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WHY	THEY	QUIT	
Overview	

1

At	 the	 end	 of	 2015,	 Millennials,	 also	
known	 as	 Generation	 Y	 (ages	 21-34)	
became	 the	 majority	 of	 the	 workforce.	
This	transition	marked	the	first	time	in	34	
years	 that	 Baby	 Boomers	 (ages	 52-70)	
were	no	longer	the	workforce	majority.		

This	 massive	 shift	 in	 human	 capital	 is	
causing	 big	 problems	 for	 even	 the	 most	
successful	 companies.	Employee	 turnover	
has	become	a	major	concern,	costing	U.S.	
companies	an	 estimated	$30.5	 billion	per	
year.		

Even	 if	 companies	 are	 able	 to	 recruit	
Millennials,	 they	 lose	 them	 shortly	
thereafter.	 In	 fact,	 research	 indicates	
more	than	40%	of	this	generation	plan	to	
leave	their	jobs	within	the	next	two	years.	
To	 date,	 Millennials	 have	 changed	 jobs	
three	 times	 more	 frequently	 than	 older	
generations	of	workers.	

Why	 They	 Quit	 is	 a	 research	 paper	
authored	 by	 XYZ	 University,	 examining	
why	Millennial	 turnover	 is	happening	and	
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what	 employers	 can	 do	 about	 it.	 The	
research,	 which	 included	 surveys	 and	
interviews	 with	 more	 than	 500	
Millennials,	 revealed	 that	 employee	
turnover	is	a	sign	that	what	worked	in	the	
past	isn’t	working	anymore.	

A	Change	in	Turnover		

Job	 turnover	 has	 long	 been	 associated	
with	 youth.	 Since	 the	 1980’s,	 the	 trend	
has	been	for	young	adults	 to	change	 jobs	
frequently,	 averaging	 one	 year	 per	 job	
during	 their	20s,	 increasing	to	an	average	
of	three	years	per	job	by	their	early	30s.	

However,	 according	 to	 XYZ	 University’s	
research,	the	job-hopping	behaviors	of	the	
Millennial	 generation	 are	 only	 partly	 due	
to	age.	Rather,	their	expectations	of	work	
have	been	influenced	by	the	social	change	
that	was	prevalent	during	 their	 childhood	
and	adolescence.		

In	other	words,	employee	 turnover	 today	
isn’t	a	behavior	solely	defined	by	age,	but	
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35%	of	Millennials	quit	their	last	job	because	they	were	
offered	a	better	opportunity	elsewhere	
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the	 trademark	 of	 a	 larger	
workforce	shift.	

Consider	 that	 Millennials	 are	 the	
first	 generation	 of	 the	 Post-
Industrial	 Era,	 raised	 in	 a	 world	
driven	 by	 technology	 and	
globalization.		

They	came	of	age	during	the	Great	
Recession—the	worst	economic	
decline	our	country	had	
experienced	in	70	years—and	they	
are	the	best-educated	generation	
in	history,	and	the	most	protected	
and	supervised	generation	in	
history.		
	
They	have	delayed	marriage	and	
parenthood	longer	than	other	
generations,	partly	for	financial	
reasons	and	partly	to	pursue	
advanced	degrees.		
	
All	 of	 these	 characteristics	 have	
shaped	 this	 generation’s	 career	
trajectory,	 making	 Millennials	
more	 likely	 to	 change	 jobs	 than	
previous	generations.	

XYZ	 University’s	 research	 reveals	
Millennials	 have	 spent	 more	 time	
than	 other	 generations	 exploring	
careers	 and	 opportunities	 for	
advancement	for	two	key	reasons:	

1.) They	 are	 searching	 for	 jobs	
that	 tap	 into	 their	 Post-
Industrial	 values	 for	 education	
and	collaboration;	and	
	

2.) They	 are	 still	 reeling	 from	 the	
Great	Recession	and	paying	off	
student	 loans,	 seeking	 jobs	
that	will	allow	them	to	support	
themselves	financially.	
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Why	They	Leave	
The	 largest	 percentage	 (35%)	 of	
Millennials	surveyed	said	they	quit	
their	 last	 job	 because	 they	 were	
offered	 a	 better	 opportunity	
elsewhere.		
	
Other	 popular	 reasons	 Millennials	
cited	for	leaving	their	jobs	were:	
• Not	being	paid	enough;	
• Not	 enough	 opportunities	 for	

advancement;	
• Wanting	to	try	something	new;	

or	
• Wanting	 to	work	 in	 a	 job	 that	

allowed	 them	 to	 use	 more	 of	
their	skills.	
	

Why	They	Stay	
The	 largest	 percentage	 (35%)	 of	
Millennials	 surveyed	 said	 they	 are	
staying	 at	 their	 current	 jobs	
because	 they	 need	 the	 money	 to	
support	themselves.		
	
Other	 popular	 reasons	 Millennials	
cited	for	staying	in	their	jobs	were:	
• Needing	the	money	to	support	

dependents;	
• Doing	work	they	enjoy;	and	
• Learning	valuable	skills.	

	
The	Future	of	Turnover	
Contrary	 to	 popular	 belief,	 the	
survey	 majority	 doesn’t	 expect	 or	
want	 to	 have	 careers	 riddled	with	
job	 hops.	 Once	 they	 are	
established	in	their	careers,	42%	of	
Millennials	 said	 they	 expect	 to	
“very	rarely	or	never”	change	jobs,	
and	 35%	 said	 they	 would	 like	 to	
work	10	or	more	years	at	their	next	
job.	
	
While	 they	 desire	 the	 stability	 of	
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their	 Baby	 Boomer	 parents’	
generation,	 who	 enjoyed	 long-
term	 careers	 and	 the	 financial	
security	 that	 accompanied	 those	
careers,	 the	 Millennials	 have	 thus	
far	 proven	 to	 be	 a	 changed	
generation,	 trying	 to	 find—and	 in	
some	 cases	 create—jobs	 that	
collectively	 deliver	 on	 their	 Post-
Industrial	 Era	 values	 and	 support	
them	financially.		

