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2. Abstract 

Ireland has found itself in a financial crisis along with the rest of the world, yet financial 

sector employment still continues to move jobs. Employers find themselves in a difficult 

position to retain their employees as their profit margins tighten and so the retention of their 

employees is a vital factor in determining the success of their business. The retention of key 

employees is directly linked to the performance of the workforce as a whole, retain of these 

employees influences employee satisfaction, motivation, and organisational loyalty. A 

company's  success hinges on its employees and motivates them to become highly committed 

and more productive in order to reach their full potential.  Retention strategies must be 

aligned with the needs of the industry's employees in order to combat the evident movement 

of employees within the financial sector. This is a study  based on a review of the literature 

and primary data gathered from financial sector employees in order to analyze if and why 

employees are moving despite the crisis and what employers need to focus on in their 

retention plans. It is clear that all the employees cannot be retained with a single retention 

plan and this study seeks to assess the factors which employers should focus on in order to 

maximize employee retention and if they have they have changed since the crisis began. The 

Retention plan should focus on a number of key factors such as by employee engagement, 

training and development opportunities and remuneration in order to maximise employee 

retention. 
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3. Introduction: 

Retaining talent is a primary concern for many companies as labour market trends point to a 

shortage of employees with the necessary skills and knowledge(Hausknecht et al., 2009). For 

the purposes of this study the financial sector will be defined as those in Appendix A. 

Employees are increasingly being expected to do more as their roles become blurred and as 

such employees are being placed under increasing pressure and demands, this has lead to an 

increasing requirement for higher education (International Labour Organization, 2009). 

Turnover among workers affects many aspects of companies within the financial sector, 

including staff morale, profit margins and loss of knowledge. The cost of staff training and 

lowered quality of service, in a time when the financial sector are competing fiercely to 

minimise loss, puts greater emphases on this issue. Unsurprisingly after the crisis, job losses 

have been high with layoffs around the world totalling 325,000 between 2007 and 2009 

(International Labour Organization, 2009). In 2009 it was estimated that in the IFSC alone 

there were 32,706 people employed in financial services (Accenture and Financial Services 

Ireland, 2010), with decreasing numbers of jobs available and so many people employed by 

the industry competition is intense. With all these jobs losses all over the world it is 

interesting to note that in the IFSC in Dublin, Ireland, there has been continued 

announcements of jobs in the industry with 800 jobs announced as recently as May 

2013(O'Donovan, 2013). The consequences of employee turnover is plain to see in terms of 

Employee separation, replacement and training costs, reduced productivity and output and 

disruption to business operations.  Perhaps the biggest impact comes from the loss of 

cohesion within teams and loss of tacit knowledge that is built up over time. However, not all 

turnover is negative, as will be discussed later, new employees bring with them new ideas 

and may perform better than  previous employees. 



7 
 

Employee retention has been studied widely in many fields. In understanding how to retain 

employees, the motives of individuals within organisations must be examined. There are a 

number of major theories regarding employee motivation which are discussed later, each of 

the theories gives various frameworks for understanding the desires and needs of employees. 

They share certain similarities, in that they all say positive reinforcement and recognition can 

be used for creating a positive working environment, while also criticising the use of negative 

appraisal of job performance(Ramlall, 2007). The theories conclude that employees or people 

are motivated by a number of factors that change depending on the needs of the person. 

Therefore organisations must recognise individual employees are motivated differently. 

For the purpose of this study the research hypothesis will be that employees are moving jobs 

more than the average staff turnover for the industry prior to the financial crisis. With 

research questions being: 

 Have employees moved more than expected in the current economic climate? 

 What employees are leaving? 

 What factors are causing employees to move? 

 Do employees feel they can easily move jobs in the current economic climate?  

 
This The data for this study will come from surveys conducted among financial sector 

professionals in the IFSC Dublin, Ireland. Statistical tools will be used to analyse this data 

including: Cross tabulation, T-Testing and Correlation. The survey's findings combined with 

the literature will allow the researcher to make recommendations and identify the key factors 

in retaining employees and why. 
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4. Literature Review: 

4.1	Financial	Sector	background:	
The IFSC is made up of diverse industry sectors in size, complexity and nature of business. 

Funds and Asset Management, Banking and Insurance are large, established and better 

known sectors. In addition, there are also many other segments that are strategically relevant 

for the Irish economy e.g. Aircraft Leasing is a highly specialized sector where Ireland is 

recognised as a world leader. Other areas are still to realise their potential such as Payments 

and Money Transmission which is a growth industry globally and will be important in the 

future. For this study the financial sector is defined as including, but not limited to, 1) Funds 

and Asset Management 2) Banking 3) Insurance 4)Aircraft leasing 5) Payment and Money 

Transmission 6) Corporate Treasury 7) Technology and Service Providers (International 

Labour Organization, 2009). 

Huge growth has been experienced in the Irish economy over the past decade and has led to 

large cost and staff retention pressures for financial sector companies in this country(Deloitte, 

2011). However since the beginning of the crisis this has all been reversed. This has actually 

benefited the industry as the cost of employee retention has dropped and at the same time 

with employees staying longer in their positions and enhancements in the companies' 

operating models the clients have benefited from a more consistent service(Deloitte, 2011). 

The increase in competiveness in the Irish financial sector has come at a time when demand 

for these services are at an all time high. In 2010 total assets under administration in Ireland 

were at €1,770 billion(Deloitte, 2011). With staff turnover rates at 29% in 2007 and falling to 

24% in 2009, Deloitte estimated that managing this staff turnover was up to 15% of total staff 

costs. 

Given that the sector is at centre of the crisis, jobs in financial services around the world have 

been strongly affected, with layoffs totalling 325,000 between 2007 and 2009. This figure is 
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most likely understating the real situation (International Labour Organization, 2009). 

Ireland's banking sector has been among the most affected by the crisis. Anglo Irish Bank has 

been nationalised by the government. Ulster Bank has closed its First Active subsidiary, in 

order to cut costs by removing 750 jobs (International Labour Organization, 2009). 

With the catastrophic events occurring in the world's economy since 2008 and particularly in 

the financial industry it is surprising to learn that many sectors of this industry continue to 

grow. There is no better example than the IFSC in Dublin, Ireland, with over 70% of those 

employed in financial services in Ireland located in Dublin. There are around 35,000 

employed by around 500 firms which contributions tax of €2.1bn To put this into context that 

means the IFSC represents approximately 7.4% of Irish GDP (Accenture and Financial 

Services Ireland, 2010).  These figures indicate the importance of this sector to Ireland, 

making up over 30% of all exports. Employment in the IFSC has held steady at around 

35,000 over the recession, and has shown signs of rapid growth. Hays recruiters say that there 

has been an 167% increase in job vacancies in financial sector during 2010/2011 and  the 

Irish Banking Federation aim to create between 5,000 and 10,000 jobs in the next 5 to 10 

years (Eardley, 2011).  

Although there are differences between each IFSC company, they are essentially engaged in 

financial services exports in some capacity. Ireland's future as a small and open economy 

needs to be based on export competitiveness and investment attractiveness. Given the size 

and importance of the financial services industry globally, despite the crisis, the IFSC 

continues to be an important growth opportunity, which requires a robust regulatory 

environment as well as effective public policy engagement(Accenture and Financial Services 

Ireland, 2010). According to (Eardley, 2011) there has been dramatic turnaround since the 

crisis began with Hays finding employment for 1600 people in the second half of 2010 and in 

first six months of 2011, they placed 2407 people in new jobs. Employers increased hiring by 
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46% which is a staggering turnaround in the jobs market. The recovery in insurance, funds, 

and in the professional services, accountancy, legal services and consultancy professions has 

begun.  

The 2009 Investment Funds Industry Employment & Staffing Trends Survey conducted by 

the Irish Funds Industry Association showed that more than 87% employees surveyed were 

third level graduates. This shows the level of quality employees available in Ireland, the 

financial sector is a very attractive industry, with an average salary of €60,100 it attracts top 

quality employees. However, it is a fast pace and ever changing industry with the average 

length of service is 2-5 years, it is clear that employees are prepared to move jobs regularly. 

Even though there has been an overall drop in overall employment numbers, fund 

administrators are hiring, with 566 new employees in 2009 (Accenture and Financial Services 

Ireland, 2010). 

Usually when a recession is coming to an end hiring will be restricted to core operations such 

as bankers in banking, accountants in accountancy, programmers in the IT but from the 

analysis done by Hays the growth is coming in support roles such as HR, marketing, 

procurement, administration. These are all necessary to an organisation, but as they are non-

core functions, they are typically first to be stopped in a downturn and the last to be started 

when things become better(Eardley, 2011). 

4.2	Employee	Retention	Theory:	
Employee retention is one of the most important issues organisations encounter. In these 

uncertain times it is important for companies to hang onto their top employees and 

intellectual capital. Retention is defined as “the ability to hold onto those employees you 

want to keep, for longer than your competitors” (Johnson, 2000). It is considered as the 

culmination of a company's human resource strategies and begins with the recruiting the right 

people and involves keeping them engaged and committed to the organisation. The demands 
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placed on employees is every growing, employers are expecting more from employees in 

return for little extra. Developing an effective retention plan for the current employment 

market, means realising the varying needs and expectation of the labour market. If the 

retention strategies are not embedded in the business then all the efforts since recruitment will 

be futile (Earle, 2003). In the financial sector this can be seen with the large turnover despite 

the economic climate, the average length of service is 2-5 years. It appears as though many 

companies are struggling to keep employees. 

(Lee and Mitchell, 1994) proposes that critical events or shocks can make a person re-assess 

their current job and to possibly quit. Unsolicited job offers, missing a promotion, 

downsizing, having a child or receiving a bonus are some examples of these shocks (Mitchell 

et al., 2001, Lee and Mitchell, 1994). After experiencing a shock the employee can proceed 

down a number of paths which brings the person to question their commitment to the 

organisation, and if they want to find a new job. Sometimes there is no shock and an 

employee reassesses their commitment to an organisation over time. 

(a). Employee Turnover Consequences: 

Employee turnover can be analysed at organisational and individual level. Researchers have 

long attempted to identify how turnover impacts organisations at these two levels. Although 

much research has been done, there has been much more achieved on the determinants of 

turnover than the consequences of turnover. (Muchinsky and Morrow, 1980) noticed this lack 

of research and said that little attention has been given to the consequences of turnover. 

The negative side of turnover has been more frequently studied in the literature such as 

employee separation; replacement and training costs; reduced productivity and output and 

disruption to business operations(Dalton et al., 1982). Turnover can have negative social 

implications perspective. Internal communication lines and severed relationships within 
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groups (Muchinsky and Morrow, 1980) leads to less cohesion in working groups and 

ultimately poorer organisational performance. Turnover has been discussed widely in a 

negative context throughout the literature as a negative for organisations, this is not always 

the case. Some employees who are not performing can be replaced and this can lead to better 

performance despite the cost of replacing them. However, high staff turnover can have a 

significant impact on the ability of organisations to maintain the high service levels for 

clients(Deloitte, 2011). If retention levels can be improved to an appropriate level then there 

are a number of benefits such as improved productivity from staff, senior management would 

have more time to focus on managing the business and focusing on client service and the 

instant cost savings on recruitment(Deloitte, 2011). 

Employee turnover shouldn't be viewed just from a negative perspective according to a 

number of theorists (Dalton et al., 1982, Muchinsky and Morrow, 1980, Abelson and 

Baysinger, 1984). Some studies suggest that turnover can be beneficial as the mobility of 

employees introduces new people to the organisation which creates new dynamics and ideas. 

(Mobley, 1982) proposed that turnover can bring new knowledge and ideas to the workplace. 

(Abelson and Baysinger, 1984) brought the model of optimal turnover. This model suggests 

that it is possible for organisations to achieve an optimum level of turnover. Management 

need to consider a number of variables including the individual, costs of retention and 

turnover and HRM policy. These factors can have a significant impact on organisational 

outcomes from employee turnover. 

(Hausknecht et al., 2009) point out that retaining talent is a primary concern for many 

companies. The focus for managers is on the skills, knowledge, attitudes and competencies 

which employees bring to the organisation, as this promotes competitive advantage and 

growth. (Barney, 1991) defines the resources "as all assets, capabilities, organisational 

processes, firm attributes controlled by a firm that enable to conceive of and implement 
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strategies that improve its efficiency and effectiveness". The employee's capital includes their 

experience, judgement and intelligence. Employees can be a sustained competitive advantage 

and employers need to be aware that the skills and attributes that make an employee 

successful in the work place also enhance an individual’s mobility, these include education, 

cognitive ability, and occupation specific training (Trevor, 2001). (Wright et al., 1994) said 

that because cognitive ability is normally distributed in populations that human resources 

with high ability are rare and so human capital resources do provide value to firms. However 

human capital is almost always inimitable and employees are highly mobile so this makes it 

difficult for employers to hold on to unhappy employees(Pilbeam and Corbridge, 2002).  

(b).Factors effecting employee turnover: 

(i). Market Forces: 

The condition of the job market and the economy also affect a person’s decision to stay or 

leave a company. (Cotton and Tuttle, 1986) say that the better the economic conditions, the 

more likely an employee will quit, confident in the knowledge that they will be able to find 

another job. Given today's challenging economic conditions it is logical to expect that people 

would be hesitant to leave their positions, however the financial sector continues to grow. 

Capita have announced 800 new jobs in May of this year for example(O'Donovan, 2013).  

(ii). Organisational Environment: 

An employee's career development requires training. Certain companies have looked at 

providing training and development opportunities to employees in an attempt to increase 

retention, while some would argue that training and development opens up new opportunities 

for their employees in other organisations.  

Organisation-wide factors are those which affect the individual that are determined by 

persons or events external to the immediate work group. These factors include pay and 



14 
 

promotion policies and organisation size. Pay and promotion are usually considered together 

as promotion usually comes with an increase in salary, however, a pay increase does not 

necessarily infer promotion. There are numerous investigations into the relationships between 

pay and promotion and employee turnover. These studies show little disagreement with the 

conclusion that low pay and lack of promotional opportunities cause employees to look 

elsewhere for these opportunities(Porter and Steers, 1973). 

(iii). Person-Organisation Fit: 

Person-organisation fit affects employee turnover i.e. the right person for the company and 

role. (Moynihan and Pandey, 2008) discuss how employees want more than financial 

rewards. Employees develop an attachment to the organisation because of the opportunity to 

work at a job which holds some value to them other than monetary(Moynihan and Pandey, 

2008). In these cases it is the company's missions and goals which attract the individual. The 

better the fit of the company's goals with the individual, the less likely is it that they will 

leave for another job. The company itself should also be concerned with this when selecting 

the candidates which they will hire.  They need to consider the skill set, abilities and 

attributes of the potential employee and how they will fit in with the organisation.  

(iv). Social Networks: 

The increasing role of social networks has also been highlighted as a factor in employee 

turnover. Employees are members of not only internal networks to the organisation but also  

to networks outside. According to (Moynihan and Pandey, 2008) these networks have a 

marked impact on employee turnover and that self-interested employees build those networks 

for their own benefits. Employees invest time and effort to build networks and so it makes 

sense to believe that they are more likely to leave the company as a result. Although leaving 

for a higher salary and better conditions is tempting, the potential loss of the internal network 

they have built over time can be a factor in employees staying. Inter-organisational networks 
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can have a negative effect on employee retention. External social networks e.g. LinkedIn 

provide opportunities for job searches and to make connections with recruiters who are 

seeking to place employees in roles. An employee can learn about better job offers that 

provide more benefits and better condition without the need of going through the long and 

difficult experience of searching for jobs. Social networks facilitate ease of movement to the 

employee and provides stimulus for leaving the job. (Moynihan and Pandey, 2008) say that 

intra-organisational social networks i.e. those built up over time within the organisation 

reduce turnover by making it less desirable, whereas an external networks facilitates turnover. 

(v). Colleagues’ Quality: 

The quality of colleagues has a big bearing on a person’s desire to stay in the company. Most 

jobs require teamwork and the performance of one person affects performance of others.  

(Groysberg and Lee, 2010) say that knowledge-intensive firms employ highly educated 

workers and in these organisations, knowledge is the key input. Employees provide this 

resource and so the quality of colleagues is vital to an employee's performance. (Groysberg 

and Lee, 2010) argue that since much of an employee's role transcends across many parts of 

the organisation that the quality colleagues in different parts of the firm and not just those 

within their immediate team has a strong influence on turnover. 

(c). Motivation Theory: 

(i) Maslow's Hierarchy of Needs:  

Maslow believes that people have needs rather than desires. The essence of the theory is that 

needs lower in the hierarchy have to be fulfilled before the higher needs become active 

(Beck, 2000).  Maslow considered the physical needs to be unique rather than the norm of 

basic human needs. According to Maslow, Once the physiological needs are satisfied, safety 

needs are the next to crop up. In employees these safety needs to can be seen in a desire for 

secure employment, pension and insurance and safety conditions at work (Adair, 2006).  
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Following on from safety needs come a person's social needs. This need can be satisfied by a 

sense of belonging. The employee will strive for a place on belonging in the workplace and 

for relationships in their personal and professional life. 

The next level of needs is esteem. An employee or person will have the need or desire for a 

high valuation of themselves and for the esteem of others (Adair, 2006). They will have a 

desire for achievement and recognition of this achievement from their peers.  

Maslow suggests that few people ever really reach the highest levels of the hierarchy as the 

lower levels needs are the main concern for most people (Beck, 2000). According to Maslow 

even if all these needs are met, eventually an individual will become restless and 

discontentment will emerge if the individual is not doing what they are best fitted for. Self-

Actualisation is a person's need for self-fulfilment i.e. to become everything they are capable 

of being. 

The basic needs of employees are the most important and when threatened they will jump 

back down the ladder of needs to defend them (Adair, 2006). Employees see the satisfaction 

of their physiological needs as paramount i.e. pay, after this everything else is a bonus and 

only sought once the basic needs are satisfied. This will mean that the needs of different 

employees will vary widely and need to be assessed carefully. This is in line with more 

contemporary theories of employee compensation. 

