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Wondering how you can compete for workforce in todays "need it all right now", technology-driven environment? Are you plagued by the question - "How can we attract the newest generation of workers to our agency?" Take a look at the blog written by Susan Clancy Kennedy the founder of Career Trekking, a job coaching firm that specializes in helping college grads and young professionals identify and land the job that’s right for them. Learn what you can do to recruit the Millennial Generation!

The Millennial Generation, those born between 1979 and 1999, are the children of the Baby Boomers whose life experiences have been markedly different from those of their parents. Their work styles, professional expectations and career concerns can pose a challenge for attracting and recruiting professionals in all organizations, but more so in the non-profit sector.

What makes this generation so different from its predecessors and how does that impact the ability to attract and recruit job candidates?

First, this group of workers has grown up with a large degree of uncertainty. Economic downturns, war, 9/11 and growing concerns about global warming have served as a backdrop through most of their lives. Many have witnessed their parents losing jobs, adding financial uncertainty to the mix. Not surprisingly, the two top concerns for this generation are financial security and job security.

Millennials want to find work that is fun and challenging and truly believe they can “have it all”: interesting careers, rich personal relationships and time for outside hobbies. They are an interesting mix of idealism and pragmatism. Organizations should benefit both the individual and society. Work has to have value, a purpose beyond a paycheck. When I work with clients from this generation, the words “useful” and “helping others” are commonplace. In short, the work has to mean something. 

Although non-profit organizations can’t compete with the private sector for compensation (financial security) they most certainly can compete with and outpace many private sector organizations with respect to the value of the work being done. 

How can a non-profit organization work within these parameters to attract and hire the best talent?

First, your online presence is critical to the Millennials. They use technology for everything from socializing to researching job opportunities. Get the word out about your organization and use the tools they are using: Facebook, MySpace and LinkedIn. If the purpose of your organization is clearly communicated and young professionals can see what contribution they can make, it is appealing. 

During the interview, describe the work and clearly explain how their work will make a difference. 

Next, understand that this is the instant gratification generation. They don’t want to wait for an answer for anything, much less the response from an interview. They will take the first offer that comes their way, even if it’s not the most financially rewarding offer. 

Career satisfaction is very important to this group of workers. Show them how they can grow on the job and what they will learn. Career paths that are clear and rewarding are appealing.

Although non-profit organizations can’t offer the same money that many private sector organizations can, keep in mind that work/life balance can take the place of (some) money. In order for the Millennials to “have it all”, they need some measure of balance to accomplish everything they want to achieve. 

Finally, Millennials want to be heard in the workplace. Respect is not negotiable. This is the generation of children who participated in family decisions and other “adult” conversations from a very young age. As a result they fully expect to be recognized and appreciated for their input. If this is articulated during the interview process, it will attract their attention.

Although the Millennial generation generates its share of negative press, it is also a generation of hard working, achievement-oriented professionals who really do want to make the world a better place. They can add enormous value to our social services groups.

Written by Susan Clancy Kennedy. Susan is the founder of Career Trekking, a job coaching firm that specializes in helping college grads and young professionals identify and land the job that’s right for them. She also serves as a workforce development consultant to Advocates for Human Potential. Susan assisted the project staff of the Recruiting and Retention Pilot Project. She brings extensive knowledge and expertise in workforce with a focus on recruiting and retaining members of Gen Y. We are excited to have her as a part of the project!