If	Millennials	can	find	the	jobs	they	
seek,	 the	 turnover	 is	 likely	 to	
decrease.	 Until	 then,	 employee	
turnover	 among	 this	 generation	 is	
likely	to	continue	and	even	worsen	
amidst	 the	 pending	 skills	 shortage	
and	talent	war.	

	

Download	 XYZ	 University’s	 full	
report,	 Why	 They	 Quit,	 to	 gain	
further	 insight	 into	 what	
Millennials	really	want	from	a	job,	
and	what	organizations	 can	do	 to	
retain	 their	 talent	 and	 become	
this	 generation’s	 employer	 of	
choice.		
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The	biggest	challenge	
companies	are	facing	and	
will	continue	to	face	for	the	
next	several	years	is	
employee	turnover.		
	
Baby	 Boomers	 have	 begun	 retiring	 en	
masse	 and	 many	 organizations	 are	
struggling	 to	 keep	 the	 Millennial	 talent	
from	walking	out	the	door.	
	
According	 to	 the	 Cost	 of	 Millennial	
Retention	 Study,	 employee	 turnover	 is	
costing	U.S.	employers	between	$15,000	
and	 $25,000	 to	 replace	 each	 Millennial	
employee	they	lose,	and	Gallup	estimates	
Millennial	 turnover	 is	 costing	 U.S.	
companies	$30.5	billion	per	year.	That’s	a	
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very	expensive	revolving	door.	
	
Unless	we	can	pinpoint	the	reasons—and	
be	 responsive	 to	 developing	 solutions--
turnover	will	 continue	 to	 happen.	We’re	
in	the	midst	of	the	largest	shift	in	human	
capital	 in	 history	 with	 an	 average	 of	
10,000	 Boomers	 already	 retiring	
everyday	 in	 the	 United	 States	 and	
continuing	to	do	so	for	the	next	15	years.	
Our	 nation’s	 businesses,	 nonprofits,	 and	
associations	 will	 desperately	 need	
Millennials	to	engage,	and	all	desperately	
need	to	prepare	for	this	shift.		
	
What	 causes	 high	 rates	 of	 turnover	
among	 Millennials	 and	 what	 can	
companies	 do	 about	 it?	 XYZ	 University	
surveyed	 and	 interviewed	Millennials	 to	
find	out.	
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Millennial Turnover Explained: 
10 Reasons They Quit Your Company 

1

The	Millennial	
generation—young			
adults	ages	21-34—are	
especially	notorious	for	
job-hopping.			
	
According	 to	 Gallup,	 more	 than	
20%	 of	 Millennials	 have	 changed	
jobs	in	the	past	year,	which	is	three	
times	 more	 frequent	 than	 older	
adults.	 	 In	 Deloitte’s	 survey	 of	
7,000	 Millennials,	 more	 than	 40%	
plan	 to	 leave	 their	 jobs	within	 the	
next	24	months.		
	
But	 why	 are	 Millennials	 leaving?	
What’s	 causing	these	high	rates	of	
employee	 turnover	 and	 what	 can	
employers	do	to	reduce	it?		
	
Why	They	Quit	 is	a	research	paper	
authored	 by	 XYZ	 University,	
examining	 the	 turnover	 epidemic	
in	 greater	 detail.	 The	 research,	
which	 included	 surveys	 and	
interviews	 with	 more	 than	 500	
Millennials,	 revealed	 employee	
turnover	is	likely	the	outcome	of	a	
larger	workforce	shift.		
	
A	Change	in	Turnover	
Job	 turnover	 has	 long	 been	
associated	 with	 youth.	 According	
to	 the	 U.S.	 Department	 of	 Labor,	
the	 median	 length	 of	 time	 young	
professionals	 work	 for	 one	
employer	 has	 stayed	 remarkably	
consistent	 since	 the	 1980’s,	
hovering	 at	 1.3	 years	 for	 20-24	
year-olds,	 and	 2.9	 years	 for	 25-34	
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year-olds.		

In	 other	 words,	 when	 Baby	
Boomers	 and	Gen	 Xers	were	 in	
their	 20s,	 they	 switched	 jobs	
just	as	often	as	Millennials	have	
in	their	20s.	

However,	 according	 to	 XYZ	
University’s	 research,	 the	 job-
hopping	 behaviors	 of	 the	
Millennial	 generation	 aren’t	
reliant	 on	 age	 alone.	 Rather,	
their	expectations	of	work	have	
been	 influenced	 by	 the	 social	
change	 prevalent	 during	 their	
childhood	and	adolescence.		

Consider	 that	 Millennials	 are	
the	first	generation	of	the	Post-
Industrial	 Era,	 raised	 in	a	world	
driven	 by	 technology	 and	
globalization.		

They	 came	 of	 age	 during	 the	
Great	 Recession—the	 worst	
economic	 decline	 our	 country	
had	 experienced	 in	 70	 years—
and	 they	are	 the	best-educated	
and	 the	 most	 protected	 and	
supervised	 generation	 in	
history.		
	
All	 of	 these	 social	 shifts	 have	
influenced	 this	 generation’s	
career	 trajectory,	 making	 them	
more	 likely	to	change	 jobs	than	
previous	generations.	
	
The	 Millennials	 are	 a	 changed	
generation;	 they	 are	 seeking	 to	
fulfill	different	needs	from	their	
employment	experiences.		
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According	 to	 XYZ	 University’s	
survey,	 only	 11%	 of	Millennials	
were	“extremely	 satisfied”	with	
their	jobs	and	48%	plan	to	leave	
their	 jobs	 within	 two	 years	 or	
less.	 However,	 73%	 said	 they	
hope	to	work	at	their	next	 jobs	
for	three	or	more	years.	

This	 means	 Millennials	 aren’t	
planning	 to	 be	 the	 ‘job-hop’	
generation,	but	 it	 also	 indicates	
they	are	quite	unhappy	 in	 their	
current	 jobs	 and	 likely	 haven’t	
found	what	they	seek	in	a	job.		

