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Abstract 
 

In human resource management, the motivations, expectations, strengths, and weaknesses of employees are important factors in an or-

ganization. For these factors, the Millennial is a generation that awaits higher expectations than previous generations. The current prob-

lems of leadership traits and styles are not well understood, especially businesses in Vietnam. This study deals with the behavior of the 

leaders in the place where they are working, Millennial take over the leadership role. The qualitative study aims to understand and ex-

plore the key characteristics and styles of Millennial leaders. Interest groups are affected by advanced technology, new perspectives on 

teamwork, professional requirements among peers, and their management. The topic is of particular interest to researchers as it trans-

forms into a leadership role within the company. The data analysis showed good saturation and supported some key characteristics of 

Millennial when employees move in to reach out to their leaders. Companies can measure the success of a group through established 

accountability. For instance, a commitment to positive reinforcement as a primary motivation is the current widespread tendency. 

Keywords:  Millennial leadership styles and traits; transformational leadership. 

 

1. Introduction 

The media has constantly referred to them as “our generation.” 

generation of versatile people, generation of smartphones, etc. 

They are the Millennials. They are matured since the beginning of 

this new millennium. Nowadays, this group makes up approxi-

mately 35% of the global workforce and is known for personality 

traits such as technology-savvy, highly focused on working and 

changing, or creating and innovating. By exploring an exploiting 

internet of things and social media, this young generation has 

already generated their own networks. This group is high perspec-

tive and taking a desirable leadership because they are confident, 

well educated, and high-tech people who are the best, generally 

self-esteem, and a perfect fit for the managerial position. In gen-

eral, many companies are looking forward to changing a new twist 

that is to promote young leaders.  

The young leaders, who have high expectations of relationships, 

are considered to be democratic and transformational approaches. 

This group is more likely to work in a team; they also seem to 

commit loyalty to a specific leader or their group instead of the 

organization itself. Therefore, when one manager left the compa-

ny, the others might follow their leader. Besides, they are flexible 

and know how to encourage the collective and creative ideas of 

subordinates and constantly push them to contribute. One of their 

strengths is tolerance; they are willing to work with diverse work-

force (1). By taking leadership roles, the Millennials accepted a 

difficult task, but with the skillsets, they would be more likely to 

make it different. The multiple involvements of the leadership will 

help to control the new generation to make significant changes 

(20). 

As the organizational leaders, the Millennials continue to change 

the workplace. Their leadership styles are different from previous 

generations in terms of motivations, expectations, and the 

strengths and weaknesses. They brought a unique set of skills and 

values that previous generations had not implemented in the past. 

It has also been attracting many researchers to exam behaviors and 

working environment of this group. However, the recent results 

have not reflected all of the characteristics of young leaders in 

particular sectors.  

Specifically, the Millennials, in the manufacturing industry of 

Vietnam, are considered the most well-trained and dynamic gen-

eration. Besides, the older generations are gradual “back to back-

stage,” and young people are increasingly asserting their leader-

ship positions and blowing business into a new breeze. However, 

leadership traits and styles of Millennials in the manufacturing 

sector in Vietnam have so far not been investigated. Therefore, 

this study aims to answer three research questions: 

R1. What are leadership traits dominant in the Millennials? 

R2. How do the Millennials distinguish their leadership abilities?  

R3. How are the Millennials expressing their strengths of leader-

ship styles?   

The qualitative method was used to conduct 20 in-depth inter-

views with 20 young leaders, who were born between 1985 and 

1990, and have been holding a specific managerial position in a 

manufacturing company in Vietnam. The findings showed that 

young leaders in Vietnam have leadership abilities to motivate the 

subordinates throughout exploring the common characteristics 

such as good listeners, optimism, and happiness. They are willing 

to exchange bold ideas with their employees to derive personal 

benefits from the organization’s activities. The Millennials have 

all characteristics of charismatic and transformational leadership. 