In many jobs there is no opportunity for self expression so workers seek other satisfactions 

outside the work place. So in many cases only the first two levels of motivation are sufficient 

to account for work motivation. Essentially there are two classifications within this model, 

one being safety-belonging and the other is esteem-achievement-actualisation (Beck, 2000).  
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(ii). McGregor's Theory X and Theory Y:  

This theory polarises management into two groups based on human nature. Theory X takes 

the traditional direction of direction and control. It says that employees dislike work and will 

avoid it if possible therefore they must be coerced, directed or threatened with punishment to 

get them to do work. It also believes that employees prefer to be directed, don't want 

responsibility, ambition is low and they want security above all else (Beck, 2000, Adair, 

2006). 

Theory Y is the polar opposite, it says that the expenditure of physical or mental effort in 

work is natural. It believes that control and punishment does not motivate employees, it says 

that committed employees will exercise self-direction and control (Beck, 2000). Their 

commitment to objectives is linked to the rewards they will receive for their success. 

Employees learn to accept responsibility but also to seek it out. It believes that in modern 

business that the intellectual potential of the average employee is only partially utilised 

(Beck, 2000, Adair, 2006). This theory is similar to Maslow's but is more applicable to the 

work place and also is easier for management to understand as it integrates the theory with 

the traditional preoccupations of management.  

(iii). Herzberg's Motivation Theory - Hygiene Theory  

Herzberg suggested that some aspects of a job allow people to satisfy higher level needs 

which he called satisfiers and motivators (Beck, 2000). According to Herzberg's study there 

are some factors which are satisfiers and others which are dissatisfiers, which is where the 

basic assumption of this theory comes from. He sorts the findings into three major categories, 

first-level, second-level factors and effects, which can be seen in Appendix D. Each category 

is a source of good or bad feelings for employees. For example recognition; positive feelings 

can be taken from notice or praise, whereas criticism will garner negative feelings. The 

second level factors are similar to the first however focus more on the feeling of the 
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employees of this factor. He argues that people want more from their jobs than just pay such 

as those factors mentioned in Appendix E. Some factors are noticeable in their absence and 

produce dissatisfaction. These dissatisfiers tend to relate to external conditions such as 

company policy and supervision and satisfaction of these needs is called hygiene (Beck, 

2000).  The main implication of this study according to Herzberg is "that wants of employees 

divide into two groups. One group revolves around the need to develop in one's occupation as 

a source of personal growth. The second group operates as an essential base to the first and is 

associated with fair treatment in compensation, supervision, working conditions and 

administrative practices".(Armstrong, 2009) The fulfilment of the needs of the second group 

does not motivate, create job satisfaction or increase performance it just prevents 

dissatisfaction. 

The second group forms the hygiene factors which only prevent dissatisfaction. Herzberg 

points out that financial incentives may motivate in the short term but the effect quickly 

wears off (Armstrong, 2009). 

 (iv). Equity Theory: 

Equity theory is concerned with how people feel about how they are treated in comparison to 

others (Ramlall, 2007). To be treated equitably means being treated fairly relatively in 

comparison to a group of people. This is not the same as equality which would be treating 

everyone the same which is inequitable if people deserve to be treated differently 

(Armstrong, 2009). Equity theory says employees will be motivated if they are treated 

equitably and de-motivated if treated inequitably. Limitations of this theory are that it only 

explains one factor in motivation. There are two forms of equity distributive equity and 

procedural equity. Distributive equity is concerned with the fairness with which people feel 

they are rewarded in accordance with their contribution and in comparison with others. 
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Procedural equity is concerned with the perceptions employees have about how promotion 

and discipline are being operated (Armstrong, 2009). 

(v). Expectancy Theory:  

Expectancy theory says that people will be motivated when they know what they have to do 

to get a reward and that it will be worthwhile. Motivation is only likely when there is a 

clearly perceived and usable relationship that exists between performance and 

outcome(Armstrong, 2009). This explains why extrinsic financial motivation works only if 

the link between effort and reward is clear. It also identifies why intrinsic motivation arising 

from the work itself can be more powerful than extrinsic motivation(Armstrong, 2007). 

Intrinsic motivation outcomes are more under control of individuals, who can place greater 

reliance on their past experiences to indicate the extent to which positive and advantageous 

results are likely to be obtained by their behaviour(Armstrong, 2007). There are some 

obvious problems with this theory and also Equity theory. They both assume that pay is a 

motivator but there are many other motivators which are not identified and so the weight of 

pay as a motivator cannot be determined and also they fail to identify on how much money 

motivates employees(Arthur, 2001a). 

(D). Education: 

There are numerous reasons to improve an employee's education. It gives a person 

perspective of the world and helps to build a career (Bersin, 2013).Education seeks to 

enhance the knowledge, cultivate values, attitudes and provide a foundation of knowledge 

which is relevant to the occupation in which the person wishes to work in(Teichler and 

Kehm, 1995). Higher education is not directly geared towards any specific job but rather 

seeks to prepare the individual to critical think and be innovative so they can redesign and 

rethink the tasks they will be faced with. Employees will have to acquire skills and learn the 

rules which they will not obtain in their academic education but they should also be 
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motivated and capable to question the established practices and to cope with work 

tasks(Teichler and Kehm, 1995). This flexibility and knowledge which is gained from the 

academic programmes is why employers are keen to take on graduates and in particular those 

who also have work experience. In the current work environment an undergraduate degree is 

highly valuable for an employee looking for a job, at one time it would have been an 

advantage over other candidates but now it is necessary just to be on a level playing field. 

The education they have received is highly transferable between roles and as such employees 

within the financial sector on average stay in one job for between 2-5 years(International 

Labour Organization, 2009).  There isn't really a war for talent as there are talented people in 

abundance, there is a war for skills. Companies are increasing the amount they spend on 

training to equip their employees with the skills needed, so if an employee already has these 

skills they are at a big advantage to when looking for potential jobs. 

While education institutions believe that newly educated workers are ready for employment, 

much less employers believe this and this is why they spend so much on training(Bersin, 

2013). Education is only the beginning of a person's development for their career, it does not 

equip them for everything they will deal with but gives the person a big head start in their 

career and this is why education is valuable to employers. 

(E). Reward and Remuneration: 

The average salary of an employee in Dublin's IFSC is €60,100 (Accenture and Financial 

Services Ireland, 2010) and according to (Pilbeam and Corbridge, 2002) reward encompasses 

more than just pay, it also includes remuneration and compensation. It represents the 

managerial practices where both financial and non-financial elements are directed at enabling 

and rewarding employees.  
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The attraction and retention of quality staff are the ultimate objectives of the employer. The 

constraints of value for money, control of costs and ability to pay must all be considered by 

the employer. Pay policy decisions must take into account the competitive labour market and 

should seek to reward performance and commitment, as well as encouraging employees to 

take on responsibility and to acquire the skills and expertise (Pilbeam and Corbridge, 2002). 

It should send clear signals about managerial expectations and that this will be rewarded. 

According to (Arthur, 2001b) an organisation's compensation programme sends a message to 

employees about its commitment to motivating, recognising and rewarding employee 

performance. 

Employees expect maintenance of their purchasing power in line with costs of living, 

increases in pay overtime and stability in their pay(Pilbeam and Corbridge, 2002). Employees 

know their value in terms of the job, and if the pay does not feel fair to them and it will affect 

their motivation and commitment(Arthur, 2001a). In line with Equity theory, employees want 

to be paid fairly compared to the labour market and colleagues. It is difficult to meet both 

groups expectations but employers must recognise that employees have expectations 

employers will find it hard to attract and retain high quality staff if their needs are not met. 

(i). Performance Related Pay: 

The underlying theory for PRP is motivation theory. Content theory from Maslow and 

Herzberg, say that pay is only one of many human needs. By satisfying needs employees can 

be motivated at work but the importance of pay as motivator will vary widely depending on 

the individual(Pilbeam and Corbridge, 2002). Equity theory says that humans need to be 

treated fairly at work in relation to other employees. Fairness is calculated by employees, it 

cannot be measured by any metric as it primarily subconscious.  PRP can be used to provide 
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an equitable way to determine financial rewards and maintain employee motivation (Pilbeam 

and Corbridge, 2002). 

Prior to the financial crisis (Arthur, 2001b) says that according to many surveys what many 

employees really wanted is an enjoyable atmosphere and a sense that they are making an 

impact in their jobs. At the time jobs were secure and in the knowledge of this employees felt 

they could easily find another job, employees were asking their companies what they planned 

to do to make them want to remain employed there. Money was low on the list of employees 

needs at this time as jobs were all paying quite well. 

(Arthur, 2001b) said that a study conducted by Gerald Graham found that the top work place 

incentives were not as management mistakenly believe, high salaries, job security and 

promotional opportunities but were those in Appendix F. That is not to say that these were 

not important factors but not the most important to employees at this time.  

Critics of this say that companies should steer clear of implementing this as relating pay to 

performance as it is difficult to specify the types of performance they desire and determine 

whether or not employees have demonstrated them (Lawler, 1995). In the current climate 

PRP should be avoided or adapted to prevent excessive risk-taking from managers and 

executives(International Labour Organization, 2009)  

(ii). Total reward philosophy: 

(Wright, 2004) defines total reward as viewing pay and benefits as only one part of the 

reward picture, bringing in other aspects that affect the quality of an individual's working life 

e.g. learning and development opportunities, work environment, leadership styles and 

employee involvement. (Armstrong, 2007) defines the conceptual basis for total reward as 

that of configuration or bundling so that different reward processes are interrelated, 

complementary and mutually reinforcing.  As a consequence total reward strategies are 
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vertically integrated with the business objectives and complementary to other contemporary 

HR practices. Armstrong's total reward components can be seen in Appendix E.  

According to (Armstrong et al., 2007) the principal reason for adopting a total reward 

approach is the recognition that employees come to work for more than money. The 

employer goals of recruiting and retaining talented employees with high performance are 

aided through recognising the needs of the whole person. (Thompson et al., 2002) states that 

the benefits as, "easier recruitment of better quality staff, reduced wastage from staff 

turnover, better business performance and the enhanced reputation of the organisation as an 

employer of choice". 
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5. Research Methodology and Methods 

5.1	Epistemology:	
The research was conducted using quantitative and qualitative research. It seeks to investigate 

a phenomenon in a statistical manner, using empirical methods and aims for objectivity 

through the standardisation of tests and data analysis while also gaining context using 

qualitative information to get beyond the simple statistical information.   

The philosophy for this research is realism. Realism contends that real structures exist 

independent of consciousness, but that knowledge is socially created.(Saunders et al., 2009) 

contend that our knowledge of reality is a result of social conditioning. The research question 

for this study clearly shows that this research wishes to establish the dynamics of employee 

retention in the financial sector given the changing challenging economic conditions since the 

financial crisis began.  

Realism is deductive in nature and so has been chosen as the most suitable. It lends itself to 

the topic as there is plenty of research done in the area and so deducing a hypothesis was 

possible. This hypothesis could be expressed operationally and tested. The hypothesis was 

tested using the quantitative method of surveys in order to make a generalisation for the 

industry. The outcomes of the empirical tests were analyzed using numerous different 

statistical tools which will be discussed later. From this examination it was possible for the 

researcher to make recommendations about the validity of the hypothesis, predict outcomes 

for the industry and explain why they are happening. 

The researcher decided to use a multi method of quantitative and qualitative office research. 

Quantitative methods focus on the strict quantification of data and on careful control of 

empirical variables(Ponterotto, 2005). In the quantitative approach the data will be subject to 

rigorous and strict analysis (Kothari, 2008).This has a number of benefits which suit this 
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research, it allows the researcher to summarize large amounts of information which means 

that this research can be replicated and compared with other studies. This type of research is 

designed specifically to offer summaries of information that support generalisations. In 

conjunction with a well designed survey it will reduce the bias introduced by the researcher. 

Generalisation was important in this study as the industry is diverse and has over 32,000 

employed within the sector(Accenture and Financial Services Ireland, 2010). To gain an 

accurate representation of the industry it was important to get as many responses as possible 

from the population, which allowed the testing of the hypothesis already outlined. This type 

of research allows for a more objective approach and so has been chosen. 

Quantitative data is strict and rigid and while it allows for generalisation it does not provide 

underlying reasons for the statistics which are borne from this type of research, it means 

assumptions must be made in order to make meaning of them. For this reason qualitative 

research was also used to fill in the gaps surrounding these statistics. The nature of this data 

means analysing it will be complex and non-standardised as there is no set answer for the 

respondents to give. This information needs to be summarised, categorised and restructured 

in order to provide a narrative and to support meaningful analysis(Saunders et al., 2009). If 

this is not done correctly then it may result in just an impression of what the researcher 

believes the results mean. While it is possible to make some statistics and graphs from this 

data, it better analysed using a conceptual framework, which can be formulated at anytime 

during the data collection process(Saunders et al., 2009). 

A cross-sectional study on representative samples of the population was chosen due to the 

time constraints of this study as a longitudinal study would require a much longer period of 

time. Cross-sectional studies are carried out only once to provide a snapshot at that point in 

time(Cooper and Schindler, 2010). The researcher seeks to compare the participants at a 

single point in time and these studies are useful for gathering information on people’s 
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attitudes, knowledge and practices which is applicable to research being carried out. The 

survey allows for both quantitative and qualitative research by using the close ended 

questions that are common in surveys but also this method is flexible enough to also gather 

the qualitative data by using open questions which allow the respondent to give a more 

detailed answer than just the fixed answers of closed questions(Saunders et al., 2009).   

5.2	Ontology:	
The ontological assumption requires that a decision be made on if the world should be 

considered objective and external to the research or if it is socially constructed and must be 

examined by considering the perception's of human actors(Collis and Hussey, 2003). In this 

study the social actors are the employees in the financial sector, they may place many 

different values on the factors based on their own view of the world. These views are likely to 

affect their decisions and actions. The researcher is seeking to understand the subjective 

reality of the employees in order to make a meaningful outcome from the study. A view of 

objectivism was chosen for this study. This represents the position that social entities exist in 

reality external to social actors. This view emphasises the structural aspects of the world and 

assumes that people in all organisations are similar, this is important as the study seeks to 

compare individuals from different companies within the same industry. Aspects of those in 

different companies may differ but fundamentally the companies and people are the same. 

5.3	Data	Collection	Tools:	
The data collection tools used, was a self-administered survey which was distributed through 

email and be carried out online using the service Smart Survey and analyzed using the 

statistical software SPSS.  The survey was undertaken online in order to reach the most 

amount of people in the shortest amount of time. Conducting the survey online allows for an 

instant response once the survey is completed, with no need for the respondent to actively 

return the survey, the results cannot be lost in the mail or misplaced as they stored online. 
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The survey was targeted at those within the financial sector but there was no requirement for 

it to be completed so it was also self selecting. 

A survey is a methodology where a sample of subjects is drawn from a population and 

studied to make inferences or generalisations about the population (Collis and Hussey, 2003). 

This strategy is usually associated with the deductive approach and is a common strategy in 

business and management research and is used for exploratory and descriptive 

research(Saunders et al., 2009). This method has been chosen in order to maximise the 

amount of respondents as it is a convenient method for the participant. This method was 

chosen as it facilitates the collection of a large amount of data from a sizeable population in 

an economical manner. This allowed for standardised responses which are easily comparable 

and possible to be analysed using descriptive and inferential statistics on how the sample 

population are behaving in this current economic climate in regards to their retention in 

companies. This data can be used to suggest possible reasons for relationships between 

variables.   It also allowed for the collection of data to be used in a qualitative manner to 

provide details around the statistics. 

It was important to pilot the survey in order to spot any errors the researcher may have 

missed. This process allowed for a number of errors to be corrected prior to releasing the 

survey to the sample population. Through this piloting and review of the survey, a number of 

problems were identified and fixed, such as questions that respondents were unwilling to 

answer and to order the questions in best manner for responses. The piloting of this survey 

also lead to the conclusion that statistics alone would not be sufficient to provide the findings 

necessary for the study to achieve its research goals. 

This method lends itself to a cross-sectional study as the respondents will answer at a 

particular point in time. According to (Saunders et al., 2009) "the survey strategy is perceived 
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as authoritative by people in general and is both comparatively easy to explain and to 

understand".  Surveys allow for extensive research in a given area, through them the 

researcher will gain accurate information on the target sample. The anonymity of the survey 

also allows for more truthful and accurate answers as there is no fear for the respondent of 

any repercussions. The researcher will use open and closed questions, as the closed questions 

will allow for accurate comparisons of the sample’s responses to each question and the open 

questions will allow for more in depth answers to the research questions. 

A number of different questions were used when designing the survey. Open questions list 

questions, category questions and ranking questions. Each type was chosen for their 

appropriateness to the given information that was required for the research. 

While closed questions are most typically used in surveys for the purposes of this research, 

open questions were necessary to gain an insight into respondents thoughts and also to 

provide detail around the statistics provided by the closed questions. Open questions can be 

used in questionnaires when there is doubt over the response and is typically used in 

exploratory research to obtain a detailed answer and to get more information than the limited 

responses provided with closed questions.  

List questions were also used. As the name suggests the respondent is given a list of answers 

from which to choose. This was useful in fixing the responses so that they could be compared 

using statistics. It is important that the list questions are clearly defined and make sense to the 

respondent(Saunders et al., 2009). The type of response can vary widely depending on the on 

the information being requested. Some examples are "yes/no" or others have a much longer 

list of responses such as those used in this survey in Appendix H. In order to account for any 

possible answers which may have been excluded from the list an "other" option has been 

included to allow the respondent add any additional response they deem relevant. The risk 
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with this information is that it may turn up unexpected answers(Saunders et al., 2009). The 

list type questions will not feature a negative option such as none,  as the researcher wishes to 

encourage the respondents to answer, this does create the risk of non-response bias (Saunders 

et al., 2009). 

Category questions are used so that each respondents answer must fall into a certain category. 

This was used for questions such as age, salary etc. It was important to consider the number 

of categories that would be included as with a self-administered questionnaire the categories 

should generally be limited to a maximum of five. The categories were ordered in logical 

order to make them as simple as possible for the respondent (Saunders et al., 2009). 

Ranking questions require a respondent to answer by placing the answers in a rank order. 

This allows the researcher to ascertain the importance to the respondent. With this type of 

question it is important to give clear instructions on how the question should be answered.  

Ranking questions are generally those which respondents least like to answer, it important to 

make sure that there are less than seven items which should be ranked(Cooper and Schindler, 

2010).  