The	 fact	 is,	 there’s	not	 likely	 to	
be	 a	 return	 to	 an	 era	 when	
turnover	 wasn’t	 a	 concern	
anytime	 soon.	 Turnover	 will	
likely	 continue	 to	 be	 prevalent	

About	the	Survey:	

502	Responses	

21-34	years	old	from	
45	U.S.	states	

60%	women,	
40%	men	

64%	college	grads	
with	a	Bachelor’s	
degree	or	higher	

87%	employed	at	the	
time	of	the	study:		
35%	entry-level,		
28%	manager-level 
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until	Millennials	find	what	they	seek,	
which	has	been	 influenced	primarily	
by	 their	 financial,	 emotional,	 and	
educational	needs.			

Here	are	the	ten	reasons	Millennials	
cite	for	quitting	their	jobs.	

They	want	to	
take	risks.	
	

For	starters,	Millennials	came	of	age	
during,	 and	 immediately	 following,	
the	worst	recession	our	country	had	
seen	in	70	years.	Trying	to	enter	the	
workforce	when	things	were	at	their	
worst,	 meant	 Millennials	 had	 to	
endure	 high	 unemployment	 and	
salary	cuts,	and	many	were	forced	to	
take	 lower-paying	 jobs	 because	
that’s	what	was	available	to	them.	
	
From	 2007-2010,	 Millennials	 who	
were	 lucky	 enough	 to	 have	 a	 job	
were	 more	 likely	 to	 stay	 with	 it,	
even	if	 it	was	a	bad	fit.	 	This	caused	
turnover	 to	 dip,	 but	 only	
temporarily.	 	 After	 the	 job	 market	
picked	up,	Millennials	who	had	been	
stuck	 in	 a	 job	 that	 wasn’t	 right	 for	
them	were	finally	able	to	leave.	
	
Many	 experts	 predicted	 the	
recession	 would	 make	 people	 feel	
grateful	 to	 have	 a	 job,	 but	 it	 had	
quite	 the	 opposite	 effect	 on	
Millennials.	 According	 to	 our	
research,	 the	 recession	 influenced	
Millennials	to	take	more	risks.		
	
Nadira	 Hira	 is	 an	 award-winning	
journalist	 and	 author	 of	 the	
forthcoming	 book,	 Misled:	 How	 a	
Generation	of	Leaders	Lost	the	Faith	
(And	Just	What	You’ll	Need	to	Get	It	
Back).	 A	 Millennial	 herself,	 Hira	
graduated	 into	 the	 recession	 and	
found	 it	 changed	 her	 attitude	
toward	work	in	general.		
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“It	 made	 me	 feel	 like	 life	 is	 short.	
And	 I	 don't	 want	 to	 be	 like	 my	
parents	 are,	 or	 my	 friends’	 parents	
are,	 having	 invested	 30	 years	 in	 a	
company	 and	 having	 to	 be	
unceremoniously	 laid	off	 at	 the	end	
of	that,”	Hira	exaplained.		
	
“It	counter-intuitively	made	me,	and	
a	 lot	 of	 other	 people,	 a	 lot	 braver	
about	 our	 decision-making.	 In	 past	
generations,	 you	 really	 did	 just	 put	
your	 head	 down	 and	 hope	 for	 the	
best.	 This	 generation—myself	
included—learned	that	you	can’t	put	
your	 head	 down	 and	 hope	 for	 the	
best,	because	that	is	not	a	successful	
strategy.”		

	
They’re	
investing	into	
education.	

Prior	 generations	 were	 likely	 to	
enter	 the	 workforce	 shortly	 after	
high	 school	 or	 college,	working	 full-
time	 in	 their	 early	 20s.	 That’s	 not	
the	case	with	Millennials.		

Millennials	 are	 the	 most	 educated	
generation	to	date,	with	over	a	third	
obtaining	 a	 college	 degree,	
compared	 to	 a	 quarter	 of	 Gen	 Xers	
and	Baby	Boomers.			

Because	 Millennials	 are	 spending	
more	time	and	money	on	education,	
they	 are	 unable	 to	 work	 full-time	
and	 are	 instead	 taking	 part-time,	
temporary	jobs.			

Many	 Millennials	 have	 found	
themselves	 juggling	 jobs	 and	
education	 at	 the	 same	 time	 in	 an	
effort	 to	 help	 finance	 their	 way	
through	 college.	Nearly	 60%	of	 full-
time	students	work	over	20	hours	a	
week.	 	 In	 fact,	 working	 through	
college	 is	 more	 common	 among	
Millennials	than	any	other		

Brett Farmiloe 

Nadira Hira 

Derrick Duplessy 

Ashely Hodak 
Sullivan 

2 
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generation.	
	
Spending	 more	 time	 on	
education	 has	 led	 to	 delayed	
entries	into	the	job	market.	This	
means	 most	 Millennials	 are	
starting	 their	 careers	 out	 later	
than	 previous	 generations,	
armed	with	more	 skills,	 as	well	
as	more	debt.			
	
The	 investment	 into	 education	
has	 led	 to	delays	 in	other	adult	
transitions.	 	 In	 fact,	 Millennials	
are	 waiting	 longer	 than	 any	
other	 generation	 to	 marry	 and	
have	children.	
	
According	 to	 the	 U.S.	
Census	 Bureau,	 the	
average	 age	 of	
marriage	 for	 young	
adults	 today	 is	 27	 for	
women	 and	 29	 for	
men,	up	from	ages	23	
and	25	in	1985.			
Likewise,	 the	 average	
age	 of	 first-time	
mothers	 has	 risen	 to	
26,	 up	 from	 23	 in	
1985.			
	
In	the	past,	having	a	family	that	
depended	 on	 your	 income	 was	
one	reason	to	stay	 in	a	job	that	
wasn’t	the	best	fit.		
	
With	 marriage	 and	 parenthood	
moving	 down	 their	 list	 of	
priorities,	 this	 generation	 has	
had	 the	 independence	 and	
flexibility	 to	 explore	 career	
opportunities	 and	 take	 more	
risks.	
	

They	want	a	
job	that	fits	
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their	identity.	
When	 it	 comes	 to	 jobs,	
Millennials	 have	 considerably	
more	 choices	 than	 previous	
generations.	 The	 number	 of	
choices	 makes	 choosing	 just	
one	 job	 or	 career	 more	
challenging	 for	Millennials,	 and	
this	 practice	 is	 also	 out	 of	 sync	
with	 their	 goal	 of	 finding	 a	 job	
that	aligns	with	their	values.	
	
