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ABSTRACT

In this article it is reported the derived findings of
a systematic review of the literature on millennials
reshaping organizational culture. Millennials also
interpreted as generations Y. With the current rise
of higher number of generation Y entering the
corporates in each and every industry the ripple
effect it has created to be immense. The main
purpose of this systematic qualitative literature
review was to further understand in regards to the
cohort and how millennials are viewed and looked
at in relation to the organizational culture and how
the leaders of such entities understand and best
enable ways to encourage the commitment of
millennials. This study intend to discuss
implications that could be used to encourage three
generations of different demographic age groups to
cultivate the organization culture and to reshape
the organizational culture.

1. INTRODUCTION

It is often debated and discussed the millennials
are currently reshaping the workplace. Millennials
or also known as Gen Y is the talk of the town in
the corporate world (Al-Asfour, A., & Lettau, L.
2014). Many institutions and organizations are
facing major challenges in regards to understating
the concepts ways of the new generations. With the
increase of millennials in the workplace, there is a
pragmatic change in the organizational cultures.
This study try to analyze and observed at ways of
how many generations such as Baby Boomers,
Gen X and

Gen Y work hand in hand with each other. The
worldwide view and the understanding each
generation type has and viewed is different. The
study try to make an understanding and provide
implications on how leaders should focus on
creating the organizational culture in a way that
best fit all three generations.

Culture place a significant importance in the
corporate world. This is the core of setting the
business and alignment of the ways and how of the
business. Culture drives the organization in other
words. Yet one may say culture is not important as
long as the business thrive. Another may argue that
different generations have always worked together
despite any culture (Edge, K. 2014). This is a
debatable aspect. However with many researches
over the years it has become a paramount
importance to accept and believe the current world
of corporate are dealing with an issue of
understanding and getting the staff to co- exist with
each other at workplace.

With the growing interest in understating
generational difference in diverse workplace
setting, where many organizations spend
extensive research time in understanding, it is a
crucial aspect to understand how the culture keeps
changing with in the work place.

2. THEROTICAL FRAMEWORK

The research that was incorporated in the entire
study is based on the research conducted by other
researches in the field Human Resources,
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management. In an organization if the employees
is asked what is culture? Many will give different
answers. Culture is defined and interested in
different ways and views by many. It is arguable
this is different from individual to individual.

According to scholars, Culture is defined as the
ways of life which includes arts, beliefs and
institutions of population. Eventually that are
passed down from generation to another. The same
culture was then derived in the form and
introduced to the organization. Which latest
defined as organization culture. Organization
culture introduced as the way it defines the proper
way to behave in an organization (Lewis, L, &
Wescott, H. 2017). On the other hand, some
authors defines it as the underlying beliefs,
assumptions, values, and ways and means of
interacting which each other. Which in result in
unique social and psychological environment with
in the organization. Simply it’s the vision, norms,
values, habits, systems, language, assumptions
and beliefs which are practices and passed down.

In an organization the culture is revolving and gets
created by the people. The employees,
management teams and leaders are who create the
culture. However the organization may consist and
contain of different generations. Currently know
as multiple generations. In context there are Baby
boomers, Millennials and Gen Z in any workplace
(Hall, A. 2016). The Human resource department
generally defines the composition of the mix. This
composition is what creates and drive the
organization towards the success where it believe
in the vision.

These doers are the creators of culture. It is vital to
understand who are baby boomers, who are
millennials and who are gen Z (Aharony, N., &
Bronstein, J. 2013). In this study later, it will
mainly focus on the millennials. Heavily the
generation names are derived and created to
culture and the demographics. The Baby Boomer
name was drawn from the great spike in fertility.
Began in 1964 and later, right after the end of
World War 1, and ended almost as abruptly in
1964, This is the time period the birth control pills
were introduced to the market, It’s an ideal

example of a demography-driven name. Next
comes the Millennials. One may question who are
millennial and what is the big deal about this
generation.
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Figure 1. Who are Millennials?

Millennials are defined and known as Gen Y,
Generation Y, Generation Me, and Generation
Net. As shown in fig 1. Millennials are considered
to be born between the years of 1980 to 1996.
According to Howe & Strauss 2000 and Edge
2014, they are described as the generation born all
through the last two decades of the twentieth
century. Ideal they have started there adulthood in
a new millennia. There are mostly raise by Baby
boomers. Making it even more interesting to
further look at the schematics. Major
characteristics or the difference between the rest of
the generations are as follows. The grew during a
period of economic boom, giving access to
internet and smart phones. With that, they tend to
prefer to use social media for all major steps in life.
Use of Facebook and Instagram is the new norm
for the cohorts. Researches has found them to be
idealistic and much focused n having experience
in life. This group tend to believe in enjoying and
making memories. ldealistic and believe in
generating new ideas and prefer to embrace and
purchase brands that share similar values as them.
High usage of Apple products by millennials is a
classic example.