When constructing the questionnaire it was important to consider the order and layout. The 

layout needs to be logical. Filter questions should be used when necessary but too many filter 

questions tends to irritate respondents, as such it was decided to have no filter questions were 

used in this questionnaire. When designing the questionnaire it was important  to ensure that 

it was easy to read and fill in  and the layout should be attractive in order to encourage the 

respondent to complete the questionnaire(Cooper and Schindler, 2010). Using Smart Survey 

to design the questionnaire which had a number of templates to choose from, allowed for a 

simple and efficient survey for the user.   
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5.4	Proposed	Sampling	Method:	
The idea of sampling is that if some elements in a population are selected, conclusions can 

then be drawn for the population as a whole(Cooper and Schindler, 2010).The survey method 

gives the researcher a greater degree of control and combined with sampling it is possible to 

generate more representative findings of whole population at far lower costs then collecting 

data from the entire population (Saunders et al., 2009). Given the limited amount of time and 

funds available for this research sampling is an effective method to keep costs low and gain a 

representative sample of the population. The sample frame for this study will be financial 

sector in Ireland. Ireland is the theoretical population. Due to time constraints and also the 

issue of gaining access to these companies, the sample has been identified as the accessible 

population as the IFSC. With over 500 firms based in Dublin's IFSC alone this will give a 

representative sample of the country(Accenture and Financial Services Ireland, 2010). 

From this sample the researcher gained respondents using probability sampling. This method 

is based on random selection(Cooper and Schindler, 2010). It is based on the concept of 

random selection, which is a controlled procedure that assures that each population element is 

given a known nonzero chance of selection. The survey was sent to a group of 400 people in 

a number of different companies, each with an equal chance of responding. In order to ensure 

that probability sampling it must be assured that members of the sample group have an equal 

probability of being chosen. Simple random sampling was used to ensure each member of the 

sample had an equal chance of responding. This sample chosen must be representative of the 

theoretically population for there to be external validity in order for the research to be 

generalisable. For the study to be generalisable, the population must be defined and then a 

large sample must be randomly selected. The sample design has been laid out in Appendix G. 

 
No sample will fully represent the population in all aspects. The numerical descriptors which 

describes the sample may be expected to differ from those which describe the population 
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because of random fluctuations inherent in the sampling process(Cooper and Schindler, 

2010). This is known as sampling error and shows the influences of chance in drawing the 

sampling members. Sampling error is what left after all the known sources of systematic 

variance have been accounted for. According to (Cooper and Schindler, 2010) it consists of 

both random fluctuations and also unknown systematic variance, including when too many or 

too few sample elements possess a particular characteristics.  

5.5	Data	Analysis:	
Using SPSS, statistical tests are employed to test the hypotheses a number of different 

statistical tools can be used. Comparison of means analyses tests for comparing the mean of 

one variable to the mean of another. This is a simple test which can be used to compare the 

average age with average salary for example. It is a basic test but useful for simple 

comparisons with a hypothesised mean with the mean which results from the data collection. 

For example the expected number of men or women moving jobs compared to the actual 

number of people moving jobs. The question is whether this difference is likely to be a 

chance finding, due to random variation, or whether it is the result of some systematic 

difference between men and women. Frequency charts were used to identify mean and 

median factors in the data set. This will be useful in identifying the mean or median salary, 

age etc… This information can be used in conjunction with statistical tools to analyze the 

information. 

One-way ANOVA testing is the analysis of the variance of values by comparing them against 

another set of values. It is a test of the hypothesis that the mean of the tested variable is equal 

to that f the factor. The one-way analysis of variance (ANOVA) is used to determine whether 

there are any significant differences between the means of three or more independent groups. 

This is used to compare the likelihood of any given employment level leaving their job e.g. 

are associates more likely to move jobs than a director.  
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Correlation analyses determines the similarity or difference in the way two variables change 

in value from one case to another through the data. This can be done using bivariate or partial 

correlation. The Bivariate Correlations computes a number of different correlation coefficient 

i.e. Pearson's correlation coefficient. It measures how variables or rank orders are related. 

Before calculating this it is important to screen the data for outliers.  Correlation analysis 

aims to find correlation between two variables after removing the effects of other variables. 

This type of analysis helps to reveal hidden correlations.  

Cross tabulation analysis was used to identify the link between retention factors and other 

factors such as age, job position and salary. It will provide a basic picture of the relationship 

between two variables and will identify how factors can change between individuals(Morgan 

and Griego, 1998). This tool is useful but will not be used on its own as although sometimes 

there may appear to be a relationship between certain variables it may just be random 

variation. In order to test if the relationship is meaningful the chi-square test will also be 

utilized. To aid this testing the correlation coefficient will be used to measures the strength of 

linear association between two variables. 

Chi-square testing is used to compare observed data with that the data the researcher would 

expect to find according to the hypothesis. It can be used to show if the differences that are 

observed were down to chance or due to other influencing factors(Berkman and Reise, 2011). 

It will identify how much deviation the can occur before it must be concluded that chance is 

not the factor at work. Here data is tested for significant differences between the observed 

distribution of data among categories such as gender, salary or age and the expected 

distribution based on the null hypothesis(Cooper and Schindler, 2010). The null hypothesis is 

established  based on the expected frequency of the objects in each category, then the 

deviations of the actual frequencies in each category are compared with the hypothesised 
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frequencies. The larger the difference between them, the less  probability there that these 

differences can be attributed to chance(Cooper and Schindler, 2010). 

The t-test assesses whether the means of two groups are statistically different from each 

other. This analysis is appropriate whenever comparing the means of two groups. The 

question the t-test addresses is whether the means are statistically different(Berkman and 

Reise, 2011). This test will be useful in testing different age groups against a variety of 

factors which influence employee retention. The one sample T -test compares an expected 

value with a mean derived from the values of a single variable. To run such a test, you choose 

the variable you want to average and the value you expect. This report shows the accuracy of 

your expectations. There are also independent-samples T test; this test compares the means of 

two sets of values from one variable, this would be useful for testing if men or women are 

more likely to move jobs or if different age groups are more likely to have certain satisfying 

factors.  

For the qualitative data the data needed to be prepared for analysis. As the data was not audio 

or interviews there was no need to transcribe the data as it typical with qualitative data. Open 

questions were used in order to gather what each respondent believed about the given topic in 

order to have more detail than just statistics. Although the information is already in textual 

form, it was still necessary to spend time preparing it for analysis. It was important to ensure 

that the information was anonymous like the rest of the questionnaire and to ensure it was 

free of any errors as a result of the researcher when cleaning up the information(Saunders et 

al., 2009). 

As a deductive approach is being used, theory has been used to formulate the research 

questions and objectives  as well as using it to create a framework to organise and direct the 

data analysis(Saunders et al., 2009). It is important that the use of theory doesn't lead to a 
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premature conclusion from the theory, if this appears to be the case then the approach should 

be adapted(Saunders et al., 2009). This method links the results of this study to the existing 

body of knowledge in the subject area. By identifying the main variables,  themes and issues 

in the research project it is possible to design a descriptive framework(Saunders et al., 2009). 

As there is no set way to analyse the data, there were three main processes used to analyse the 

data; 1) Summarising of meanings, 2) Categorisation, 3) Structuring of meanings using a 

narrative (Saunders et al., 2009). Unitising the data so it can be analysed was important s that 

the relevant parts can be categorised appropriately. A unit of data may be key words, 

sentences or any group of data that can fit into the defined categories(Saunders et al., 2009). 

This allows the data to be reduced and summarised to make it more manageable and 

understandable for the purposes of the study. 
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6. Limitations and Biases 

6.1	Limitations:	
All research has limitations and the honest investigator recognises this, this increases the 

validity of the research(Cooper and Schindler, 2010). The use of surveys has limitations in 

itself. Surveys are designed in order to avoid external influences impacting on the data 

obtained. As (Saunders et al., 2009) said the biggest limitation of the survey method is the 

potential to do it badly. Respondents can and are influenced by various factors such as the 

phrasing of questions, the order of questions, the layout of the survey, the verbal instructions 

given, in addition to their mood on the day and their past experiences. Additionally, there is a 

chance that respondents can interpret questions slightly differently from one another, or 

misunderstand a question altogether, therefore distorting the collected data. Given that the 

researcher is a practitioner-researcher this and works within the industry, assumptions and 

preconceptions could influence the study and it is important to be conscious of this(Saunders 

et al., 2009). 

As the questionnaire includes the option for the respondents to give more detail on their 

answers and also with some questions solely being qualitative in nature to gain context 

around the statistics, this introduces some possible limitations. The rigor of the work is more 

difficult to maintain and assess. This data can also be a lot more time consuming to analyse 

and interpret the results but as the data gathered in this study is relatively small in comparison 

to the quantitative data this will not be a significant factor. In some cases the anonymity and 

confidentiality of the subjects could be compromised, as such any reference to the 

respondent's identity has been removed from the data. Finally the data can be difficult to 

show graphically unlike the quantitative data gathered in this study, however the qualitative 

data in this study has been used to supplement the statistics provided and not to provide 

graphics. It is also important to note that replicating the qualitative studies is very difficult 
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due to the varying opinions of people and also even if the same respondents were used again 

they may answer differently based on how they were feeling on the given day or any number 

of other factors. 

6.2	Biases:	
Bias is the distortion of responses in one direction. It is important to be careful in designing 

the survey the use of strong adjectives, they can introduce a bias as they can be very 

subjective and this influences the readers perceptions.(Cooper and Schindler, 2010)  It is 

important not word the questions so as to influence the reader into answering in a certain 

way, the participant should be free from researcher influence. Secondary data must also be 

investigated for credibility of the data source, the robustness of the research design and the 

data collection (Hair Jr. et al., 2007). 

(a). Observer Bias: 

Observer bias must also be considered when using both quantitative and qualitative data. This 

is when information can be interpreted in a number of different ways, this leaves the research 

open to incorrect conclusions be drawn from the information gathered(Saunders et al., 2009). 

Also reliability and validity must be assessed by establishing the trustworthiness of the data 

collected (Kisely, 2011).  

(b). Measurement Bias: 

Measurement bias can occur for two reasons and must be avoided to ensure the validity and 

reliability of the data gathered. Deliberate or intentional distortion of the data gathered, this 

compromises any findings from the study as the data which was used to draw conclusions 

and results from is not accurate and may have been used to suit the researchers needs. The 

second measurement bias can come from changing the way in which the information is 
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collected. Provided the method of gathering the data remains the same throughout the process 

this bias can be avoided(Saunders et al., 2009). 

(c). Non response bias: 

This refers to questionnaire non-response i.e. when not all the surveys are returned and item 

non-response i.e. when not all the questions are answered on the survey. As this research will 

use surveys, the possibility of the not receiving enough responses must be considered (Collis 

and Hussey, 2003).  This will cause a considerable problem as the research design is based on 

the fact that the findings will be generalised from the sample population and so the 

information may be biased and not representative of the sample population.  Non-respondents 

are different from the rest of the population because they have decided for whatever reason to 

not participate in the study, as a result the respondents may not be representative of the total 

population and this may have caused some bias in the study. To minimise the non-response 

bias the survey was only sent to those who were eligible to complete it. This was achieved by 

only circulating the survey within financial services companies.  It was necessary to 

anticipate the number of responses necessary to provide sufficient detail. The required 

number of responses was decided on as 80-100; to achieve this number of responses it was 

necessary to distribute 250 surveys, as the expected return rate was roughly 40%. When not 

enough responses were received initially a follow up email was sent which resulted in the 

appropriate number of responses being achieved. There were no incidents of item non-

response which meant that surveys were valid and could be used.  

(d). Causality Problems: 

The main goal in causal research is to identify cause and effect relationships among 

variables(Zikmund, 2003). Typically there is already an expectation of the relationship 

between variables such as the relationship between pay and a person's desire to stay in their 
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current role. Researchers seek to find evidence of a causal relationship in order to explain and 

predict outcomes, however according to (Zikmund, 2003) this is impossible to prove.  Due to 

the short nature of the research it doesn't provide a good basis for establishing causality. The 

variables at a point in time and can show that there is a relationship but not determine 

causality. Cross-sectional studies fail to account for variables that may affect the relationship 

between the variables of interest but not affect those variables themselves (Grimes and 

Schulz, 2002).  554 

There is also concomitant variation, this is the occurrence of two phenomena or events that 

vary together. If both these events vary together, it is possible that one is the cause, however, 

it is possible that both moved due to another variable and so do not affect each other 

(Zikmund, 2003). This will cause inaccurate results if all variables are not identified 

It is also important not to confuse correlation with causality, no matter how highly correlated 

an event is, it does not prove causality between the factors. .Consider that as employees get 

older their salary also increases in many cases. One would not infer that age entitles the 

employee to a higher salary, it far more likely that this is due to promotion and experience, 

regardless of age. 

(e). Neyman Bias: 

Questionnaires introduce a prevalence-incidence bias known as the Neyman bias(Neyman 

and Scott, 1960). It occurs when there is a period of time between exposure and the selection 

of study participants. Participants answering cannot answer questions involving past events 

with perfect accuracy. This either magnifies or minimizes the effects of certain variables 

(Grimes and Schulz, 2002). 
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7. Ethics: 

"Ethics are the norms or standards of behaviour that guide moral choices about our behaviour 

and our relationship with others" (Cooper and Schindler, 2010). Ethics are vital in research as 

they should seek to prevent any harm or adverse consequences as a result of conducting the 

research. This research will be taken using universalism, as described by (Bryman and Bell, 

2011) having a stance that ethics should never be broken as breaking ethical principals is 

wrong in a moral sense and also damaging to social research.  

It is important to note that the researcher is not being sponsored or coerced into researching 

this topic and as such has no external influence from a sponsor has impacted any stage of this 

research i.e. formulating the research topic, designing the research method, collecting or 

analysing data.  

7.1	Harm	to	Participants:	
Research that is likely to harm participants is unacceptable to most people. Harm can entail a 

number different facets such as physical harm, psychological harm, harm to a participants 

career and inducing subjects to perform reprehensible acts(Bryman and Bell, 2007).  It is 

important that the researcher takes the responsibility to carefully analyse the potential 

harmful effects of this research on the participants. There are a number of codes which give 

guidance on best practices in the area of ethics such as the Academy of Management Code of 

Ethical Conduct. 

7.2	Informed	Consent	and	Confidentiality:	
In any research it is important to obtain potential participants agreement to participate (Collis 

and Hussey, 2003). As this research was carried out using online surveys, an email containing 

an explanation of the research and also informing the participants that by completing the 

survey they are giving their consent for the results to be used in this study was issued. 

Participants at all times were free to withdraw from the research up until the survey was 
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completed as at this point it was impossible to distinguish one participants response from 

another's. The responses contained sensitive information and although it was anonymous it 

was important to reassure the participant that there information will only be used for the 

purpose stated and kept confidential, some responses could potentially have harmful effects 

for them. Personal data must be processed fairly and lawfully, obtained for specific purposes; 

it also must be adequate and relevant as well as accurate, updated and kept securely(Saunders 

et al., 2009). The Academy of Management advocate that all research information and 

participant identities should be kept confidential. Participants may not wish to answer 

truthfully on sensitive issues, to combat this it was vital to ensure the confidentiality of the 

information provided. This gave the participants more confidence to answer truthfully (Collis 

and Hussey, 2003).  

7.3	Plagiarism	and	academic	dishonesty:		
Plagiarism is a very important topic in academic research, with access to information so 

widely available thanks to the internet, it can be easily copied and passed off as the work of 

the researcher. There a number of different types of academic dishonesty forms of academic 

dishonesty such as fabrication, falsification, plagiarism, duplication (Karabag and Berggren, 

2012). It is the use of other people’s ideas, results, or words without giving appropriate credit 

to them. It is important for the validity of the research carried out to give credit and not claim 

the ideas of others. There a number of issues with academic dishonesty, firstly legal issues 

such as copyright. Next it stops the researcher from critically analyzing the subject 

themselves and prevents any relevant outcomes from the research. The results will be flawed 

and therefore the entire research paper will be incorrect. In order to protect against this it was 

important that this whole dissertation was properly cited to ensure that no one else's work was 

claimed as the authors' own. It is important that supervisors, examiners and others evaluating  
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this piece of work can distinguish between the contribution of knowledge of others and the 

contribution made by this study(Collis and Hussey, 2003). 
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8. Data Analysis and Findings Discussion: 

In looking at Appendix K, we can see the one-sample t test which will be used to analyse the 

null hypothesis that employees are not moving jobs more than the average staff turnover for 

the industry prior to the financial crisis. For the purposes of this study the research hypothesis 

is that employees are moving jobs more than the average staff turnover rate prior to the 

financial crisis.   

The one-sample t test compares the expected value 29% with the mean derived from the 

values of data results for the question "Have you moved jobs since 2008?". For this analysis 

there must firstly be two assumptions made about the data, assumption one is that the test 

variable is normally distributed throughout the population and assumption two is that the 

results of the answers are independent of each other. So for this the study used the average 

turnover rate as 29% taken from the central statistics office official figures for 2007. This 

one-same t test analysis indicates that the mean percent for this sample is N= 93 i.e. the 

sample is 93 people and the mean was 32%.  The first column labelled t is the mean value 

derived from the data set chosen. The difference between the average turnover rates of 

employees is simply just 32% - 29% which gives quite a small difference of 3% but if we 

compare this to the rate of 24% in 2008, there is a significant difference. On the face of this it 

seems as though there is a small increase in employees moving jobs since before the financial 

crisis.  However this could be just random chance that out the sample selected there was a 

higher proportion of employees leaving their jobs.  This study has chosen a confidence level 

of 95% meaning that the significance level should be less than 0.05 in order for us to reject 

the null hypothesis. The significance level as seen in Appendix M is 0.505, which being 

greater than 0.05 means we cannot reject the null hypothesis. If however we lower the 

significance level to 90% we could reject the null hypothesis and say that employees are 

moving more than the average turnover rate prior to the financial crisis. 
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Examining the research question which asked if employees are moving jobs despite the 

financial crisis which the country finds itself in. The simple answer to this is that some are, 

more than many would expect given the current economic climate. It would be reasonable to 

expect that the number of employees moving jobs during this period would be very low. 