First	 of	 all,	 Millennials	 have	
their	 choice	 of	 jobs.	 This	 is	
partly	 due	 to	 the	 massive	
retirement	 wave	 currently	
underway,	and	partly	due	to	the	

creation	 of	 entirely	 new	
industries	 (like	 cyber	 security),	
and	 start-ups	 that	 didn’t	 exist	
just	10	years	ago.		
	
The	 2016	 BNP	 Paribas	 Global	
Entrepreneur	Report	found	that	
Millennials	have	launched	about	
twice	 as	 many	 businesses	 as		
their	Boomer	predecessors	with	
larger	 staffs	 and	 higher	 profits.	
And	 they	 did	 so	 at	 a	 younger	
age.	 The	 average	 age	 for	
Millennial	 entrepreneurs	 is	 27,	
while	 the	 older	 generation	
launched	 their	 first	 businesses	
at	the	age	of	35.		
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With	 so	 many	 career	 options	
and	fewer	obligations	to	family,	
Millennials	 have	 the	 time	 and	
opportunity	 to	 job-hop	 and	 to	
be	selective	about	job	fit.	
	
Unlike	 previous	 generations,	
Millennials	 don’t	 just	 think	 of	
work	 as	 something	 they	 do;	
they	 see	 it	 as	 central	 part	 of	
who	they	are.			
	
After	all,	 as	the	 first	 generation	
of	 the	 post-Industrial	 Era,	
they’ve	 never	 known	 a	 9-to-5	
working	 world.	 For	 them,	 work	
has	always	been	something	you	
can	do	anywhere	at	anytime,	so	

the	 boundary	
between	 work	 and	
personal	 life	 has	
forever	been	blurred.		
	
As	 a	 result,	
Millennials	want	 their	
work	 to	 be	
meaningful	 and	
enjoyable,	so	they	are	
very	intentional	about	
their	 job	 searches—
and	they	are	willing	to	

leave	 a	 job	 that	 doesn’t	 align	
with	what	they	want.			
	
Dr.	 Jeffrey	 Jensen	 Arnett,	 a	
research	 psychologist	 at	 Clark	
University	 who	 has	 studied	
Millennials,	 emphasized	 their	
unique,	 unwaivering	 desire	 to	
find	 a	 job	 that	 fits	 with	 their	
identity.	
	
“Millennials	are	looking	for	that	
fit.	 They’re	 striving	 for	 that	
ideal,”	he	said.		“So	if	they	have	
a	 job	 they’re	 not	 that	 crazy	
about—even	 if	 it	makes	 decent	
money	and	has	good	benefits—

	
“In	past	generations,	you	really	did	
just	put	your	head	down	and	hope	for	
the	best.	This	generation	--	myself	
included	--	has	learned	that	you	can’t	
put	your	head	down	and	hope	for	the	
best,	because	that	is	not	a	successful	
strategy.”		

-	Nadira	Hira	
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they	 might	 quit	 because	 they	 find	
something	they	think	is	closer	to	the	
ideal.”	
			
Derrick	 Duplessy	 is	 the	 executive	
director	of	the	Duplessy	Foundation	
and	 host	 of	 Purpose	 Rockstar	
Podcast,	 interviewing	 hundreds	 of		
entrepreneurs	 and	 business	
professionals	each	year.	Throughout	
his	 work,	 he’s	 observed	 that	 his	
generation	 is	 “more	 than	 any	
generation	 is	 hyper-aware	 of	 who	
we	are	and	who	we	want	to	be.”	
	
Twenty-six	year-old	Emma,	a	project	
manager	at	a	large	food	distribution	
company	 who	 requested	 to	 remain	
anonymous,	 also	 noted	 how	
important	 identity	 exploration	 was	
among	her	peers.	
		
“It	 feels	 like	 the	 amount	 of	 self-
discovery	that	we	do,	and	the	period	
that	we	do	 it	 for,	 is	so	much	 longer	
that	 other	 generations,”	 she	
observed.	
	
For	 many,	 job	 fit	 is	 even	 more	
important	than	money.		In	the	Clark	
University	Poll	of	Emerging	Adults,	a	
survey	 of	 over	 a	 thousand	 18-29	
year-olds,	79%	of	18-	to	29-year-olds	
felt	 it’s	 more	 important	 to	 enjoy	
their	 job	 than	 it	 is	 to	 have	 a	 high	
salary.	
			

They	want	to	
stay	
competitive.		

For	 some	 Millennials,	 it’s	 about	
survival.	 	 Many	 recognize	 that	 a	
rapidly	 shifting	 job	 market	 means	
they	 need	 to	 constantly	 be	
improving,	to	stay	competitive.	
		
Ed,	 a	 25-year-old	 customer	

10

operations	 specialist	 for	 a	 large	
technology	company	who	requested	
to	remain	anonymous,	explained	his	
generation	has	been	raised	in	an	era	
of	constant	change.		
	
“I	have	no	 idea	what	my	 job	will	be	
in	 5	 years,	 and	 so	 I	 want	 to	 make	
sure	I	get	to	develop	a	broad	variety	
of	skills,”	he	said.		

“People	 will	 ask,	 ‘Where	 do	 you	
think	you’ll	be	in	5	years?’	And	I	say	I	
have	no	 idea,	because	 I	don’t	 know	
what	 jobs	will	exist	 then.	 	So	 I	want	
to	make	sure	 I	have	a	broad	variety	
of	 skills	 that	 will	 let	me	 choose	my	
own	 path	 and	 not	 be	 locked	 into	
anything.”	
For	this	reason,	Millennials	are	most	
likely	 to	 stay	 in	 jobs	 that	 give	 them	
opportunities	to	explore	and	grow.	

The	 2016	 Yello	 Recruiting	 Study,	 a	
survey	of	7,000	college	students	and	
recent	 graduates,	 revealed	 that	
learning	 opportunities	 are	 key	 in	
Millennials’	 decisions	 to	 accept	 a	
job.	 	 In	 fact,	 48%	 of	 respondents	
cited	 learning	 opportunities	 as	 the	
most	 important	 factor	 when	
accepting	a	job	offer.			