Finally, the study showed a young person how to become a good 
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leader as well as distinguish between a good leader and a revolu-

tionary leader. 

2 Literature Review  

2.1 Participative and Democratic Leadership 

Participate leadership is a process that employees, as well as sub-

ordinates, join in the decision-making process. The young genera-

tion of employees expects to deal with critical resolutions, but 

there exist limited factors to quell participation (15). It means that 

an employee is encouraged to contribute their thoughts during the 

making-decision process. However, information sharing is a busi-

ness idea or an organizational problem for managers, partly it not 

only relates to delivering power but also because some infor-

mation may be too susceptible (21). Sensitive information is the 

most important in the organization and is known by key persons. 

The information may create conflict, worry and limit productivity. 

To recruit a good employee, the company needs to organize many 

programs to train and hire empowering employees. Positive out-

comes of new recruitments through participating leadership in-

clude greater retention, stronger obligation, increased initiate and 

robust optimism (21). A democratic leadership style has been 

recognized to be more prosperous in managing the young people 

than some other ones (17). A democratic process includes all sub-

ordinate’s idea to make up a decision.  

2.2 Charismatic and Transformational Leadership The-

ory 

Charismatic leadership is a process to inspire and motivate subor-

dinates to make a goal in the organization. (21) lists five behaviors 

involve emotive appeals to values, unusual behavior and self-

sacrifice, appealing and novel vision, confidence and optimism. 

Subordinates and employees will influence the charismatic lead-

er's behaviors. Transformational leadership borrows the label, the 

successful person to inspire subordinates. Transformational lead-

ers buy back ideas and philosophies through their big vision. They 

always create a positive influence which is a method to stimulate 

employee act and behave in a specified way. It is debated that 

transformational leadership is more efficient and convincing to 

subordinates than managing by exception or exercising an authori-

tative approach (6). 

The transformational leaders will develop a futuristic slogan rather 

than focus on short-term goals. They are considered to be inactive, 

but in business ethics, it is neutral. It is an excellent target for the 

future to be a good leader; On the contrary, they only think of self-

interest as a pseudo-transformational leader. In general, a good or 

bad leader, their personality will affect their respective employees 

(19). 

2.3 Autocratic Leadership 

Autocratic leadership, also known as authoritarian leadership, is a 

leadership style distinguished by individual control over all deci-

sions and little input from team members. It is considered as one 

of the most centralized command rights. It is essential to know the 

leadership style because previous studies over the past ten years, 

the Millennials have indicated that they do not accept single-

centered behavior (2). The characteristics of arbitrary styles often 

unilaterally decide, limit autonomy, do not need subordinate opin-

ions, impose, harsh, to any employee in the company (8). 

Obviously, this style is to point out who is responsible for a par-

ticular task. The responsible person is usually the leaders, and they 

limit the work of their subordinates. However, the advantages of 

this style are that the subordinates know what they should or 

should not do. Thus they are always in safe and do not need to be 

promoted. It is also quite sensitive; the team members will be 

underestimated in terms of abilities, or make them feel self-

interest for not contributing to teamwork. This leads to creating a 

decentralization circumstance; the relationship between members 

becomes discrete and inconsistent. 

Talking about the Millennials, the young employees do not like to 

work in a decentralized and hierarchical manner. Besides, they 

also do not like to work on arbitrary, self-opinion, self-

determination, self-reward. They like to participate in democracy, 

empowerment, contribute ideas, create relationships; they do not 

like to work in a cold environment. To sum up, the arbitrary lead-

ership can be operated in the company, but very rare, and most of 

them do not like the style. 

3 Methodology 

A qualitative case study is selected to explore and understand the 

aspects of participants in terms of leadership traits and styles. 

