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Abstract 

“RETENTION OF MILLENNIALS AT WORKPLACE IN IT 

DEPARTMENTS IRELAND” 

Employee turnover is one of the major issues that organizations are 

facing. It is important to find the expectation and satisfaction of 

employees working in the organization to reduce the turnover cost 

and retain the talents. This study aimed to determine the strategies for 

the retention of Millennials working in the IT departments in Ireland, as 

the millennial generation is the younger generation and significant 

workforce with less retention rate. So, by identifying the retention 

strategies, this research helps the organizations to reduce the 

employee attrition. Apparently, Mixed method approach is carried 

out in this research. The quantitative research method was 

conducted among the millennials working in the IT department in 

Ireland to understand their expectation to retain in an organization 

and the senior managers working in public and private IT departments 

in Ireland from other generations were aimed in Qualitative research 

method to understand their opinion about retention strategies 

especially for millennials. 
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1. Introduction 

Definitions 

Millennials 

Millennials are also called Generation Y are they born in between the years 1980 

and 2000. The early exposure to the technologies frequently is the key characteristic of 

millennials, which has both positive and negative sides related to emotional, cognitive and 

social results (Killins, 2017). 

Retention 

Retention is defined as the “customer liking, identification, commitment, trust, 

readiness to recommend, and repurchase intentions, with the first four, are cognitive or 

emotional retention paradigms, and another two are behavioural intentions”, and also it is 

a process in which the employees are encouraged to remain with the organization for the 

maximum and long period of time or until the completion of  project. Stauss et al., (2001). 

The future generations will be different from the previous generation, so the organizations and 

institutions who adapt quick change will capture the highest quality employees. So, it is significant 

to retain the employees for the reasons like the ageing of the labour force, employee attitude 

changes, new employment available options, hiring and training  relates costs of new employees, 

skilled workers shortage and competition for talents globally (Allen, Bryant and Vardaman, 2010). 

As the four distinct generations  present  in  the  workplace  at  a  time is the first time in history  

(Codrington, G. 2012), generations such as  Traditionalists  (born  earlier  to  1946),  the  Baby  

Boomers  ( 1946  to  1964), Generation X (1965 to 1981) and Generation Y (Millennials) ( 1982 

to 2000) (Lancaster &Stillman, 2010), the previous generations are about to retire and in the 

workplaces, the young adults (Millennials) are inflowing (Rederet al., 2010).  

In case of the Millennials working in Ireland, it is counted as one-third of Ireland’s workforce. 

According to the World Advertising Research Centre (WARC), the ratio of working millennials will 

be on a ratio of "one in every two employees” by 2020  in the global workforce (Independent.ie, 

2018). At the same time, an international study commissioned by Deloitte studied that nearly one 

out of every three millennials are planning to leave the current workplace looking new career 

opportunities within a year, but the millennials need to be retained if the business and company 

want to stay competitive (Talent  Edge  2020,  2011). Therefore, it is mandatory for the 
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organizations to adapt and alter the work standards of multigenerational employees in order to 

recruit, motivate, and retain both today’s and tomorrow’s professionals (Scandura and Williams, 

2000). 

Wide range of researches and surveys are available for the retention of employees in 

organizations which has given a lot of attraction, engagement and motivation factors as results, 

but this is the first research conducting on the millennials working in IT departments in Ireland, as 

they are changing the workplaces in every 2 years. In the present scenario, Millennials contribute 

to the major workforce and they will be the future employees and drivers of business and 

organizations.  

So, this research is leading to find the retention factors of millennials working in IT 

departments in Ireland to understand them collectively and bring changes in the existing work 

culture if required. In addition, to provide the contribution to existing literature, this study aims to 

manage the employee turnover among Generation Y and to study their expectations, which is 

significant in this period. By understanding and implementing the factors driving the valuable 

millennials to stay in organizations, turnover costs can be reduced and high performers with 

scarce and critical skills can be retained. 

This research will help the organizations to discover different needs and expectations of 

Millennials in the workplace and will enable them to come up with new strategies, benefits and 

services. It benefits for both the employers as well as the Millennials with a bigger understanding 

which guides to improved decision-making. 

1.1. Research Questions 

Primary research question 

“What factors can satisfy the millennials to retain in the IT department in Ireland?” 

Previous researches conducted in different countries like South Africa, Australia, India, 

Malaysia etc. have discussed the attraction, motivation and retention of employees in the 

workforce, but no such research is done on the millennials working in the IT departments in 

Ireland. As millennials are mentioned as the job-hopping generation and the IT skilled people are 

getting a lot of opportunities and new employment options, the retention rate is comparatively 

lower than any other professionals, so this study will give a result after getting the prime reasons 

of attrition and expectation of Millennials to retain in the IT departments in Ireland.  
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The key to this research is to get a proper and strong answer to the primary question. In 

order to reach the solid answer for the primary question, few secondary questions need to be 

addressed at first. Those questions are: 

Secondary research question 

• Are the millennials aware of the impact of employee turnover in the organizations?  

• How does the retention rate vary with education, gender, birth year and organization 

governance?  

• What are the major differences between the attrition reasons for Millennials and 

older generations? 

• What role do senior managers play in employee retention? 

This research aims to establish a strong result which helps  

• Millennials to get happier and retain in the workplace, make awareness among them about 

the impact of attrition for the organizations. 

• Organizations to get retention strategies to make effective decisions and steps to retain 

the millennials. 

Also, this research will open door to other researchers who intend to do similar research in 

the rest of the cities or countries. There are several aspects which are not covered in this research 

linked to Retention of employees. In future, other researchers can keep this research as a base 

and do more research in such aspects. 

In order to understand more about this topic, the research is conducted according to the 

following chapters. First, analyses the literature and the literature review. After that, the research 

methodology and methods are established. Then the data collected is analyzed. Based on the 

analyzed data, findings will be inferred, and the whole research will be concluded. 

1.2. The hypothesis of the study 

The conceptual framework will assist in providing independent and dependent variables. The 

dependent variables in this research are employee attrition, retention factors, awareness of the 

impact of attrition. Then Retention rate of Millennials will be the independent variable. 

Based on the variables explained, four hypotheses have been developed and they are as follows 
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Hypothesis 1: Satisfying the expectations and needs of Millennials will not prevent the employee 

Attrition rates 

Hypothesis 2: Satisfying the expectations and needs of Millennials will prevent the employee 

Attrition rates 

Hypothesis 3: Retention rate will be low if the millennials are aware of the impact of attrition in the 

organizations  

Hypothesis 4: Retention rate will be high if the millennials are aware of the impact of attrition in 

the organizations 

2. Literature Review 
 

2.1. Literature Introduction 

In the past decade, the work-life has changed dramatically and shaped by various factors 

that include a ruthless recession, which brings the technological advances and a completely new 

generation of workforces with very different thoughts and concepts about the employment and 

employers (Milligan, 2017). 

It is significant that the author provides a Literature for the synopsis of previous research on 

a topic. As per the research conducted by Moreheadstate.edu in 2018, various scholarly research, 

Books articles as well as other sources to create the qualitative base of the research can be 

analyzed by literature review. Moreover, those previous research help to build intensified 

information. This research also goals to identify gaps in the literature which need further study. 

(Research.moreheadstate.edu, 2018). 

In this research paper, the literature review will comprise of Millennials and the generation 

working in the workplace, Challenges of retaining the talents,  Reasons for the attrition of the 

Millennials, Importance of the work-life balance in millennials life, Management of Millennials at 

the workplace, Strategies to retain the workplace talents, then the survey reports by the big 4’s 

PWC, Deloitte and KPMG on millennials as good case studies to understand more about the main 

factors of retention. 
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2.2. Literature Theme 1 

Retention and the Dominant Retention strategy 

Michael Armstrong in 2006 briefed about retention and the strategies in his book “Strategic 

Human Resource Management -A Guide to Action” that the objective of Retention strategies is to 

ensure that the key talents stay with the organization and to reduce the uneconomical and 

expensive levels of employee turnover. The strategies are based on the analysis of why 

employees stay and why they leave. The 10 attrition reason, critics and actions plans by Michael 

Armstrong identified are critically evaluated and tabulated as follows. 

Reasons Critics Actions 

Pay uncompetitive, inequitable or unfair 
pay systems 

• Review pay levels on the basis of market 
survey. 

• introduce job evaluation or improving an 
existing scheme to provide for equitable 
grading decisions 

• ensure the employees understand the link 
between performance and reward 

• review performance-related pay schemes 
to ensure that they fairly operate 

• adapt payment-by-results systems to 
ensure the employees are not penalized 
when they are engaged in short runs 

• tailor the benefits to individual preference 
and requirement 

• involve the employees in the development 
and operation of job evaluation and 
contingent pay systems. 

Job Design If the jobs are unrewarding in 
themselves then it results in 
dissatisfaction 

Maximize skill diversity, task meaning, 
feedback and autonomy, and provide 
opportunities for learning and growth. 

Performance Employees can be demotivated if the 
employees are uncertain about their 
responsibilities, not informing the 
performance standards about how 
well they are doing, feel that the 
assessment of performance is unfair. 

• Performance requirements should be 
expressed in terms of hard but attainable 
goals. 

• Get the managers and employees to agree 
on that goal to achieve. 

• Encourage the managers to praise 
employees for good performance and to 
provide regular and informative feedback. 

• Performance problems should be 
discussed, and immediate corrective action 
has to be taken. 

• Proper training for performance review 
techniques such as counselling; brief 
employees should be given to the 
managers on how the performance 
management system works and obtain 
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feedback from them and how it can be 
applied. 

Learning and 
Development 

If employees are not given adequate 
opportunities for learning and 
development, or the demands are 
being made upon them without proper 
training, Resignation and turnover will 
be increased. When the New 
employees join an organization, they 
can go through an ‘induction crisis’. 

• Give them confidence and competence to 
achieve anticipated performance 
standards. 

• enhance existing skills and competences of 
employees. 

• Help the employees to acquire new skills 
and competencies so they can make better 
use of their abilities, take responsibilities, 
undertake a variety of tasks. 

• Ensure that new employees quickly acquire 
and learn the basic knowledge and skills to 
make a good start in their jobs. 

• Increase employability. 

Career Development Dissatisfaction in career opportunities 
leads to employee attrition. 

• Provide with wider experience. 

• Introduce more systematic procedures for 
the identification of employee potential 
such as assessment centres etc. 

• Encouraging internal promotion. 

• Developing more realistic promotion 
procedures. 

• Providing Career advice and guidance. 

Commitment Lack of Commitment • Explain the organization’s values, mission, 
and strategies.  Encourage the employees 
to discuss and comment on them. 

• Communicate with employees as briefing 
groups in a timely and candid way and 
emphasis on face-to-face communications. 

• Constantly take into account the views of 
people at work. 

• Provide opportunities for employees to 
contribute their ideas on refining work 
systems. 

• Introduce organization and job changes 
only after discussion. 

Lack of group 
cohesion 

If the employees are not part of a 
cohesive team or bedevilled by 
disruptive power politics they feel 
isolated and unhappy. 

• Teamwork – setting up self-managing 
workgroups or teams. 

• Team building – emphasize the importance 
of teamwork as a key-value and reward 
them for working effectively in teams and 
developing teamwork skills. 

Dissatisfaction and 
conflict with 
managers and 
supervision 

Employers, Leaders and Managers 
are not providing the leadership they 
should or treating the people in an 
unfair manner or bullying staffs. 

• Selecting managers and team leaders with 
sharp leadership qualities; 

• Training them in leadership skills and in 
terms of conflict management and 
grievances dealing. 

• Introduce or train everyone with better 
procedures for handling grievances and 
disciplinary complications. 
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Recruitment, 
selection and 
promotion 

Rapid turnover can result from poor 
selection or promotion decisions. 

Ensure that selection and promotion 
procedures match the capacities of individual 
Employee to the demands of the work they 
have to complete. 

Over-marketing Dissatisfaction and early resignation 
can be caused if the reality is not 
matched by unrealistic expectations 
about career development 
opportunities, tailored training 
programmes, and increasing 
employability created. 

Care should be taken not to oversell the 
employee development policies of the 
Organization.  

Table 1. Attrition Reason. Source: Armstrong, M. (2006) 

 

2.3. Literature Theme 2 

Generational Diversity in the workplace 

 
Millennials or Generation Y are the generations born between 1980 and 2000. The key 

characteristic of millennials is early and frequent technological exposure, which has both pros and 

cons related to emotional, cognitive and social results. (Killins, 2017). According to PWC (2008), 

It is not easy to balance the short‑term pressures with long‑term business aims. The businesses 

will be best positioned in the future which make those right balance and invest in understanding 

and nurturing the millennial generation. Today, If the companies address their long‑term skills 

needs both creatively and holistically, they will create the success stories tomorrow. Fortune 

Magazine outlined that the Millennial generation as the predominant generation which overtaken 

the Boomers and Generation X in the US workforce. In Ireland, 595000 employees are counted 

as the working millennials, which is a third of Ireland’s national workforce (Independent.ie, 2018).  

