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Integration
In the wider organizational setting, Millennial's organizational behavior and job satisfaction has received increasing scholarly attention (Harris-Boundy & Flatt, 2010). Millennials are those individuals born between 1980 and 2000. In the article by Frank (2016), it is argued that generational differences in Millenials’ attitudes and values are the results of significant economic events experienced during their childhood which in turn influences their ideologies, beliefs, and the integration. Similarly, the article by Chou (2012) uses “Millennials” to describe Generation Y, Nexters, and Nexus Generation as individuals who came of age during an era of economic growth and with strong influences from popular culture.
[bookmark: _GoBack] In the articles, it is identified that like all generations, Millennials have both strengths and weaknesses when it comes to organization behavior. Myers & Sadaghiani, (2010) describe Millennials as ambitious, value organizational training and development, have a preference for meaningful work, and strive for individual fulfilment on their jobs. In the research about the effect of the millennial generation on work attitudes Ranaweera, Chrishanthi & Dharmasiri, Ajantha (2019) identified that this generation has higher levels of organizational satisfaction; job security, recognition, and professional development than other generations. Consequently, regarding weaknesses Frank (2016) posits that in an organizational setting, stereotypes about Millennials, are often centered on self-centeredness, disrespectful, unmotivated and disloyal, contributing to widespread concern about their performance.  Furthermore, Chou (2012) augments that Millennials are impatient, self-important, and disloyal. 
These various depictions of Millennial draw the need to conduct an in-depth study regarding how the workers’ major values, concerns, and motivations affect their job satisfaction.  The articles; Chou (2012); Ranaweera, Chrishanthi & Dharmasiri, Ajantha (2019); Myers & Sadaghiani (2010); and Frank (2016)  voice the need for organizations to understand the needs of Millennials in their work environment and how these needs align with task performance, counterproductive behavior and organizational citizenship behavior in order to achieve optimal job performance. 
Evaluation
In-depth analysis of the articles shows that Millennials resonate with job satisfaction under the elements of extrinsic dimensions, intrinsic dimensions and work-life balance.  First and foremost, the common extrinsic value argued in the articles as that is significant to Millennials was compensation and financial incentives.  These extrinsic values hold significance in organizations simply because they are performance enhancement motivations (Dickson, 2015). For instance, when employees are compensated for their work performance, sustained competitiveness is achieved.  Nevertheless, the articles fail to demonstrate whether compensation and financial incentives policies are offered upon developing an understanding employee expectation.  This is because failure to consider expectations of Millennials even with compensation and finance incentives could result in poor job performance due to dissatisfaction.
Secondly, based on intrinsic dimensions, the articles demonstrate that Millennials are likely to experience job satisfaction when they are subjected to teamwork, challenging tasks, interesting work content, and the ability to present one's ideas in the working environment. The most common intrinsic values identified in the articles included strong employee relationship and teamwork.  This value influences Millennial's desire at work, including a commitment to their current organization (Martin, 2005). However, the articles fail to describe how Millennials who value working autonomously can achieve job satisfaction. 
Work-life balance typically involves how employees decide on prioritizing their job, family and other obligations outside of the workplace. Regarding the work-life balance of Millennials, one theme that emerged from the articles is flexible schedules. A flexible schedule is one of the important values identified; Millennials tend to increase their job performance when they work in different shifts and could have certain days off (Kroth & Young, 2014).  However, the articles failed to highlight the fate of part-time employees, especially with irregular hours bringing irregular paychecks. The theme of flexible schedules should take into consideration part-time Millennials as this impacts their work-life balance and job satisfaction. 
Extension
The articles consistently show that Millennials have distinctive characteristics, attitudes, beliefs, values, and objectives in the workplace that influence their job satisfaction compared to the other generations. Millennials’ job satisfaction is factored in by extrinsic, intrinsic and work-life balance dimensions. As much as the articles seem to provide organizations with the information needed to understand Millennials for optimal job satisfaction, there is a need for information regarding how this generation impacts job performance (Jerome, Scales, Whithem, Quain 2014).
· Where does the research need to go?
Further research on the organizational relationships between management and co-workers in the workplace should be considered to determine job performance. The objective of this research shall be to examine if Millenials just like other generational groups also seek more meaning and value from workplace relationships. With this research, the gap identified in the articles regarding work-related factors such as person-environment fit and job security will be explored concerning job performance (Franco & Lyapina, 2016). 
· What are the unanswered questions that should be addressed?
Building on the articles' perspective about Millennials and job satisfaction, it is certain that Millennials' attributes, abilities, and skill-sets will most likely affect job satisfaction in their workplace. However, there is a need to address questions regarding millennial expectation in the workplace (Myers & Sadaghiani, 2010). Such questions include; what expectations and practices do Millennials prefer of their co-workers and the workplace at large? How can the millennial expectations and practices be initiated and implemented into the workplace organizational culture to enhance productivity?
· What are the implications for the field?
Studies on the characteristics, personalities and mindsets of Millennials are not only essential for understanding employees' organizational behavior but also gaging how the behavior can be well utilized to increase job satisfaction and performance in the workplace environment (Smith & Nichols, 2015). Organizations must relate to and understand the needs and expectations of Millennials to address their preferences in the workplace in order to enhance their performance.
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