They were required to have experience in a leadership capacity 

and year of birth from 1985 to 1990. Besides, they must have at 

least a bachelor degree as well as held a managerial position in the 

industrial and manufacturing company for at one year. Although 

there are many options for sampling participants from different 

industries to study, this study chooses the manufacturing industry 

that is appropriate to the research objectives. To develop a case 

study, we follow the approach of (11) to design “how” and “what” 

questions. Particularly, the main questions of a semi-structured 

interview were carefully selected and modified from (10). Table 1 

showed the main interview questions consistent with the research 

questions (see Appendix).  

We have received the support from the Chairman of the student 

alumni to receive a list of 40 potential participants to meet the 

research objectives. After contacting all participants on the list 

during six months from January 2017 to June 2017, twenty of 

them accepted for conducting in-depth interviews. 

Each participant informed the time and place to arrange the meet-

ing. After the participants received and returned a signed consent 

form, they were ensured that all information during the interview 

preserves confidentially. During the interview, the conversations 

were taken notes as well as recorded. 

Data Collection, Processing, and Analysis: The data collection 

was obtained from 20 in-depth interviews. We used a digital de-

vice for recording audio during the interviews and then copied 

each recorded file into a computer. Each interview takes from 90 

minutes to 120 minutes. After the interview, each section was 

named with a specific code for the information listed on the excel 

sheet.    

4 Results and Discussions 

Table 1 shows the research process by using interview questions 

to answer three research questions. Some specific questions were 

expanded to explore further information that could be used for 

answering other research questions contemporaneously. These 

questions were adapted and modified from the previous studies of 

(10,16). 

Table 1:  Research Questions with Consistent Interview Questions and 

Codes 

Research Questions, R, linked interview 

questions, Q. 

Consistent Codes 

R1. What are the leadership traits preva-
lent in the Millennials? 

 

Interview questions: Q1, Q2, Q3, Q4, Q5, 
Q6, Q7, Q8, Q9 and Q10 

Empowerment, leading by 
example, happiness, excep-

tional listeners. 

R2. How do Millennials distinguish their 

leadership abilities? 

 
Interview questions: Q3, Q11, Q12, Q13, 

Q14, and Q15 

Knowledge achievement, 

and leadership through rela-

tionships, fulfillment over 
task objectives 

R3. How are Millennials expressing their Positive reinforcement, 
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strengths in leadership styles?   

Interview questions: Q12, Q13, and Q16 

relationships, participation, 

and equality 

4.1 Research Question 1 

The first questionnaire designed to identify leadership characteris-

tics is common in the Millennials, who are in a managerial posi-

tion. The six questions were asked about the leadership abilities 

and interpersonal skills (Q1, Q2, Q3, Q4, Q5, Q6, Q7, Q8, Q9, 

and Q10). These questions initially aim to provide insight into the 

theme of dominant leadership traits. Every subtheme does not 

identify the exact word used based on the meaning of the partici-

pant to attempt to express. However, all participants have the same 

common opinions, which are empowerment, leadership by exam-

ple, happiness and terrific listening skills. Figure 1 illustrates the 

four components of the prevalent leadership traits summarized 

from the interviews. 

 
Figure 1: The prevalent leadership traits in the Millennials 

 

Empowerment. The most participants when being asked the in-

depth interview questions relating to the research question 1 (R1), 

they answered regarding the management people. It is essential 

that they provide many elements that reflect a variety of  man-

agement, for instance, they use the terms “self-sacrifice,” “vision,” 

“cooperation,” “sharing,” and “cheerleader.” In general, most of 

the participants could differentiate the leadership from manage-

ment. 

Participant #12 said, “Sometimes people think that one person in 

leadership positions will decide everything. However, in my case, 

it depends on the situation and the dynamics of the team.” 

Meanwhile, Participant #2 stated that “The ability to manage and 

organize people helps to minimize conflicts in the team, provide 

the psychological counseling to accomplish goals together.” 

And Participant #6 said: Supporting a team to perform the highest 

potential, tackle difficulties in the group, as a cheerleader. I al-

ways support you in the team, not assign work to them, and then 

let them do, so the results will not be as expected. 