 

There are several ways that Millennials differ from other generations. They are access to 

technology, they are realistic and place value on positive diversity, reinforcement and autonomy 

(Lancaster and Stillman, 2002). Value of social consciousness, teamwork, personal productivity, 

personally fulfilling work and self-management are other attributes (Meister and Willyerd, 2010). 

Henderson (2012) mentions research describes that for work Millennials are willing to travel 

frequently and lateral career move to gain work experience, prioritize job satisfaction over the 

bottom line, value making a difference over recognition, and rate positive work atmosphere 

overpay and Millennials are quicker in changing the job. Organizations are experiencing great 

difficulty in motivating and retaining Millennial employees who apply huge pressure for radical 

change in how organizations function (Solomon, 2000) 
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In all discussions of employee and talent retention should include generational differences in 

what is relevant and significant (Stamp, S. S. and Thoren, J. 2015). (Macon and Artley, 2009; 

Birkman, 2010) stated that it is the first time that four different generations with an age range 

across more than 60 years working together in most organizations. The term “generation gap” 

was first used by Mead (1970) to describe differences in attitudes and beliefs between 

generations. In the near future, generational transformations are one of the important changes 

that will shape public service (Perry & Buckwalter, 2010; Svara, 2010). The federal government 

has estimated that they will need to hire more than 200,000 candidates to replace the ageing and 

retiring workforce (Government Business Council [GBC], 2012).  

 

Organizations should identify the multigenerational workforce with fluctuating beliefs, work 

ethics, routines, values, attitudes, and expectations to be effective in today’s World (Niemiec, 

2000). Many articles and books are readily available to discuss the different characteristics of 

managing organizations given the existing generation gaps (Denham and Gadbow, 2002). The 

attentiveness of several authors like Howe and Strauss (2007) is to understand the history of each 

generation in hopes and a better understanding of the generation gaps that helps the 

organizations to think strategically and implement best practices to manage,  retain and utilize 

each separate generation’s talents. 

 

Figure 1. Generational diversity. Source: KPMG. (2017) 

Boomers (those born between 1946 and 1964) frequently worked with any organization for 

their entire career and rewarded for “loyalty.” The dominant attitude at the time was that the 

company would be loyal to you, if you were loyal to the company in years of service, while 
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Millennials view things in a different manner for example; valuing the organizations that offer 

training, development, feedback, and mentoring. (Stamp, S. S. and Thoren, J. 2015). 

 

2.4. Literature Theme 3 

Generational Behavioural Characterization  
 

 (Scandura and Williams, 2000) proposed that the organizations should adapt and change 

the work values of multigenerational employees in order to recruit, motivate, and retain both 

today’s and tomorrow’s leaders. According to (Bencsik and Machova, 2016), the behavioural 

characteristic of each generation employees varies and it is important to pay attention to them 

and find the most common and significant differences. Thus, the major behavioural characteristics 

are critically evaluated critically, and they are explained in a table below 

Table 2: Behavioral Characterization. Source: Bencsik and Machova, (2016) 

Behavioral 

Characteristics 

Baby—boomers X generation Millennials 

Attitude Communal, unified 

thinking 
Self-centered and 

medium-term 

Egotist, short-term 

Relation- ship First and foremost, 

personal 

Personal and virtual 

networks 

Principally virtual, network 

Aim Solid existence Multi environment, secure 

position 

Rivalry for leader position 

Self- realization Conscious building of 

carrier 

Rapid promotion Immediate 

Teamwork Unknown Natural environment 

(multinational companies) 

Belief in the success of 

common efforts 

IT It is based on self- 

instruction and is 

incomplete 

Uses with confidence Part of everyday life 

Values Patience, soft skills, 

respect for traditions, EQ, 

hard work, 

Hard work, openness, respect 

of diversity, curiosity, 

practicality 

Flexibility, mobility, broad but 

superficial knowledge, success 

orientation, creative, 

Other possible 

character- rinks 

Respect of 

hierarchy, 

unreasonable 

modesty or 

arrogant inflexibility, 

passivity, cynicism, 

disappointment 

Rule abiding, materialistic, 

fair ploy, less respect for 

hierarchy, has a sense of 

relativity, need to prove 

themselves 

Desire for independence, no 

respect for tradition, quest for 

new forms of knowledge, 

inverse socialization, 

arrogant, home office and 

part-time work, interim 

management, undervalue soft 

skills and EQ 

Knowledge 

Sharing 

Willingly voluntary It is based on mutuality and 

cooperation 

Only in cases of self-interest or if 

forced  
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Apart from the above mentioned behavioural characteristics, Bencsik and Machova, (2016) 

focused a few characteristics which have to work from the HR perspective to retain the employees 

by understanding according to each generation and they are  

 

Table 3: HR characteristics. Source: Bencsik and Machova, (2016) 

 

If these factors are kept in mind, generational problems can be alleviated. If the trust and faith 

between employees and employers are established, as a result of that cooperation and a more 

flexible form of knowledge sharing will follow and will pay to the successful, competitive running 

of a company  (Bencsik 2016). 

2.5. Literature Theme 4 

Challenges to retain workplace talents 

 
“The Human Resources of the next era has to be more attentive on Productivity 

and performance, so it requires a seismic change in thinking.” (Milligan, 2017). Taking the external 

environmental factors such as globalization, sophisticated technology and continuous 

HR 

Characteristics 
Baby - boomers X generation Millennials Z generation 

Incentive/ 

motivation 

Promotion 

opportunity, 

new paths, 

fixed work 

place 

Status, materialism Individual freedom of 

movement, opportunity 

to make decisions, 

competition, self-

realization 

Immediate 

remuneration, 

freedom, non-

commitment 

Performance 

evaluation 

Fact based, 

correct 

based on 

the past 

Future-oriented, 

active participation, 

goal setting, career 

planning 

Future-oriented, direct 

feedback, discussion, 

talent management 

Own limits not 

recognized, self-

confident, values 

and self-Image Is 

distorted 

Training, 

learning, 

development 

Traditional 

education 

system, 

experience, 

holistic 

Flexible, 

shorter 

learning time, 

trainings, 

mimicry, 

interactive 

Rapid, individual, based 

on IT, alternative, just in 

time 

Based on 

interest, 

informal 

learning 

Conflict 

management 

Avoids or 

deals with 

Willing to 

compromise 

Opposes Provokes 

conflict, but 

either does 

not follow 

through or 

reacts 

aggressively 
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improvement, access to global information and the evolution of multinational corporations have 

given rise to volatile, dynamic and open business environments (Cappelli 2008, Wagar & 

Rondeau 2006). These changes have caused HR professionals to face an increasing number of 

challenges in retaining employees (Cappelli 2008; Tarique & Schuler 2010). The ease of 

international mobility has become a factor of attraction for managers (Farndale, Scullion & 

Sparrow 2010), particularly in the case of highly qualified managers who have tertiary level 

qualifications (Khoele & Daya 2014). Guthridge and Komm (2008) reported that managers move, 

on average, twice to other countries to promote their career opportunities 

 

As per Monsen and Boss (2009), one of the main reasons for the high rates of 

employee turnover is a poor work environment. A poor work environment hinders employee 

participation, reduces levels of motivation and affects the overall performance of employees (Devi 

2009). The rate of High employee turnover experiencing organizations is often characterized by 

the micromanagement styles and hierarchies that decline job satisfaction and present challenges 

in the retention of talented employees (White 2010). Leaders who have micromanagement hinder 

the development of their employees, decrease productivity and encourage talented employees to 

leave by not allowing them discretion in carrying out their work (White 2010). 

 

Employees develop the intentions to leave an organization when they are required 

to perform boring, unattractive, and meaningless jobs (Bhatnagar 2007, Doh et al., 2011), are 

subject to extreme workloads (Doh et al., 2011) and are set unrealistic performance goals. 

(Monsen & Boss 2009). If talented employees are not intellectually stimulated by their work, they 

may seek alternative employment that offers intellectual stimulation (Doh et al., 2011). 

Additionally, Govaerts et al. (2011) point out that employees require evidence that their 

contributions impact the final result. Highly qualified employees are also more likely to remain in 

organizations that provide development and advancement opportunities (Devi 2009, Hausknecht 

et al., 2009). 

 

Employees expect their leaders to recognize, understand and, in some cases, 

provide assistance to ensure their general well-being (Ladyshewsky 2010). As a result of 

increasing demands in the workplace and the conflict between work and personal life, employee 

well-being must be a strategic priority in all organizations (Deery 2008). 
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When employees believe that their well-being is a concern for the organization, 

employee stress is reduced and the organization's commitment is stimulated (Govaerts et al., 

2011; Van Dyk & Coetzee 2012). Another author Tansley (2011) stated that highly skilled and 

talented employees are attracted to wellness programs and when organizations have effective 

and well-developed Employee Assistance Programs, they communicate a message of concern 

to employees (Wagar and Rondeau 2006). Negligence in the welfare of employees leads to 

employee turnover (Deery 2008; Yarnall 2011). 

 

2.6. Literature Theme 5 

Reasons for the Attrition of Millennials 

 
Today the Millennials constitute 38 per cent of the global workforce and it will increase to a 

percentage of 75 by 2025, so It’s important to track them as a workforce (McGrady, 2016). (Rigoni 

& Nelson, 2016) stated that A recent Gallup poll shows that if the millennials didn’t feel engaged 

at work, 60 per cent of them consider leaving their jobs and only half of them will plan to continue 

with the same company in coming years. According to the study conducted by  Jive, an average 

millennial has already had an average of three jobs in his/her lifetime. Mostly they start to look for 

another job before working in a company for three years, 24 per cent of them start looking for 

another job for six months to a year within a company, and 30 per cent between 12 and 18 months. 

 

In 2016, among 25- to 35-year-old workers, 38 per cent of millennial men and 46 per cent of 

millennial women had completed at least a bachelor’s degree. But back in 2000, Gen X workforce 

had significantly lower levels of attainment of education (i.e. only 31 per cent of male 25 to 35-

year-old workers had finished college, has had only 34 per cent of female workers). That shows 

that the millennials have an even longer tenure than Gen Xers in the organizations in relation to 

the loyalty (Fry, 2017). 

Maertz & Campion (1998) stated that the less turnover research has focused exactly on how 

an employee decides to remain with an organization and what determines this attachment, so the 

quitting or attrition processes should be studied along with the retention processes. But Zineldin, 

(2000) has reviewed that retention is an obligation with a particular company on an ongoing basis 

to continue to do business or exchange with them. In addition to that, Denton in 2000, clearly 

specified that staffs who are happy and satisfied with their jobs always put their effort to improve 

their organizational customer’s satisfaction and they will be more dedicated towards their work. 
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In support of that, Hoffman, B. (2018) described why Millennials leave the job and the first 

reason is the lack of engagements and expectations in the office atmosphere such as 

Need to find meaning in their work 

Millennials always want to do something matters and to do the work with some social values.  

Want to understand how well fit they are in their companies, jobs and teams 

They expect a job that fuels their sense of purpose and the employer who shows them how 

their efforts leas to the development of the company’s mission. 

Want to learn, grow and become competitive 

They need aptitudes that make them focused. Around 68 per cent of twenty to thirty year old 

who unequivocally concur they have had openings at work to learn and develop in the previous 

year intend to be with their associations for in any event one more year. Shockingly, just 39 

per cent of twenty to thirty year old firmly concur that they gained some new useful knowledge 

at work in the previous 30 days, and under 50 per cent unequivocally concur that they have 

had openings at work to learn and develop within the previous year. 

Focus on Education and expect more 

The millennial generation is entering the job market with higher degrees and a higher level of 

debt as they invested in degrees before. 

Need approachable managers 

Administrators ought to proactively lead discussions with workers about their fates with the 

organization, their requirements and their chances for headway. Twenty to thirty year olds 

consider their occupations steppingstones and need to advance—yet they may require their 

supervisors' assistance to envision a future direction inside the organization. By underscoring 

twenty to thirty year old potential for headway, supervisors convey that labourers don't have to 

go somewhere else for additional. 

Take risks 

This generation overcame the age of recession, and that made them wary of spending years 

working for a company only to be laid off. 
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Preferring flexibility 

Innovation today implies it's conceivable to work basically anyplace that has a web association, 

such huge numbers of twenty to thirty year old expect probably some degree of adaptability 

with regards to their bosses. Working remotely the majority of the time isn't possible for each 

circumstance, obviously, yet twenty to thirty year old anticipate that organizations should be 

adaptable enough to enable them to at times direct their own timetables. In the event that they 

have nothing to do with their workdays, that is a warning. 