According to this research 32.3% of employees have moved jobs since 2008 i.e. the 

beginning of the financial crisis. According to reports from the (International Labour 

Organization, 2009) there have been layoffs totalling 325,000 between 2007 and 2009 alone 

and it is believed that this figure is most likely understating the real situation. Ireland's 

banking sector has been among the most affected by the crisis e.g. Ulster Bank has closed its 

First Active subsidiary, in order to cut costs by removing 750 jobs (International Labour 

Organization, 2009). Yet this still hasn't stopped Irish financial sectors from moving jobs. 

Some of these job changes could be explained by employees losing their jobs and having to 

find new ones as seen by some of survey responses. With around 35,000 people employed in 

the IFSC this would mean that over 11,000 of these employees have potentially moved jobs 

since 2008. This figure agrees with the estimates of (Eardley, 2011) who said the Irish 

Banking federation intend to create between 5,000 and 10,000 jobs in the coming years. 

While all areas of the economy have slowed down since the beginning of the financial crisis, 

it appears as though the financial sector has reacted best despite being at the centre of crisis. 

Hay's recruiters placed 1,600 people in jobs in the second half of 2010 and 2,407 (Eardley, 

2011) which correlates strongly with the findings of this study. Hay's claims there has been 

167% increase in job vacancies during 2010/2011, these figures are in stark contrast to other 

industries and public perception of the financial sector. This study sought to find out if and 

why employees are moving jobs despite the crisis, it has been established through a review of 

the literature and of the primary data that far more employees than would be expected are 

moving jobs so now it is important to see why and which employees are leaving. 
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It can clearly be seen that a significant portion of employees have moved jobs despite the 

crisis which shows that it is not quite the employers market that one might expect given the 

financial climate currently being experienced in Ireland. From the results in Appendix H we 

can see that recruiters and online job websites are the biggest resources for employees 

looking to move jobs. Some this may be opportunism on the part of the employee when a 

better paying job is offered they may take it without having previously thought about moving 

jobs. Websites such as LinkedIn provide a platform for recruiters to target potential 

applicants and to poach employees from their current companies by presenting them with 

opportunities they would have otherwise never known about. While LinkedIn is able to 

contact those specifically looking for work it can also contact those who are not which 

represents 80% of all LinkedIn users which is roughly 160 million of its users(Cohen, 2013). 

Employers must be wary of the potential ease at which employees can be targeted by other 

companies. With almost 65% of employees having considered moving jobs during this 

period, it would not take much to convince these employees to leave. The remaining 35% 

while not actively considering leaving at this point can still be tempted as the ever increasing 

presence of the internet and advertising can tempt those not actively looking to leave their job 

into considering it. Friends and family also provide a source of information for companies to 

find candidates, many companies offer referral schemes where they offer a monetary reward 

to an employee if the person they refer is placed. With 33% of respondents hearing of or 

finding a new job through this source it is clear that this strategy can be effective for 

organisations, it also provides the added bonus of the person being known by those already 

working within the company and they will be able to assess their suitability prior to the 

interview stages of hiring. 
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8.1	What	Employees	are	Leaving:	
The result of this study shows that there are no significant correlation between the gender of 

those leaving their jobs and those who has not Appendix N (ii). In Appendix J (ii) the 

statistical output shows that 53.3% of those who has moved jobs were male and 46.7% were 

female and 52.4% of those who had not moved jobs were male and 47.3% were female. This 

shows that these phenomena of large numbers moving jobs are evenly split between the 

genders and so it can be said with some certainty that gender is not a factor when it comes to 

employees leaving. 

Age was the next factor looked at as a possible indicator of employees who are likely to 

move jobs. These findings are much more clear cut for this cross tabulation. Age is 

negatively correlated with moving jobs due to the fact that as expected as employees become 

older they are less likely to leave. Those between 25 and 34 made up the largest group who 

have moved jobs since 2008. 70% of those who moved jobs fell into this age bracket. This is 

to be expected as those between these ages tend to have fewer responsibilities and other 

factors which would hold them back from taking the risk of moving to a new job. According 

to this study those least likely to move jobs were those over the age of 55, this is also 

predictable as those over 55 are coming close to the age of retirement and have little to gain 

by taking the risk of taking the risk of leaving a secure job. The other age group who had a 

low number of people leaving their jobs were those between 18 and 24, this is most likely 

because they have only entered their first job and most employees between these ages spent 

much of it in third level education as can be seen from the fact that the majority of employees 

hold third level education.  

From Appendix J (iii) it is clear that the longer an employee stays with a company the less 

likely it is for them to have moved from their current job. Only 26.7% of those with their 

company more than 5 years had moved jobs since the financial crisis began and only 10% of 
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those who have been with their company more than 10 years, all these moves would be 

internal moves and so the companies would not lose the intellectual capital of those 

employees. This can be an effective method of employee retention, when a company faces 

losing an employee to a new role they can move the person internally to fill a similar role 

within the company. Although this would still involve hiring a new employee to fill the now 

vacant role and the costs that go along with that, it is better than losing the tacit knowledge 

and experience of that employee from the company. Those in their job less than 3 years are 

the most likely to have moved jobs, in particular those less than 1 year. This may be because 

those with their company less than 1 year are on probation for at least 6 months of that 

period. This allows them to easily leave their job if it is not working out with very little 

notice; also it allows the company to remove certain employees when needed without having 

to give them a full notice period. There is proportionately high turnover of staff during this 

period as once an employee finishes their probationary period they are no longer be able to 

leave without giving a much longer notice period. Even though there has been an overall drop 

in overall employment numbers, there are plenty of companies hiring for example fund 

administrators hired 566 new employees in 2009 (Accenture and Financial Services Ireland, 

2010) 

In Appendix I (iii) it can be seen the number of those who had considered moving jobs was 

64.8% of respondents, this shows a clear temptation for those within the industry to move 

jobs. This could be for any number of reasons which we will look at in depth in these results. 

Of those employees who considered moving jobs since 2008, 89.3%  have moved to a new 

job. This indicates that once an employee wants to leave their job, the majority of them do 

leave. This makes it very difficult for employers to change the employees mind once they 

have considered changing jobs. This indicates that it is important for employers to have 

measures in place to keep their employees happy so that they do not begin to look elsewhere 
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for an employer who will satisfy their needs. Of the employees that did move jobs, the largest 

number emanate from manager level which accounted for 12% of all job movements of the 

respondents and the next largest group comes from the associate or entry level employees. 

The entry level employee movement could be easily explained by the employees finding 

similar jobs which pay more as is commonly the most important factor to many employees 

and the large availability of jobs make it difficult for companies to keep up with what their 

competitors are offering to temp the best employees to leave their current role. At manager 

level is can generally be assumed that, while money is a big factor, there is a lot more 

pressure that comes with the position so working conditions can play a large factor in 

determining if the employee will stay or go.  

8.2	Factors	Causing	Employees	to	Move:	
The study sought to see if a range of factors such as the education level of the respondent had 

any bearing on the likelihood of the employee moving jobs. The findings show that 43.4% of 

those who had left their job had an undergraduate degree which was closely followed by 

those with postgraduate degrees. These two education groups make up 75% of all 

respondents as the researcher would expect in a knowledge intensive industry such as the 

financial sector, which is somewhat less than the survey conducted by the Irish Funds 

Industry Association which places 87% of employees in the Industry as third level graduates. 

Only 15% of all respondents did not have an education qualification more than a Leaving 

Certificate. There no statistically significant correlation between the employees education 

level and their likely hood to leave as shown in Appendix N (v), this is because it is the norm 

for potential employees now to have at least an undergraduate degree, for many jobs the 

applicant would not even get to the interview stage without a degree on their CV. This 

perhaps makes it more difficult for those without a high education level to move jobs as 

evidenced by those with undergraduate and postgraduate degrees making up the largest 
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portion of those who have moved jobs during the crisis. This is not surprising as to even get a 

look in at a job within this industry a candidate must have some post leaving certificate 

education as without it the candidate is behind the many that do have the qualifications. It is 

important for a candidate to differentiate themselves when applying for jobs and this is why 

you will see the majority of employees within this industry with at least an undergraduate 

degree. This can be seen in Appendix J (i), 84.9% of participants have an educational 

qualification after their leaving certificate. This is because of the competitive nature of the 

industry where it necessary to be educated in order to get into a job. This is not the only route 

but it certainly would now be a disadvantage to not have a degree when applying to these 

companies.  

As discussed in the literature review it is important to ascertain what factors motivate, satisfy 

and dissatisfy employees within the organisations if employees are to be retained. According 

to Maslow physical needs must be satisfied before any others become relevant. It can be seen 

in looking at Appendix H, the results show what the literature tells us, pay is the single 

biggest dissatisfying factor for employees while simultaneously being the satisfying factor. 

Pay was a factor for 62% of respondents for both satisfaction and dissatisfaction. So we can 

say with a strong degree of certainty that this is the first factor which employers need to 

address when retaining employees. An employee needs to be paid in order to provide for 

themselves and their families. If employees feel that they are not being paid fairly or 

adequately it is unlikely the employee will work to their best ability or stay in their role 

indefinitely without this being addressed. For this reason, organisations place great weight on 

their reward and remuneration strategies. It is important to point out that rewards are more 

than just remuneration but there is no doubt it plays a large part of the strategy. There are 

many strategies which an organisation can employ such as performance related pay or the 

total reward philosophy discussed in the literature review. Each has its advantages and 
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disadvantages and must be chosen carefully to suit the type of employee with which the 

organisation has. The strategies will not suit everyone and so it is important when hiring 

employees that those who fit well with the organisation goals and culture are chosen. 

Building on from pay factors such as promotion and development opportunities in the work 

place are large dissatisfying factors. 44.3% felt that lack of development opportunities was a 

major factor in their dissatisfaction in their job, while 42% felt the same way about lack of 

promotional opportunities for them. The goal of any retention strategy is the attraction and 

retention of quality staff, without providing employees with a chance to develop and move up 

the organisational ladder it is difficult to see how the top talent would stay with an 

organisation when there are so many opportunities elsewhere. Somewhat surprisingly, the 

respondents did not feel that promotion was a satisfying factor, with only 16.1% feeling that 

this is a factor which would satisfy them in their job. Like with many things promotion and 

pay are at first motivating and satisfying but eventually it becomes the norm again and the 

individuals initial satisfaction dwindles as it is no longer the initial boost that it was before.  

Following pay and promotion, the satisfaction factors and dissatisfaction factors began to 

diverge as it became clear that some factors cause dissatisfaction but not satisfaction if 

provided. This agrees with Herzberg's motivation theory which says that some factors are 

satisfiers and others are dissatisfiers. The results clearly show that employees want more than 

just pay and once pay is satisfied they move onto further needs such as job security which 

chosen by respondents in 48.4% as a satisfier in their job but only 14.8%. This seems to 

suggest that job security satisfies employees but without it they are not dissatisfied in most 

cases. This indicates that employees feel they can find other jobs should they lose their 

current jobs for any reason, this can be seen in the respondents answers question 14 of the 

survey where many felt they could easily get a new job in the current market.. In a financial 
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crisis this is unexpected as so many are struggling for a job, employees in the financial 

industry are evidently not hugely concerned or dissatisfied by a lack of job security.  

When looking at other factors which the respondents noted as being satisfiers and 

dissatisfiers, flexible hours and work-life balance made up a significant portion of responses. 

58.1% felt it was a factor which caused satisfaction in their role and equally as important are 

those for whom it causes dissatisfaction 31.8% sighting it as an important factor in 

dissatisfaction in their work. It is important that companies realise that once pay is satisfied 

that there are further aspect to keeping a happy workforce. Clearly from these results a large 

portion of industry want a good work-life balance which means companies being flexible in 

their requests on employees time. For a significant number of staff this involves cutting 

working hours so they can spend time at home. For most people they work to live not live to 

work and organisations would do well to remember this. In order to get the most out of 

employees while they are in work companies should understand that long hours in work 

causes stress and reduced performance and so should encourage their employees to work less 

hours and to take breaks from work. Stress and long hours could lead to absenteeism. With 

absenteeism costing businesses at least €560 million per annum (Condon, 2010) it is a factor 

which organisations cannot ignore. Stress is among the most common reasons for 

absenteeism in Ireland. It is important to recognise that stress does not just end with the 

employee's absence but also a less productive workforce, poor decision-making, and possible 

legal action against the company for negligence or constructive dismissal (Condon, 2010).  

Fairness and equality is concerned with how people perceived they are treated relative to 

others. According to the results of this study in Appendix I (iv) and (v) it can be seen that 

fairness and equity is seen by some as a satisfier but more see it as a dissatisfying factor. 

15.1% of respondents felt that they are satisfied when treated fairly however 21.6% of 

respondents defining it as a dissatisfying factor. In other words employees tend to be 
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dissatisfied when they are treated unfairly but do not see it as a motivating factor when they 

are treated fairly. It is how they expect to be treated and when something is expected it is in 

not a motivating factor. It is not that all employees should be treated exactly the same as this 

would inequitable, as not every employee is the same .  

8.3	Do	Employees	Feel	it	is	Easy	to	Move	Jobs	in	the	Current	Climate:	
There was an even split between those who felt it was easy to move in the current climate and 

those who felt it was not easy to move jobs, which reflects the uncertainty in the financial 

sector in current times. Some respondents felt that although it was possible to move jobs in 

the current climate it would not be worth it as they could not get a like for like job as most of 

the roles available are were on a fixed contract basis only, which left them without job 

security and pension benefits among other important factors which come with having a 

permanent role. Others who feel it is difficult to move roles currently said that if they were to 

find another job  it would only be on a contract basis and so there was a consensus between 

both sides on that any jobs that are out there are mostly likely not permanent roles and 

therefore would leave them in a vulnerable position should there be another downturn in the 

market as they would be last in so the first ones out as on contract they could be let go with 

very little notice. This was a big factor in why those who considered moving jobs did not 

move as uncertainty made them fearful of being out of a job altogether. 

Other factors which overlapped between the those who felt it was a good time to move and 

those who didn't, were that if you have the right education, experience and skills then there 

was no issue in moving jobs in this climate but without them it was not. 

Factors such as jobs being outsourced from Ireland also caused some to feel that it was no 

easy to move jobs in this climate. As they felt all new jobs within the industry would not be 

in Ireland, if this is the case then the pool of jobs is decreasing all the time and so there would 

be little opportunity for movement. 
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Some respondents reported that recruiters are regularly contacting them with possible job 

opportunities which lead them to believe that there are plenty out there. For this to happen 

though, employees would have to be on the books of a recruiting agency or on websites such 

as LinkedIn and as this is not always the case some employees are missing out on 

opportunities for potential new jobs. However this does not change the fact that many of 

these jobs may be on contract and so although many feel the jobs are out there, they are less 

likely to move to them. In addition to these respondents identified that many job 

announcements are on the new regularly for example Capita who announced 800 new jobs 

earlier this year(O'Donovan, 2013). 
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9. Conclusion: 

In looking at the statistical outcomes and the input from the respondents from the 

questionnaire in conjunction with the  literature review, it can be seen that a high percentage 

of financial sector employees are moving jobs and an even higher percentage feel that they 

could easily move jobs if they wanted to do so. It can also be seen why these employees are 

interested in moving jobs and what has caused them to either consider leaving their job or to 

actually leave. The outcomes of this study would be of great interest to those in the financial 

sector who are looking to retain their employees and motivate them to perform to the best of 

their abilities. In order to retain employees it is important to satisfy their needs and motivate 

them so the company can get the most out of its workforce. 

Firstly the study looked at if employees are moving jobs more than one would expect. To do 

this the null hypothesis was that employees are not moving jobs more than the average staff 

turnover for the industry prior to the financial crisis. The results were that the null hypothesis 

could not be rejected as it was determined that the results were not statistically significant 

based on a 95% confidence interval, however if the study only wished to be 90% confident 

then the null hypothesis could have been rejected. As such although 32% of respondents had 

moved jobs since 2008, this was considerably higher than the average prior to the crisis 

which was 29%. This was unusual as the researcher would expect that the average rate of 

turnover in 2007 would have been at its peak, as times were good and employees could freely 

move jobs and expect to be paid well for it, but these results indicate that 5 years after the 

start of a crisis that is by no means over, the turnover levels are back to the same levels. 

There are a number of possible reasons for this as discussed in this study. 

From the literature review it can be seen that in the financial industry worldwide there have 

been hundreds of thousands of layoffs since the crisis broke (International Labour 
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Organization, 2009) and Ireland was no less affected than anywhere else. It would be 

reasonable to expect that employees would be staying within the jobs that they already have 

but from the evidence of this study this is not the case. There are many new jobs being 

announced  within the industry as seen by Capita creating 800 new jobs in 2013 and with 

more to follow (O'Donovan, 2013). Recruiters have also been reporting a large pick up in job 

vacancies during the period in question (Eardley, 2011). There has been large growth in the 

industry, particularly in the funds industry which has led to much of these new jobs. It cannot 

be said that the entire industry is flourishing but certainly some parts continue to prosper and 

there are many jobs out there for those who are qualified and willing to take them. Many 

respondents to this study felt that although there are a lot of jobs available that they are only 

on fixed contracts which provide no security to the employee and as such they would be 

unwilling to take them due to the fear of another downturn which could leave them with no 

job. 

Since it could be seen that employees were moving jobs it was important to see why they 

were moving jobs. The literature identifies meeting an employee's needs as crucial in 

motivating them to stay in their job. It begins with recruiting the correct people for the job 

and then keeping them motivated and engaged to create a commitment to the organisation. 

With employees on average only staying between two and five years within the same 

company, it is crucial for companies to retain their best staff, as they risk losing them to other 

companies willing to meet their needs. Other factors such as market conditions and forces 

play a large role in the employees ability to move. In good times they are free to move jobs 

easily but in the current economic climate, it would be expected that this is not case. 