Aimee	 Schuster,	 Vice	 President	 of	
Marketing	 at	 Yello,	 a	 talent	
acquisition	 software	 company,	 said	
Millennials	take	career	development	
very	seriously,	and	they	look	to	their	
employers	to	do	the	same.	

“They	 really	want	 to	 grow	and	 they	
really	 want	 clarity,”	 she	 said.	
“Millennial	employees	want	to	know	
the	stepping	stones	they	need	to	hit	
in	order	 to	be	 successful,	what	 that	
trajectory	is,	and	how	long	it’s	going	
to	take	them	to	get	there.”	

Schuster	 recommends	 employers	

4 

	SURVEY	
STATS	
35%		

quit	because	they	
were	offered	a	

better	opportunity	
elsewhere	
-------------	

Others	quit	
because:	

	
They	weren’t	

being	paid	enough	
	

There	weren’t	
opportunities	for	
advancement	

	
They	wanted	to	
try	something	

new	
	

They	wanted	a	job	
that	allowed	them	
to	use	more	of	
their	skills	
-----------	

19%	
	“very	certain”	
about	what	

careers	they	want	
-----------	

	
11%	

	“extremely	
satisfied”	with	
current	job	

	

-XYZ	University	Survey		
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provide	 learning	 opportunities	
for	 young	 employees,	 such	 as	
budgeting	 for	 them	 to	 attend	
professional	 development	
workshops	 and	 industry	
conferences,	 and	 pursue	
certifications.		
	
“It’s	 important	 to	 Millennials	
that	their	employers	go	beyond	
the	 paycheck	 and	 the	 bonus.	
Millennials	 want	 their	
employers	 to	 help	 them	 grow	
their	 skills—not	 just	 help	 them	
pay	their	bills.”	
	
Ashley	 Hodak	 Sullivan	 is	 a	
Millennial	 who	 believes	 her	
extensive	 experience	 working	
with	small	organizations	made	a	
significant	 difference	 in	 her	
career.		
	
“When	 I	 worked	 in	 an	
organization	 of	 five	 people,	 it	
was	always	all	hands	on	deck.	 I	
had	 to	 learn	 how	 to	 do	
everything,”	 said	 the	 deputy	
executive	director	at	GWA:	 The	
Association	 for	 Garden	
Communicators	 and	 account	
executive	 at	 Kellen	 Association	
Management.			
	
She	said	Millennials	crave	these	
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types	 of	 opportunities	 because	
they	 have	 to	 learn	 all	 facets	 of	
an	organization.	
	
Hira,	 Millennial	 author	 and	
journalist,	 echoed	 these	
sentiments.	She	appreciated	the	
significant	 responsibilities	 and	
learning	 opportunities	 that	
accompanied	 her	 first	 job	 at	
Forbes	magazine.		
	
“In	my	 first	 job,	 it	wasn’t	 that	 I	
was	 working	 for	 a	 huge	
organization	that	could	send	me	
around	 the	 world	 that	 I	
appreciated	 the	 most.	 It	 was	
that	 the	 photo	 editor	 needed	
help	and	I	could	help	her	look	at	
all	 the	 stock	 photos	 and	 pick	
things.	 It	 was	 that	 the	 graphics	
guy	 needed	 help,	 and	 I	 could	
help	 him.	 	 And	 the	 accountant	
needed	help	with	expenses	and	
I	 could	 help	 her,	 and	 I	 could	
answer	 the	 editor-in-chief’s	
phone	and	talk	to	everybody	he	
spoke	to	first,”	Hira	explained.	
		
“That	experience	made	me	feel	
like	I	was	getting	the	full	picture	
and	contributing	in	all	these	
meaningful	ways.	That’s	the	
kind	of	learning	Millennials	
want—being	in	the	trenches,	
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and	doing	the	work	alongside	
the	people	who	do	it	best.”	
	

They	want	to	
make	a	
difference.	

Millennials	 have	 been	 raised	 in	
an	 era	 of	 incredible	 change.	
They	 watched	 technology	
change	 the	 way	 people	 lived,	
worked,	 and	 did	 business,	 and	
terrorism	 and	 the	 recession	
both	 left	 lasting	 impressions	on	
this	generation.		
	
These	 changes—both	 positive	
and	 negative—instilled	 in	 them	
high	hopes	for	moving	into	jobs	
where	 they,	 too,	 can	 make	
changes	 and	 a	 meaningful	
difference.		
	
Rachel,	a	25-year-old	consultant	
who	 asked	 to	 remain	
anonymous,	 is	 planning	 on	
leaving	 her	 job	 to	 pursue	
graduate	 school.	 She	 said	 her	
decision	 is	 motivated	 by	 her	
desire	to	make	a	difference.		
	
“I	 hope	 to	 make	 an	 impact.		
Maybe	 that	 impact	 is	 just	 on	
one	 little	 field,	 or	 it’s	 just	 one	
new	idea	 I	come	up,	but	 I	want	
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it	 to	 be	 something	 that	
contributes	 to	 society,”	 she	
said.		
	
Rachel’s	feelings	are	common	in	
this	 generation.	 	 In	 the	 Clark	
University	 Poll	 of	 Emerging	
Adults,	 86%	 of	 18-to-29	 year-
olds	 felt	 it	 was	 important	 to	
have	 a	 career	 that	 does	 some	
good	in	the	world.	
	
When	Millennials	 do	 not	 see	 a	
deeper	 meaning	 to	 their	 work,	
they	 are	 especially	 likely	 to	
disengage	and	 leave,	 says	Brett	
Farmiloe,	 founder	of	Markitors,	
a	digital	marketing	company.	
	
In	 2007,	 Farmiloe	 and	 four	
other	 new	 college	 grads	 were	
corporately	 sponsored	 to	 travel	
across	America	to	find	out	what	
makes	 people	
passionate	 about	 their	
work.	 The	 tour	 was	
inspired	by	 the	stat	 that	
half	 of	 the	 American	
workforce	 is	 unhappy	
with	their	jobs.	Farmiloe	
and	 team	 visited	 38	
states	 and	 conducted	
300	interviews.					
		