Seeking mentors 

They are accustomed to being supervised, the same number was raised by what has been 

named as "helicopter guardians." Receiving support from those in control is the standard, not 

the peculiarity, for this age, and they anticipate that in the working environment, as well. 

Even after providing all these employee needs, organizations fail to control the turnover 

because it’s not the organizations but the Millennials. Hoffman, B. (2018) mentioned some 

external reasons for the employee attrition which cannot be controlled by the organizations and 

they are 

Better Opportunities 

The millennials would stay in the same company for 10 or more years if just two criteria are 

encountered: opportunities for career escalation and a regular increase in reward. 

Relocation 

They plan on rolling out a land improvement in the following five years. In the event that your 

organization is a neighbourhood or provincial, it will be difficult to keep up that ability. 

Back to do education 

Sometimes millennials wish to go back to school to advance their careers. Businesses should 

provide flexibility for millennials who are pursuing higher education. 

Development of new skills 

It's critical to keep up an open exchange and help recent college grads structure an 

arrangement that best accommodates their abilities. Chiefs should enable them to use the 

abilities they have and help them develop the aptitudes they need to learn. 
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Change of field 

Maybe the career millennial chose was not a solid match. It would then be best for the 

organization and the representative if the worker sought after a job that better coordinated her 

extraordinary mix of wanted errands and aptitude 

 

Moreover, Lack of consistent and Open communication is a prime reason for the turnover of 

employees because communication enables the organization to design the strategy which allows 

to organize and develop career advancement strategies for the employees that result in them to 

feel successful and engaged in the workplace. 

 

2.7. Literature Theme 6 

Importance of Work-Life balance in Millennials life 

 

The balance between work and personal life is fundamental for the satisfaction of millennial 

employees and the managers of organizations that require demanding workloads must pay 

enough attention to them. Work is on a par or is considered less important than the personal life 

of millennials (Lu and Gursoy, 2016). Although an earlier study by De Hauw and De Vos (2010) 

questions this, they argue that millennials have a positive expectation of an increase in career 

development that correlates with their perceived work efforts and suggests that they are driven 

by their work ethic. The challenge for managers is to motivate and increase the job satisfaction of 

the employees of the millennium so that they can consider working life on a par with personal life.  

 

One of the key seminal concepts to attract millennials to organizations has been explored 

through Ohlrich's (2015) study on the impact of corporate social responsibility on the recruitment 

of Generation Y.  

Another author Krohn, S (2018) explained the four types of Corporate Social Responsibilities are 

evaluated as 

1. Environmental Sustainability Initiatives (ESI) 

ESI endorsed businesses generally focus on limiting pollution and reducing greenhouse 

gases. As the familiarity with natural issues develops, organizations find a way to diminish air, 
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land and water contamination that can build great corporate natives with additional profiting 

society. 

 

2. Direct Philanthropic Giving 

Philanthropic initiatives such as donation of time, money or resources to charities and 

organizations. These gifts can be coordinated to an assortment of noble purposes including 

human rights, national calamity alleviation, clean water and training programs in immature 

nations. 

 

3. Ethical Business Practices 

The moral is to give reasonable work practices to organizations' representatives just as the 

representatives of their providers. Reasonable strategic policies for employees include 

equivalent pay for equal work and living pay activities. Moral work rehearses for providers 

incorporate the utilization of items that have been affirmed as meeting reasonable exchange 

standards. 

 

4. Focus on Economic Responsibility 

Financial obligation centres around practices that encourage the long term development of 

the business, while additionally satisfying the guidelines set for moral, ecological and 

charitable practices. By offsetting monetary choices with their general impacts on society, 

organizations can improve their activities while likewise captivating in manageable practices. 

 

The main inference of the study of De Hauw and De Vos (2010) is that while strategies focused 

solely on corporate social responsibility are not effective just to attract millennials if implemented 

as part of the overall organizational culture, this strategy can be successful in attracting 

employees of the millennial generation. It is important for them to work for a company that 

matches their own set of values and beliefs. This can be interpreted in other aspects of the 

organizational culture; a combination or the presence of a factor of organizational culture has a 

positive impact on recruitment and retention of the millennium. The study by Guillot-Soulez and 

Soulez (2014) suggests that many organizations in France should evaluate the benefits of a total 

restructuring of recruitment practices in order to attract millennial candidates based on their 

attitudes and values. In addition, Montgomery and Ramus (2011) conducted a study that found 

that Management graduates predominantly within the millennial demographics of North America 

and parts of Europe tend to seek employment in organizations with a remarkable program of 
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corporate social responsibility, to the extent in which the majority of the sample surveyed chose 

job satisfaction and organizational culture that matched their values in a superior financial 

package. Ohlrich (2015) agrees with this evaluation and states that, although corporate social 

responsibility programs are not sufficient to attract only employees, when they are implemented 

as part of the general organizational culture of a company that combines values and the mission 

of the company with the potential Employee, this strategy can succeed in attracting employees.  

 

Cordeiro and Albuquerque (2017) contribute to this field of thought and affirm that the benefits 

for organizations are equally interesting and many can experience a greater return on investment 

in hiring policies by implementing general flexibility practices that can be adapted to reflect the 

needs of individual employees, rather than predicting a one-size-fits-all approach. Human 

resource management strategies can offer greater flexibility, including work from home or work at 

a distance, along with other types of compensation, such as time worked or additional vacation 

days, to attract millennials seeking a Good balance between work and family life. (Kultalahti and 

Viitala, 2015) Ardebili (2017) even suggests using work-life balance practices like corporate social 

responsibilities in job specifications to attract millennials and achieve the status of the employer 

of choice for that generation. One study, in particular, emphasizes the importance that individual 

goals and the goals of a millennial employee should align with their daily work practices and 

experiences (Luscombe, Lewis and Biggs, 2013). Aruna and Anitha (2015) raise the interesting 

theory that millennials are possible investors in an organization since they intend to receive as 

much value from an organization as they contribute, in terms of development. Similarly, another 

study adapts the generalization that millennials prefer collaboration over an authoritative work 

structure and suggests that two-way and accessible relationships with managers that focus on 

the exchange of knowledge are one of the most productive environments for those employees 

(Sinha and Kshatriya, 2016).  

 

Kapoor and Solomon (2011) postulate that the millennial demands of openness and shared 

respect in the workplace, together with a movement towards the horizontal hierarchical structure 

(providing employee autonomy), can lead to an increase in employee satisfaction rates and a 

subsequent increase in retention This can also combat the lack of perceived loyalty attributed to 

the generation, since millennials who change careers excessively may feel that their development 

needs are being met by that environment (Thompson and Gregory, 2012). Another factor in the 

balance between personal and work life includes millennial relationships at work, with their 

managers and colleagues. Lu and Gursoy (2016) imply that it is plausible that support and open 
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communication with younger workers can prevent the exhaustion of demanding schedules and 

reduce the turnover rate. 

      

2.8. Literature Theme 7 

Management of Millennials at workforce 
 

As Millennial generation has been experienced to economic, social, educational and political 

backgrounds in a unique way from earlier generations, they have been shaped among other 

things, frequent encouragement, helicopter parents and feedbacks, significant jumps in 

technology, and political and economic confusions (Thompson, C. and Gregory, J. B. 2012) but 

some employers consider Millennials to be “unmanageable” (Warner, 2010) because of the high 

sense of entitlement, high need of feedback and guidance and expectations for personalized 

attention.  

As Millennials are the unavoidable workforce, some recommendations to manage and retain 

them in the workplace are 

Invest the effort and time in cultivating honest and expressive relationships with their 

employee's such relationships provide the basis for effective coaching (Gregory & Levy, 2011). 

Engaging in the behaviour that builds joint trust between employers and employees. It shows that 

the trust is a critical factor for founding strong relationships with employees (Brower, Schoorman, 

& Tan, 2000; Gregory & Levy, 2011) and it has significant implications on how motivated 

employees accept and further search for feedback (Ilgen et al., 1979; Steelman et al., 2004). 

(Thompson, C. and Gregory, J. B. 2012) suggest that adopting a coaching method to work with 

their employees. While coaching is not a blanket solution, it is good to believe that a coaching 

approach focuses on growing, developing and right to suggest decision and personal 

accountability to employees will cover to Millennials’ desires for autonomy and feedback. They 

also suggest that Millennials will gain new skills in critical evaluation and seeking out answers on 

their own with frequent coaching as they are the one who is simply “looking to be given the 

answer”. Assuming an individual attention approach to work with their employees. To be specific, 

managers should work to fit their interactions and relationships to the sole needs of their distinct 

employees. 

According to the study by PWC in  2008, Organisations have to look for the below 

recommendations to manage the Millennials. 
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 It is recommendable to use the benchmarking and metrics to categorize your 

workforce in order to realize what the millennial cohort want and how these current desires might 

vary from the older generations. Creative thinking about the strategies for rewards and factors 

that motivate the millennials. (i.e. “is it the time to change focus from extrinsic rewards and pays 

to other stuff?”). Considering the opportunities to work globally such as how might this excited 

millennial generation support the organization’s need for global mobility?. Continuous investment 

in personal training and development i.e. for younger workers find expanding coaching/mentoring 

programs. Articulate the organization or employer brand – Internal and external communication 

of what it values and means to work for their organisation. Corporate responsibility should have 

a strong statement– The employer brand should make as a part and the committed promises 

should be delivered. Creative thinking about the utilization of the technology to engage their 

clients e.g. internal networking sites, avatars etc. Providing fresh and various challenges – 

considering the promotion of cycles of experience in other departments of the organisation. 

As per Deloitte, Rewards and financial benefits are considered the most important factor 

when choosing an employer. That may seem contradictory given the millennials feelings about 

companies that are mainly profit-driven. However, it is consistent with the idea that employers 

must "share the wealth", provide good jobs and improve the lives of workers. It also reflects that 

mature millennial can save for their children and have difficulty buying expensive items, such as 

homes. Organizations are moving from standardized payment plans and bonuses to 

personalized, agile and holistic reward systems to attract and retain talent. 

 

Flexibility and positive work culture are considered the following important factors. As we 

have seen in 2017, flexible work in the workplaces increases the degree of employee loyalty. 

Millennials not only appreciate not being tied to strict schedules or places, but they also value the 

trust that their employers show in granting that flexibility. Our results indicate that flexibility is 

closely related to retention; Those who plan to stay with their employer for more than 5 years 

report higher levels of flexibility. This suggests a call to action for Irish organizations to critically 

evaluate and respond to their culture and work practices. However, a recent ESRI (The Economic 

and Social Research Institute) report indicates that the concert economy does not prevail in 

Ireland with approximately 9% of employees in non-permanent roles, which is below the EU 

average. We may not yet have seen this desire of young professionals in the Irish economy or 

that organizations have not implemented a plan to make better use of the contingent labour force.  

The retention and attraction of millennials begin with workplace culture and financial rewards; it 
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can be improved when companies, their top managers or leaders are diverse, and when the 

workplace offers a greater level of flexibility. (Deloitte Report, 2018). 

 

So, it is important to understand and the extent to which the work values of the employees 

such as what they are looking to get out of the work that may vary across every generation. Once 

understanding these differences, a wide range of the human capital plans may be improved (e.g., 

development, coaching, performance management, feedback, etc.) (Thompson, C. and Gregory, 

J. B. 2012). 

 

2.9. Literature Theme 8 

Expectations of millennials in choosing employers 

 

The article by KPMG. 2017 gave significant evaluations about the expectations of Millennials 

in the workplace and they are  

 

1. Demanding for balance 

 

The demand for work-life balance is one of the most common phrases that appear when 

speaking of charm in the workplace. But it's more important than ever when it comes to 

millennials, so pay attention. For this generation, work-life balance is not optional, it is 

mandatory. In fact, in our survey, the balance between work and personal life was classified 

as the second-highest priority in the search for a job (after salary). 

Companies must incorporate flexibility to foster a work environment anytime, anywhere to 

replace the traditional 9-5 mindset. Opportunities such as the possibility of working from home 

one day a week or the possibility of taking a break from the workday to face personal 

commitments are huge ticks in the box. Similarly, a policy that prohibits sending and 

responding to work emails over the weekend would be a failure. 

 

2. Internal promotions and recruitment over external hires 

 

It's simple: if the millennials do not see the opportunity to ascend, they quit the job and 

move on. Intuitively this makes sense. In general, people do not start their career with the 

work they want for the rest of their lives. On the other hand, the beginning of his career 

consists of acquiring skills to finally get the dream job. Companies must establish honest 

expectations for millennial workers so that they know that if they stay longer, they will be 
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rewarded with a better title, more money and the opportunity to grow. When a vacancy arises, 

companies must offer the opportunity to the existing Millennium staff first, instead of opting for 

outsourcing. 

