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I. DEFINING THE MILLENNIAL
WHAT EXACTLY IS IT AND WHY SHOULD YOU CARE?

WHAT IS A MILLENNIAL?

II. DEBUNKING THE MYTHS OF
THE MILLENNIAL GENERATION

MYTH NO. 1: THEY HAVE A SENSE OF ENTITLEMENT
They’re preternaturally confident in themselves
because they were raised to have the utmost
belief in their own abilities. Whether that
confidence is justified is mostly beside the
point. Millennials speak to their elders with a
degree of self-possession and authority that
their listeners can find off-putting: “Who are
you to talk to me this way?” But that’s the way
they are. You might as well complain that they
walk about on two legs.

MYTH NO. 2: THEY’RE SLACKERS
They work very hard, in fact—but they won’t
work stupid. They can figure out pretty quickly
if a task is make-work, pointless, or
counterproductive, and they’ll resist and resent
your attempts to make them perform it. You
might argue that Millennials don’t want to pay
their dues, but that’s not true—they don’t want
to pay your dues. They care not the slightest
for how you made it in the world. And they’ll
have difficulty being polite with you about
that.

MYTH NO. 3: THEY ARE DISLOYAL & JOB HUNTERS
They’re peripatetic, and that’s a word you
should get used to hearing. They move on
quickly from roles and workplaces, primarily
because there’s an astoundingly exciting
world out there and they want to experience
as much of it as they can. Oh, and they’ve
seen their friends laid off from associate
positions and watched partners jump laterally
from firm to firm, so they won’t listen quietly to
your lectures on “making a commitment to this
firm.”

III. HOW WILL THE MILLENNIAL
GENERATION IMPACT THE
COLLECTION INDUSTRY?

A. THE MILLENNIAL AS AN EMPLOYEE

9 HARSH REALITIES OF WHAT MOTIVATES
MILLENNIAL WORKERS
1.

By 2020, almost half of all employees in the workplace will be millennials,
so it is critical to the future of your business to adapt to them.

2.

Here are 9 strategies to employ to help get that done.

Source: Inc. Magazine, https://www.inc.com/john-rampton/9-harsh-realities-of-what-motivates-millennial-wor.html , By John Rampton

9 HARSH REALITIES OF WHAT MOTIVATES
MILLENNIAL WORKERS
1.
2.
3.
4.
5.
6.
7.
8.
9.

Offer flexibility and personal time.
Provide frequent feedback.
Create new titles and in-between steps in your hierarchy.
Encourage collaboration, and do so utilizing technology.
Offer office perks.
Cut the B.S.
Give them a reason why they should connect to your business.
Prioritize giving back.
Create a culture that embraces fun.

Source: Inc. Magazine, https://www.inc.com/john-rampton/9-harsh-realities-of-what-motivates-millennial-wor.html , By John Rampton

THE MILLENNIAL PERSONALITY IS A POOR MATCH
FOR TRADITIONAL LAW FIRM CULTURE.
• Stop fighting your millennials. Stop resenting them for being different

• Shorten and tighten the partnership track. Millennials will make up

• Work with their best qualities. Personally, I’d love to have confident,

• Redefine “commitment.” Firms are accustomed to senior associates

from you. That might not be what you think you’re doing, but it’s
what’s coming across. “I can’t understand why they don’t value the
same things I do” is not a leadership statement. You don’t have to
like them. You do have to accept them.

hard-working, ambitious, collaborative people on my team.
Wouldn’t you? Focus on the attributes that make them great workers
and future leaders, not on those aspects of their personality that
drive you nuts. Accentuate the positive.

• Let them move around. Millennials get bored quickly and like to see
what else is out there. Give them a variety of opportunities by
rotating them through different roles in your firm. Give them R&D
and even strategic planning responsibilities. Let them see your firm
(and the law) from all angles.

their minds about partnership long before you did. If they don’t
want it (and most won’t), they’ll be gone within two years. But if
they do want it, they’re sure not hanging around ten years to get it.
They’re not your leveraged monkeys.

willing to be groomed for equity partner roles. Those days are
ending. Identify your future leaders as early as you can and tell
them what you foresee for them. Be prepared that they might not
be interested. But if they are, ask them what they need in order to
commit to growing into this role.