However, based on the literature and the findings of this study, despite the crisis people are 

still moving jobs at a similar rate to the peak of the boom. It was identified that the biggest 

satisfying factors for an employee in their job was pay; work-life balance and job security, 
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while the most common dissatisfying factors were pay; work-life balance and lack of 

development opportunities. This tied in well with the literature as Maslow's Hierarchy of 

needs which suggests that employees needs start with their physical needs and then move on 

once these are satisfied. To meet this physical need, employees need to earn a sufficient 

amount of money to feed, clothe and house themselves, as such it is no surprise that 

employees first and foremost want to be paid, as this is why they come to work. Once this 

was met, employees wanted was a good work-life balance. Employees are there primarily to 

do their jobs but employees who are stressed or unmotivated are not as effective as they could 

be. Providing employees with flexible hours, clubs within work or organising nights out can 

go a long way to having a happy workforce which will help motivate, engage and retain a 

company's staff. The difference between the third satisfier and dissatisfiers can be explained 

using Herzberg's Hygiene Theory which identifies how some factors are will dissatisfy a 

person if they do not have it but will not satisfy them a great deal if they do have it. Job 

security which gives the employees comfort in the knowledge that they have a job for the 

foreseeable future was identified as a satisfier but not a dissatisfying factor for employees.  

Lack of development opportunities ranked higher than any other factor except pay for 

dissatisfying employees. Employers clearly need to provide the opportunity for career 

advancement and development within their organisation or they will lose their most talent 

employees to companies who will. 

In order to satisfy the needs of their employees it is necessary for companies to choose the 

correct reward and remuneration strategy which fits in with their organisation. This 

encompasses more than just pay. It includes both financial and non-financial elements which 

are used to enable and reward employees and allows employers to attract and retain quality 

staff which is  the ultimate goal of any reward strategy. There are many reward strategies 

which a company can choose from which are discussed in detail in the literature review. The 
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most successful strategy is the total reward philosophy which view pay as only one part of the 

picture. It also includes learning and development opportunities; work environment; 

leadership styles and employee involvement (Armstrong, 2007). Adopting this strategy would 

allow companies to retain and motivate their staff to perform at their best, however due to its 

complex nature this strategy is difficult to implement and takes a committed human resources 

department to achieve.   

The consequences for companies also needed to be identified in order to understand why 

companies are so desperate to avoid employee turnover. Turnover's negative impact are well 

document in the literature, its many downsides are employee separation, replacement and 

training costs, reduced productivity and output and disruption to business operations(Dalton 

et al., 1982). Turnover can have negative social implications perspective. Internal 

communication lines and severed relationships within groups (Muchinsky and Morrow, 

1980) leads to less cohesion in working groups and ultimately poorer organisational 

performance. There are however positive sides to turnover and shouldn't only be viewed just 

from a negative perspective according to a number of theorists (Dalton et al., 1982, 

Muchinsky and Morrow, 1980, Abelson and Baysinger, 1984). Some studies suggest that 

turnover can be beneficial as the mobility of employees introduces new people to the 

organisation which creates new dynamics and ideas. (Mobley, 1982) proposed that turnover 

can bring new knowledge and ideas to the workplace. (Abelson and Baysinger, 1984) brought 

the model of optimal turnover. This model suggests that it is possible for organisations to 

achieve an optimum level of turnover. So although the figures coming out of this study 

appear high, it is important to remember that a certain proportion of this is good for the 

companies involved. 

Once it was established that employees are moving in high numbers and the drivers for why 

they are moving, it was necessary to identify which employees are moving. It is vital to know 
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which groups of employees are leaving as different groups have different needs. The results 

show that there is very little different between genders in those who leave but the biggest 

indicators of who is likely to leave can be seen in the employees age and also the length of 

time they have spent with the company. Of those who moved jobs 70% of them fell into the 

age bracket of 24-35. This is due to those between these ages in general having less 

responsibilities such as families to provide for and so can take the chance of moving jobs. 

Also at the beginning of their careers they are looking for the right jobs and trying to 

maximise their earnings while they can. Those over the age of 55 made up the smallest group 

of employees who moved jobs and this is because they are nearing the age of retirement and 

are looking for stability at towards the end of their careers and as some respondents 

mentioned that they felt due to their age and educational qualifications, they felt they could 

not move even if they wanted to.  Having established the age groups which are most likely to 

leave the next indicator is the length of service, those with less than three years service are 

the most likely to leave the company making up 60% of those who have moved jobs in this 

period. Those below with less than one years' service are the highest risk group and this can 

be explained by the probation period within this time allowing both the employee and 

employer being able to terminate the contract with short notice, so if the job is not working 

out it can be ended quickly, so this is a period of high turnover for employees. With the 

average period for an employee to stay in one job in the financial industry being 2-5 years, 

these results confirm what the literature has said about employees moving jobs. 

Finally the study looked if employees felt it was easy to move jobs in the current economic 

climate. The answers were mixed, with a slight majority feeling that it was not easy for them 

to move jobs, but there was a consensus that there are jobs out there in the financial sector if 

employees have the right qualifications and are willing to accept that will most likely be on a 

contract and not be permanent at least at first. There were many who felt the market had 
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picked up in recent times and this agrees with the literature where new jobs have been 

announced and recruiters report an increase in job vacancies(Eardley, 2011). 

The study's findings clearly show that in this economic climate employees are choosing to 

move in significant numbers and that employers need to adapt their retain methods if they 

wish to retain their best employees. In a climate where businesses seek to cut their costs to 

keep up their profit margins, they must accept that their most important asset in a knowledge 

intensive industry will always be their employees and that they must keep their best staff in 

order to get through this difficult economic period. 
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10. Reflective Learning: 

Reflection is a type of thinking aimed at better understanding and plays an important part of 

the learning experience and how a person analyses experience. By standing back we gain a 

better view or perspective of an experience, issue or action(Cottrell, 2010). Going over the 

activity several times in order to cover it from all angles so nothing is missed. Reflection is 

associated with searching for the truth. Through reflection we can come to acknowledge 

things that are difficult to admit in normal circumstances. Reflection can bring about clarity 

by reviewing the activities as hindsight often brings prior activities into focus. The whole 

process leads to a deeper level of understanding and can gain an insight in concepts that are 

difficult to access by other means. 

Using a number of different structured reflection techniques it was possible to analyse the 

learning gained from the MBA as a whole programme.  The techniques used were question-

based, some aspects of open reflection such a brain storming, synthetic reflection, 

developmental reflection and evaluative reflection. 

Firstly to get a sense of where to begin I started with some open reflection techniques such as 

brainstorming. I wrote down everything I could think of as a starting point and from there I 

evaluated what came out of the process. This gave me a good basis to form and move onto 

the next form of reflection. This technique was also useful when deciding on my thesis topic, 

I had to look back at what I had learnt in the programme but also at my professional 

experience and where I felt I could improve my knowledge and skills. 

Next I used question based reflection is a highly structured form of reflection. It's a relatively 

simple technique which uses a series of questions under different headings to guide the 

person through the reflection process, it is a good starting point as it helps and shape the 

direction of the reflection and ensuring that nothing is missed(Cottrell, 2010). (Cottrell, 2010) 
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says that this type of reflection suits analytical people who work in a logical ordered or 

controlled way and who like some external direction. 

To make sense of these previous reflection techniques I needed to synthesise the information. 

This involves bringing together all the different aspects of the reflections to give shape and 

make sense of the reflections. This technique is designed to help find meaning behind my 

flections, thoughts and actions(Cottrell, 2010). This technique allowed me to make links and 

connections and see the bigger picture. According to (Cottrell, 2010) this style can suit both 

logical and creative thinkers alike and so this suited my reflective style as discussed 

previously 

I also used developmental reflection, particularly when deciding on which Masters 

programme to do. I needed to assess my weaknesses and find a programme that would fix 

these gaps. This technique was also used to identify other areas of weakness which came to 

light throughout the programme as I will discuss later. This involved looking at both my 

academic and professional development. It was important that I selected the correct modules 

to aid in my longer-term development it was important to me to continue increasing my 

knowledge in the area of finance, management had been covered thoroughly in the core 

modules of the course. This thesis gave me the opportunity to study an area of interest for me 

as there was very little limitations on the subject choice, I will discuss later the reasons 

behind my choice. I chose the MBA programme over a number of other masters that were 

available as I felt it offered me the best opportunity to develop professionally. It opened up 

numerous opportunities to me to enhance my career as discussed later. 

10.1	Personal	aims	and	goals:	
I undertook the MBA because I felt I lacked certain skills to advance my career and also to 

give myself an advantage over other candidates going for the same positions. The MBA 

presented an opportunity for me to learn management skills and combine them with an 
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increased knowledge in my specialist area of finance. These skills help me to get promoted 

during the course of this programme and to improve in a number of areas I felt I was weak in. 

I felt I also needed an advantage over other candidates within in my company, when seeking 

a promotion it is important that I differentiate myself. 

Academically I chose to focus mainly in finance as this was an area of interest for me and I 

wanted to build on the knowledge I had obtained in my undergraduate degree where I 

majored in finance also. Outside of the finance modules I learned much in through modules 

such as strategic and international management. Theories and practical techniques learnt in 

these modules have helped develop my skills and I have been able to apply them in my daily 

work life. 

When it came to choosing my thesis topic, I initially decided to focus in finance to add to my 

elective modules I had chosen but from my experiences in work and discussions with 

colleagues I decided to focus in HR and in particular employee retention. The number of 

people moving jobs within the industry seemed to defy the recession that this country is in. 

From the review of the literature in particular reports from recruiters suggested that despite 

the apparent crisis there were many people still finding new employment(Eardley, 2011). I 

wanted to see if this was true and why it was happening. If I want to be a manager it is 

important that I understand why people are satisfied or dissatisfied in their work and how to 

manage the situation. Between the skills I have learnt during the MBA and this research I feel 

this will be greatly beneficial in achieving this goal. 

10.2	Learning	style:	
It was important to understand what type of learning style that I fit in to best. There a number 

of different styles which different people fit into. I feel that I fall into the pragmatists style but 

also have elements of other learning styles also such as the activist style. I tend to act quickly 

in order to get to the point and dislike long discussions and lectures. I prefer a more hands on 
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approach which shows results and gets the work done. I struggled with many aspect of this 

course due to my preference for less lecture time and more practical work and this was 

something which I had to overcome in order to get the results I wanted from this course. The 

activist learning style also applies to me as I enjoy new experiences and tend to jump straight 

into them and consider the consequences later. This I felt was evident in some my 

assignments including the proposal for this thesis. It required a significant change in my 

habits and learning style in order to complete this thesis. The course work during the year 

was less of a challenge as having come straight from an undergraduate degree I was used to 

lectures and exams, even if they are not my preferred style of learning. These learning styles 

have both advantages and disadvantages in my academic and professional life. These styles 

are not typical associated with critical thinking which is necessary in assignments as well as 

my profession. This is a skill that I needed to develop and feel I have improved on throughout 

the MBA programme. My learning style does lend itself to working in teams which is vital in 

my professional life and allows me to take advantage of opportunities that present 

themselves. 

10.3	Competency	Development	
(a). Networking: 

I am very comfortable with social situations and have never struggled with socialising but I 

would not go out of my way to get to know everyone in work. I work well and make contacts 

of those I work with closely but I don't venture very far outside of my immediate work 

colleagues. It became very apparent to me that I would need to change this if I wanted to 

advance my career. Early on in the MBA, I decided that I would join a number of committees 

in my work place as a result of advice I received from a class mates. This allowed me to meet 

new people in an informal setting as well as getting my name out there within my work place. 

I have set myself up on LinkedIn and gained numerous connections. From these connections 
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I have received a number of job offers and also. Connections within my organisation have 

proved extremely useful as the contacts I have made in work have led to my promotion 

within the last year.  

(b). Public speaking 

This an area I have always know that I needed to work on  prior to the MBA programme. The 

many presentations have helped me to gain confidence in an easier environment than work. 

This additional confidence is vital as I know as my career develops this skill is vital in my 

career. In order to get to where I would like to be in my career this skill will be invaluable; to 

be a skilled presenter is a requirement of the positions I am looking to move into. To 

supplement the skills I have learnt in the MBA programme, I have begun to take extra classes 

in presentation, I initially started these as it had been highlighted to me by a lecturer that I 

could use some work in this area and also from observing those in the positions that I aspire 

to gain. 

 (c). Leadership: 

I consider myself a facilitator rather than a leader, I don't believe this is a weakness but I do 

feel I should become less reliant on the help of others and develop more reliance on myself. I 

feel that this in an area I have improved in during the MBA but it is an area I am still keen to 

work on more, to continue to develop in my workplace after the MBA finishes. Since I have 

identified this weakness I have sought out a mentor in work through a mentoring program. 

My lack of leadership was particular evident in one group I participated in, 2 of our the 

group's members were very confrontational towards each other and I found myself unable to 

steer the group away from this and to focusing on the assignment, I spent most of my time 

trying to keep the peace which while I managed this successfully it was not enough to get us 

organised and to complete the assignment to the standard I would have liked. 
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(d). Career goals:  

My short-term career goal is to become a manager within my company. The path to this 

position is long but quite clear cut from my point of view. It is clear that networking within 

the financial industry is an important as the skill to possess. For this reason, based on advice 

received during the MBA programme, I became a member of numerous committees within 

my business area, this has allowed me to meet many people and create new contacts. This 

combined with my performance in work has led to my promotion during the course of this 

MBA.  I hope to gain and my continued high performance in work will lead me to the next 

level in my organisation. The MBA programme has developed many skills, aside from the 

academic knowledge gained, I have gained practical skills such as public speaking, time 

management and networking skills. I hope to use these skills to build up my experience and 

work on the management skills I already have.   

10.4	Conclusion:	
Some of the most important conclusions that I have come to during the MBA are that while 

the skills I have learnt are important and very useful in my working life, it is the identification 

of the areas where I am lacking skills that will be the most important part of my development. 

Earlier in this piece I have discussed how I have felt that I am lacking leadership. While this 

became more evident late into the MBA it has allowed me to take actions to remedy the 

situation and to be ready for the future career I want.  

After reflecting on this program, I can see that prior to the MBA I was much too passive in 

the work place, I did not make enough effort to make contacts or take on projects outside of 

my immediate job requirements, since beginning the MBA I have changed this and it has led 

to a promotion in combination with my performance of my regular duties. I can see now that 

networking is a crucial skill, I have now built up numerous contacts which has been of 

invaluable help to me throughout my development in my current role. My next step is to 
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continue developing the skills I have learnt in this MBA and apply them to my career, I have 

taken on additional roles within my team such as training the new associates in their tasks 

through presentation and one on one training, if this is successful it could lead to the 

development of this role in all extended teams within the company.  
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12. Appendices: 

Appendix	A:	

 
Financial Sector 

1. Funds and Asset Management 

2. Banking 

3. Insurance 

4. Aircraft leasing 

5. Payment and Money Transmission 

6. Corporate Treasury 

7. Technology and Service Providers 

 

Appendix	B:	

Reasons for High Turnover 

1. Incompatible corporate culture 

2. Feelings of not being appreciated or valued 

3. Not feeling part of the company 

4. Not knowing what they are doing 

5. Inadequate supervision 

6. Lack of opportunity for growth 

7. Lack of training 

8. Unequal salaries and benefits 

9. Lack of flexible work schedules 

10. Unsatisfactory relationships at work 

11. Too much work, not enough staff 

12. Inadequate or substandard equipment, tools or facilities 

   (Arthur, 2001a) 
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Appendix	C:	

Talent Retention 

1. Innovative compensation and benefits packages 

2. Effective rewards and recognition 

3. Performance management, aligning employee goals with business goals 

4. Strategies for increasing employee satisfaction 

5. Measuring employee satisfaction 

6. Career planning 

7. Work/life strategy 

8. Building new hire commitment 

9. Competency based strategies 

10. Employee needs 

11. Mentoring programs 

12. Defined role of corporate culture 

13. Use of coaching for career development 

14. An employee strategy to support growth and loyalty 

15. Merger and acquisitions retention strategy 

  (Pilbeam and Corbridge, 2010) 
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Appendix	D:	

First level factors Second level factors 

1. Recognition  1. Performance effects 

2. Achievement  2. Turnover 

3. Possibility of Growth  3. Mental health effects 

4. Advancement  4. Effects on interpersonal relationships 

5. Salary  5. Additional effects 

6. Interpersonal relations 

7. Supervision‐technical 

8. Responsibility 

9. Company policy & 
administration 

 

10. Working conditions 

11. Work itself 

12. Factors in personal life 

13. Status 

14. Job security 

  (Adair, 2006) 

 

Appendix	E:	

Financial 
Rewards 

Non-Financial Rewards 

1. Base pay  1. Learning & Development

2. Contingent pay 2. Experience 

3. Benefits  3. Achievement 

 4. Recognition 

 5. Responsibility 

 6. Growth 

  (Armstrong et al., 2007) 
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Appendix	F:	

Work Place Incentives 

1. Personal thanks from management 

2. Written thanks from management 

3. Promotion 

4. Public praise 

5. Morale building meetings. 

    (Arthur, 2001a) 

 

 

Appendix	G:	

Probability Sampling  

1. What is the relevant population?  Employees in financial institutions working in 
Ireland 

2. What are the parameters on 
interest? 

Factors which affect employee retention 

3. What is the sampling frame?  Financial institutions in Dublin & surrounding 
areas 

4. What is the type of sample?  Probability Sample 

5. What is the sample size needed?  80-100 

6. How much will it cost?  €0 

(Cooper and Schindler, 2010) 

 

 

 

 

 

 



73 
 

Appendix	H:	Survey	
1. Age: 

  
Response 
Percent 

Response 
Total 

1 under 18    0.00% 0 

2 18-24   

 

5.32% 5 

3 25-34   

 

50.00% 47 

4 35-54   

 

37.23% 35 

5 55+   

 

7.45% 7 

Analysis Mean: 3.468 Std. Deviation: 0.71 Satisfaction Rate: 61.7

Variance: 0.504 Std. Error: 0.073   

 

answered 94 

skipped 0 

 

2. Gender 

  
Response 
Percent 

Response 
Total 

1 Male   

 

53.19% 50 

2 Female   

 

46.81% 44 

Analysis Mean: 1.468 Std. Deviation: 0.499 Satisfaction Rate: 46.81

Variance: 0.249 Std. Error: 0.051   

 

answered 94 

skipped 0 
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3. Length of service with current company: 

  
Response 
Percent 

Response 
Total 

1 Less than 1 year   

 

9.68% 9 

2 1-3 years   

 

16.13% 15 

3 3-5 years  

 

2.15% 2 

4 5-10 years   

 

36.56% 34 

5 10 years +   

 

35.48% 33 

Analysis Mean: 3.72 Std. Deviation: 1.347 Satisfaction Rate: 68.01

Variance: 1.814 Std. Error: 0.14   

 

answered 93 

skipped 1 

 

4. Job Title: 

  
Response 
Percent 

Response 
Total 

1 Associate   

 

19.15% 18 

2 Supervisor   

 

10.64% 10 

3 Manager   

 

44.68% 42 

4 Director or above   

 

5.32% 5 

5 Other (please specify):   

 

20.21% 19 

Analysis Mean: 2.968 Std. Deviation: 1.316 Satisfaction Rate: 49.2

Variance: 1.733 Std. Error: 0.136   

 

answered 94 

skipped 0 

 
19 answers 
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5. Please select the 3 most important factors for job satisfaction in your current role: 

  
Response 
Percent 

Response 
Total 

1 Flexible hours   

 

9.57% 9 

2 Job Security   

 

47.87% 45 

3 Pay   

 

61.70% 58 

4 Responsibility   

 

20.21% 19 

5 Training   

 

8.51% 8 

6 Feedback from management   

 

10.64% 10 

7 Development opportunities   

 

44.68% 42 

8 Fairness and equity   

 

14.89% 14 

9 Promotion   

 

15.96% 15 

10 Work-life balance   

 

57.45% 54 

11 Other (please specify):  

 

3.19% 3 

Analysis Mean: 16.628 Std. Deviation: 19.601 Satisfaction Rate: 136.81

Variance: 384.188 Std. Error: 2.022   

 

answered 94 

skipped 0 
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6. Please select the 3 most important factors which cause dissatisfaction in your current role: 

  
Response 
Percent 

Response 
Total 

1 Lack of Flexible hours   

 

16.85% 15 

2 Lack of Job Security   

 

14.61% 13 

3 Pay   

 

61.80% 55 

4 Lack of Responsibility   

 

10.11% 9 

5 Training   

 

7.87% 7 

6 Lack of Feedback from management   

 

24.72% 22 

7 Lack of Development opportunities   

 

43.82% 39 

8 Fairness and equity   

 

21.35% 19 

9 Lack of Promotion   

 

41.57% 37 

10 Work-life balance   

 

31.46% 28 

11 Other (please specify):   

 

14.61% 13 

Analysis Mean: 17.865 Std. Deviation: 20.495 Satisfaction Rate: 149.78

Variance: 420.045 Std. Error: 2.172   

 

answered 89 

skipped 5 
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7. What is your highest educational qualification? 