Participant #11shared: Leadership is not about placing orders; it is 

about working together, and more precisely; I'm empowering them 

to feel that they are doing the best they can. Small but still excel-

lent completion, the purpose is, so they do not feel themselves 

dictated. 

Lead by Example. This ultimate word guide was mentioned twen-

ty times when asking Q3, Q6, Q7, Q8, and Q9 during the inter-

views. Besides, several more investigation techniques were used 

to explore further details of leadership traits. For instance, partici-

pants were asked “Are you seeking a typical leadership role to 

pursue?” or “Whose integrity is what people want to imitate and 

succeed as they did?” This section is common in questions interre-

lated to R1, R2, which will be talked over here. Other discoveries 

are provided in the following section.  

Participant #7 said: A good leader lead by example is a whole-

hearted leader, who cares about the work and the people. They 

recognize the importance of work and the ability to work in the 

team that determines the level of success more or less, another 

way they will listen to the opinions of team members, and give the 

best decision for everyone to work together. 

Also, Participant #8 said that: 

For example, I do not ask people to do things that I do not want. I 

let people know that I have to respect people. Besides that I work 

to show my interest to my teammates, to encourage the spirit in 

the group. 

Overall, 12 participants agreed that providing a successful case 

considered as a good example could motivate teammates to 

achieve their objectives.  

Specifically, young leaders often share stories about other compa-

nies and suppliers with subordinates. Therefore, they can learn 

valuable lessons as thinking about generating a passionate and 

engaged workforce. 

Happiness. It is an interesting common discussion, which has been 

a measure of the leadership success of the Millennials. Most par-

ticipants confirmed that a successful leadership precedes happi-

ness and it requires the ability to trust people outside your kinship 

circle. The successful leaders are not only able to take care of 

themselves, but only to contribute to others’ happiness. Most par-

ticipants think that when profit and finances are critical, it does not 

measure the level of individual success or effectiveness in their 

roles. 

As Participant #11 answered: I think someone that is capable of 

caring for the family; employees are family members and caring 

for them as the young children in the family. I think that the suc-

cessful version of the job is what I have proven. 

Participant #13, #16, #17, #18, and # 19 agreed that: The family 

members always motivate them to succeed as well as share mean-

ing in life when faced with challenges and difficulties. 

Exceptional listeners. Participants are required to describe their 

interpersonal skills (Q.10). Many people evaluate their ability to 

communicate very well, which positively affects the audience. 

This is the key to generate the reliable business network. 

Participant # 6, #12, #13, #14, #15 and # 20 share the same opin-

ion: A person with the good communication skills should be a 

good listener. She/he finds the right assignments to employees, 

and work with them for a common purpose. When a leader of their 

team works together as a teammate, the team members will in-

crease their ability to work instead of doing nothing to achieve a 

goal. 

Participant #10 stated: I think my communication skills are the 

key to success. My job is to negotiate with clients. So I have to 

improve the skills. Many speakers are not good, but good listeners 

are the best. I instruct my staff to communicate with the customers 

as thoroughly as possible. 

Participants were suggested to discuss further the idea of good 

leadership and redefine what they already have. Most of the com-

mon characteristics are that a good leader should be good listen-

ers, optimistic, happy as they are in their minds, which is the key 

to success in leadership. Another group believes that they often 

use examples to motivate employees and work with their subordi-

nates to solve problems. By using cross-sectional data analysis, 

empowerment is a drawn personality. They shared that they did 

this by providing successful examples to motivate their team 

members. A leader has his or her abilities and unique skillsets; 

she/he chooses the right person to deliver the right job. These 

findings were consistent with previous studies (20). After all the 

accomplishment, the findings showed that the Millennials seem to 

be focused on teamwork, and bring their teams up better and bet-

ter. To sum up, the above results have confirmed that the Millen-

nials have pursued the approach of participative and democratic 

leadership. 