During the last few years, millennials was gaining
quite a sever attention across the globe
(Bodenhausen, C., & Curtis, C. 2016). With the
entering to the workforce and the demands made
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for change in methods who employee management
and performance is measured and treated was
challenge during the decade. In the field of
reached this cohorts has gain major attention by
demanding to identify and accept their ways of
work, attitudes, behaviors (MacKenzie & Scherer,
2019).

As briefly discussed above, Millennials in the
corporate world and workplace are classically
characterized by a many of attributes, which are
often adverse in nature. Even though they are
recognized as multitasking, tech-savvy, and
collaborative. Researches has deemed and
mentions Millennials as fragile demanding and
intolerant and impatient (Bodenhausen & Curtis,
2016). Through these many research’s and studies
has mentioned that working with millennials is
chore, In the controversial side other studies have
challenged these assumptions, predominantly
those related to a lack of work ethics and
commitment.

What makes it more interesting with the culture
they bring in to the table they tend to demand a
different style of leadership. While baby boomers
place candid, honest, dependable and honest
culture. Millennials does not place or treat these as
high compared with other groups (Sessa et al.,
2007, p. 60). A fact that is known is that the age
category of Millennials are stated to be a category
which  requires constant validation and
satisfaction. This is how their balance of work
ethic is defined. (Bergman et al., 2011).

This could be further shown through the fact that
certain studies think that this is how the millennial
work ethic is driven. (Graybill, 2014; Nye, 2017).
Yet it is also important to note that during the
recent past, the leadership platforms have been
substantially open to the Millennials to take up the
challenge. (Al-Asfour & Lettau, 2014; Fore, 2013;
Nye, 2017), Hence we state that in order to argue
on this Business excellence and the Total of the
Quality Management ground there are three
factors that are required, weargue that more Total
Quality Management & Business Excellence 3
empirical research is needed

3. METHOD

In this paper the main focus is given to qualitative
study and a brief amount of quantitative study
methods. Research methods such as survey and
interviews are mainly used. The paper mainly flow
along with a systematic review research (Gough,
2007). While aligning the research questioned
mentioned above the “ Are millennials reshaping
the organization culture” this tend to look at the
evidence which was found to analysis the
statement. Mainly this paper look at research done
by many other scholars and incorporating their
findings in to this. In essence of the findings
presented by other scholars it is deemed worthy to
understand and research the findings of different
article, journal paper and studies presented age
boundaries of thecoherent.

3.1. Systematic Literature Review

As preceding researchers have mentioned and
presented, there is no one way to exact way to
conduct a systematic review but it is fundamental
to analyses and present how the search was
accompanied in a transparent and in a much
detailed method (Castillo & Hallinger, 2017).

A systematic literature review is a review of “a
clearly formulated question that uses systematic
and explicit methods to identify, select, and
critically appraise relevant research and to collect
and analyze data from the studies that are included
in the review” (Moher, Liberati, Tetzlaff, &
Altman, 2009, p. 264).

My purpose was to capture to which extended
academic community was tapping and conducted
extensive research in the concepts of Millennial
and the effect they have on the change of the
organizational culture. Accordingly, to broaden
the base and the understanding the research was
broaden to many databases. Close to 20 academic
databases was used to derive and read many
journal articles published over the years. Many
areas and disciplines were used to obtain the
articles. Academic databases such as Emerald,
Sage, Taylor & Francis Online, Scopus, Google
Scholar, JSTOR, Plymouth Library and Sciences
Direct are few of it.
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3.2. Search Terms

Throughout the search for many journals through
many academic databases terms such as
“Organizational Culture”, “Culture and Business”,
“Millennials and Culture”, ‘“Reshaping the
culture”, “Baby boomers”, Millennials and
Organizational Culture” was used. During the
course of this closer to 6178 articles were derived.
The search was then streamlined in consideration
of the selection criteria. Further narrowing of the
terms was more helpful in looking at the most
suitable articles. This will be further explains in
the Selection criteria section.

