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How Organizations can motivate the Millennials
	The millennials have an entitled mentality courtesy of over-parenting and ‘’helicopter parents.’’ Similarly, they are used to waking up late, 10 – 11 am to be precise, and therefore require a flexible work environment. The article notes that organizations can motivate the millennials by offering better perks, good payment packages, and flexible work schedules. The millennials can further be motivated by offering a flexible and friendly work environment, be allowed to wear casual clothing, and have limited monitoring by senior, older managers (Sturt & Nordstrom, 2016). The millennials are termed as more collaborative and as a result, require a different model of management and corporate governance. Hence, corporations should consider employing management techniques and work cultures that conform to the values, norms, and the expectations of junior millennial workers. Offering packages, work ethics, and work-life-balance schemes will meet the underlying needs of the millennials (Stein, 2016). Consequently, it will help motivate a large bulk of young workers who fall within the millennial bracket. The work ethic may include offering an open-policy that permits employees to arrive at the workplace not later than 10am. Similarly, reinforcing the fact that everyone is free to work with unrestricted supervision. 
Are the Millennials an Entitled Generation?
	The millennials grew up at a time when rewards and recognition motivated positive behavior. As a result of over-parenting, it is difficult to motivate the millennial behaviors and influence their performance and productivity. Personally, I believe this generation is an ‘’entitled’’ generation and therefore need to be coached about dressing, waking time, work ethics, and corporate culture. Another influencing factor for the entitled mentality is that most millennials are raised by helicopter baby boomer parents who hover around their kids’ behavior at a time when the children should be taking personal responsibility for their behavior. Over-parenting and pumping orchestrate a mentality of entitlement and as a result, the millennials adopt the ‘'everyone wins a trophy'' mentality (Redeker, 2007). It should be noted that most school curriculums offer rewards to high performers as a tool to motivate. As a result, the millennials value rewards, recognition, and gratitude. Failure to offer them this ‘’entitlement’’ may potentially impair their attitude towards work, make them feel unappreciated, and lead to higher turnovers and downsizing because of lack of recognition. Finally, it can be argued that the millennials were not raised in hardships or in tough economic times like their predecessors; traditionalists and baby boomers. The get it all attitude further influences their entitlement mentality and affects their work cultures.
Challenges for HR Professionals in Retaining the Millennials Top Talent
	Foremost, HR professionals will be required to transform their stringent work cultures and adopt more flexible schedules and routines. Another challenge is the need to cultivate collaborative and enabling work environment which require changing the reward and punishment schemes. Generational diversity is further required to identify and tap into the top talent (Johnson & Trevecca Nazarene University, 2017). The endorsement of better reward packages like the 401K plans will be instrumental in meeting the ‘’entitlement mentality’’ of the millennials. As the digital natives, the millennials have unlimited access to different resources and materials online. Such a disposal affects their learning, context, and development due to the failure to get exposed to real-life, experiential events. More clearly, they fail to arrive at the end truth through multiple experiences and sources. And rather, they rely on readily available information and data to shape consensus and arrive at the solutions. As a result, HR professionals face a problem of digitizing the workplace, permitting the use of multiple cell phones, and rather focusing on work delivery and quality regardless of the devices owned and managed by this generation (Redeker, 2007). Finally, HR professionals face a challenge in harmonizing leadership and corporate culture between the baby boomers and the millennials. There is a need to establish supervisory and leadership models that harmonize the two generations without causing frictions and conflict.
	There exists a conflict between baby boomers and the millennials because the former are doing everything possible to rob the millennials off their future, dignity, and freedom (Dunkel, 2014). Baby boomers are proving more competent but slightly lethargic in technological fronts. Further, the lost productivity of the baby boomers puts them at a disadvantage. Hence, a conflict of interest, conflicting work cultures affects how each group views and approaches issues. 
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