4.2 Research Question 2 

In this part, all participants were asked about the leadership abili-

ties. Q3, Q11, Q12, Q13, Q14, and Q15 were used to explore this 
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theme. During the interviews, some common themes were 

withdrawn in conducting an inductive analysis. They include 

knowledge acquisition, positive reinforcement of leadership 

through previous relationships, and fulfillment over task objec-

tives. Figure 2 shows the three common components of leadership 

abilities. 

 
Figure 2:. The leadership abilities in the Millennials 

 

Knowledge acquisition (Intelligent). All participants were asked, 

“Is a leader they regularly seek for higher education and indica-

tions from books written?” There are twelve interviewees, who 

had a keen interest in reading to gain insights into leadership as 

well as employee and client psychology. This implies that they 

would like to be an effective leader and influential person within 

the organization. Most of them appreciate the formal and informal 

education. All participants also acknowledge that the value of 

knowledge from books and practical experiences provides their 

deep insights and constructive criticism. Leaders love to be inter-

ested in positive and frequent feedback; they do not like criticism 

and censure. 

Participant #2 stated: I tried to work and learn the world's best 

leaders. I always imitate their behavior because it is my creative 

point of origin. I also asked for feedback from my superiors and 

subordinates, to make sure I did not forget my behavior. 

Participant #5 shared: I completed the leadership courses at the 

university and returned to the program as a team leader. Moreover, 

I have participated in many workshops on leadership and soft skill 

training activities, and I regularly seek feedback from my subordi-

nates, working with my supervisor. 

Lead through relationships. Twelve interviewees insisted that they 

were good listeners. This played an important role in their leader-

ship. Most participants specifically stated that listening from the 

subordinates and others in the organization enable them to gener-

ate a significantly positive relationship with co-workers. Partici-

pants reflect the essential role of empowerment in their team.  

For example, Participant #1, #3, #4 and #5 agreed: 

Every internal operation, team effort, business network, satisfied 

customer and interested prospect relies on personal interactions. 

They are the daily activities at work that bring the better out-

comes. 

Participant # 2, #6, # 7 and # 10 have a similar argument: Lead 

through the lens of relationship enables you to differentiate your-

selves best.  

Fulfillment of task objectives: Most participants think that while 

they are in the position of a leader, they will do everything to keep 

their position in making more money, but it is worth noting that 

most leaders realize that the group creates the power of success at 

work. Some participants add that profit and incomes are im-

portant, but often the most important thing to measure success is 

in the individual. If you put money into the crux of the problem to 

solve, it is qualified to say that money provides all the affordabil-

ity, cares for their families. However, outside the comfort of mon-

ey, they continue to value the feeling of worth and fulfillment over 

money. 

The first two research questions focused on the special character-

istics of the Millennials leadership traits. As a leader, encourage 

the team to evaluate its ability to communicate and to listen very 

well. Throughout building the relationship at work creates the 

environment for the team development. The result showed that a 

collective learning and feedback mechanism could achieve 

knowledge acquisition. This finding was consistent with previous 

findings (9; 4). Besides, the Millennials are willing to take formal 

training activities to acquire the knowledge. This is also consistent 

with the research result of (13). Specifically, they are always look-

ing for feedback from their subordinates, colleagues to overcome 

their situation and improve their team. They always ask about 

employee satisfaction with the job, their level of supervision for 

employees. They have been opening policy dialogue between boss 

and staff. This result is also supported by (20). It is worth noting 

that the relationship between colleagues is good, but the job has 

not been started yet. Mostly, the young people want to find out 

about the personal lives of their employees to derive personal 

benefits. It is important to understand your employees to help 

them know the pros and cons of their daily works. In addition, 

young leaders will help employees overcome the dilemma to get 

involved in the workforce, enable employees to return to work in a 

better spirit. The findings are consistent with prior studies 

(3,14,18). In general, the Millennials have all characteristics of 

charismatic and transformational leadership.  