 

3. Yearn to learn 

 

Millennials crave knowledge. They are used to having information at their fingertips and 

they thrive when processing it. In short, if they are not learning, they are not being developed. 

And if they are not developing, then they will start looking for a way out. Companies must 

prioritize learning and, more importantly, update how it happens. Millennials do not want 

formal lectures or a lot of data to hit them in the face all at once. Companies like KPMG offers 

three-year learning pathways to provide business, technical and soft skills confidence through 

a combined and flexible approach. It offers learning options that are easy to enter and exit, 

continuously but also relaxed. Taking advantage of modern technology, which millennials 

know and love, through e-learning makes a big difference: why not provide training through a 

podcast or a live video of Facebook? 

 

4. Demanding for security 

The millennial generation is anxious about their jobs. Many do not want to work for a new 

company or start-ups but prefer the stability of a corporate job. The study also found that 40% 

of millennials think their work will be outsourced or replaced by automation in the next five 

years. Again, in our survey, job security was observed as one of the main priorities for 

millennials employed and in search of employment. 

Companies must focus on providing millennials with the much-needed security blanket. 

Proactive communication helps, giving them the opportunity to constantly express their 

thoughts and concerns. When the change is on the horizon, commit them completely. Help 

them understand the change, how it will impact them and get their opinion on the best way to 

make it happen. Growing up in a period of rapid change causes agents of change to emerge 

after all (KPMG Report, 2017). 
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2.10. Literature Theme 9 

Strategies to retain workplace talents 

 
The effectiveness of human resource practices, particularly employee retention strategies, is 

directly influenced by leaders (Lawler 2008). Letchmiah and Thomas (2017) recently found that 

leadership, organizational culture, the purpose of the organization, development opportunities, 

meaningful work and collegiality are factors to be considered in retaining high potential 

employees. The manifest behaviour of the leaders provides a perspective of their attitudes 

towards their employees (Jaaskelainen 2011). Leaders must develop a clear and solid vision to 

increase job satisfaction and employee retention (Yarnall 2011). When the engaged employees 

witness their work and contributions are wasted as a result of inconsistent strategies and visions, 

they feel frustrated and develop an intention to rotate (Döckel, Basson & Coetzee 2006). 

Organizations that have a strong vision and mission can attract and retain talent because the 

vision communicates the organization's purpose to employees (Hausknecht et al 2009, Kim & Lee 

2007). 

 

A high level of trust between employees and leaders is associated with high rates of employee 

retention and employee engagement (Tansley 2011). Trust also underlies the concept of ethical 

leadership that is important for employee retention; The increase in the intention of employee 

turnover is caused by poor ethical leadership and unethical actions in organizations (Avey, 

Wernsing and Palanski 2012; Kerr-Phillips and Thomas 2009). Leaders should prioritize retention, 

provide support and appreciation to executives, as well as ethical and trustworthy behaviour (Avey 

et al., 2012). 

 

In an Organization, maintaining and having a strong organizational culture is imperative to 

retain talented employees (Kerr-Phillips and Thomas 2009; Tansley 2011). Organizational culture 

is a reflection of how employees perceive and feel about the organization (Van Dyk & Coetzee 

2012), it develops over time and is seen as a long-term strategy that influences the dynamics of 

the organization ( Guthridge et al., 2008). The organizational culture influences the behaviour and 

attitudes of employees towards organizational commitment (Guthridge et al., 2008). 

 

The culture of an organization can also contribute to the architecture of talent management, 

since when human resources professionals, together with the leaders of an organization, 

constantly put emphasis on the concept of talent management, it incorporates a mentality of talent 
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management within the organizational culture (Ashton and Morton 2005; Guthridge et al., 2008). 

It was recommended that HR professionals should focus on creating a culture that accommodates 

and supports the diversity of the workforce so that employees have a sense of acceptance and 

belonging and avoid feelings of isolation (Edwards and Cable 2009; Kerr-Phillips and Thomas 

2009). A culture that embraces employees helps create a sense of organizational identification 

that complements employee retention strategies (Edwards and Cable 2009). 

 

An organization that has low levels of employee turnover tend to implement a soft approach to 

human resources (Jaaskelainen 2011) which involves treating employees as valuable resources 

and fostering commitment in the organization (Tansley 2011). Leaders and managers who create 

a commitment promote a high level of trust, communication and understanding between 

themselves and their employees (Iles et al., 2010). Organizational behaviour practices include 

personality assessments and personality adjustments, learning and development, applied 

motivational practices and employee wellness programs, which increase the skills of managers 

and help human resources professionals identify managerial talent (McDonnell et al., 2010). The 

individual attention that each employee receives as a result of organizational behaviour practices 

also stimulates the organization's commitment and reduces the rotation intention of talented 

employees (Iles et al., 2010). 

 

The key to retaining talented and high potential employees is to systematically implement 

effective employee participation practices (Bhatnagar 2007; Devi 2009). Employee participation 

practices allow employees to become familiar with the organization and organizational procedures 

(Iles et al., 2010) and contribute to the participation and networking of employees (Bhatnagar 

2007; Devi 2009). It has been found that effective employee participation activities stimulate 

employee retention rates (Doh et al 2011, Tarique & Schuler 2010). It has also been found that 

employee engagement is increasingly important in organizations with different workforces, as it 

allows them to know and appreciate the diversity inherent in the organization (McDonnell et al., 

2010). 

 

As per (Doh et al., 2011; Edwards and Cable 2009), performance management is the formal 

and systematic communication between managers and employees with respect to behaviour 

expectations, objectives and goals, and ensures that performance feedback is provided to the 

employees. Performance management, as a relevant HR practice, should not operate in isolation 
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but should complement talent management by ensuring that regular cyclical results of employee 

performance are documented (Bhatnagar 2007). 

 

As an employee retention strategy, managers are often given the opportunity to work with 

human resources professionals and senior managers of the organization to understand the 

managerial expectations, the long-term objectives of the organization and the objectives set by 

the organization (Doh et al., 2011; Edwards & Cable 2009). This practice of performance 

management develops, in the managers, an appreciation of what is required of them and their 

teams, which, in turn, contribute to the feelings of work autonomy (Doh et al., 2011, Lawler 2008). 

Performance management activities that are implemented in a fair, coherent and transparent 

manner tend to increase the level of trust among senior and middle management of the 

organization (Doh et al., 2011). 

 

Rewards management, closely related to performance management, is also used as a strategy 

to retain managerial talent (Tansley 2011). However, the rewards offered to employees must be 

adapted to medium and high-level managers (Bhatnagar 2007; Cosack et al., 2010). Generally, 

employees prefer intrinsic rewards that promote personal fulfilment without completely excluding 

extrinsic rewards (Doh et al., 2011; Hausknecht et al., 2009). 

 

When the rewards coincide with the managers' wishes, which may differ at each level, it 

improves the psychological contract, stimulates commitment, reduces the intention of rotation and 

retains management talent (Avey et al., 2012; Wagar & Rondeau, 2006). In addition, it is known 

that the personalization of intrinsic rewards for managers promotes retention (Tymon et al., 2010). 

 

Development is one of the significant key HR practices that play a role in retaining talented 

employees (McDonnell et al., 2010; Van Dyk & Coetzee 2012). Development programs help 

improve individual and organizational performance, as well as contribute to personal growth and 

self-control of employees (Doh et al., 2011, McDonnell et al., 2010). Development programs help 

employees to deal with changes in the external environment (Govaerts et al., 2011; Tarique & 

Schuler 2010) and contribute to employee awareness and knowledge of the future and job 

security (Govaerts et al. 2011, Tarique & Schuler 2010). Recognition for achieving development 

goals, closely associated with career advancement, can address turnover when combined with 

skill-based payment (Allen & Bryant 2012). 
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2.11. Literature Conclusion  

The literature review comprises of the expectation and factors of retentions of millennials 

who are called as the job-hopping generation, which explained the need and importance of 

millennial generation in every organization across the world. The understanding of the turnover 

reasons, workforce behaviour, characteristics and expectations to retain them of millennials 

working in IT departments in Ireland will give an idea about the management of employees and 

also helps to find the strategies to be implemented to keep the valued and scarce employees in 

the organizations. By the end of this research, it would be possible to find the preferences of 

millennials and the strategies which have high possibility to satisfy the workplace expectations, 

which eventually leads to the high retention rate of millennials in organizations. Thus, the final 

drawn results can be used as the strategic plans for the IT organizations in Ireland and across 

the globe.  

2.12. Contextualizing the research proposal 

With the help of existing literature,  it is explicable about the significant effect of millennial’s 

turnover, factors of retention and culture of multigenerational workforces. So, this research mainly 

aims to add values to the expectations of Millennials to stay in a workplace especially in the IT 

departments in Ireland, as the turnover of IT employees is reasonably higher than any other 

professionals. It will help to find the retention mindset of working millennials once all their 

expectations are satisfied. Thus, the research includes all these aspects which have not been 

conducted in the public and Private IT departments in Ireland before and it will significantly add 

to existing research of Millennials retention in Ireland. 

Nowadays, almost every organisation is constantly looking for such studies which will enable 

them to prevent employee turnover, especially in IT departments as the IT employees are causing 

the highest employee turnover. With this research, they may deduce some strategies to cater to 

the different needs and expectations of millennials in relation to the retention. 

3. Research Methodology 

The mixed-method has been undertaken to identify the correlation between the millennial 

expectations, turnover intentions, The Friction among the Multigenerational employees, factors 

and also the reason for attrition. This method will be a very suitable approach to understand the 

topic by providing the necessary vital information and to test the statistical hypothesis of the 

research. 
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Reliability of using Mixed Method 

Teddlie and Tashakkori in 2009 explained that by conducting mixed method research more 

reliable and deeper analysis can be done. It can also provide strong evidences and support for 

the conclusions, increase the ability of the generalization of the data, helps to produce complete 

information necessary to inform the theory and implement the practice of the solution, answer a 

wide range of research questions and most important is that the weakness of one method can be 

nullified by the strength of another method. 

3.1. Methodology Introduction 

As per (Goulding,2005), Methodology in research was deemed to be complex as its firmly 

based on the beliefs, interest and the convictions of the researcher. The Methodology enables us 

to understand which approach will be the most suitable to conduct the research framework. 

Choosing the right research methodology is a requisite for any study as it the deciding factor on 

the outcomes of the study. The Research Methodology illustrated below has been categorized 

into few sections which include the overall research design, the sampling/selecting respondents/ 

collecting the data, and analyzing the data. 

 

For the purpose of conducting research, the research approaches and philosophies are taken 

in a systematic method suggested by Saunders et al,(2009) called ‘research onion’, which is 

depicted below 
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Figure: 2. Common Research onion. Source: Saunders et al. (2009) 

 

The above shown is the common research onion. At first, establish a research philosophy. 

After that, outline an approach to the research and explain, so that the answer to the primary 

research question can be easily found out. Then analysis has to be done by choosing a 

methodology for the primary data collection. Later on, develop a strategy for the actual research 

and identify the time horizon. Lastly, procedures and techniques are recognized for the data 

collection and data analysis, so that it helps to ease finding the answer for the primary research 

question. 

The diagram below illustrates the research onion specifically designed for this research, 

which is filtered from the common research onion that describes how different methodology layers 

will be used in completing this research: 
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Figure 3: Self Research Onion 

 

  

3.2. Research Design 

Research Design discusses the overall research outline, including the proposal, and matching 

the research objectives with empirical evidence available. 

As per Cox & Hassard (2010) a research design is seen as a structure that mainly defined 

within which the research is done. 

 

3.2.1. Research Philosophy 

Saunders et al. (2009) explained that the philosophy chosen for research provides various 

assumptions to the researcher views and it is highly recommended for the practical considerations 

of the researcher. He further describes that these assumptions give definitions about the research 

strategy and methods of the research.  

The opinion of Saunders et al. (2009) is that the research philosophy is influenced by three 

philosophies and they are Ontology, Epistemology, and Axiology. According to him, every 

researcher should view the research philosophy through these philosophies.  
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Ontology is seen as ‘The science or study of being’ and ‘claims about what exists, what it 

looks like, what units make it up and how these units interact with each other’ (Blaikie,1993). The 

ontology should be followed, when the reality is a concerning factor. It is divided into two factors: 

Objectivism and Subjectivism. In objectivism, the social entities exist in the reality which is external 

to the social actors. On the other hand, Subjectivism is created as a result of actions of the social 

actors which are caused by their perceptions (Saunders et al., 2009). 