“The	 culture	 and	 the	 purpose	
behind	the	majority	of	the	most	
popular	 companies	 aren’t	
compelling	 enough	 to	 keep	
Millennials	 engaged.	 So	 they	
leave,”	he	said.			
	
Farmiloe	 added	 that	 it’s	 never	
been	 easier	 to	 find	 new	 job	
opportunities.	 Millennials	 can	
get	new	jobs	in	their	inbox	daily,	
connect	 with	 recruiters	 on	
LinkedIn,	 join	 start-ups,	or	 start	
their	 own	 businesses.	 With	 so	
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many	choices	available	to	them,	
they	can	be	selective.	
	
“The	exit	 sign	has	 never	 shined	
brighter	than	it	does	today,	and	
I	 think	 Millennials	 are	 aware	
enough	 to	 follow	 the	 sign,”	
Farmiloe	said.	

They	 want	 to	
be	mentored.	

Millennials	 were	 raised	 as	 the	
most	 protected,	 supervised,	
provided	 for	 generation	 in	
history.	 Their	 parents	 were	
dubbed	 ‘helicopter	 parents’,	
and	 they	 grew	 up	 with	 more	
structured	 childhoods	 than	 any	
other	 generation,	 attending	
after-school	 programs	 and	
participating	 in	 organized	

activities.		

Even	 as	 young	 adults,	 Pew	
Research	 reported	 in	 2016	 that	
for	 the	 first	 time	 in	 more	 than	
130	years,	 adults	ages	18	 to	34	
are	more	likely	to	be	living	with	
a	 parent	 than	 living	 with	 a	
spouse	or	on	their	own.			

The	vast	majority	of	Millennials	
have	 been	 raised	 in	 close	
connectivity	 with	 the	 adults	 in	
their	 lives,	 which	 is	 why	 they	
see	 their	 managers	 and	
supervisors	 as	 playing	 a	 crucial	
role	 in	helping	them	develop	as	
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employees.	

Melanie,	a	22-year-old	research	
assistant	 who	 asked	 to	 remain	
anonymous,	 emphasized	 how	
important	 her	 mentor	 was	 in	
helping	 her	 learn	 and	 keeping	
her	engaged	at	work.			

“She	 really	 advocates	 for	 me.		
She	 was	 insistent	 upon	 me	
getting	paid	for	every	hour	that	
I	worked.	 She	 just	 seems	 like	 a	
really	 genuinely	 good	 person,	
and	who	 doesn’t	 want	 to	work	
with	 good	 people?,”	 she	 said.		
“It’s	 like—‘Yeah,	 of	 course	 I’d	
work	 with	 you	 again’—rather	
than	 take	 a	 chance	 working	 at	
some	place	with	 people	 I	 don’t	
know.”	

Millennials	 may	 not	 feel	 very	
loyal	 to	 the	
company	itself,	but	
they	 do	 feel	 loyal	
to	 the	 people	 who	
have	advocated	for	
them,	 who	 have	
treated	 them	 well,	
and	 who	 have	
helped	them	grow.	

Mentorship	 does	 not	
necessarily	mean	 building	 deep	
emotional	 bonds	 with	
employees—it	 can	 simply	 be	
taking	 an	 interest	 in	 them,	 and	
not	treating	them	as	disposable.		

“Our	 generation’s	 whole	
philosophy	 is	 that	 we	 don’t	
throw	 people	 away,”	 Duplessy	
said.	 “We	want	 to	 keep	 people	
in	 our	 circle.	 We	 want	 to	 feel	
like,	 ‘Wow!	 Someone	 is	 really	
investing	 in	 me,	 and	 paying	
attention	 to	 me!’	 	 Because	
often,	 we	 feel	 like	 we’re	 given	
the	work,	and	we’re	asked	to	do	

	
“The	culture	and	the	purpose	behind	
the	majority	of	the	most	popular	
companies	aren’t	engaging	enough	to	
Millennials.	So	they	leave.”		

-	Brett	Farmiloe	
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the	 work,	 but	 beyond	 that	 nobody	
really	cares	about	us	as	a	person	or	
as	a	professional.”	

Duplessy	 noted	 that	 mentoring	
doesn’t	 have	 to	 be	 complex;	 it’s	
really	 just	making	sure	everything	 is	
laid	 out	 for	 the	 employee	 to	 allow	
for	 his	 or	 her	 success.	 He	 said	
Millennials	will	ask	themselves:	do	 I	
have	 the	 tools,	 the	 plans,	 the	 step-
by-step	 that’s	 necessary	 for	 me	 to	
be	successful?		

“Just	 being	 intentional	 about	
mentoring	 and	 training	 young	
employees	 goes	 a	 long	way	 toward	
keeping	them	around,”	he	said.	

Sullivan	 agreed.	 She	 recalled	 a	
manager	 that	 invested	 a	
considerable	 amount	 of	 time	 in	
mentoring	 her,	 and	 in	 the	 process	
she	 became	 a	 very	 engaged	
employee.		

Plus,	 Sullivan	 became	 a	 more	
knowledgable	 and	 valuable	
employee	 in	 the	 process.	 	 “I	 was	
able	 to	 up	 my	 game	 and	 bring	
different	 ideas	 to	 the	 table,”	 she	
said.	

	
They	want	to	use	
their	skills.	

	
A	common	complaint	of	Millennials	
is	that	their	employers	aren’t	taking	
full	advantage	of	their	skills.			

Susie,	 a	 24-year-old	 designer	
working	 for	 a	 large	 national	 retailer	
who	 asked	 to	 be	 anonymous,	
described	it	this	way:		

“I	don’t	need	to	print	copies	all	day.		
I	have	a	degree	and	I’d	like	to	use	it	
because	 I	 went	 into	 so	 much	 debt	
for	 it.	 	When	 everybody	 that	works	
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above	 me	 is	 so	 unskilled	 in	 the	
software	 they	use	all	day,	and	 I	 can	
work	 circles	 around	 it,	 why	 would	
you	 have	 me	 just	 print	 copies	 for	
you?”			