4.3 Research Question 3  

The third research question is about the strengths of the leaders. 

Q12, 13, and 16 were used to analyze the strengths of Millennials. 

Figure 3 shows the pattern of the strengths that emerged main 

factors related to positive reinforcement, relationship, participa-

tion, and equality. 

 

 
Figure 3.: The pattern of leadership strengths 

 

Positive Reinforcement. The Millennials often pursue positive 

reinforcement as their leadership styles. They always ensure that 

the teammates are engaged and motivated, thus achieved the de-

sired objectives. Most of the participants admitted that using posi-

tive reinforcement, concentrating less on what employees are do-

ing wrong, and more on what they are doing right, is the process 

of rewarding or incentivizing performance. By doing so, leaders 

create an attractive workplace where employees feel happier, more 

confident, and appreciated when their efforts are being recognized 

and acknowledged.  

Participant #7 stated: I appreciate and support my teamwork; I 

often take employees to eat out at a fine dining restaurant. This 

makes them happier after they accomplished a partial duty of a 

working project. This enables them to keep up and be accountable 

for their work. 

Particularly, the same idea of offline meetings, Participant #1, #3, 

#15, and #16 agreed: When your subordinates are newly graduated 
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students, food and beverage enable you to motivate them. Work-

ing lunch or working dinner is a great opportunity for developing 

new business ideas or finding appropriate solutions. 

Relationships. Most interviewees were too excited to talk about 

the business relationship. They all recognized that: The more rela-

tionship you create, the greater the asset you are. However, to 

build good relationships, you have to start with good people skills. 

This is not an easy task. 

Building a positive and supportive work relationship will enable 

you to feel happier, more confident and satisfied with your lives. 

As Participant # 7 uses the famous statement of Theodore Roose-

velt to emphasize the prominent role of developing positive rela-

tionship: “the most important single ingredient in the formula of 

success is knowing how to get along with people.” 

Participation. The idea of engagement stands out and is consistent 

with the idea of relationships. Many participants commented on 

the important role when they delegate tasks to employees instead 

of giving orders. Besides, to assign tasks effectively, team leaders 

should ask employees what they want to be done and leave the 

remains up to their efforts. By doing so, they are free to come up 

with their best approach to finishing the task. Particularly, the 

constructive and collective ideas should be discussed and com-

promised before performing a new policy or rule in the manufac-

turing industry. Because the key features of this industry are to 

produce on a large scale and meet the standard, managers cannot 

change the production procedure or process in the short term.  

Participant #10, #5 and #3 have the same opinion: I think a leader 

must be open-minded, willing to speak to the subordinate errors so 

that they overcome. However, employees have to follow the strict 

regulations of safety production and quality control. Everything 

must follow the standardization. If employees made a defective 

product, they have to report to the manager to solve the issue. If 

they attempt to hide the critical issue, they will be punishment. 

Furthermore, making good use of employees’ strengths such as 

skillsets, preferences, and talents, will result in more overall effi-

ciency. 

Equality. Equality was recorded many times during the discussion 

with the participants. Most participants say that everybody should 

be treated equally and with dignity no matter what their circum-

stances.  

Participant #8, #9, #10, and 11 have the same opinion: To become 

a good leader, you should be interested in ensuring that equality is 

considered at all times. Leaders should treat employees fairly 

based on their unique characteristics, rather than assigning job 

duty on biases derived from an internal circle. 