  
Response 
Percent 

Response 
Total 

1 Junior Cert    0.00% 0 

2 Leaving Cert   

 

14.89% 14 

3 Fetac Level 5  

 

1.06% 1 

4 Fetac Level 6    0.00% 0 

5 Undergraduate degree   

 

41.49% 39 

6 Postgraduate degree   

 

29.79% 28 

7 Other (please specify):   

 

12.77% 12 

Analysis Mean: 5.085 Std. Deviation: 1.478 Satisfaction Rate: 68.09

Variance: 2.184 Std. Error: 0.152   

 

answered 94 

skipped 0 

 
12 answers 

 

8. How long do you see yourself staying with your current company? 

  
Response 
Percent 

Response 
Total 

1 Less than 1 year   

 

13.04% 12 

2 1-3 years   

 

21.74% 20 

3 3-5 years   

 

16.30% 15 

4 5-10 years   

 

13.04% 12 

5 10 + years   

 

35.87% 33 

Analysis Mean: 3.37 Std. Deviation: 1.472 Satisfaction Rate: 59.24

Variance: 2.168 Std. Error: 0.154   

 

answered 92 

skipped 2 
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9. Salary (€) : 

  
Response 
Percent 

Response 
Total 

1 Less than 20,000  

 

1.10% 1 

2 20,000 – 30,000   

 

18.68% 17 

3 30,000 – 50,000   

 

30.77% 28 

4 50,000 – 70,000   

 

28.57% 26 

5 70,000 – 100,000   

 

15.38% 14 

6 100,000 +   

 

5.49% 5 

Analysis Mean: 3.549 Std. Deviation: 1.151 Satisfaction Rate: 50.99

Variance: 1.324 Std. Error: 0.121   

 

answered 91 

skipped 3 

 

10. Have you considered moving jobs since 2008? 

  
Response 
Percent 

Response 
Total 

1 Yes   

 

64.84% 59 

2 No   

 

35.16% 32 

Analysis Mean: 1.337 Std. Deviation: 0.475 Satisfaction Rate: 34.78

Variance: 0.226 Std. Error: 0.05   

 

answered 92 

skipped 2 

 
53 answers 
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11. Have you moved jobs since 2008? 

  
Response 
Percent 

Response 
Total 

1 Yes   

 

32.26% 30 

2 No   

 

67.74% 63 

Analysis Mean: 1.66 Std. Deviation: 0.465 Satisfaction Rate: 67.02

Variance: 0.217 Std. Error: 0.048   

 

answered 94 

skipped 0 

 
40 answers 

 

12. What is the most common way you have heard about other jobs? 

  
Response 
Percent 

Response 
Total 

1 Social Networks   

 

9.68% 9 

2 Recruiters   

 

52.69% 49 

3 Online job websites e.g. Jobs.ie   

 

55.91% 52 

4 Friends/Family   

 

32.26% 30 

5 Other (please specify):   

 

7.53% 7 

Analysis Mean: 4.495 Std. Deviation: 2.41 Satisfaction Rate: 72.85

Variance: 5.808 Std. Error: 0.25   

 

answered 93 

skipped 1 

 
7 answers 
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13. Have you used social networks to find a new job? 

  
Response 
Percent 

Response 
Total 

1 Yes   

 

10.75% 10 

2 No   

 

89.25% 83 

Analysis Mean: 1.892 Std. Deviation: 0.31 Satisfaction Rate: 89.25

Variance: 0.096 Std. Error: 0.032   

 

answered 93 

skipped 1 

Answers for: Please confirm the social network used: 0 answers 

No answers found. 

 

14. Do you feel in the current economic climate that you can easily move jobs? If so why? 

  
Response 
Percent 

Response 
Total 

1 Open-Ended Question 100.00% 84 

  

answered 84 

skipped 10 
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Appendix	I:	Frequencies	
 

(i) 
 

Statistics 

Salary € 

N Valid 91 

Missing 4 

Mean 3.55 

Median 3.00 

 
 

Salary € 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Less than 20,000 1 1.1 1.1 1.1 

20,000 - 30,000 17 17.9 18.7 19.8 

30,000 - 50,000 28 29.5 30.8 50.5 

50,000 - 70,000 26 27.4 28.6 79.1 

70,000 - 100,000 14 14.7 15.4 94.5 

100,000 + 5 5.3 5.5 100.0 

Total 91 95.8 100.0  

Missing 99 3 3.2   

System 1 1.1   

Total 4 4.2   

Total 95 100.0   
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(ii) 
 

Statistics 

Have you moved jobs since 2008 

N Valid 93 

Missing 2 

 
 

Have you moved jobs since 2008 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 30 31.6 32.3 32.3

No 63 66.3 67.7 100.0

Total 93 97.9 100.0  

Missing 99 1 1.1   

System 1 1.1   

Total 2 2.1   

Total 95 100.0   
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(iii) 

 

Statistics 

Have you considered moving jobs since 

2008 

N Valid 91 

Missing 4 

Mean 1.35 

 

Have you considered moving jobs since 2008 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 59 62.1 64.8 64.8

No 32 33.7 35.2 100.0

Total 91 95.8 100.0  

Missing 99 3 3.2   

System 1 1.1   

Total 4 4.2   

Total 95 100.0   
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(iv) 

 

$Satisfying_Factors_in_Current_Role Frequencies 

 
Responses 

Percent of Cases N Percent 

Satisfying Factors in Current Rolea Flexible hours 9 3.3% 9.7% 

Job Security 45 16.4% 48.4% 

Pay 58 21.1% 62.4% 

Responsibility 19 6.9% 20.4% 

Training 8 2.9% 8.6% 

Feedback from management 10 3.6% 10.8% 

Development opportunities 42 15.3% 45.2% 

Fairness and Equality 14 5.1% 15.1% 

Promotion 15 5.5% 16.1% 

Work-life balance 54 19.6% 58.1% 

Other 1 .4% 1.1% 

Total 275 100.0% 295.7% 

a. Dichotomy group tabulated at value 1. 
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(v) 

$Dissatisfying_Factors_in_Current_Role Frequencies 

 
Responses 

Percent of Cases N Percent 

Dissatisfying Factors in Current Rolea Lack of Flexible hours 15 5.9% 17.0% 

Lack of Job Security 13 5.1% 14.8% 

Pay 55 21.7% 62.5% 

Lack of Responsibility 9 3.5% 10.2% 

Training 7 2.8% 8.0% 

Lack of Feedback from Management 22 8.7% 25.0% 

Lack of Development opportunities 39 15.4% 44.3% 

Fairness and Equality 19 7.5% 21.6% 

Lack of Promotion 37 14.6% 42.0% 

Work-life balance 28 11.0% 31.8% 

Other 10 3.9% 11.4% 

Total 254 100.0% 288.6% 

a. Dichotomy group tabulated at value 1. 
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Appendix	J:	Crosstabs	
(i) 

Case Processing Summary 

 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

Highest Education Level * Have you 

moved jobs since 2008 

93 97.9% 2 2.1% 95 100.0%

Gender * Have you moved jobs since 

2008 

93 97.9% 2 2.1% 95 100.0%

Length of service with current 

company * Have you moved jobs 

since 2008 

92 96.8% 3 3.2% 95 100.0%

Age * Have you moved jobs since 

2008 

93 97.9% 2 2.1% 95 100.0%

Have you considered moving jobs 

since 2008 * Have you moved jobs 

since 2008 

90 94.7% 5 5.3% 95 100.0%

Job Title * Have you moved jobs 

since 2008 

92 96.8% 3 3.2% 95 100.0%
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Highest Education Level * Have you moved jobs since 2008 Crosstabulation 

 
Have you moved jobs since 2008 

Total Yes No 

Highest Education Level Leaving Cert Count 3 11 14

% within Highest Education 

Level 

21.4% 78.6% 100.0%

% within Have you moved jobs 

since 2008 

10.0% 17.5% 15.1%

% of Total 3.2% 11.8% 15.1%

Fetac Level 5 Count 0 1 1

% within Highest Education 

Level 

.0% 100.0% 100.0%

% within Have you moved jobs 

since 2008 

.0% 1.6% 1.1%

% of Total .0% 1.1% 1.1%

Undergraduate degree Count 13 25 38

% within Highest Education 

Level 

34.2% 65.8% 100.0%

% within Have you moved jobs 

since 2008 

43.3% 39.7% 40.9%

% of Total 14.0% 26.9% 40.9%

Postgraduate Degree Count 12 20 32

% within Highest Education 

Level 

37.5% 62.5% 100.0%

% within Have you moved jobs 

since 2008 

40.0% 31.7% 34.4%

% of Total 12.9% 21.5% 34.4%

Other Count 2 6 8

% within Highest Education 

Level 

25.0% 75.0% 100.0%

% within Have you moved jobs 

since 2008 

6.7% 9.5% 8.6%

% of Total 2.2% 6.5% 8.6%
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Total Count 30 63 93

% within Highest Education 

Level 

32.3% 67.7% 100.0%

% within Have you moved jobs 

since 2008 

100.0% 100.0% 100.0%

% of Total 32.3% 67.7% 100.0%
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(ii) 

Gender * Have you moved jobs since 2008 Crosstabulation 

 
Have you moved jobs since 2008 

Total Yes No 

Gender Male Count 16 33 49 

% within Gender 32.7% 67.3% 100.0% 

% within Have you moved jobs since 

2008 

53.3% 52.4% 52.7% 

% of Total 17.2% 35.5% 52.7% 

Female Count 14 30 44 

% within Gender 31.8% 68.2% 100.0% 

% within Have you moved jobs since 

2008 

46.7% 47.6% 47.3% 

% of Total 15.1% 32.3% 47.3% 

Total Count 30 63 93 

% within Gender 32.3% 67.7% 100.0% 

% within Have you moved jobs since 

2008 

100.0% 100.0% 100.0% 

% of Total 32.3% 67.7% 100.0% 
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(iii) 

Length of service with current company * Have you moved jobs since 2008 Crosstabulation 

 
Have you moved jobs since 2008 

Total Yes No 

Length of service with current 

company 

Less than 1 year Count 8 1 9

% within Length of service with 

current company 

88.9% 11.1% 100.0%

% within Have you moved jobs 

since 2008 

26.7% 1.6% 9.8%

% of Total 8.7% 1.1% 9.8%

1-3 years Count 10 5 15

% within Length of service with 

current company 

66.7% 33.3% 100.0%

% within Have you moved jobs 

since 2008 

33.3% 8.1% 16.3%

% of Total 10.9% 5.4% 16.3%
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3-5 years Count 1 1 2

% within Length of service with 

current company 

50.0% 50.0% 100.0%

% within Have you moved jobs 

since 2008 

3.3% 1.6% 2.2%

% of Total 1.1% 1.1% 2.2%

5-10 years Count 8 25 33

% within Length of service with 

current company 

24.2% 75.8% 100.0%

% within Have you moved jobs 

since 2008 

26.7% 40.3% 35.9%

% of Total 8.7% 27.2% 35.9%

10 years + Count 3 30 33

% within Length of service with 

current company 

9.1% 90.9% 100.0%

% within Have you moved jobs 

since 2008 

10.0% 48.4% 35.9%

% of Total 3.3% 32.6% 35.9%

Total Count 30 62 92

% within Length of service with 

current company 

32.6% 67.4% 100.0%

% within Have you moved jobs 

since 2008 

100.0% 100.0% 100.0%

% of Total 32.6% 67.4% 100.0%

Chi-Square Tests 

 Value df Asymp. Sig. (2-sided)

Pearson Chi-Square 30.522a 4 .000

Likelihood Ratio 31.365 4 .000

Linear-by-Linear Association 29.990 1 .000

N of Valid Cases 92   

a. 4 cells (40.0%) have expected count less than 5. The minimum expected count is .65. 
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 Value Asymp. Std. Errora Approx. Tb Approx. Sig. 

Interval by Interval Pearson's R .574 .083 6.651 .000c

Ordinal by Ordinal Spearman Correlation .540 .081 6.086 .000c

N of Valid Cases 92    

a. Not assuming the null hypothesis. 

b. Using the asymptotic standard error assuming the null hypothesis. 

c. Based on normal approximation. 
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(iv) 

Age * Have you moved jobs since 2008 Crosstabulation 

 
Have you moved jobs since 2008 

Total Yes No 

Age 18-24 Count 3 2 5 

% within Age 60.0% 40.0% 100.0% 

% within Have you moved jobs since 

2008 

10.0% 3.2% 5.4% 

% of Total 3.2% 2.2% 5.4% 

25-34 Count 21 26 47 

% within Age 44.7% 55.3% 100.0% 

% within Have you moved jobs since 

2008 

70.0% 41.3% 50.5% 

% of Total 22.6% 28.0% 50.5% 

35-54 Count 5 29 34 

% within Age 14.7% 85.3% 100.0% 

% within Have you moved jobs since 

2008 

16.7% 46.0% 36.6% 

% of Total 5.4% 31.2% 36.6% 

55+ Count 1 6 7 

% within Age 14.3% 85.7% 100.0% 

% within Have you moved jobs since 

2008 

3.3% 9.5% 7.5% 

% of Total 1.1% 6.5% 7.5% 

Total Count 30 63 93 

% within Age 32.3% 67.7% 100.0% 

% within Have you moved jobs since 

2008 

100.0% 100.0% 100.0% 

% of Total 32.3% 67.7% 100.0% 
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(v) 

Have you considered moving jobs since 2008 * Have you moved jobs since 2008 Crosstabulation 

Count 

 
Have you moved jobs since 2008 

Total Yes No 

Have you considered moving jobs 

since 2008 

Yes 25 33 58 

No 3 29 32 

Total 28 62 90 
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(vi) 

Case Processing Summary 

 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

Job Title * Have you moved jobs 

since 2008 

92 96.8% 3 3.2% 95 100.0%
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Job Title * Have you moved jobs since 2008 Crosstabulation 

 
Have you moved jobs since 2008 

Total Yes No 

Job Title Associate Count 10 12 22

% within Job Title 45.5% 54.5% 100.0%

% within Have you moved jobs since 

2008 

33.3% 19.4% 23.9%

% of Total 10.9% 13.0% 23.9%

Supervisor Count 6 6 12

% within Job Title 50.0% 50.0% 100.0%

% within Have you moved jobs since 

2008 

20.0% 9.7% 13.0%

% of Total 6.5% 6.5% 13.0%

Manager Count 11 33 44

% within Job Title 25.0% 75.0% 100.0%

% within Have you moved jobs since 

2008 

36.7% 53.2% 47.8%

% of Total 12.0% 35.9% 47.8%

Director or Above Count 1 5 6

% within Job Title 16.7% 83.3% 100.0%

% within Have you moved jobs since 

2008 

3.3% 8.1% 6.5%

% of Total 1.1% 5.4% 6.5%

Other Count 2 6 8

% within Job Title 25.0% 75.0% 100.0%

% within Have you moved jobs since 

2008 

6.7% 9.7% 8.7%

% of Total 2.2% 6.5% 8.7%

Total Count 30 62 92

% within Job Title 32.6% 67.4% 100.0%

% within Have you moved jobs since 

2008 

100.0% 100.0% 100.0%

% of Total 32.6% 67.4% 100.0%
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Chi-Square Tests 

 Value df Asymp. Sig. (2-sided)

Pearson Chi-Square 5.367a 4 .252

Likelihood Ratio 5.331 4 .255

Linear-by-Linear Association 3.526 1 .060

N of Valid Cases 92   

a. 4 cells (40.0%) have expected count less than 5. The minimum expected count is 1.96. 

 

Symmetric Measures 

 Value Asymp. Std. Errora Approx. Tb Approx. Sig. 

