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Introduction  

Millennialsτthose born between 1980 and 2000τare projected to make up 50 percent of the workforce 

by 2020 and 75 percent by 2025. As more baby boomers retire, no longer are millennials the workers of 

the future; instead, they are the leaders of today. 

A lot has been said about millennials, but one thing that most studies can agree upon is that millennials 

are more likely to job hop than their older co-workers. 

 

 

 

 

 

 

 

 

*Source: Deloitte study 

Turnover Costs  

Turnover can be extremely expensive for employers when lost productivity and replacement costs are 

taken into account.  

¶ For instance, on average, it costs six to nine ƳƻƴǘƘǎΩ ǎŀƭŀǊȅ to replace a salaried employee. 

¶ IƛƎƘ ǘǳǊƴƻǾŜǊ Ŏŀƴ ŀƭǎƻ ƘŀǊƳ ȅƻǳǊ ŎƻƳǇŀƴȅΩǎ ŎǳƭǘǳǊŜ ŀƴŘ ŎŀǳǎŜ ǊŜƳŀƛƴƛng workers to become 

disengaged. 

As more millennials enter the workforce, figuring out how to retain them will be essential. This toolkit 

provides insight into the typical characteristics of millennials and outlines how to hold onto millennial 

talent, so you can minimize turnover and boost your bottom line. 

Why?  

¶ Millennials feel 

underutilized. 

¶ They do not think they 

are being developed as 

leaders. 
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 Millennial Demographics  
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How to Retain Millennials  

 

According to a study from Multiple Generations at Work, 91 percent of millennials will stay at a job for 

less than three yearsτa pace that equates to 15-20 jobs over the course of their careers. The average 

cost to recruit an entry-level employee ranges from $3,000-ϷсΣлллΣ ŀƴŘ ǘƘŀǘ ŘƻŜǎƴΩǘ ŜǾŜƴ ŦŀŎǘƻǊ ƛƴ 

indirect replacement costs. 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

What do millennials value?  

The following are some general characteristics of millennials: 

¶ Millennials are highly educated, tech-savvy, hard-working and altruistic. 

¶ Millennials grew up in the aftermath of the recession; as a result, many distrust corporate 

America. 

¶ Millennials grew up witnessing the successes of tech startups like Facebook and Uber, and aspire 

to the innovative work cultures these companies embody. 

*Source: Experience survey 
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What millennials value is really not that different than other generations, though, according to a study 

from Harvard Business Review. All employees (millennials included) want to feel respected, be paid well, 

have good benefits and feel a greater sense of purpose in their work.  

So while it is important to be aware of the differences between generations, focusing too much on 

millennials can cause workplace division and resentment. Instead, employers should aim to find retention 

and engagement strategies that will benefit not only millennials, but all generations in the workplace. 

The following is a list of retention strategies to consider when attempting to reduce turnover at your 

organization. 

Offer ing  Career Development Opportunities  

Millennials grew up watching their parents, some of whom have been at organizations for decades, get 

laid off or demoted during the recession. As a result, they tend to resent traditional career ladders and 

companies that base promotions and raises on tenure rather than skills and talent. 

If your company offers few or no internal advancement opportunities, employees that began in entry-

level roles may look elsewhere after they have gained a year or two of experience. 
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What You Can Do  

¶ Instead of using a traditional career ladder, develop a career-pathing program that offers 

employees the opportunity to continually learn new skills and move horizontally within your 

company.  

¶ For more information on creating a career-pathing program, contact JM Brassill Group Inc.. 

Communicating Benefits  

Compared to their older co-workers, millennials are less likely to 

understand their benefits. For many millennials, this may only be their 

first or second job, and they may not fully grasp how certain benefits 

like health insurance and 401(k) plans work. As a result, they may 

consider a job at another company that offers a higher base salary 

but has worse benefits, because they do not understand the full 

value of the benefits your company offers. 