The third question is designed to explore the popular leadership 

styles of the Millennials. The results have provided some fascinat-

ing insights into the group. The findings have confirmed that dif-

ferent factors instead of money could motivate subordinates. This 

result was consistent with a previous study (7). Some groups work 

at a very high frequency because they get very high motivation 

from the leader, they like to work and require a level of friendship 

between the two. The Millennials will be required to change suita-

bly with the workforce (5). They not only prefer to leading by 

successful case studies but also avoid aggressive behavior. The 

authoritarian leadership is the old style, which is the unilateral 

style of decision and designation. This style restricts the right to 

participate in democracy, even banning employee comments. This 

is an outdated style. The young leaders treat subordinates fairly 

and follow the employee conduct and work rules policy. They 

appreciate democracy in their work. In the workforce, the demo-

cratic process involves participants, equal rights, the principle 

about how decisions were made. The research result also shows 

that most of the decisions made by the leadership are solicited 

from subordinates. The more democracy, the higher performance 

the young leaders feel more excited. They need a lot of positive 

feedback, which is believed to be the most appropriate leadership 

style in the manufacturing industry. To sum up, the Millennials 

have been pursuing the style of democratic and transformational 

leadership. 

5.  Recommendations 

The findings showed that the young managers are pursuing the 

leadership style so that employees join the team. It is supposed 

that organizations should work more closely with the additional 

challenges that will enhance the sustainability and maintain better 

relationships. Specifically, when the relationship is too strong to 

create their network with the same interest, and subordinates be-

come loyalty to their leader. Such powerful teamwork, the young 

leaders are willing to face difficult tasks to make a significant 

change (1; 20; 16). However, it takes time to plan, identify, assign 

the organization to prepare for the change, which will lead to the 

loss of lead time. A change in the leadership system will require 

responsible stakeholders, a rubric for the results and an approach 

to keep all units in the agency, not an individual leader. Teamwork 

also takes time, as a team will need to be professional, trained, and 

formulated into a norm and integrity. Based on the interviews, the 

findings illustrated that the Millennials have all the strengths for 

bringing great profit margins for the team, with the participation 

of potential employees, relationships, perceptions the responsibil-

ity between subordinates and leaders is no longer far off. Like a 

previous study, (15) mentioned that the young workers expected to 

participate in the decision process.  

In general, the young leaders can create the business network and 

utilize its effect. Therefore, good leaders should pursue a cutting-

edge management system that enables to build participative com-

munities. They should be coaching the team much emotion and 

passion rather than worrying about running the kinds of conven-

tional management approaches that attempt to evaluate how hard 

or fast employees are doing. Therefore, a good leader can pursue a 

democratic leadership approach that has been proved to be more 

prosperous in managing young employees instead of using an 

authoritative leadership style. Like prior studies, the young gen-

eration leaders would not compromise a single-center behavior or 

limit autonomy (2, 6, 8, 17).  Figure 4 illustrates the key character-

istics of a good leader. 

 

 
Figure 4: A good leader 

 

A good leader who helps a company develop as planned has the 

big vision. It is normal but not abnormal. With revolutionary lead-

ers, they will co-ordinate democratic and transformational to make 

the challenges in the decision and help the development of the 

company become dominant in the competitive market. They are 

also young and active people and have happiness in their experi-

ences, so they feel self-confident to inspire subordinates. Besides, 

they own the knowledge acquisition, so it was applied to make 

bold ideas in the workplace. As mentioned above, building a 

relationship is one of the most important roles to make a circle up 

in the company. They will create motivation to their employees, of 

course, an organization always has employees with different quali-

ties, they use soft skills as well as knowledge to reward the talent 

and give positive criticism to the worse. Moreover, they have the 

abilities to learn how to balance their passions best so that they do 

not ruin effective teamwork. Young leaders are playing an essen-

tial role in fostering passion around the team and motivating them 

to be willing to make substantial personal sacrifices when they 

believe they are part of strategic management for success. Specifi-
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cally, young leaders should develop policies and procedures ad-

dressed at overcoming misbehavior, which is a waste of a talented 

employee’s effort and time. Like a prior study, (20) proposed that 

leadership style would be the key to successfully leveraging Mil-

lennial employees’ talents. Besides, attending formal training 

programs (13) or conducting self-learning help a young leader to 

improve management skills as well as gain a better understanding 

of different leadership styles and business environments. 