Epistemology examines all the acceptable factors constitute in a given field of study. This 

knowledge can be expressed using various feelings such as positivism, realism and 

interpretivism. In Positivism, the researcher is independent and is considered as external to the 

process of data collection. In Realism, the mindset and perception of the researcher exist in 

independence to reality. Then, Interpretivism is the understanding of the difference between each 

human who plays the role of social actors in the research. In pragmatism, mixed method of both 

positivist and interpretivist paradigms can be adopted and it opens the door to multiple methods, 

different worldviews, and different assumptions, as well as different forms of data collection and 

analysis (Saunders et al., 2009).  Instead of focusing on methods, researchers emphasize the 

research problem and use all approaches available to understand the problem by using pragmatic 

philosophy (Rossman and Wilson, 1985) 

Axiology is the understanding of judgement about the values. It shows the role which values 

the play in the research (Saunders et al., 2009). 

Paradigms are ways by which social phenomenon can be examined and specific 

understanding of these phenomena can be made (Saunders et al., 2009). 

The Research philosophy chosen for this research is Pragmatism since it allows to bridge the 

knowledge space through examining the universal law. Existing theories will be included to 

produce a hypothesis, and the research strategy will be further developed to gather data. Besides, 

the testing hypothesis will allow us to make the decision for acceptance or rejection of statements, 

which will allow for further establishment and enhancement of the theories which may be handy 

or can be undertaken by upcoming researchers. Via the establishment of Pragmatism research 

philosophy, it leaves full freedom to human interest to influence the investigation or research. 

CRESWELL, J. W. (2012). 
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3.2.2. Research Approach 

Deductive Research Approach and Inductive Research Approach are seen to be the most 

reasonable and logical approach as per Kitchin & Tate (2013). 

Deductive Research Approach - theory which derived based on literature review and the 

research strategy is further developed to test the theory. A strict methodology is implemented to 

test the hypothesis. This is usually carried out with a quantitative method. 

Inductive Research Approach -  Begins the research with observations where the theories are 

proposed towards the end of the overall research process as the outcome of the observation 

done. 

Abductive Research approach – it takes the middle ground in between deductive approach 

(theory testing) and inductive approach (theory building).  

For this research study, the Abductive research approach is chosen, since it suits the nature of 

the overall research compared to other given research approach. This method begins at a very 

general level which eventually narrows down. The primary aim would be to test the hypothesis 

and examining the methods of reaching to a logical end conclusion. 

Besides, this approach is also suitable to conduct an extensive research within a limited 

budget, but it consumes more time compared to the single approaches. 

3.2.3. Research strategy 

From the research onion, before setting up the studies approach, the methodological choice is 

to be made by using the researcher. The methodological preference includes choosing the quality 

method from the exceptional qualitative and quantitative techniques available. Under qualitative 

and quantitative, monomethod (which makes use of simplest one technique) and multimethod 

(which uses multiple methods) is there and there may be an aggregate of those known as the 

mixed approach (Saunders et al., 2009). 

As per Bryman (2012), quantitative techniques use numbers and figures and additionally, in 

quantitative technique, the end result must be predetermined. It is recommended for researchers 

who are the use of a deductive studies approach. However, below qualitative technique, the 

intention is to discover the behaviour of the people and the purpose for such behaviour. The high 

degree of human interplay is needed in this and also this method is used while the inductive 
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studies technique is used (Bryman, 2012). As this study aimed to understand the retention 

strategies for the millennials working in the IT department in Ireland, it is satisfactory to apply the 

Mixed method as the cease result of this studies can not be predetermined and additionally the 

outcome of this studies is derived by means of the way the respondents behave. 

As the methodological preference is made, subsequent the studies method is to be 

established. Saunders et al. (2009) show many strategies like an experiment, survey, case study, 

action research, grounded idea, ethnography and archival research.  

The experiment is used generally in researches associated with natural sciences and a few social 

science types of research like phycology. Survey alternatively is commonly associated with 

commercial enterprise and control researches. It is basically used whilst deductive research 

technique is taken and while the statistics are to be amassed from a large population. Case look 

at is used while a deeper knowledge of the context and the process of the research is needed. It 

is used specifically whilst the combination of the information series techniques is used (Saunders 

et al., 2009). Action studies are likewise associated with by and large the enterprise researches. 

It is extra targeting the motive of the research. Grounded idea method is used to are expecting 

and provide an explanation for behaviour by means of giving importance to growing theories. 

Ethnography is deeply associated with the inductive technique. In it, the researcher needs to have 

masses of time and be very bendy as there will be many adjustments and new styles of thought 

pop up once in a while. Archival research uses facts and documents which exist already as the 

number one statistics (Saunders et al., 2009). 

For conducting the research, the Mixed method will be adopted with a series of 

questionnaires and interviews. 

Scrutinizing previously done research was a reliable method to establish the basis to 

choose the research and developed hypothesis. Abductive Research Approach will include 

quantitative and qualitative analysis in which the survey and interviews were conducted. 

Research strategy preference is mixed-method to understand the depth of data collection 

and to get a wider sample size with different perspectives. 

The techniques and strategies were undertaken to conduct this research provided with 

practical results which support the study to produce functional and useful knowledge for both 

employees and organizations. 
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Quantitative Analysis: 

❖ Questionnaires was filled out by Millennials working in the public and Private IT 

departments in Ireland i.e., people born between early 1980 until 2000. Refer appendix 1 

for the survey questionnaires. 

Qualitative Analysis: 

❖ Senior managers from different generations working in the Public and Private IT 

departments in Ireland were interviewed. Refer appendix 2 for the interview questions. 

 

3.2.4. Time Horizon  

Time Horizon comes subsequent in the studies onion. It is categorized into cross-sectional and 

longitudinal. According to Saunders et al. (2009), cross-sectional studies a selected phenomenon 

or phenomenon at a selected time period. Survey and interview strategies are on the whole used 

in these and it's far frequently for researches with time constraints. Longitudinal research 

alternatively researches trade and improvement. In this, the researcher could have manage over 

the variables. Longitudinal studies don’t have time constraints and it is much more unique than 

cross-sectional. 

For the cause of this studies, cross-sectional research was carried out as there was time 

constraint for the studies and also the studies strategy used in this study was ideal for cross-

sectional. 

3.2.5. Sampling-Selecting Respondents 

For conducting the research there are several ways in which that sample can be selected from 

a given population. The major two classifications of sampling are Probability sampling and non-

probability sampling (Saunders et al., 2009). Identifying all the people in a  population is the basic 

criteria of probability sampling. The chance of getting selected into the sample should be equal 

for every single person in the population (Saunders et al., 2009). However, all the people need 

not be identified while taking the sample in non-probability sampling. 
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Figure 4: Sampling. Source: Saunders et al. (2009) 

As noticed in the above-mentioned figure, Possibility and non-possibility sampling are 

further divided into subcategories. In possibility sampling, simple random sampling is the initial 

sub-division. Because the pattern is chosen at random the usage of both random number desk 

or some different approach of generating random numbers like pc based totally online web sites. 

When the pattern is selected from a sample frame on regular periods, it's miles known as 

systematic sampling (Saunders et al., 2009). The next one is stratified random sampling, which 

acts as an extension of easy random sampling. Because human beings are divided into 

subcategories referred to as strata. Then from each of these strata, the random pattern is 

selected. Final subcategory of opportunity sampling is cluster sampling. Because human beings 

are divided into discrete corporations simply earlier than sampling and those companies are 

termed as clusters. Few of these clusters are decided on primarily based on random sampling 

and all of the people in that cluster are selected. Multistage sampling is an extension of cluster 

sampling. It is usually carried out in a case where the sample body is unfolded thru a large 

geographical location (Saunders et al., 2009). 

In non-probability sampling, the first division is quota sampling. It is usually used for 

interviews and surveys. In it, the populace is split into different groups and in each organization, 

quota might be allotted on the premise of the to be had statistics and people can be interviewed 

or surveyed based totally on that. Next is purposive sampling, which allows the researcher to 

apply his judgement to pick out what will be excellent for answering his studies query and to meet 

his objectives (Saunders et al., 2009). 
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Purposive sampling is similarly divided into a severe case, heterogeneous, homogeneous, 

crucial case and normal case. In excessive case, as the call indicates, it's far for accumulating 

records in uncommon or severe cases. Heterogeneous is maximum version sampling in which 

the facts are gathered to give an explanation for and study the important thing topics in case of 

statistics with various traits. Homogeneous alternatively concentrate on subgroups in which the 

pattern individuals are comparable. Critical case sampling considers the best critical cases which 

can be important. Typical case sampling is accomplished while the research gives an instance or 

example of the representative case (Saunders et al., 2009). 

Next in non-opportunity sampling is a snowball. It is generally performed when it isn't 

always feasible to become aware of the individuals of the population. Only the primary factor of 

touch can be made with the aid of the researcher. After that, the pattern will construct itself like a 

snowball. In the case of self-selection sampling, the respondents can have to tell their desire to 

take part and be a part of the sample. Finally, convenience sampling involves the choice of pattern 

on the idea of availability ease (Saunders et al., 2009). 

In order to do the primary data series as a part of quantitative research, the populace of interest 

is the millennials populace running in IT branch in Ireland. In this, all human beings cannot be 

recognized and also a pattern frame isn't available for it. So, possibility method of sampling cannot 

be utilized in this example and handiest non-possibility technique may be used. While taking non-

chance method, it may be visible that the complete millennial population of Ireland is very diverse, 

and the worker’s mind-set and mind-set in the direction of retention can differ based at the 

approach with the aid of which they treated and brought up. So, for the reason of sampling, 

millennial personnel are divided into two corporations primarily based on the sectors of the 

employer where they are running. So, for this research, it's far excellent to apply the quota 

sampling approach beneath the nonprobability sampling strategies. For quantitative research, the 

entire populace is divided into two groups, people who are working in Public IT department and 

Private IT branch. The quota is determined to make a complete of 60 employees in the pattern 

for quantitative Research. 

In qualitative research, quota sampling was conducted to take the interviews of the senior 

managers who don’t belong to the Millennials generation. The respondents are divided into two 

groups, those who are working in Public IT department and Private IT department. The quota is 

decided to conduct a total of 2 people in the sample, one working in Public IT department and 

another one working in Private IT department. 
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3.3. Data Collection  

Data for this research is collected from the primary source and secondary source.  

Secondary data collection 

(Saunders et al., 2009) explained the secondary data as the data already published or 

exist as raw data. Secondary data can be attained from various sources. For the secondary data 

collection purpose of this research, data have been taken from myriads of literature which already 

published as journals, books and articles, along with organization websites and newspaper 

articles. 

Primary data collection 

As mentioned, the number one fact is gathered from respondents with the aid of using 

surveys and interviews. According to Saunders et al. (2009), questionnaires are the best device 

to apply if it is a survey. Also, Holloway and Todres, (2003) cited the qualitative methods as 

incredibly various, nuanced and complex. The form of questionnaire chosen performs a vital 

position within the studies. Questionnaires can either be self-administrated by using the 

respondent or be administrated by using the interviewer. self-administrated questionnaires are 

either despatched thru using net and intranet or thru publish. Delivering the questionnaire and 

amassing it later is every other approach of the self-administrated questionnaire. If the 

questionnaire is interviewer administrated, it could either be through phone or as an established 

interview. In based interviews, the interviewer meets the respondents bodily and ask questions 

(Saunders et al., 2009). 

For the purpose of this studies, first, a questionnaire which blanketed the goals of this 

research and which would lead toward answering the studies query was organized. Then, this 

turned into pilot examined and essential adjustments had been made to some of the questions. 

Then, the choice becomes made with regard to whether or not the questionnaires need to be self-

administrated, or interviewer administrated. Both has its very own advantages and downsides. 

However, for buying an awesome response in researches like this, interviewer administrated is a 

better desire than self-administrated. Also, in view that it's miles tough to get the smartphone 

number of respondents, face to face established interviews turned into the nice to be had option. 

To conduct the quantitative research, printouts of the questionnaire were taken and 

distributed to people, based on the quotas which were previously decided. As mentioned earlier, 

there were two groups based on the sectors of the organization where they are working. As all 
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respondents were employed, questionnaires were distributed in the place of their work, either 

before or after work or during their break hours, without disrupting their work. 

Qualitative research was conducted based on the quotas which were previously decided. Then 

appointments were taken and conducted Interviews in the public places and office canteens 

during their break hours without  causing disruption to their work, as the respondents were 

employed as the top management professionals. 