Interval by Interval Pearson's R .197 .102 1.905 .060c

Ordinal by Ordinal Spearman Correlation .214 .102 2.077 .041c

N of Valid Cases 92    

a. Not assuming the null hypothesis. 

b. Using the asymptotic standard error assuming the null hypothesis. 

c. Based on normal approximation. 
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(vii) 
 

Case Processing Summary 

 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

Age * Have you considered moving 

jobs since 2008 

91 95.8% 4 4.2% 95 100.0%

Gender * Have you considered 

moving jobs since 2008 

91 95.8% 4 4.2% 95 100.0%

Length of service with current 

company * Have you considered 

moving jobs since 2008 

90 94.7% 5 5.3% 95 100.0%

Job Title * Have you considered 

moving jobs since 2008 

89 93.7% 6 6.3% 95 100.0%

Highest Education Level * Have you 

considered moving jobs since 2008 

91 95.8% 4 4.2% 95 100.0%

Length of time you expect to stay in 

job * Have you considered moving 

jobs since 2008 

89 93.7% 6 6.3% 95 100.0%

Salary € * Have you considered 

moving jobs since 2008 

88 92.6% 7 7.4% 95 100.0%

 
 

Age * Have you considered moving jobs since 2008 Crosstabulation 

 
Have you considered moving jobs since 2008

Total Yes No 

Age 18-24 Count 4 1 5 

% within Age 80.0% 20.0% 100.0% 

% within Have you considered moving 

jobs since 2008 

6.8% 3.1% 5.5% 

% of Total 4.4% 1.1% 5.5% 

25-34 Count 31 14 45 

% within Age 68.9% 31.1% 100.0% 

% within Have you considered moving 

jobs since 2008 

52.5% 43.8% 49.5% 

% of Total 34.1% 15.4% 49.5% 
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35-54 Count 20 14 34 

% within Age 58.8% 41.2% 100.0% 

% within Have you considered moving 

jobs since 2008 

33.9% 43.8% 37.4% 

% of Total 22.0% 15.4% 37.4% 

55+ Count 4 3 7 

% within Age 57.1% 42.9% 100.0% 

% within Have you considered moving 

jobs since 2008 

6.8% 9.4% 7.7% 

% of Total 4.4% 3.3% 7.7% 

Total Count 59 32 91 

% within Age 64.8% 35.2% 100.0% 

% within Have you considered moving 

jobs since 2008 

100.0% 100.0% 100.0% 

% of Total 64.8% 35.2% 100.0% 
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(viii) 

Gender * Have you considered moving jobs since 2008 Crosstabulation 

 
Have you considered moving jobs since 2008 

Total Yes No 

Gender Male Count 40 9 49 

% within Gender 81.6% 18.4% 100.0% 

% within Have you considered moving 

jobs since 2008 

67.8% 28.1% 53.8% 

% of Total 44.0% 9.9% 53.8% 

Female Count 19 23 42 

% within Gender 45.2% 54.8% 100.0% 

% within Have you considered moving 

jobs since 2008 

32.2% 71.9% 46.2% 

% of Total 20.9% 25.3% 46.2% 

Total Count 59 32 91 

% within Gender 64.8% 35.2% 100.0% 

% within Have you considered moving 

jobs since 2008 

100.0% 100.0% 100.0% 

% of Total 64.8% 35.2% 100.0% 
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(ix) 
 

Length of service with current company * Have you considered moving jobs since 2008 Crosstabulation 

 
Have you considered moving jobs 

since 2008 

Total Yes No 

Length of service with current 

company 

Less than 1 year Count 8 1 9

% within Length of service with 

current company 

88.9% 11.1% 100.0%

% within Have you considered 

moving jobs since 2008 

13.6% 3.2% 10.0%

% of Total 8.9% 1.1% 10.0%

1-3 years Count 12 2 14

% within Length of service with 

current company 

85.7% 14.3% 100.0%

% within Have you considered 

moving jobs since 2008 

20.3% 6.5% 15.6%

% of Total 13.3% 2.2% 15.6%

3-5 years Count 2 0 2

% within Length of service with 

current company 

100.0% .0% 100.0%

% within Have you considered 

moving jobs since 2008 

3.4% .0% 2.2%

% of Total 2.2% .0% 2.2%

5-10 years Count 21 11 32

% within Length of service with 

current company 

65.6% 34.4% 100.0%

% within Have you considered 

moving jobs since 2008 

35.6% 35.5% 35.6%

% of Total 23.3% 12.2% 35.6%

10 years + Count 16 17 33

% within Length of service with 

current company 

48.5% 51.5% 100.0%

% within Have you considered 

moving jobs since 2008 

27.1% 54.8% 36.7%

% of Total 17.8% 18.9% 36.7%
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Total Count 59 31 90

% within Length of service with 

current company 

65.6% 34.4% 100.0%

% within Have you considered 

moving jobs since 2008 

100.0% 100.0% 100.0%

% of Total 65.6% 34.4% 100.0%
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(x) 

Job Title * Have you considered moving jobs since 2008 Crosstabulation 

 
Have you considered moving jobs since 2008 

Total Yes No 

Job Title Associate Count 15 6 21

% within Job Title 71.4% 28.6% 100.0%

% within Have you considered moving 

jobs since 2008 

25.9% 19.4% 23.6%

% of Total 16.9% 6.7% 23.6%

Supervisor Count 6 5 11

% within Job Title 54.5% 45.5% 100.0%

% within Have you considered moving 

jobs since 2008 

10.3% 16.1% 12.4%

% of Total 6.7% 5.6% 12.4%

Manager Count 29 14 43

% within Job Title 67.4% 32.6% 100.0%

% within Have you considered moving 

jobs since 2008 

50.0% 45.2% 48.3%

% of Total 32.6% 15.7% 48.3%

Director or Above Count 4 2 6

% within Job Title 66.7% 33.3% 100.0%

% within Have you considered moving

jobs since 2008 

6.9% 6.5% 6.7%

% of Total 4.5% 2.2% 6.7%

Other Count 4 4 8

% within Job Title 50.0% 50.0% 100.0%

% within Have you considered moving 

jobs since 2008 

6.9% 12.9% 9.0%

% of Total 4.5% 4.5% 9.0%

Total Count 58 31 89

% within Job Title 65.2% 34.8% 100.0%

% within Have you considered moving 

jobs since 2008 

100.0% 100.0% 100.0%

% of Total 65.2% 34.8% 100.0%
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 (xi) 
 

Highest Education Level * Have you considered moving jobs since 2008 Crosstabulation 

 
Have you considered moving jobs 

since 2008 

Total Yes No 

Highest Education Level Leaving Cert Count 8 6 14

% within Highest Education 

Level 

57.1% 42.9% 100.0%

% within Have you considered 

moving jobs since 2008 

13.6% 18.8% 15.4%

% of Total 8.8% 6.6% 15.4%

Fetac Level 5 Count 1 0 1

% within Highest Education 

Level 

100.0% .0% 100.0%

% within Have you considered 

moving jobs since 2008 

1.7% .0% 1.1%

% of Total 1.1% .0% 1.1%

Undergraduate degree Count 26 13 39

% within Highest Education 

Level 

66.7% 33.3% 100.0%

% within Have you considered 

moving jobs since 2008 

44.1% 40.6% 42.9%

% of Total 28.6% 14.3% 42.9%

Postgraduate Degree Count 21 9 30

% within Highest Education 

Level 

70.0% 30.0% 100.0%

% within Have you considered 

moving jobs since 2008 

35.6% 28.1% 33.0%

% of Total 23.1% 9.9% 33.0%

Other Count 3 4 7

% within Highest Education 

Level 

42.9% 57.1% 100.0%

% within Have you considered 

moving jobs since 2008 

5.1% 12.5% 7.7%

% of Total 3.3% 4.4% 7.7%
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Total Count 59 32 91

% within Highest Education 

Level 

64.8% 35.2% 100.0%

% within Have you considered 

moving jobs since 2008 

100.0% 100.0% 100.0%

% of Total 64.8% 35.2% 100.0%
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(xii) 

Length of time you expect to stay in job * Have you considered moving jobs since 2008 Crosstabulation 

 
Have you considered moving jobs 

since 2008 

Total Yes No 

Length of time you expect to 

stay in job 

Less than 1 year Count 10 1 11

% within Length of time you 

expect to stay in job 

90.9% 9.1% 100.0%

% within Have you considered 

moving jobs since 2008 

17.5% 3.1% 12.4%

% of Total 11.2% 1.1% 12.4%

1-3 years Count 16 5 21

% within Length of time you 

expect to stay in job 

76.2% 23.8% 100.0%

% within Have you considered 

moving jobs since 2008 

28.1% 15.6% 23.6%

% of Total 18.0% 5.6% 23.6%

3-5 years Count 9 4 13

% within Length of time you 

expect to stay in job 

69.2% 30.8% 100.0%

% within Have you considered 

moving jobs since 2008 

15.8% 12.5% 14.6%

% of Total 10.1% 4.5% 14.6%

5-10 years Count 6 6 12

% within Length of time you 

expect to stay in job 

50.0% 50.0% 100.0%

% within Have you considered 

moving jobs since 2008 

10.5% 18.8% 13.5%

% of Total 6.7% 6.7% 13.5%

10+ years Count 16 16 32

% within Length of time you 

expect to stay in job 

50.0% 50.0% 100.0%

% within Have you considered 

moving jobs since 2008 

28.1% 50.0% 36.0%

% of Total 18.0% 18.0% 36.0%
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Total Count 57 32 89

% within Length of time you 

expect to stay in job 

64.0% 36.0% 100.0%

% within Have you considered 

moving jobs since 2008 

100.0% 100.0% 100.0%

% of Total 64.0% 36.0% 100.0%
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(xiii) 

Salary € * Have you considered moving jobs since 2008 Crosstabulation 

 
Have you considered moving jobs since 2008 

Total Yes No 

Salary € Less than 20,000 Count 1 0 1

% within Salary € 100.0% .0% 100.0%

% within Have you considered 

moving jobs since 2008 

1.7% .0% 1.1%

% of Total 1.1% .0% 1.1%

20,000 - 30,000 Count 12 4 16

% within Salary € 75.0% 25.0% 100.0%

% within Have you considered 

moving jobs since 2008 

20.7% 13.3% 18.2%

% of Total 13.6% 4.5% 18.2%

30,000 - 50,000 Count 17 10 27

% within Salary € 63.0% 37.0% 100.0%

% within Have you considered 

moving jobs since 2008 

29.3% 33.3% 30.7%

% of Total 19.3% 11.4% 30.7%

50,000 - 70,000 Count 13 13 26

% within Salary € 50.0% 50.0% 100.0%

% within Have you considered 

moving jobs since 2008 

22.4% 43.3% 29.5%

% of Total 14.8% 14.8% 29.5%

70,000 - 100,000 Count 10 3 13

% within Salary € 76.9% 23.1% 100.0%

% within Have you considered 

moving jobs since 2008 

17.2% 10.0% 14.8%

% of Total 11.4% 3.4% 14.8%

100,000 + Count 5 0 5

% within Salary € 100.0% .0% 100.0%

% within Have you considered 

moving jobs since 2008 

8.6% .0% 5.7%

% of Total 5.7% .0% 5.7%
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Total Count 58 30 88

% within Salary € 65.9% 34.1% 100.0%

% within Have you considered 

moving jobs since 2008 

100.0% 100.0% 100.0%

% of Total 65.9% 34.1% 100.0%
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(xiv) 

Highest Education Level * Age Crosstabulation 

 
Age 

Total 18-24 25-34 35-54 55+ 

Highest Education Level Leaving Cert Count 0 3 4 7 14

% within Highest Education 

Level 

.0% 21.4% 28.6% 50.0% 100.0%

% within Age .0% 6.4% 11.4% 100.0% 14.9%

% of Total .0% 3.2% 4.3% 7.4% 14.9%

Fetac Level 5 Count 0 0 1 0 1

% within Highest Education 

Level 

.0% .0% 100.0% .0% 100.0%

% within Age .0% .0% 2.9% .0% 1.1%

% of Total .0% .0% 1.1% .0% 1.1%

Undergraduate degree Count 1 21 17 0 39

% within Highest Education 

Level 

2.6% 53.8% 43.6% .0% 100.0%

% within Age 20.0% 44.7% 48.6% .0% 41.5%

% of Total 1.1% 22.3% 18.1% .0% 41.5%

Postgraduate Degree Count 4 20 8 0 32

% within Highest Education 

Level 

12.5% 62.5% 25.0% .0% 100.0%

% within Age 80.0% 42.6% 22.9% .0% 34.0%

% of Total 4.3% 21.3% 8.5% .0% 34.0%

Other Count 0 3 5 0 8

% within Highest Education 

Level 

.0% 37.5% 62.5% .0% 100.0%

% within Age .0% 6.4% 14.3% .0% 8.5%

% of Total .0% 3.2% 5.3% .0% 8.5%

Total Count 5 47 35 7 94

% within Highest Education 

Level 

5.3% 50.0% 37.2% 7.4% 100.0%

% within Age 100.0% 100.0% 100.0% 100.0% 100.0%

% of Total 5.3% 50.0% 37.2% 7.4% 100.0%
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Appendix	K:	Satisfaction	Factors:	
(i) 

Age*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Flexible hours Job Security Pay Responsibility Training 

Age 18-24 Count 0 0 4 2 1

25-34 Count 5 18 31 8 4

35-54 Count 4 22 18 5 2

55+ Count 0 5 5 4 1

Total Count 9 45 58 19 8

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

 

Age*$Satisfying_Factors_in_Current_Role Crosstabulation 

 

Satisfying Factors in Current Rolea 

Feedback from 

management 

Development 

opportunities Fairness and Equality Promotion 

Age 18-24 Count 1 3 0 2 

25-34 Count 7 23 7 11 

35-54 Count 2 16 5 2 

55+ Count 0 0 2 0 

Total Count 10 42 14 15 
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Age*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Total Work-life balance Other 

Age 18-24 Count 2 0 5

25-34 Count 25 0 46

35-54 Count 25 1 35

55+ Count 2 0 7

Total Count 54 1 93

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

(ii) 

Gender*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Flexible hours Job Security Pay Responsibility Training 

Gender Male Count 3 24 36 12 2

Female Count 6 21 22 7 6

Total Count 9 45 58 19 8

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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Gender*$Satisfying_Factors_in_Current_Role Crosstabulation 

 

Satisfying Factors in Current Rolea 

Feedback from 

management 

Development 

opportunities Fairness and Equality Promotion 

Gender Male Count 4 20 5 10 

Female Count 6 22 9 5 

Total Count 10 42 14 15 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Gender*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Total Work-life balance Other 

Gender Male Count 28 0 49

Female Count 26 1 44

Total Count 54 1 93

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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(iii) 

Service*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Flexible hours Job Security Pay 

Length of service with current 

company 

Less than 1 year Count 2 2 5

1-3 years Count 3 1 12

3-5 years Count 0 2 0

5-10 years Count 2 20 23

10 years + Count 2 20 17

Total Count 9 45 57

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Service*$Satisfying_Factors_in_Current_Role Crosstabulation 

 

Satisfying Factors in Current Rolea 

Responsibility Training 

Feedback from 

management 

Length of service with current 

company 

Less than 1 year Count 0 1 1

1-3 years Count 4 0 4

3-5 years Count 1 0 0

5-10 years Count 3 4 3

10 years + Count 10 3 2

Total Count 18 8 10
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Service*$Satisfying_Factors_in_Current_Role Crosstabulation 

 

Satisfying Factors in Current Rolea 

Development 

opportunities Fairness and Equality Promotion 

Length of service with current 

company 

Less than 1 year Count 5 3 2

1-3 years Count 6 1 5

3-5 years Count 1 0 1

5-10 years Count 17 4 5

10 years + Count 13 5 2

Total Count 42 13 15

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Service*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Total Work-life balance Other 

Length of service with current 

company 

Less than 1 year Count 6 0 9

1-3 years Count 9 0 15

3-5 years Count 1 0 2

5-10 years Count 20 0 33

10 years + Count 18 1 33

Total Count 54 1 92
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(iv) 

Job_Title*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Flexible hours Job Security Pay Responsibility 

Job Title Associate Count 2 6 14 4

Supervisor Count 1 6 7 2

Manager Count 4 27 29 12

Director or Above Count 1 2 3 1

Other Count 1 3 3 0

Total Count 9 44 56 19

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Job_Title*$Satisfying_Factors_in_Current_Role Crosstabulation 

 

Satisfying Factors in Current Rolea 

Training 

Feedback from 

management 

Development 

opportunities Fairness and Equality

Job Title Associate Count 4 4 9 3

Supervisor Count 1 2 4 2

Manager Count 1 1 20 6

Director or Above Count 0 0 5 1

Other Count 2 3 4 2

Total Count 8 10 42 14
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Job_Title*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Total Promotion Work-life balance 

Job Title Associate Count 5 12 21 

Supervisor Count 2 9 12 

Manager Count 5 26 44 

Director or Above Count 2 1 6 

Other Count 1 5 8 

Total Count 15 53 91 

 

(v) 

Education*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Flexible hours Job Security Pay 

Highest Education Level Leaving Cert Count 1 9 9

Fetac Level 5 Count 0 1 1

Undergraduate degree Count 5 19 20

Postgraduate Degree Count 3 10 23

Other Count 0 6 5

Total Count 9 45 58

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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Education*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Responsibility Training 

Highest Education Level Leaving Cert Count 4 2 

Fetac Level 5 Count 0 0 

Undergraduate degree Count 6 3 

Postgraduate Degree Count 8 2 

Other Count 1 1 

Total Count 19 8 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Education*$Satisfying_Factors_in_Current_Role Crosstabulation 

 

Satisfying Factors in Current Rolea 

Feedback from 

management 

Development 

opportunities 

Highest Education Level Leaving Cert Count 0 0 

Fetac Level 5 Count 0 1 

Undergraduate degree Count 3 28 

Postgraduate Degree Count 7 10 

Other Count 0 3 

Total Count 10 42 

 

Education*$Satisfying_Factors_in_Current_Role Crosstabulation 
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Satisfying Factors in Current Rolea 

Fairness and Equality Promotion 

Highest Education Level Leaving Cert Count 4 1 

Fetac Level 5 Count 0 0 

Undergraduate degree Count 6 6 

Postgraduate Degree Count 4 8 

Other Count 0 0 

Total Count 14 15 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Education*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Total Work-life balance Other 

