hXmRXU ZiWh 
fRllRZeUV¶ SRViWiYe emRWiRnV leading WR emSlR\ee engagemenW (GRVZami eW al., 2016).  The 
gUeaWeVW challenge iV hRZ WR cUeaWe a VXSSRUWiYe enYiURnmenW fRU Whe millennial geneUaWiRn WR enVXUe 
millennial engagemenW. TR cUeaWe an enYiURnmenW ZheUe millennialV can WhUiYe, UeTXiUeV 
WUanVfRUmaWiRnal leadeUVhiS. ThiV iV becaXVe millennialV haYe gURZn XS in VWable and VWUXcWXUed 
hRmeV ZheUe Whe\ aUe VXSeUYiVed b\ WheiU µhelicRSWeU SaUenWV¶ (RRdUigXe] & RRdUigXe], 2015).  
MillennialV aUe UeVSRnViYe WR nXUWXUing leadeUV ZhR haYe high leYelV Rf inWegUiW\. ThiV maWcheV Whe 
WUanVfRUmaWiRnal leadeUVhiS Zhich SURmSWV ZRUking clRVel\ ZiWh WheiU fRllRZeUV cXlminaWing WR a 
cRmSelling imSacW WR e[ceed WheiU RUgani]aWiRnal gRalV (A]im eW al, 2019).  TUanVfRUmaWiRnal 
leadeUVhiS VSellV RXW hRZ leadeUV can fURnW change, Zhile leadeUVhiS iV nRW Whe VRle UeVSRnVibiliW\ 
Rf Whe leadeU bXW inclXdeV Whe fRllRZeU.  
IW la\V emShaViV Rn Whe fRllRZeUV¶ YalXeV and mRUalV. EmSiUicall\, TL haV been idenWified aV an 
effecWiYe fRUm Rf leadeUVhiS (NRUWhRXVe, 2016). In line ZiWh WhiV, TL haV alVR been linked ZiWh 
ZRUk engagemenW in millennialV aV Whe\ UeTXiUe menWRUVhiS and inVSiUaWiRn fURm WheiU leadeUV 
(BRdenhaXVen & CXUWiV, 2016). FXUWheUmRUe, millennialV UeTXiUe inVWanW feedback and Weam ZRUk. 
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ThiV ZRUkV Zell ZiWh WUanVfRUmaWiRnal leadeUVhiS.   

CRQcOXVLRQ 

In VXm, leadeUVhiS SUeSaUaWiRnV WR cRSe ZiWh  millennial d\namiVm and delink ZiWh Whe WUadiWiRnal 
leadeUVhiS meWhRdV iV an imSeUaWiYe. RaWheU Whan deYelRSing leadeUVhiS lifWV cUeaWed b\ geneUaWiRn 
gaSV, leadeUV VhRXld ZRUk WRZaUdV diVcRYeUing Whe millennial VWUengWhV and XWili]e Whem 
aSSURSUiaWel\. LeadeUV ZhR XniTXel\ WUeaW WheiU fRllRZeUV aV indiYidXalV UaWheU Whan cRllecWiYe 
WUeaWmenW aUe aVVRciaWed ZiWh deYelRSing engaged fRllRZeUV ZhR haYe higheU VeUYice RUienWaWiRn 
leYelV imSacWing Whe emSlR\ee SeUfRUmance SRViWiYel\. MillennialV aUe fRcXVed and ambiWiRXV, 
hRZeYeU Whe\ lRaWhe micURmanagemenW and UiVk Waking. FRU Whem WR be engaged, ZRUk haV WR be 
enjR\able. TheUefRUe,  RUgani]aWiRnV VhRXld  haYe a ShilRVRSh\ WhaW UecRgni]eV Whe diYeUViW\ Rf 
YaUianW geneUaWiRnV WR meeW Whe needV Rf all geneUaWiRnV. ThiV make an RUgani]aWiRn mRUe inclXViYe.  
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