 

3.4. Research Ethics 

Ethics play a vital role in every research. There are few ethical considerations will be taken into 

account throughout the whole data collection to intensify the reliability of the research and its 

outcomes. Ethical consideration includes the following: 

  
Figure 5: Research Ethics 

 

➢ Age: All the participants  above the age of 18. 

➢ Data Application: Off all data collected, only relevant and accurate was taken into 

consideration. All unnecessary and inapplicable data was intentionally omitted from the 

research analysis. 

➢ Respondent Involvement: Prior consent was taken from all respondent before the 

commencement of the research. In addition, consent information sheets were given, and 

signed consent forms were taken from the respondents, refer appendix 3 for the consents. 

➢ Respondents’ Anonymity: The research does not compulsorily require to disclose of their 

sensitive or personal information. Apart from this, it will always be ensured that no form of 

physical or verbal harassment takes place during the survey and interview. 

Ethical 
Considerations

Data 
application

Respondents 
anonymity

Respondents 
involvement

Age of 
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Confidentiality 
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protection
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➢ Confidentiality and Data protection: All the respondents were assured that their personal 

details were not asked and the details which were needed will be fully confident. They 

were given the information sheet and were also let know that they have the right to refuse 

the answers at any stage. Along with that, a high degree of care was made to collect and 

store the data properly. The quantitative research data were collected as hard copies, 

which I only have access to, and it will be destroyed once the evaluation of this research 

ends. Then, softcopies of these filled questionnaires and audio recordings of the 

interviews were taken, and it is stored in google drive, again as accessible only to me. It 

will be deleted once this research is evaluated. 

➢ Any scholars or researchers, whose work will be included, used or referred will be 

acknowledged in the widely used Harvard Business Style. 

 

 

4. Data Analysis 

In this research, mixed-method research was incorporated to find a wide range of ideas and 

opinion about the retention from both millennials and the senior managers. So, that the data was 

collected from the millennials working in the IT department by sending out the questionnaires to 

them and interviews were conducted among the senior managers working in the public and 

private IT departments in Ireland and the data was recorded. Finally, the collected data according 

to the above-explained manner will be next analyzed. Quantitative data is analyzed by using 

numerical data coding and thematic analysis is used to analyze the qualitative data.  

In the quantitative research method, a value of 1 is assigned to each reply by the 

respondents in the questionnaire and it is then counted, tabulated and interpreted based on the 

objectives of the research.  For easy understanding of the readers, it is explained in the forms of 

charts and diagrams. Microsoft Excel software was used for the entire process.  

Two interviews were conducted in the qualitative research and thematic analysis is used to 

analyses the qualitative data. (Boyatzis, 1998; Roulston, 2001) explained the thematic analysis 

as a very less demarcated and infrequently acknowledged, but that is the qualitative analysis 

method which is widely used among the researchers. Then the transcriptions of the interviews 

were made. Finally, themes were developed by following the six steps suggested by Braun and 

Clarke, 2006 and they are 
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Step 1. Familiarized with data: Transcribed, read and re-read the data, then noted down the initial 

ideas like most common attrition reasons, the difference between the attrition attitudes of 

millennials and older generation employees and individual retention strategies. 

Step 2. Generated initial codes: Interesting features of the data were coded in a systematic 

fashion across the entire data set and organized them which is relevant to each code. At first, the 

initial codes were generated according to the question wise manner. Then the question wise 

generated codes were noted down and compiled as a single file. 

Step 3. Searched for themes: Collated codes according to question based manner were 

developed into rough, potential themes by gathering and adding all relevant data and codes 

together to each potential theme.  

Step 4. Reviewed themes: Checked if the themes work in relation to the coded extracts and the 

entire data set, generated as a thematic ‘map’ of the analysis. Which is portrayed below 

Figure 6: Thematic Map 

Step 5. Defined and named the themes: Analyzed again to refine the data of each theme and 

named the themes as Attrition behaviour of millennials and other generations, Expectations of 

millennials in the workplace and Management of millennials in the workplace. Thus, the overall 

analysis tells the clear definitions of each theme. 
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Step 6. Produced report: The final opportunity for analysis. At first, the result was created, and 

then vivid, compelling extracts were selected and related to the research question and literature. 

Finally, a scholarly report of the analysis was made. 

 

4.1. Result 

The qualitative and quantitative themes are reported below: 

4.1.1. Quantitative Themes 

 The quantitative research was conducted among the millennials working in public and 

private IT departments in Ireland. 60 millennials participated in the survey and among them, 13 

people were working in Public IT department and the rest of the people were working in Private 

companies. 

 

Figure 7: Survey Participants  

 Among them, there were 23 males, 36 females and one didn’t mention the gender. As the 

millennial generation is born between 1980 and 2000. The respondents are categorized according 

to the period of born such as 1980-1985, 1986-1990, 1991-1995, 1996-2000. 
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The year of born of the total responded millennial and then the millennials working in the 

Public and private IT departments are depicted below  

 

Figure 8: Birth year of Respondents 

From the above data, it is clear that most of the employees working in both Public and Private 

sectors were born in between the year 1991-199 and a smaller number of millennial employees 

working was born in between the year 1980 to 1985. 
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4.1.1.1. Awareness of the impact of employee attrition in the organizations among 

Millennials 

The following theme is linked to the research question “Are the millennials aware of the impact of 

employee turnover in the organizations?”. 

In Public IT departments in Ireland 

When asked about the awareness of the impact of employee attrition caused in the 

organizations among the millennials working in the public IT departments in Ireland, 9 out of 13 

people were not aware and only remaining 4 were aware of the effect of employee turnover. 

 

Figure 9: Awareness of employee attrition among millennials working in Public IT departments 

In Private IT departments in Ireland 

The same awareness rate was checked among the employees of a millennial generation 

working in the private IT departments in Ireland, only 18 millennials out of 47  were aware of the 

loss of the organization due to employee attrition and remaining 29 people were completely 

unaware of the situation of the companies after experiencing high employee turnover. 
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Figure 10: Awareness of employee attrition among millennials working in private IT departments 

 

When the average rate between the awareness of the impact of attrition in the 

organization was calculated among the respondents working in the public IT department 

and Private IT department, it was surprising that 69.2% of millennials working in Public IT 

department and 61.7% Private IT departments were not aware of the impact causing in 

an organization due to the employee turnover. 

 

Figure 11: Rate of awareness of employee attrition among millennials between Public and private IT 

departments 
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4.1.1.2. The retention rate of millennials based on education, gender, birth year and 

organization governance 

The research question “How does the retention rate vary with education, gender, birth year 

and organization governance?” was the primary reason for the selection of this theme and this 

theme is also linked with the hypothesis “Retention rate will be low if the millennials are not aware 

of the impact of attrition in the organizations” 

Out of 60 respondents, millennials who were interested to work in the same organizations for 

more than 3 years were 16 which is of 27% percentage out of 100%.  

Figure 12: Retention rate of total respondents 

 

Variation in the retention rate of millennials based on their education, gender, birth year and 

organization sectors are described below. 
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4.1.1.2.1. Education and Retention Rate 

The retention rate was asked among the millennials based on their education, in the 

survey 12 diploma holders, 18 bachelor’s degree holders, 24 master’s degree holders and 6 

PhD/ Doctorate holders participated. When the question was asked about the longer tenure 

to retain in an organization for more than 3 years, only 17% of diploma holders were happy 

to retain in the same organization for more than 3 years. Then among the bachelor’s degree 

holders 67% millennials didn’t like to work over 3 years in the same company. The master’s 

degree holders stand on the percentage of 21 when asked about the retention rate and PhD/ 

Doctorate degree holders stand on top in staying the same organization for more than 3 

years which is of 67%. 

 

 
Figure 13: Education and Retention rate 
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4.1.1.2.2. Gender and Retention Rate 

When the retention rate was calculated according to the gender of millennials generation, 

78% of Male employees of millennials generation didn’t want to stay in the same organization 

for more than 3 years and only 28% of the remaining male millennials were willing to stay in 

the same organization for more than 3 years. When the rate was checked among the female 

gender, only 28% of them were happy to work in the same workplace for more than 3 years 

and remaining 72% of them were not willing to work in the same organization for more than 

3 years. Among the total respondents, one person mentioned the gender as others and that 

millennial was not ready to work in the same company for more than 3 years. 

 
Figure 14: Gender and Retention rate 
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4.1.1.2.3. Birth year and Retention Rate 

Millennials are the generation who born in between 2 decades that is of the year from 

1980 to 2000. So those 2 decades are divided into 4 categories for the analysis of the data 

and they are 1980-1985, 1986-1990, 1991-1995, 1996-2000. When the retention rate of the 

millennials was calculated among each group, the lowest retention rate was shown by the 

millennials born in the year between 1991 to 1995 and the highest retention rate was found 

among the millennials born between the year 1980 to 1985. The statistical data of the 

retention rate is depicted below 

 
Figure 15: Birth year and Retention rate 

 

60%

29%

13%

23%

40%

71%

87%

77%

0%

20%

40%

60%

80%

100%

1980-1985 1986-1990 1991-1995 1996-2000

Birth  year and Retention rate

Interested to work in the company morethan 3 years

Not Interested to work in the company morethan 3 years

0

2

4

6

8

10

12

14

16

18

20

1980-1985 1986-1990 1991-1995 1996-2000

Interested to work in the

company morethan 3 years
6 4 3 3

Not Interested to work in the

company morethan 3 years
4 10 20 10



Page | 53  

 

 

4.1.1.2.4. Organization sectors and Retention Rate 

When the rate of retention was calculated among the millennials according to the 

organization sectors (i.e. public IT sector and Private IT sector, millennials working in the 

public departments showed more interest to retain in the same workplace for more than 3 

years when compared to the millennials working in the Private IT departments. The ratio is 

portrayed below 

 
Figure 16: Organization sectors and Retention rate 
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4.1.1.3. Major attrition reasons among the millennials working in the Public and 

Private IT departments 

In order to find the solution for the research question “What are the major differences 

between the attrition reasons of Millennials and older generations?”, this theme was selected 

to analyze the attrition reasons of millennials. 

The respondents were asked about the external reasons for the employee attrition which 

cannot be controlled by the organizations. The most common and significant reason 

mentioned by the majority of the respondents are the offer of better opportunities and pay, 

surprisingly, all the respondents (100%) working in the Public IT department marked that as 

a significant reason for attrition reason and 89% of millennials working in Private IT 

departments agreed with that. Then the least accepted attrition reason was Vertical 

Hierarchical organization structure maintain in the organization, only 20 out of 60 millennials 

marked that as a major attrition reason which is of 38% of respondents were millennials 

working in Public IT departments and 32% were the millennials working in private IT 

departments. 
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Figure 17: Major attrition reasons for millennials 

 

4.1.1.4. Significant retention strategies to retain the millennials 

The following theme is linked to the hypothesis “Satisfying the expectations and needs of 

Millennials will prevent the employee Attrition” 

The significant retention factors are divided into 6 categories and they are flexibility, Work-Life 

balance, Mutual trust and value of opinion, Intrinsic rewards, Extrinsic rewards and Positive 

workplace culture. 

4.1.1.4.1. Flexibility 

 
Figure 18: Flexibility 
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When the retention strategies were asked about the millennials 58 people out of 60 opted 

for additional holidays, 56 each selected for work from home and work remotely, 49 millennials 

prefer to take risks and 44 people like to have the promotion of intellectual stimulation.  

4.1.1.1.2. Work-Life Balance 

 
Figure 19: Work-Life Balance 
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4.1.1.4.3. Mutual trust and Value of Opinion 

 
Figure 20: Trust and value 
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56 people out of 60 millennials selected openness and open communication as a 

significant retention strategy. Then 59 people each selected expressive and honesty between 

employees and trust between employee and employer. 

4.1.1.4.4. Intrinsic rewards 

 
Figure 21: Intrinsic rewards 

Intrinsic rewards were added as a factor and 58 people selected Job security as the prime 

strategy under intrinsic rewards and 55 people out of 60 opted for the employee assistance 

program. 

4.1.1.4.5. Extrinsic rewards 

 
Figure 22: Extrinsic rewards 
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The most preferred extrinsic reward was study incentives and least strategies are 

Performance appraisal/ promotions, skill-based payment, and Travel allowances which was 

selected by 39 millennials for each. 

4.1.1.4.6. Positive workplace Culture 

 
Figure 23: Positive workplace Culture 
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challenges to retain millennials, among those reasons getting bored and going for higher 

studies, are the common reasons of millennials turnover in the workplace in Ireland. 