• Let them show you what they can do. Millennials are champing at

the bit to show off their talents; loosen the reins and let them work
with clients and opposing counsel early in their careers. When they
succeed, praise them. (They need it.) When they fail, buck them up.
(They also need to learn how to fail properly.)

B.

MILLENNIAL AS AN EMPLOYER/MANAGER OF
YOUR FUTURE WORK FORCE

THE 4 WAYS MILLENNIALS MANAGE AND WHY
YOU SHOULD CARE
1.
They’re purpose-driven. It’s not all about profit for millennials. Nearly seven
out of 10 want to make a positive difference in the world, and expect the companies
they work for to do the same. More than eight in 10 (81 percent) believe that to be
truly successful, a business must have a purpose that resonates with people, and 78
percent want to work for a company that shares their values.
What it means at work: Millennial managers will be looking for people who share those
values, too. Employees need to value the company’s larger purpose, not just getting a
paycheck.
source: Small Biz Trends - https://smallbiztrends.com/2018/03/millennial-managers.html by Rieva Lesonsky

THE 4 WAYS MILLENNIALS MANAGE AND WHY
YOU SHOULD CARE
• 2.

They’re focused on employee well-being. I don’t just mean employees’
physical health, but also their mental, emotional and financial health. Millennial
managers want to give employees opportunities to improve their skills, help
them achieve work-life harmony, and keep them happy at work. For example, 75
percent of millennials in the survey say a successful business needs to be flexible,
rather than forcing employees to adhere to a rigid structure, and 74 percent believe
a successful business should support employees outside of work. In addition, 39
percent say paying employees fairly is the top challenge in the workplace today.

• What it means at work: Employees working for millennial managers will likely enjoy
greater freedom in their jobs and a workplace that views them as people, not just
employees.
source: Small Biz Trends - https://smallbiztrends.com/2018/03/millennial-managers.html by Rieva Lesonsky

THE 4 WAYS MILLENNIALS MANAGE AND WHY
YOU SHOULD CARE
• 3.

They’ll invest in employees. Millennials are willing to put their money where
their mouths are when it comes to employee training. Employee development (94
percent) is the number-one area where millennials say they would invest time and
money as managers; 87 percent would also invest in executive education.

• What it means at work: Employee development is a highly effective way to retain
talented employees and boost employee satisfaction. This will help millennial
managers keep their top people from jumping ship.

source: Small Biz Trends - https://smallbiztrends.com/2018/03/millennial-managers.html by Rieva Lesonsky

THE 4 WAYS MILLENNIALS MANAGE AND WHY
YOU SHOULD CARE
• 4.

They define success differently. While millennials are eager for new challenges, they’re not about work for

its own sake. When asked to define what success means to them personally, 62 percent of millennials say it’s enjoying
their work, while 58 percent say it’s having good work/life balance. To achieve that balance and enjoy what they do,
millennials are willing to make some sacrifices. Thirty-five percent say they would settle for less responsibility at work,
35 percent would lower their expectations for career advancement, and 30 percent would take a lower salary.

• What it means at work: Keep millennial managers happy with meaningful work and job flexibility, and you’ll keep
them on your team. But don’t expect them to be satisfied with a fancy title or hefty salary. If a managerial job
interferes with their overall life goals, they won’t hesitate to step down to a more relaxed role.

• Millennials are ready and eager to take on management roles. Seventy percent of millennials say having a C-level
executive job appeals to them, compared to 63 percent of Generation X. However, they’re also very open to change.
More than one-third predict the role of the CEO will no longer be relevant within the next 10 years — maybe
because millennials are shaking things up.
source: Small Biz Trends - https://smallbiztrends.com/2018/03/millennial-managers.html by Rieva Lesonsky

C.

MILLENNIAL AS A DEBTOR

MILLENNIALS HAVE DEBT
• Approximately three out of every four millennials in the U.S. have some form of debt,
according to an NBC News/GenForward survey released recently.

• A quarter of millennials — those 18 to 34 years old — are over $30,000 in debt,

including 11 percent who are over $100,000 in debt. Only 22 percent of millennials
are debt free.

• As a result, saving has taken a backseat, which has affected the pace at which

millennials live their lives and left most unprepared for a financial emergency. Credit
cards, meanwhile, are playing an even bigger role than student loans.

• Credit card debt is the most prevalent type among the group, while just two in 10
millennials say they have a mortgage or home loan.