Highest Education Level Leaving Cert Count 9 0 14

Fetac Level 5 Count 0 0 1

Undergraduate degree Count 22 0 39

Postgraduate Degree Count 16 1 31

Other Count 7 0 8

Total Count 54 1 93

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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(vi) 

Expected_Time_With_Company*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Flexible hours Job Security Pay 

Length of time you expect to stay in 

job 

Less than 1 year Count 0 3 8

1-3 years Count 4 9 15

3-5 years Count 3 2 6

5-10 years Count 1 8 8

10+ years Count 1 22 19

Total Count 9 44 56

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Expected_Time_With_Company*$Satisfying_Factors_in_Current_Role Crosstabulation 

 

Satisfying Factors in Current Rolea 

Responsibility Training 

Feedback from 

management 

Length of time you expect to stay in 

job 

Less than 1 year Count 3 1 3

1-3 years Count 5 2 2

3-5 years Count 1 1 3

5-10 years Count 4 0 0

10+ years Count 6 4 2

Total Count 19 8 10
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Expected_Time_With_Company*$Satisfying_Factors_in_Current_Role Crosstabulation 

 

Satisfying Factors in Current Rolea 

Development 

opportunities Fairness and Equality Promotion 

Length of time you expect to stay in 

job 

Less than 1 year Count 4 3 3

1-3 years Count 7 1 7

3-5 years Count 12 4 2

5-10 years Count 4 3 0

10+ years Count 14 3 2

Total Count 41 14 14

 

Expected_Time_With_Company*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Total Work-life balance Other 

Length of time you expect to stay in 

job 

Less than 1 year Count 4 0 11

1-3 years Count 11 0 21

3-5 years Count 8 0 14

5-10 years Count 7 0 12

10+ years Count 23 1 33

Total Count 53 1 91

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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(vii) 

Salary*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Flexible hours Job Security Pay Responsibility 

Salary € Less than 20,000 Count 0 0 1 0

20,000 - 30,000 Count 3 4 10 3

30,000 - 50,000 Count 2 13 18 5

50,000 - 70,000 Count 2 16 14 4

70,000 - 100,000 Count 1 9 10 4

Total Count 8 42 53 16

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Salary*$Satisfying_Factors_in_Current_Role Crosstabulation 

 

Satisfying Factors in Current Rolea 

Training 

Feedback from 

management 

Development 

opportunities Fairness and Equality

Salary € Less than 20,000 Count 0 0 0 1

20,000 - 30,000 Count 3 5 10 0

30,000 - 50,000 Count 4 2 11 5

50,000 - 70,000 Count 1 3 11 5

70,000 - 100,000 Count 0 0 5 2

Total Count 8 10 37 13
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Salary*$Satisfying_Factors_in_Current_Role Crosstabulation 

 
Satisfying Factors in Current Rolea 

Total Promotion Work-life balance Other 

Salary € Less than 20,000 Count 1 0 0 1 

20,000 - 30,000 Count 4 9 0 17 

30,000 - 50,000 Count 5 17 0 27 

50,000 - 70,000 Count 2 15 1 26 

70,000 - 100,000 Count 2 8 0 14 

Total Count 14 49 1 85 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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Appendix	L:	Dissatisfaction	Factors:	

(i) 

Age*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Flexible hours Lack of Job Security Pay Lack of Responsibility Training 

Age 18-24 Count 2 1 3 1 1

25-34 Count 9 5 30 5 5

35-54 Count 4 6 19 2 0

55+ Count 0 1 3 1 1

Total Count 15 13 55 9 7

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Age*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Lack of Feedback 

from Management 

Lack of Development 

opportunities Fairness and Equality Lack of Promotion 

Age 18-24 Count 0 0 0 2 

25-34 Count 15 21 7 20 

35-54 Count 4 16 11 12 

55+ Count 3 2 1 3 

Total Count 22 39 19 37 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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Age*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Total Work-life balance Other 

Age 18-24 Count 1 1 5

25-34 Count 16 5 47

35-54 Count 11 3 30

55+ Count 0 1 6

Total Count 28 10 88

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

(ii) 

Gender*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Flexible hours Lack of Job Security Pay Lack of Responsibility Training 

Gender Male Count 7 7 30 4 4

Female Count 8 6 25 5 3

Total Count 15 13 55 9 7

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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Gender*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Lack of Feedback 

from Management 

Lack of Development 

opportunities Fairness and Equality Lack of Promotion 

Gender Male Count 12 24 12 26

Female Count 10 15 7 11

Total Count 22 39 19 37

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

 

Gender*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Total Work-life balance Other 

Gender Male Count 15 5 49

Female Count 13 5 39

Total Count 28 10 88

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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(iii) 

Service*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Flexible hours Lack of Job Security Pay 

Length of service with current 

company 

Less than 1 year Count 2 1 3

1-3 years Count 4 2 11

3-5 years Count 0 1 1

5-10 years Count 7 4 20

10 years + Count 2 5 20

Total Count 15 13 55

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

 

Service*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Lack of Responsibility Training 

Lack of Feedback 

from Management 

Length of service with current 

company 

Less than 1 year Count 1 0 2

1-3 years Count 2 3 4

3-5 years Count 1 0 1

5-10 years Count 4 2 8

10 years + Count 0 2 6

Total Count 8 7 21
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Service*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Lack of Development 

opportunities Fairness and Equality 

Length of service with current 

company 

Less than 1 year Count 3 2 

1-3 years Count 5 3 

3-5 years Count 1 0 

5-10 years Count 18 5 

10 years + Count 12 8 

Total Count 39 18 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Service*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Promotion Work-life balance 

Length of service with current 

company 

Less than 1 year Count 1 6 

1-3 years Count 7 5 

3-5 years Count 0 0 

5-10 years Count 16 9 

10 years + Count 13 8 

Total Count 37 28 

Percentages and totals are based on respondents. 
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Service*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Promotion Work-life balance 

Length of service with current 

company 

Less than 1 year Count 1 6 

1-3 years Count 7 5 

3-5 years Count 0 0 

5-10 years Count 16 9 

10 years + Count 13 8 

Total Count 37 28 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Service*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors 

in Current Rolea 

Total Other 

Length of service with current 

company 

Less than 1 year Count 2 9 

1-3 years Count 0 15 

3-5 years Count 1 2 

5-10 years Count 3 33 

10 years + Count 4 28 

Total Count 10 87 
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Service*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors 

in Current Rolea 

Total Other 

Length of service with current 

company 

Less than 1 year Count 2 9 

1-3 years Count 0 15 

3-5 years Count 1 2 

5-10 years Count 3 33 

10 years + Count 4 28 

Total Count 10 87 

 

(iv) 

 

Job_Title*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Flexible hours Lack of Job Security Pay Lack of Responsibility

Job Title Associate Count 5 5 14 2

Supervisor Count 3 0 9 2

Manager Count 2 6 24 5

Director or Above Count 2 1 3 0

Other Count 2 1 4 0

Total Count 14 13 54 9

Percentages and totals are based on respondents. 
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Job_Title*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Flexible hours Lack of Job Security Pay Lack of Responsibility

Job Title Associate Count 5 5 14 2

Supervisor Count 3 0 9 2

Manager Count 2 6 24 5

Director or Above Count 2 1 3 0

Other Count 2 1 4 0

Total Count 14 13 54 9

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Job_Title*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Training 

Lack of Feedback 

from Management 

Lack of Development 

opportunities Fairness and Equality

Job Title Associate Count 2 8 7 5

Supervisor Count 1 4 4 2

Manager Count 2 7 23 10

Director or Above Count 1 1 2 1

Other Count 1 2 3 1

Total Count 7 22 39 19

Percentages and totals are based on respondents. 
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Job_Title*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Training 

Lack of Feedback 

from Management 

Lack of Development 

opportunities Fairness and Equality

Job Title Associate Count 2 8 7 5

Supervisor Count 1 4 4 2

Manager Count 2 7 23 10

Director or Above Count 1 1 2 1

Other Count 1 2 3 1

Total Count 7 22 39 19

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Job_Title*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Total Lack of Promotion Work-life balance Other 

Job Title Associate Count 7 10 1 21

Supervisor Count 6 4 0 12

Manager Count 19 9 6 40

Director or Above Count 1 4 0 6

Other Count 3 1 3 8

Total Count 36 28 10 87

Percentages and totals are based on respondents. 
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Job_Title*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Total Lack of Promotion Work-life balance Other 

Job Title Associate Count 7 10 1 21

Supervisor Count 6 4 0 12

Manager Count 19 9 6 40

Director or Above Count 1 4 0 6

Other Count 3 1 3 8

Total Count 36 28 10 87

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

(v) 

Education*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Pay Lack of Responsibility Training 

Highest Education Level Leaving Cert Count 10 1 1

Fetac Level 5 Count 1 0 0

Undergraduate degree Count 21 2 3

Postgraduate Degree Count 16 6 3

Other Count 7 0 0

Total Count 55 9 7

Percentages and totals are based on respondents. 
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Education*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Pay Lack of Responsibility Training 

Highest Education Level Leaving Cert Count 10 1 1

Fetac Level 5 Count 1 0 0

Undergraduate degree Count 21 2 3

Postgraduate Degree Count 16 6 3

Other Count 7 0 0

Total Count 55 9 7

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Education*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Lack of Feedback 

from Management 

Lack of Development 

opportunities 

Highest Education Level Leaving Cert Count 4 5 

Fetac Level 5 Count 0 1 

Undergraduate degree Count 12 16 

Postgraduate Degree Count 6 16 

Other Count 0 1 

Total Count 22 39 

Percentages and totals are based on respondents. 
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Education*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Lack of Feedback 

from Management 

Lack of Development 

opportunities 

Highest Education Level Leaving Cert Count 4 5 

Fetac Level 5 Count 0 1 

Undergraduate degree Count 12 16 

Postgraduate Degree Count 6 16 

Other Count 0 1 

Total Count 22 39 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Education*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Fairness and Equality Lack of Promotion 

Highest Education Level Leaving Cert Count 3 5 

Fetac Level 5 Count 0 1 

Undergraduate degree Count 9 13 

Postgraduate Degree Count 5 15 

Other Count 2 3 

Total Count 19 37 

Percentages and totals are based on respondents. 
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Education*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Fairness and Equality Lack of Promotion 

Highest Education Level Leaving Cert Count 3 5 

Fetac Level 5 Count 0 1 

Undergraduate degree Count 9 13 

Postgraduate Degree Count 5 15 

Other Count 2 3 

Total Count 19 37 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Education*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Total Work-life balance Other 

Highest Education Level Leaving Cert Count 2 1 13

Fetac Level 5 Count 0 0 1

Undergraduate degree Count 15 5 36

Postgraduate Degree Count 7 3 31

Other Count 4 1 7

Total Count 28 10 88
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(vi) 

Expected_Time_With_Company*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Flexible hours Lack of Job Security Pay 

Length of time you expect to stay in 

job 

Less than 1 year Count 2 1 7

1-3 years Count 6 4 11

3-5 years Count 1 0 6

5-10 years Count 0 1 7

10+ years Count 5 7 23

Total Count 14 13 54

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Expected_Time_With_Company*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Lack of Responsibility Training 

Lack of Feedback 

from Management 

Length of time you expect to stay in 

job 

Less than 1 year Count 3 1 4

1-3 years Count 3 3 6

3-5 years Count 0 0 3

5-10 years Count 2 0 4

10+ years Count 0 3 5

Total Count 8 7 22
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Expected_Time_With_Company*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Lack of Development 

opportunities Fairness and Equality 

Length of time you expect to stay in 

job 

Less than 1 year Count 4 2 

1-3 years Count 11 5 

3-5 years Count 6 2 

5-10 years Count 5 3 

10+ years Count 11 7 

Total Count 37 19 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Expected_Time_With_Company*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Promotion Work-life balance 

Length of time you expect to stay in 

job 

Less than 1 year Count 6 5 

1-3 years Count 8 7 

3-5 years Count 5 6 

5-10 years Count 5 2 

10+ years Count 12 8 

Total Count 36 28 

Percentages and totals are based on respondents. 
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Expected_Time_With_Company*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Promotion Work-life balance 

Length of time you expect to stay in 

job 

Less than 1 year Count 6 5 

1-3 years Count 8 7 

3-5 years Count 5 6 

5-10 years Count 5 2 

10+ years Count 12 8 

Total Count 36 28 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Expected_Time_With_Company*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors 

in Current Rolea 

Total Other 

Length of time you expect to stay in 

job 

Less than 1 year Count 0 12 

1-3 years Count 0 21 

3-5 years Count 4 13 

5-10 years Count 1 10 

10+ years Count 5 30 

Total Count 10 86 

Percentages and totals are based on respondents. 
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Expected_Time_With_Company*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors 

in Current Rolea 

Total Other 

Length of time you expect to stay in 

job 

Less than 1 year Count 0 12 

1-3 years Count 0 21 

3-5 years Count 4 13 

5-10 years Count 1 10 

10+ years Count 5 30 

Total Count 10 86 

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

(vii) 

Salary*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Flexible hours Lack of Job Security Pay Lack of Responsibility

Salary € Less than 20,000 Count 0 0 0 1

20,000 - 30,000 Count 4 4 15 1

30,000 - 50,000 Count 7 3 16 4

50,000 - 70,000 Count 2 3 15 0

70,000 - 100,000 Count 2 2 8 2

Total Count 15 12 54 8

Percentages and totals are based on respondents. 
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Salary*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Lack of Flexible hours Lack of Job Security Pay Lack of Responsibility

Salary € Less than 20,000 Count 0 0 0 1

20,000 - 30,000 Count 4 4 15 1

30,000 - 50,000 Count 7 3 16 4

50,000 - 70,000 Count 2 3 15 0

70,000 - 100,000 Count 2 2 8 2

Total Count 15 12 54 8

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Salary*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Training 

Lack of Feedback 

from Management 

Lack of Development 

opportunities Fairness and Equality

Salary € Less than 20,000 Count 0 1 0 1

20,000 - 30,000 Count 4 3 3 1

30,000 - 50,000 Count 0 10 12 6

50,000 - 70,000 Count 2 5 13 7

70,000 - 100,000 Count 0 2 6 2

Total Count 6 21 34 17

Percentages and totals are based on respondents. 
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Salary*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 

Dissatisfying Factors in Current Rolea 

Training 

Lack of Feedback 

from Management 

Lack of Development 

opportunities Fairness and Equality

Salary € Less than 20,000 Count 0 1 0 1

20,000 - 30,000 Count 4 3 3 1

30,000 - 50,000 Count 0 10 12 6

50,000 - 70,000 Count 2 5 13 7

70,000 - 100,000 Count 0 2 6 2

Total Count 6 21 34 17

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 

 

Salary*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Total Lack of Promotion Work-life balance Other 

Salary € Less than 20,000 Count 0 0 0 1

20,000 - 30,000 Count 5 5 1 17

30,000 - 50,000 Count 13 10 4 27

50,000 - 70,000 Count 10 6 3 23

70,000 - 100,000 Count 6 4 2 13

Total Count 34 25 10 81

Percentages and totals are based on respondents. 
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Salary*$Dissatisfying_Factors_in_Current_Role Crosstabulation 

 
Dissatisfying Factors in Current Rolea 

Total Lack of Promotion Work-life balance Other 

Salary € Less than 20,000 Count 0 0 0 1

20,000 - 30,000 Count 5 5 1 17

30,000 - 50,000 Count 13 10 4 27

50,000 - 70,000 Count 10 6 3 23

70,000 - 100,000 Count 6 4 2 13

Total Count 34 25 10 81

Percentages and totals are based on respondents. 

a. Dichotomy group tabulated at value 1. 
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Appendix		M:	T‐Test	
 

 Hypothesis: Employees are moving jobs more than the average staff turnover rate 

prior to the financial crisis. 

 Null Hypothesis: Employees are not moving jobs more than the average staff turnover 

rate prior to the financial crisis. 

 

One-Sample Statistics 

 N Mean Std. Deviation Std. Error Mean 

Have you moved jobs since 2008 93 .32 .470 .049 

 
 

One-Sample Test 

 

Test Value = 0.29                                     

t df Sig. (2-tailed) Mean Difference 

95% Confidence Interval of the 

Difference 

Lower Upper 

Have you moved jobs since 2008 .669 92 .505 .033 -.06 .13
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Appendix	N:	Correlation	
(i) 

Correlations 

 
Age 

Have you moved jobs 

since 2008 

Age Pearson Correlation 1 -.319**

Sig. (2-tailed)  .002

N 94 93

Have you moved jobs since 2008 Pearson Correlation -.319** 1

Sig. (2-tailed) .002  

N 93 93

**. Correlation is significant at the 0.01 level (2-tailed). 
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(ii) 

 

 Have you moved jobs 

since 2008 Gender 

Have you moved jobs since 2008 Pearson Correlation 1 -.009

Sig. (2-tailed)  .932

N 93 93

Gender Pearson Correlation -.009 1

Sig. (2-tailed) .932  

N 93 94

 
(iii) 

Correlations 

 Have you moved jobs 

since 2008 

Length of service with 

current company 

Have you moved jobs since 2008 Pearson Correlation 1 -.574** 

Sig. (2-tailed)  .000 

N 93 92 

Length of service with current 

company 

Pearson Correlation -.574** 1 

Sig. (2-tailed) .000  

N 92 93 

**. Correlation is significant at the 0.01 level (2-tailed). 

 
(iv) 

Correlations 

 Have you moved jobs 

since 2008 Job Title 

Have you moved jobs since 2008 Pearson Correlation 1 -.197

Sig. (2-tailed)  .060

N 93 92

Job Title Pearson Correlation -.197 1

Sig. (2-tailed) .060  

N 92 92
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(v) 

 

Correlations 

 Have you moved jobs 

since 2008 

Highest Education 

Level 

Have you moved jobs since 2008 Pearson Correlation 1 .091 

Sig. (2-tailed)  .386 

N 93 93 

Highest Education Level Pearson Correlation .091 1 

Sig. (2-tailed) .386  

N 93 94 

 

(vi) 

Correlations 

 Have you moved jobs 

since 2008 Salary € 

Have you moved jobs since 2008 Pearson Correlation 1 -.311**

Sig. (2-tailed)  .003

N 93 90

Salary € Pearson Correlation -.311** 1

Sig. (2-tailed) .003  

N 90 91

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

 

 

 

 

 