 

Private IT department in Ireland 

In Private sectors, Millennials generation cause high attrition rate and it was quoted 

by the manager that “I suppose, if you take into consideration my last two years’ 

experience, I would put it down to the younger generation, the so early twenties, that is 

millennial”. The older generation employees are long term employees as they are hard 

workers with work ethics. Major attrition reasons for the millennials are lack of entitlement, 

appreciation and acknowledgement. As this generation people are unaware of the 

importance of employment, challenges to retain millennials are always keep them 

interested, happier and engaged. But still, they change their minds frequently. Among 

those attrition reasons the common shared by the millennials are lack of additional 

holidays and leisure time with less working hours. 

 

4.1.2.2. Expectations of Millennials in the workplace in Ireland 

The hypothesis “Satisfying the expectations and needs of Millennials will prevent the employee 

Attrition” is linked with this theme. 

Expectations are categorized into two and they are general workplace expectations and work-life 

balance/ Flexibility expectations. 

 

4.1.2.2.1. General Workplace expectations 

 

Public IT department in Ireland 

 Public department IT manager quoted that “this is a tech company here Millennials 

can cope up easily with the situations and learn more sophisticated things and adaptable 

and flexible to new scenarios”, so millennials are considered as the best in IT sectors as 

they are more adaptable and flexible towards change and advance in sophisticated 

technologies. The bottom line is that employee satisfaction increases productivity, so they 

prefer more flexibility, individual attention, appreciation and skill development from the 

workplace.  But all the Individual employee needs can’t be satisfied which doesn’t align 

with the company’s policy. 
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Private IT department in Ireland 

 In the case of private IT department, millennials always expect acknowledgement 

and entitlement for their work. As the bigger organizations are glossier and glamourous, 

they attract and retain more Millennials and almost everyone from that generation needs 

a fancy workplace to work. Unfortunately, their expectations are the same with the smaller 

organizations which those organizations cannot fulfil like the multinationals and 

governmental organizations. As these generation people are feedback-seeking 

generation, they always need assurance for their works, which they considered as part of 

their work. But the older generation employees don’t care about assurance and 

appreciations. 

 

4.1.2.2.2. Work-life balance/ Flexibility Expectation  

 

Public IT department in Ireland 

 Preference for flexibility and work-life balance are found to be more in Millennials. 

To find meaning in their work, they consider CSR as the responsibility towards a society which 

is ignored by the organizations in earlier days. But nowadays, CSR is promoted by the Irish 

government and all companies irrespective of their size and profit. But, the nature of CSR 

changes with the business.  In all the companies, CSR is applicable to everyone irrespective 

of the generation. 

Private IT department in Ireland 

 Good work-life balance makes an employee happy and its incredibly important and 

Millennial generation are more enthusiastic and knowledgeable about CSR. In  Small 

private companies, they give less flexibility to the millennials when compared to the bigger 

organizations and their understanding of CSR is taking part in charity or local football club 

once in a while. They can conduct small programs such as wellness day for staffs, 

healthcare and medications for society to make them happy and keep them healthy. On 

the contrary, Bigger companies have monthly charity programs and also they organize 

some charity events as recommended by the employees. 
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4.1.2.2.3. Management of Millennials in the workplace 

The following theme is selected as it is linked to the secondary research question “What role do 

senior managers play in employee retention?”. 

  

Public IT department in Ireland 

 Millennials are not unmanageable, as their expectations are different from the older 

generation, different approaches and measures to be taken to manage them in a different 

manner. Basically, everyone in the organizations needs to treated in the same without any 

discrimination.  As the ethical business practices and values match with the personal values 

and lack of having a  formal psychological contract, some personal recommendations to 

manage the millennials are  

 

• High importance should be given to personal, professional and skill development. 

• Promote learning and further studies for employees for the long term benefit of the 

organizations. 

• Conduct parties in summer and indoor games in winter for employees for their 

psychological satisfaction. 

• Reconsider the pay scales, incentives and rewards if the millennials are demanding 

and leaving the organization. 

• Make effective management and problems related to the poor leadership should be 

rectified according to the feedback if millennials are complaining that the management 

and leadership are poor. 

• Give proper and genuine appreciation which attracts and retain the millennials in the 

workplace. 

Even after trying hard to retain the turnover of employees, few will be successful, and few will not 

be successful, as it totally depends on the employee's mindset.  

Private IT department in Ireland 

 Millennials are extremely difficult to manage because of their easily changing 

attitude, getting bored and seeking regular entitlement. So, an extremely strong and 

experienced employer or manager can only find a balanced line to manage them. But both 

the employer and employee should understand that employment is a two-way relationship. 

Mostly the private sectors don’t have a formal psychological contract,  but the Ethical business 
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practices and values are the same as the personal and company values. So, there are some 

recommendations which can be suggested for the high retention of millennials are   

 

• Treat everyone the same regardless of their age and generation in the workplace. 

• Make them aware of the importance and seriousness of the projects and job. 

• Each employee’s perspective differs, so observe the candidate during the interview 

stage and explain the company’s policy about work-life balance and flexibility. 

• Encourage employees to concentrate on the family once he/she is out of office. 

• Private sectors should concentrate more on the development of employees as they 

give less importance to the personal, professional and skill development of the 

employees. 

• Give appreciation and compliments for the employee’s work. 

• Consider the pay, incentives and rewards realistically if the demands arise. If the 

demands are unrealistic, encourage them to stay in the company after having a friendly 

meeting. 

• Ask for an honest opinion about the leadership and management from the employees 

to make the management and leaders effective and try hard to resolve the problems 

according to their feedback. 

• Make the millennials aware of the cost and time of recruitment and selection to keep 

them retained.  

• Organizations should consider all the employees as the ideal fit for their respective 

positions to make the workplace productive, profitable and happy.   

• Provide social nights and conduct employee participation programs. 

• Give importance to the flexibility of employees and encourage teamwork and 

openness as company values. 

 

 

5. Discussion 

Overall the themes below show that there are significant similarities between the quantitative and 

qualitative research, which gives strength to this research and helps to implement efficient and 

effective retention strategies in the organizations. 
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5.1. Quantitative themes 

5.1.1.  Theme 1: Awareness of the impact of employee attrition in the organizations  

among Millennials 

 

 By analyzing the data of this theme to answer the secondary research question “Are the 

millennials aware of the impact of employee turnover in the organizations?”. As awareness, 

engagement and employee participation come under organization culture and vision and if the 

engaged employees witness their work and contributions are wasted as a result of inconsistent 

strategies and visions, they feel frustrated and develop an intention to rotate (Döckel, Basson & 

Coetzee 2006). When considering that the researcher found that also making the employee aware 

of the impact of the employee attrition in the organization is a part of developing clear and solid 

vision among millennials to increase job satisfaction and employee retention.  

 When the data of this research was analyzed which is showed in figure 11, it found that very 

small number of millennials participated in the survey were aware of the loss of an organization 

due to employee turnover. Among them, private IT employees are more aware (38%) of the 

impact than the employees working in the Public IT departments(30%). So, more importance 

should be given to raise awareness of all the employees including millennials about the attrition 

reasons and it impacts. For that, the Leaders must develop a clear and solid vision to increase 

job satisfaction and employee retention (Yarnall 2011). So that the organizational vision and 

awareness of the impact of the attrition to the organization will be stimulated among them and 

they will be more sincere, serious and dedicated towards the work, that embraces employees 

helps create a sense of organizational identification (another study by Pratt, 1998 mentioned that 

Organizational identification is the employees viewpoint about the organization) among the 

millennials that complement employee retention strategies (Edwards and Cable 2009). 

5.1.2. Theme 2: Retention rate of millennials based on their education, gender, birth year 

and organization sectors 

 As mentioned earlier the secondary research question “How does the retention rate vary 

with education, gender, birth year and organization sectors?” and also the hypothesis “Retention 

rate will be low if the millennials are not aware of the impact of attrition in the organizations” of 

this research are the significant reasons for the selection of this theme.  According to the study 

conducted by Jive, an average millennial has already had an average of three jobs in his/her 

lifetime. Mostly they start to look for another job before working in a company for three years. So, 

the question asked among the millennials was “Do you like to work in an organization for more 
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than 3 years?” to calculate and understand the retention rate. The millennials responded in this 

survey were divided based on their education, gender, birth year and Organization sectors and 

the questions were asked to understand the variation in the retention rate to take effective 

strategies and actions for the organizations. 

Education and Retention rate 

 It is mentioned in the literature that Millennial generation has been experienced to economic, 

social, educational and political backgrounds in a unique way from earlier generations and they 

have been shaped among other things, frequent encouragement, helicopter parents and 

feedbacks, significant jumps in technology, and political and economic confusions (Thompson, C. 

and Gregory, J. B. 2012). In order to interpret the data, the total respondents of the survey were 

categorized according to their qualification and that include 12 diploma holders, 18 bachelor’s 

degree holders, 24 master’s degree holders and 6 PhD/ Doctorate holders.  

 While analyzing the data (figure 13), it was interesting to find that the Diploma holders who 

are considered as the least qualified IT employed millennials and their retention rate was low 

(17%) and the highly qualified millennial (PhD/ Doctorate holders) gave high retention rate (67%). 

Then the bachelor’s degree holders and Mater's degree holders were giving reasonably high 

retention rate compared to the Diploma holders. So, this theme complements the literature 

“Sometimes millennials wish to go back to school to advance their careers. Businesses should 

provide the flexibility for millennials who are pursuing higher education Hoffman, B. (2018)”. 

Surprisingly, however it satisfied another literature by Fry, 2017 that highly educated millennials 

are loyal to the organizations than the gen X workforce, when the Gen Xer was at the same age 

showed less loyalty to the organizations compared to the millennials. So it is significant for the 

millennials to give importance to the education and providing them with the opportunity to go for 

higher studies and allow them to study incentives and allowances, that will make them retained 

in the same workplaces for a long time. 

Gender and Retention rate 

 As per the literature review “It was recommended that HR professionals should focus on 

creating a culture that accommodates and supports the diversity of the workforce so that 

employees have a sense of acceptance and belonging and avoid feelings of isolation (Edwards 

and Cable 2009; Kerr-Phillips and Thomas 2009)”. So this theme was analyzed among different 
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genders working in the organizations to understand the retention rate among the diverse 

workforces. 

 After reviewing the retention rate based on the gender of millennials working in the IT 

departments in Ireland from the figure 14, it was unfortunate to found that the retention rate was 

less among both male and female genders. Only 28% out of 100% female millennials and 22% 

of male millennials were ready to stay in the same company for long period of time, it is because 

of the lack of trust and it supports the literature by Monsen and Boss (2009) that one of the main 

reasons for the high rates of employee turnover is a poor work environment. A poor work 

environment hinders employee participation, reduces levels of motivation and affects the overall 

performance of employees (Devi 2009)”. By engaging in the behaviour of the employees builds 

joint trust between employers and employees. Also, it shows that trust is a critical factor for 

founding strong relationships with employees as stated by Brower, Schoorman, & Tan, 2000; 

Gregory & Levy, 2011. So, it seems that in the IT departments it would be effective to implement 

employee participation activities (Doh et al 2011, Tarique & Schuler 2010) and engagement 

among the diverse genders are increasingly important in organizations to stimulate employee 

retention rates. 

Birth year and Retention Rate 

 Killins, 2017 explained that Millennials or Generation Y are the generations born between 

1980 and 2000. The key characteristic of millennials is early and frequent technological exposure, 

which has both pros and cons related to emotional, cognitive and social results. By considering 

that factor it is relevant to understand the retention attitude within the millennials, so the total 

respondents are classified into 4 according to their birth years and they are 1980-1985, 1986-

1990,1991-1995,1996-2000. This will help to take the necessary steps and actions to retain them 

according to the change in retention rate according to their birth year. 

 The result of the Birth year and Retention rate from the figure 15, surprisingly showed that 

highly retained millennials were born in between 1980-1985, then the retention rate reduced to 

29 % among the millennials born in between 1986-1990 and also the low retention rate was found 

among the millennials born in between 1991-1995. Therefore, the solution given by Hoffman, B. 

(2018) is that the administrators ought to proactively lead discussions with workers about their 

career progressions with the organization, their requirements and their chances for headway. 

Twenty to thirty year olds consider their occupations steppingstones and need to advance yet 

they may require their supervisors' assistance to envision a future direction inside the 
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organization, so it is mandatory to get approachable managers or employers, who can influence 

the millennials to stay longer in the organization. 

Organizational sectors and Retention Rate 

 It is important to identify the retention factors of the organization as mentioned in the 

literature that “leadership, organizational culture, the purpose of the organization, development 

opportunities, meaningful work and collegiality are factors to be considered in retaining high 

potential employees (Letchmiah and Thomas, 2017)”. However, the Organizations that have a 

strong vision and mission can attract and retain talent because the vision communicates the 

organization's purpose to employees (Hausknecht et al 2009, Kim & Lee 2007). So, this theme 

helps to find the organization sectors which follow good organizational culture and retention 

strategies. 