Sullivan	 reinforced	 the	 importance	
of	 making	 the	 most	 of	 Millennials’	
skills.	 “I	 don't	 want	 to	 fix	 a	 copy	
machine,	 I	 want	 to	 be	 able	 to	
manage	 a	 membership	 program,	
and	 do	 all	 those	 things	 that	 are	
actually	professionally	fulfilling.”	

In	 particular,	 Millennials	 appreciate	
when	 companies	 notice	 their	
existing	 talents,	 and	 leverage	 them	
for	the	benefit	of	the	organization.		

“The	 places	 where	 I’ve	 been	 most	
happy,	 it’s	 because	 I’ve	 been	
allowed	 to	 take	 initiative	 and	 push	
boundaries,	 and	 apply	 my	 natural	
entrepreneurial	 spirit	 to	 what	 the	
organization	does,”	Hira	said.	

For	many	employers,	 the	 instinctive	
response	 to	 high	 turnover	 is	 to	
invest	less	 in	new	employees.		After	
all,	why	 sink	 lots	of	 time	 and	 effort	
into	 training	 new	 hires	 if	 they	 are	
just	going	 to	 turn	 around	and	 leave	
in	a	few	months?		

Employers	worry	 they	 will	 invest	 in	
teaching	 their	Millennial	 employees	
valuable	 skills,	 only	 to	 have	 those	
employees	 lured	 away	 to	 other	
companies.		

Considering	 that many	 in	 this	
generation	 view	 jobs	 as	 résumé-
builders	 rather	 than	 final	
destinations,	investing	in	Millennials’	
skills	 can	 feel	 ineffective	 or	 even	
dangerous.	

However,	 research	 clearly	 indicates	
Millennials	 value	 opportunities	 to	
learn	 and	 grow.	 If	 their	 job	
satisfaction	 is	reliant	on	their	ability	
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SURVEY	
STATS	

	
35%		

are	staying	at	
their	current	jobs	
because	they	need	
money	to	support	

themselves	
----------	

	
Others	stay	
because:	

They	need	the	
money	to	support	
dependents	

	
The	work	is	
enjoyable	

	
They	are	learning	
valuable	skills	
----------	

	
61%		

have	considered	
leaving	their	
current	jobs	
----------	

	
15%		

are	working	2	jobs		
----------	

	
73%		

want	to	work	at	
least	three	years	
at	their	next	jobs	

	
-XYZ	University	Survey	



 
12 

19

to	 learn,	 employers	 risk	 losing	
Millennials	 when	 they	 do	 train	
them—and	 also	 when	 they	
don’t.		

Dr.	 Thomas	 Stinson,	 former	
Minnesota	State	Economist	and	
professor	 emeritus	 of	
Applied	 Economics	 at	
the	 University	 of	
Minnesota,	 explained	
turnover	is	sometimes	
based	 on	 the	 type	 of	
skills	 employees	 are	
taught.		

General	 human	
capital	 includes	 basic	
skills	 that	 are	
normally	 taught	 in	 school.	 Job-
specific	human	capital	 refers	 to	
skills	 and	 knowledge	 that	 are	
narrowly	 applicable	 to	 the	
specific	 job	environment	where	
they	are	learned.		

Dr.	Stinson	said	learning	general	
skills	makes	 an	 employee	more	
desirable	 to	 all	 employers,	
many	 which	 will	 offer	 to	 pay	
more	for	 their	 talent	and	 try	 to	
lure	them	away.		

ln	 contrast,	 when	 an	 employee	
learns	 job-specific	 skills	 the	
employee	 becomes	 valuable	 to	
that	 particular	 company	 in	 that	
particular	 role,	 but	 not	
necessarily	other	companies.	

“A	 smart	 manager	 provides	 a	
mix	 of	 job-specific	 and	 general	
skills,”	 Stinson	 said.	 “It’s	 not	 all	
that	 easy	 to	 do,	 but	 employers	
should	aim	 to	 find	that	balance	
and	then	promote	from	within.”	

The	bottom	line:	focus	on	giving	
Millennials	 skill-building	
opportunities,	 and	 empower	
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them	to	use	those	skills.	

	
They	want	
the	truth.	

Several	 interviewees	pointed	 to	

misleading	 expectations	 their	
employers	had	set	up	during	the	
recruitment	process.			

For	 example,	 Susie	 applied	 for	
her	 position	 because	 the	
company	 communicated	 to	 her	
that	 it	was	 “seeking	out	people	
with	 innovative	 ideas	 that	 they	
could	 bring	 to	 the	 table,	 and	
make	 things	 better	 for	 the	
larger	population.”		

She	was	 disillusioned	when	 the	
reality	 of	 her	 job	 was	 more	
tedious	 and	 repetitive	 than	
expected,	 with	 few	
opportunities	for	creative	work.			

Rachel	 also	 felt	 misled	 by	 her	
employer,	 saying	 the	 company	
has	 its	 youngest	 employees	
doing	the	“grunt	work”	which	is	
not	 “the	 face	 they	 put	 on”	
during	the	recruitment	process.		

Sullivan	said	feeling	misled	was	
a	major	factor	in	her	decision	to	
leave	a	former	employer.		

“I	 kept	 finding	 myself	 in	 the	
situation	 of	 basically	 saying,	
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‘This	 isn’t	 what	 I	 really	 signed	
up	 for	 or	 what	 I	 thought	 I	 was	
signing	up	for.’”		

While	 every	 business	 has 
tedious	and	repetitive	tasks	that	
need	 to	 be	 done,	 	 making	 the	

reasons	 clear	 to	
employees	 will	
contribute	 to	 their	
sense	of	purpose.			

“There’s	 some	
tedium	 in	everything.	
I	 think	 the	 big	 thing	
when	 managing	
Millennials	 is	 the	
why,”	 Duplessy	
explained.		

“If	 I’m	 doing	 something	
repetitive	 I	 need	 to	 know	what	
it’s	 leading	 to.	 That’s	 the	
motivating	 factor.	 If	 the	 end	
result	 is	 meaningful,	 then	
people	 will	 go	 through	 the	
tedium.	 	 It’s	 impossible	 to	have	
glamour	 and	 prestige	 in	
everything	 you	 do,	 but	 I	 think	
the	 big	 difference	 is	 how	 you	
position	 that	 work	 to	 a	
Millennial.”	