3.3. Selection Criteria

Followed by the understanding of the criteria, a
substantive and a comprehensive search took
place in between the times of 2000-2018, which
encapsulate 18 years, of the English language on
this topic. The main reason as to such years were
chosen to the research is the mere fact that the
Millennials do belong to this category ofage and
time. Where they progressively is entering the
adulthood from the primary levels of life, which is
the organizational and the formal platforms where
the leadership and bearing of leadership roles
would be done by them

In order to hold the clarity and to maintain the
accuracy of the elements and the data obtained the
researches were done by the Millennials but
excluding the peer-reviewed articles. The cite of
peer reviewed articles bear a corpus that divert the
research area towards a more interesting outlooks.

Figure 2. PRISMA Flowchart

As per the above-mentioned restrictions, PRISMA
(Preferred Reporting Items for Systematic
Reviews and Meta- Analyses) used to explain the
process in four steps. This is an approach that
entails evidence based checklist with 27 items in
four stage flow diagram. This is not a tool used to
justify the quality of the assessment but a tool
merely used to aim at ensuring the clarity and
transparency. Based on the search results derived
6178 articles were identified from the academic
databases. There were no articles identified by
other sources. After identifying the duplicated
records and unpublished articles there were, 2813
articles identified. In the screening stage there were
1264 records were screened. Then 1549 articles
were excluded. Further, in identifying eligibility
352 full text articles were assessed for edibility.
Out of which 265 articles were excluded. Such
articles were taken off based on certain reasons. 62
was excluded as operationalization, 35 was
excluded as per the technical, 59 was exclude
based on its context. 62 articles were taken off or
discontinued due to its full text, 23 as per its
language and 24 was taken off since they were
books.

3.4. Study Selection

Article types which was reviewed were classified
according in to 5 areas. Namely Conceptual,
Empirical, Case studies, Review and Opinion.
Under the category of empirical the articles which
was further analyzed was where the it had an
introduction to Millennials and Organization
Culture. This was linked to reshaping through the
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other articles, which was read and analyzed.
Qualitative, quantitative and mixed research
methods was used. In defining case studies these
are papers which discussed about a certain
organization and its practices and ways. Ideal case
studies of select number of organization details
was gathered. Mostly the organizations are with in
Sri Lanka, USA, India, Canada and Australia.
‘Review’ consisted of those drawing on and
existing body of literature on Culture and
Millennials. While ‘Opinion’ was papers or
journal articles which the authors interpreted their
own perception and views based on the themes.
Millennials, Reshaping and Organization culture
as mix.

As bordered above, papers classified as
‘empirical’ contained the largest group of
publications. Secondly, it was opinioned and case
studies. Based on the research methods the
empirical papers were classified. There were 46
‘empirical papers and out of these all were reviews
and 24 are quantitative and 22 are qualitative. Out
of the 24 quantitative articles 19 papers had
conducted surveys. Generally looking at the papers
qualitative articles were comparatively lesser.
There were only 3 qualitative and 3 mix method
studies. The qualitative papers had used
interviewing as the methodology in most of the
cases. In an overall picture what | discovered was
(@) there is a relatively less number of papers
academically produced in the areas of Millennials
and Reshaping the Organization Culture. (b) most
preferred method of research deems to be
quantitative method. As mentioned by Lynos and
Kuron 2014, It is evident further study is needed
in greater qualitative understating in the area of
Millennials and Organization Culture. I will return
to this argument and intend to further elaborate
this in discussion section.

3.5. Selection Bias and Limitations

Considering the fact this area of research in the
field is limited it was considered to include
reviewed and opinion paper literatures.
Nevertheless, the variable quality of the literature
reviewed is an vital limitation of this research
article. The fact there is a limitation in the scope
of a future review concerned with the Millennial

cohort and Organizational Culture created a need
for the future researches to consider similar kind
of work and to progressively publish. Another
biasness and limitation, which came across was
the fact the paper and journal articles which was
reviewed was all written and published in English.
It was important the research is limited to such
criteria as this is the worldwide used language and
the accepted language to publish. However
literature written in an another authors native
language will be useful and this could be
considered the grey literature.

| believe it is vital for future researches to address
the grey literature and in the meantime look at the
limitations to create more fruitful and educated
academic articles. Main limitations such as lack of
empirical studies in this area of literature and is
concerning. Especially with the development and
the rise of the millennial workforce. Higher
number of research need to be conducted in the
area of Gen Y and reshaping of the organizational
culture. More rigorous research will be an addition
to the academic journals. Another fact which was
clear through the systematic literature review was
the fact many articles and many authors define the
millennial birth year range has significant
differences. There should be a proper
classification for the age groups, which would help
the researches to produce more accurate
information.