SOURCE: NBS NEWS - https://www.nbcnews.com/news/us-news/poll-majority-millennials-are-debt-hitting-pause-major-life-events-n862376

NBC NEWS SURVEY RESULTS

NBC NEWS SURVEY RESULTS

NBC NEWS SURVEY RESULTS

NBC NEWS SURVEY RESULTS

D.

MILLENNIAL AS CREDITOR/CLIENT

MILLENNIALS HAVE A DIFFERENT PERSPECTIVE ON
MONEY
• Many millennials were born at or after the dot-com bust, and grew up during
the market fluctuations caused by events like 9/11, and the Recession of
2008-09.

• They are accustomed to living with debt, having seen an unprecedented
amount of student loan debt, consumer debt (mainly from credit cards)
combined with difficulty finding jobs and living with their parents.

MORE DEBT MEANS MORE BUSINESS
• Because of this perspective, millennials see wealth differently.

They see

getting to zero debt as financial success.

• As this generation struggles to remove its debt, more debt will be coming into
our industry.

• As the millennial generation consumes more of the work force, they will like
become your clients and colleagues, and will understand millennial debtors as
much as they understand themselves.

IV. CHANGING LEGAL ETHICS IN
THE MILLENNIAL WORLD

THE CHANGING LANDSCAPE OF LEGAL ETHICS IN THE
MILLENNIAL WORLD
•

The Association of Professional Responsibility Lawyers recommended changes in the
advertising rules to achieve greater rationality and uniformity in regulatory enforcement
of lawyer advertising and marketing by proposing a new Rule 7.1 in place of ABA
Model Rules 7.1, 7.2, 7.4 and 7.5 and by the use of non-disciplinary means to address
most complaints about lawyer advertising.

•

The Committee concluded that the legitimate regulatory objectives of preventing
overreaching and coercion by lawyers who use in-person solicitation and targeted
communications with the primary motivation of pecuniary gain can best be achieved by
combining provisions of Model Rules 7.2 and 7.3 in a single rule.

THE MILLENNIAL GENERATION IS HEAVILY
INVOLVED IN TECHNOLOGY AND SOCIAL MEDIA
1.

Beware of Potential Unauthorized Practice Violations
• Rule 5.5 Unauthorized Practice of Law; Multijurisdictional Practice of Law

2.

Avoid Making False or Misleading Statements
• Rule 7.1 Communication Concerning a Lawyer's Services

3.

Avoid Making Prohibited Solicitations
• Rule 7.2 Advertising
• Rule 7.3 Solicitation

4.

Tread Cautiously with Testimonials, Endorsements, and Ratings
• Rule 4.1 Truthfulness in Statements to Others
• Rule 7.1 Communication Concerning a Lawyer's Services

ABA MODEL RULES GOT A RECENT UPDATE
•

•

In early August, the ABA House of Delegates voted to update Rule 7 pertaining to lawyer
advertising. Some highlights are:

•

Clarified what defines a misleading statement, stressing that a truthful statement could still be misleading
and prohibited.

•
•
•

Adds social media and websites within the communications similar to letterhead and firm names.
Permits use of the same name across multiple jurisdictions.
Amends what constitutes solicitation. Commentary states that person-to-person contact does not include
chat rooms, text messages or other written communications that recipients may easily disregard.

The entire resolution can be found here:

•

https://www.americanbar.org/content/dam/aba/images/abanews/2018-AM-Resolutions/101.pdf

GOOD START BUT THERE IS STILL WORK TO DO
• Still need to address some key issues like:
• Referrals in the age of social media, with LinkedIn, Facebook, etc. as a source of
referral business

• Attorney statements about their skills and services in the era of ratings with sites
like Avvo, Yelp, and others that show ratings.

• How will changes in the model rules play out among the various states who may
adopt the rules and change them as they each deem fit.

V. THE FUTURE OF THE CLLA IN
THE MILLENNIAL WORLD
TELL US WHAT ISSUES YOU BELIEVE WILL FACE THE CLLA
AS THE MILLENNIAL GENERATION ADVANCES IN AGE.

THANK YOU!
• Bill Thrush, Friedman Framme & Thrush, wthrush@fftlaw.com
• Ben Farrow, The Anderson Law Firm, bfarrow@theandersonlawfirm.com
• Heather Goldberg, The National List, hgoldberg@nationallist.com
• Chris Pona, American Lawyers Quarterly, chris@alqlist.com