Farmiloe	 agrees	 that	 honesty	 is	
the	 best	 policy,	 and	 extremely	
important	to	Millennials.	
	
“If	 a	 job	 is	 going	 to	be	difficult,	
stressful,	 or	 boring,	
acknowledge	 that	 during	
recruitment,”	 he	 advised.	 	 He	
added	 that	 painting	 a	 very	
unrealistic	picture	of	the	job	not	
only	 leads	 to	 disillusionment,	
negativity,	 and	 turnover,	 it	
could	also	 “discourage	 the	 kind	
of	 people	 that	 you	 really	
wanted	 from	 applying	 in	 the	
first	place.”	

8 

	
“It’s	important	to	Millennials	that	
their	employers	go	beyond	the	
paycheck	and	the	bonus.	Millennials	
want	their	employers	to	help	them	
grow	their	skills—not	just	help	them	
pay	their	bills.”		

-	Aimee	Schuster	
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They	want	
flexibility.	

More	 than	 past	 generations,	
Millennials	have	come	to	expect	
some	 flexibility	 in	 their	 work	
schedules.	 Technology	 has	
made	 it	 easier	 than	 ever	 to	
work	anywhere,	and	Millennials	
know	there	are	many	tasks	they	
can	 perform	 just	 as	 easily	 from	
home	as	they	can	at	the	office.			

This	has	led	many	Millennials	to	
question	 the	 traditional	 norms	
that	dictate	work	schedules.	

“This	idea	of	an	eight	hour	work	
day—that	 doesn’t	 really	 seem	
to	 vibe	 with	 our	 generation,”	
Emma	 said.	 “Thinking	 about	
results	 in	 a	 different	 way	 is	
important,	 and	 so	 is	 allowing	
people	 the	 flexibility	 to	 work	
however	they	work	best.”	

When	 companies	 do	 afford	
Millennials	 some	 freedom	 in	
their	work	schedules,	 it	 is	often	
noticed	and	appreciated.		

Sullivan	 said	 it	 is	 “comforting”	
to	Millennials	 to	know	 they	are	
working	for	an	employer	who	is	
sympathetic	and	understanding,	
and	trusts	the	employees	to	use	
their	time	wisely.	

They	got	a	
better	offer.	

According	to	the	XYZ	University	
survey,	 35%	 of	 survey	 takers	
said	 they	 left	 their	previous	 job	
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because	 they	 were	 given	 a	
better	opportunity	elsewhere.			
Likewise,	 in	the	Yello	Recruiting	
Study,	 27%	 of	 said	 they	 left	
their	first	job	because	they	were	
recruited	 away	 by	 another	
company.	
In	 1997	 McKinsey	 published	 a	
groundbreaking	 study	 called	
The	 War	 for	 Talent.	 The	
research	 outlined	 how	 talent	
would	 become	 a	 strategic	
challenge	for	most	companies.		
	
Although	 the	 McKinsey	 report	
was	published	19	years	ago,	the	
war	 for	 talent	 is	 still	 a	 threat	
today,	 and	 will	 likely	 reach	 a	
critical	point	of	concern	in	2020	
as	 a	 critical	 mass	 of	 Boomers	
retire.	
	
Interesting	 enough,	 XYZ	
University’s	 survey	 indicates	
most	Millennials	don’t	expect	or	
want	 to	 have	 careers	 riddled	
with	 job	 hops.	 Once	 they	 are	
established	 in	 their	 careers,	
42%	 said	 they	 expect	 to	 “very	
rarely	or	never”	change	jobs.	
			
Thirty-nine	 percent	 want	 their	
next	job	to	last	3-10	years,	34%	
want	it	to	last	10	or	more	years.	
While	 they	 seem	 to	 desire	 the	
stability	 of	 their	 Baby	 Boomer	
parents’	 generation,	 who	
enjoyed	 long-term	 careers	 and	
the	 financial	 security	 that	
accompanied	those	careers,	the	
Millennials	have	thus	far	proven	
to	 be	 a	 changed	 generation,	
trying	 to	 find—and	 in	 some	
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cases	 create—jobs	 that	
collectively	 deliver	 on	 their	
Post-Industrial	 Era	 values	 and	
support	them	financially.		
	
In	 summary,	 if	 Millennials	 can	
find	 the	 jobs	 they	 seek,	 the	
turnover	 is	 likely	 to	 decrease.	
Until	 then,	 employee	 turnover	
among	 this	 generation	 is	 likely	
to	 continue,	 and	 even	 worsen,	
amidst	 the	 pending	 skills	
shortage	and	talent	war.	
	
The	fact	 is,	 the	more	you	do	 to	
understand	 the	 reasons	 for	
turnover—and	 create	 an	
environment	that	 is	 inclusive	to	
Millennials—the	more	likely	it	is	
that	 your	 company	 will	 recruit	
and	 retain	 the	 talent	 it	 needs	
when	it	needs	it	most.		
	
The	 future	 of	 our	 nation’s	
businesses	 and	 industries	 is	
totally	 dependent	 upon	 our	
collective	 ability	 to	 engage,	
train,	 and	 develop	 the	 next	
generation	 of	 workers.	 It’s	
imperative	 that	 every	 company	
focuses	 on	 the	 future	 of	 its	
talent.		
	
After	all,	 the	battle	 for	talent	 is	
a	 battle	 no	 company—or	
economy—can	afford	to	lose.		
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34%	of	Millennials	would	like	to	work	longer	than	10	
years	at	their	next	job;	20%	would	like	to	work	5-10	years	
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XYZ	University	is	the	nation’s	only	firm	specialized	in	helping	organizations	engage	the		
employment,	membership,	and	marketshare	of	younger	generations.		

Companies	worldwide	have	benefitted	from	our	expertise	shared	via	keynotes,	workshops	and	
training,	research,	and	engagement	strategies.	Our	track	record	speaks	for	itself:	XYZ	University		
has	reduced	employee	turnover	by	as	much	as	22%	within	12	months.		

For	more	information	on	how	our	company	can	help	yours	engage	the	next	generation,	please	
contact	us	at	info@xyzuniversity.com	or	877.266.6689.	www.xyzuniversity.com	
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