The revolutionary leaders have democratic and transformational 

leadership styles will send invitations to subordinates or employ-

ees to join the meeting such as workflows, promotion activities, 

and contribution activities within the company. The findings also 

proposed some cause-effects among key characteristics of young 

leaders. First, happy leaders have a greater feeling of self-efficacy, 

self-esteem, and self-confidence (12). Secondly, the greater 

knowledge acquisition, the more novel ideas the young leaders can 

create. For instance, building the relationship at workplaces not 

only generate the environment for the team development (4, 9), 

but also change appropriately according to the organizational ca-

pacity (5). Furthermore, leaders could motivate subordinates to 

spend more time and effort to complete their tasks by using differ-

ent beneficial packages instead of focusing only on money (7). 

Finally, the results show two strong interactions, including i> 

between relationships and motivation, and ii> between participate 

and democratic and transformational styles. Figure 5 illustrates 

how to become a revolutionary leader. 

 

 
Figure 5: A revolutionary leader 

6. Conclusion 

The main contribution of this paper is to provide the extension of 

leadership theories applied for the Millennials in the manufactur-

ing sector. The findings showed that young leaders in Vietnam 

have leadership abilities to inspire and motivate the subordinates 

throughout exploring the common characteristics such as good 

listeners, optimism, and happiness. They have recognized that 

working in a team will enable them to achieve the employee per-

formance and business goals. The findings suggest that the Mil-

lennials acquire knowledge by generating a collective learning and 

feedback mechanism. They are willing to understand their em-

ployees accurately to derive personal benefits from the organiza-

tion’s activities. Also, they can assist employees to overcome their 

current issues to get involved in the workforce. In general, after 

answering the first two research questions, we can conclude that 

they have all the characteristics of charismatic and transformation-

al leadership.  

Given the strengths of young leaders, it is recommended from the 

findings that non-monetary incentives can be effective in the 

workplace. The employees like to work and require a level of 

friendship with their supervisors. Specifically, the Millennials not 

only prefer to leading by successful case studies but also avoid 

aggressive behavior. Most of the participants supported that the 

young leaders often made the final decision based on the harmo-

nized regulatory scheme. The more democracy the better perfor-

mance,  the Millennials feel more excited. They need a lot of posi-

tive feedback, which is believed to be the most appropriate leader-

ship style in the manufacturing industry. To sum up, the Millenni-

als have been pursuing the styles of democratic and transforma-

tional leadership and devoting much effort and time to become a 

revolutionary leader instead of a good leader. 
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Appendix  

Interview Questions 
R1. What are leadership traits prevalent in the Millennials? 

Q1. Could you describe your responsibilities in the current posi-

tion? 

Q2. How long have you been in this position as the leadership 

role?  

Q3. How do you best differentiate yourselves?  

Q4. According to you what is the difference between leadership 

and management? 

Q5. What are the characteristics of a good leader? And which of 

those characteristics do you believe you have? 

Q6. What is the primary experience you deliver as a leader? 

Q7. How do you identify different leadership roles and corre-

sponding personality traits? 

Q8. What are the key components of leadership traits? 

Q9. How do you define happiness in terms of your work?  

Q10. How do you describe your interpersonal skills?  

 

R2. How do Millennials distinguish their leadership abilities? 

Q3. How do you best differentiate yourselves?  

Q11. How do you define happiness in terms of your work?  

Q12. What keeps you motivated? 

Q13. How do you motivate the staff in your department? 

Q14. How do you define success in terms of your job?  

Q15. How have you done over the years to improve your leader-

ship skills? 

 

R3. How are Millennials expressing their strengths of leadership 

styles?   

Q12. What keeps you motivated? 

Q13. How do you motivate the staff in your department? 

Q16. According to you what constitutes fair and efficient man-

agement?  

Q17. Are there any other topics/themes you would like to add? 

 