Further qualitative research need to be conducted
and encourage be conducted This will help in
understating the more qualitative reasons and in
depth details in regards to how the millennials are
reshaping the organization culture. It will enable
the future researches understand the statistical
relationship. Most of the findings and research
data had being gathered from developed countries.
It is important to have a more broader
geographical representation. Also organizations in
different contexts and industries.

4. DISCUSSION

The body of the research was actually, and
originally originated from the United States of
America and few other countries. The studies of
Millennial really took a bigger turn in the sectors
like the healthcare, field of business and its
management. Thompson and Gregory were able
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to do a great research of this Millennial work
patterns, and there showed this with their
empirical researches.

However while doing the study one thing that was
stringy understood was that the resource base for
the Millennial study is quite constricted than any
other study. There are only about 22% of this kind
of research papers, that could be taken in to
consideration. Another thing to add is that even
though we worked together the way the
millennials approach would be a problem.

Once again the factor that states that there would
be peer reviewed journals gives insight in an angle
that it was not received at first. Interestingly, the
results that were found were quite related to the
Millennial and there behaviors in the organization.
One of the important aspects that were noted was
the loyalty and the love towards the work place are
not par with what it used to be.

As per the youngsters the concept of job security
is not existent and has no weightage to it. These
youngsters cannot fathom on the fact that the
boomer bosses in reality spend more than 60 hours
doing the job that they will constantly complain
about. According to them there is a life after work,
but for the boomers this was not the case.

It is important to note that these findings have its
own way of clashing the ends of the research since
the taken example is quite opposite and different.
Karp et al. (1999) talked about the negative
connotation attached with the Gen X how their
work is perceived and how they are being viewed
in the society in regards with the boomers. Most
the time this generation is considered to be
arrogant, heartless, and sometimes even rude,
since they are not brought up the same way the old
age was used to. The way they do certain things
and thoughts have changed and evolved. However
in one of the studies that were conducted on the
platform of Teams, it was found that the Gen X is
actually much more friendly and team oriented
than the others.

Since they are taught a different perspective.
Although they are seen to be tough and hard to
work with in the beginning this is not really the

case once they start working. They are quick
learners and especially tech savy which makes a
great asset to the company. This systemic review
show this exchange in its review and analogy.

According to the researches, the evidence produce
was the millennials ways of dong things is
completely different to what of Baby boomers.
Gen Y is all about flexibility, tech savviness,
idealistic nature. They want to be brand loyal and
associate with brands which has similar values.
This generation is big on values and quick to quite
if the work culture is not what they deems fit. In
the current context most of the organizations are
looking at possible ways to adapt to the new
culture that is being reshaped by the millennials.

5. CONCLUSION

Millennials have their roots in an increasingly
technological and a digital age and they have the
skills and required knowledge resources that
would make them a very valuable asset to the
company, since there are fast moving with fast
developing technology. Most organizations tend
to not really look at, but rather to overlook which
results in failing to respond to the Gen X

s. That will hamper their ability to grow into good
cooperate leaders.

This in fact is a great mistake that could take place
in the hand of the baby boomers due to their old
patterns of thinking. Their main idea is that the
millennial would start changing the culture of the
working system. Although this could technically
take place, the evolving is needed in the business
and in the world. Organizations that recruit such
millennials without a doubt, retain and also
inspire millennials to acquire many significant
competitive and useful advantages in the present.
And also the future over their colleagues.

In conclusion, therefore the most optimal way to
manage all these generations. This is linked with
the distinct characteristic that take place in the
workplace. In your workplace is linked to the
distinct characteristics they display. The next step
and is actually the real first step towards the
understanding of these
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characteristics and acting on them would be to
acknowledge and to accept that generation gaps
are present and that these should be educated
upon. Measuring and then quantifying employee
perception is the second step in making data-
backed decisions to change the perception of the
work place and also the potential of all the
employees.

Overall, the researcher concludes that the
organizational culture is reshaping with the
increase in the workforce of millennial employees
is to inculcate individual attitudes and also
behaviors in shouldering their work roles by
expressly expressing as completely physically,

completely  cognitively,  affectively, and
emotionally.
Millennial must individually search for the

meaning in the team work and to get used to the
way of working, and to make certain sacrifices to
blend in well with the baby boomers. Their
schedules should be likewise taken into account,
and they should also be flexible to work with the
baby boomers respecting them. Which would be
the way to get through the vision and the mission
of the company. Millennial employees will go an
extra mile if needed and strive for what is not the
most expected, and they would try to offer
something better and good. which is characterized
and identified by involvement, absorption,
dedication and vigor.
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