 Responded millennials were divided according to the organization sectors (Public IT 

departments and Private IT departments). When the retention rate was calculated among the 

millennials according to the organization governance that is depicted in figure 16, it found that 

comparatively the millennials working in the Public IT departments are retaining more (46%) than 

the millennials working in the Private IT departments (21%). Surprisingly, this analysis showed 

that Public IT departments have strong organizational visions and missions which is speculating 

among the millennials and millennials were happy with the organizational culture of Public IT 

department compared to the Private IT departments. So, it is recommended for both departments 

to develop a meaningful and strong organizational culture, vision and mission for getting a higher 

retention rate. 

5.1.3. Theme 3: Major attrition reasons among the millennials working in the Public and 

Private IT departments 

 The secondary research question “What are the major differences between the attrition 

reasons of Millennials and older generations?”, lead to creating this theme for the understanding 

of attrition reasons in order to find retention strategies. There are a lot of attrition reasons 

mentioned by Michael Armstrong in 2006 and Hoffman in 2018. As per Monsen and Boss (2009), 

one of the main reasons for the high rates of employee turnover is a poor work environment. A 

poor work environment hinders employee participation, reduces levels of motivation and affects 

the overall performance of employees (Devi 2009). The rate of High employee turnover 

experiencing organizations is often characterized by the micromanagement styles and hierarchies 
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that decline job satisfaction and present challenges in the retention of talented employees (White 

2010). are the reasons for the creation of this theme to understand the most significant attrition 

reasons among the millennials. 

 From the analyzed data (figure 17), it is clear that the most common reason of employee 

turnover opted by the respondents was the better opportunities and pay, then the second reason 

is lack of opportunity and career progression then among all the 14 reasons mentioned in figure 

14, least selected attrition reason was vertical hierarchy in the organization. However, it is clear 

that the millennials want to work more professionally by giving importance to career progression 

and development. So, the interpreted result from this theme accepts the study of Hoffman, (2018) 

that some external reasons for the employee attrition like better opportunities and pay, relocation, 

change of field, back to education etc.  which cannot be controlled by the organizations because 

after providing all these employee needs, organizations fail to control the turnover because it’s 

not the organizations but the Millennials.. But all other reasons are happening because of the 

incompetence of the organization and that is the responsibility of the organizations to control and 

prevent the loss. It is recommended to have future research concentrating on strategies for the 

organizations to control the attrition reasons. 

5.1.4. Theme 4: Significant retention strategies to retain the millennials 

The hypothesis “Satisfying the expectations and needs of Millennials will prevent the employee 

Attrition rate” proposed the idea to the researcher to create this theme. As explained in the 

literature review Michael Armstrong (2006) explained that “Retention strategies is to ensure that 

the key talents stay with the organization and to reduce the uneconomical and expensive levels 

of employee turnover. The strategies are based on the analysis of why employees stay and why 

they leave”. So, this theme will look at the individual retention factors for the understanding of the 

readers. 

According to Armstrong, Ardebili, Wagar &Rondeau, the retention factors are categorized 

into 6 and they are flexibility, Work-Life balance, Mutual trust and value of opinion, Intrinsic 

rewards, Extrinsic rewards and Positive workplace culture. 

The data from the results show that above 40 respondents out of 60 marked flexibility, 

Work-Life balance, Mutual trust, Intrinsic rewards and positive workplace culture as the significant 

retention factors, So the “Human resource management strategies can offer greater flexibility, 

including work from home or work at a distance, along with other types of compensation, such as 
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time worked or additional vacation days, to attract millennials seeking a Good balance between 

work and family life. (Kultalahti and Viitala, 2015). The work-life balance practices like corporate 

social responsibilities in job specifications to attract millennials and achieve the status of the 

employer of choice for that generation and also the work-life balance practices like corporate 

social responsibilities in job specifications to attract millennials and achieve the status of the 

employer of choice for that generation (Ardebili, 2017). The data shows the millennials marked 

CSR, Canteen and chatrooms in the office as the important work-life balance factors and also it 

was interesting to find that almost every employee was aware of the CSR and its categories. 

 After analyzing such retention factors (from the figures 18,19,20,21,23 and 23) the most 

surprising fact analyzed was the expectation of millennials are entirely different from other 

generation because they gave less priority to the extrinsic rewards (Pay, increment and external 

rewards) compared to the intrinsic rewards (employee satisfaction, personal, professional and 

skill development) and all other retention factors mentioned as the retention strategies in the 

themes. So, this strongly accepts the literature ”Employees prefer intrinsic rewards that promote 

personal fulfilment without completely excluding the extrinsic rewards (Doh et al., 2011; 

Hausknecht et al., 2009). So, it is clear from the result that the millennials prefer positive 

workplace culture, satisfaction, trust and intrinsic rewards over economic benefits and by 

providing them that, organization retention rate can be improved. 

5.2. Qualitative Themes 

The following themes are based on the qualitative interviews conducted among the senior 

managers working in the IT departments in Ireland, among them one was working in the Public 

IT department and another one in Private IT department. 

5.2.1. Theme 1: Attrition behaviour of millennials and older generations in Ireland 

 The secondary research question “What are the major differences between the attrition 

reasons for Millennials and older generations?” is the link to create this theme.  

 When the collected data was analyzed, it satisfied the literature that “there are several ways 

that Millennials differ from other generations. They are access to technology, they are realistic 

and place value on positive diversity, reinforcement and autonomy (Lancaster and Stillman, 

2002)”. It was confirmed by the respondents by stating that “each generation has a different  

attitude towards work and has a different view on their job and their responsibility towards their 

95 or whatever it might be, the baby boomers have an attitude that they are hard workers, they 
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are decent workers, they work for everything they get, they work harder and longer because in 

that era money wasn’t an easy come by, you did have to work for everything you got with, if you 

want a home, a car you have to work hard and you have to be dedicated”. So, the millennial 

generation employees showed a high attrition rate among all the generation employees. While 

comparing the retention of older generations in both Public and Private IT departments in Ireland, 

they were addressed as the employees who are hard workers with work ethics, who always looked 

for job security and fixed regular income, but millennials don’t know the importance of employment 

and they only prefer professional, personal and skill development above all other factors and it 

was quoted by the public IT department manager as “to be frank other than Millennials everyone 

is looking for job security or a fixed regular income etc. in contrast  Millennials expect skill 

development, kind of personal and professional development”. In the case of the attrition reasons 

for millennials, Public IT employees look for better opportunities, perquisites, lack of interest, 

getting bored and going for higher studies were explained as the attrition reasons.  

 While the Private IT employees were could not retain more because they are unhappy, not 

interested,  not getting engaged in the workplace, asking for fewer working hours and addition 

holidays. Finally, this theme accepts the literatures “(Rigoni & Nelson, 2016) stated that A recent 

Gallup poll shows that if the millennials didn’t feel engaged at work, 60 per cent of them consider 

leaving their jobs and only half of them will plan to continue with the same company in coming 

years” and “older generation employees Boomers frequently worked with any organization for 

their entire career and rewarded for “loyalty.” The dominant attitude at the time was that the 

company would be loyal to you, if you were loyal to the company in years of service, while 

Millennials view things in a different manner for example; valuing the organizations that offer 

training, development, feedback, and mentoring. (Stamp, S. S. and Thoren, J. 2015)”. So, 

Organizations should identify the multigenerational workforce with fluctuating beliefs, work ethics, 

routines, values, attitudes, and expectations to be effective in today’s World (Niemiec, 2000) and 

the manager in the Private company recommended to treat everyone in the same way by quoting 

as “Bottom-line is we treat everybody the same regardless of age, I think I have to be little delicate 

towards the younger generation”. 

5.2.2. Theme 2: Expectations of Millennials in the workplace in Ireland 

 The theme is linked with the hypothesis “Satisfying the expectations and needs of Millennials 

will prevent the employee Attrition”. 



Page | 70  

 

 “(Scandura and Williams, 2000) proposed that the organizations should adapt and change 

the work values of multigenerational employees in order to recruit, motivate, and retain both 

today’s and tomorrow’s leaders” in the literature helps for this theme creation. 

 The analysis of the data brought information that millennials are the best in IT sectors as 

they are more adaptable and flexible towards change and advance in sophisticated technologies. 

But both Public and Private IT working millennials expect appreciation and acknowledgement for 

their work. They also wanted all their expectations satisfied irrespective of considering whether 

the firm was big or small, which cannot be satisfied always. But the bottom line is that only the 

satisfaction of employees brings more productivity. 

 When it comes to flexibility and workplace balance, millennials expect more flexibility than 

the older generation employees. Also, they are more enthusiastic about the CSR to find meaning 

in their job. As CSR, flexibility and work-life balance are equally important and common for all the 

employees irrespective of the generations, but the way of providing all those aspects should 

change with the organizations and the respondent 1 quoted that “CSR is actually applicable for 

the entire company as you know regardless of the age group and the nature of CSR alters with 

the kind of business we do”. 

 Thus the theme accept the literatures “Cordeiro and Albuquerque (2017) contribute to this 

field of thought and affirm that the benefits for organizations are equally interesting and many can 

experience a greater return on investment in hiring policies by implementing general flexibility 

practices that can be adapted to reflect the needs of individual employees, rather than predicting 

a one-size-fits-all approach” and also the literature given by “Ardebili (2017) that using the work-

life balance practices like corporate social responsibilities in job specifications to attract millennials 

and achieve the status of the employer of choice for that generation”. When the question was 

asked among the respondents, they confirmed the literature by stating that “What we believe is 

employees satisfaction is one of the key things for their productivity and we actually don’t add this 

as our CSR but as a strategic plan of the company”. 

 So, by emphasizing the importance that individual goals and the goals of a millennial 

employee should align with their daily work practices and experiences (Luscombe, Lewis and 

Biggs, 2013), give more retention rate to the organizations. 
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5.2.3. Theme 4: Management of Millennials in the workplace 

 The secondary research question “What role do senior managers play in employee 

retention?” is linked to this theme. 

 In reviewing the literature review, literature like “The effectiveness of human resource 

practices, particularly employee retention strategies, is directly influenced by leaders (Lawler 

2008). Letchmiah and Thomas (2017) recently found that leadership, organizational culture, the 

purpose of the organization, development opportunities, meaningful work and collegiality are 

factors to be considered in retaining high potential employees”, provided with an insight to find 

the recommendation of senior managers or leaders working in the IT departments in Ireland about 

the management of millennials according to their experiences. According to Jaaskelainen, 2011, 

the manifest behaviour of the leaders provides a perspective of their attitudes towards their 

employees” and it was confirmed by the manager working in the private IT department by stating 

that “employees will be brutally honest with their feedback if the organization has poor 

management and lack of leadership, we can’t change things or make it better if we don’t know 

what is going on. Strategies can only be formulated according to feedback and through proper 

communication whatsoever the problem maybe”. 

 After analyzing the data both managers disagreed with the statement that the millennials 

are unmanageable as explained by “Warner, 2010 that some employers consider Millennials to 

be “unmanageable” because of the high sense of entitlement, high need of feedback and 

guidance and expectations for personalized attention”. But the respondents mentioned that 

millennials asked different needs which is hard to manage for a middle-level manager and the 

Public IT manager stated that “millennials are like all other employees with valuable skill sets but 

just that their expectations are different we should treat them as what we do to others and we 

should consider their demands too. I feel that we should treat Millennials same as other generation 

they too have the problems others have, but in a different manner, so they are not unmanageable”. 

When summarizing and discussing the opinion about the management of millennials given by the 

managers (respondents), the researcher found some significant strategies to manage the 

millennials and they are as follows 

• Promote studies and skill development among millennials. 

• Treat everyone the same in the diverse workplace. 
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• Encourage flexibility and work-life balance and it was confirmed by the Private IT manager 

stating that “we have ideas and plans to host social nights, events, open days where we 

invite staffs to feel part of the team and actual company and we hope that will prevent 

turnover from being a constant thing. But unfortunately, at the moment cost is a factor we 

haven’t implemented any such practices, but we do have an open-door policy, we are 

flexible,  if we are given time and asked for help or changes we will definitely consider”. 

• Give proper appreciation and compliments for the work of employees especially in case 

of millennials and it was quoted by the manager working in the Public IT department that 

“I think if we give proper ad genuine appreciation it definitely works especially Millennials 

they expect more attention, living appreciation is the easiest and prudent way to retain 

them”. 

• Encourage teamwork and develop trust between the employees. 

• Make the employees aware of the impact of employee turnover in an organization and 

effort of recruitment and selection. 

 

5.3. Limitations of Research 
 

• Limitations include sample size as since it was almost impossible to get the actual number 

of millennials working in IT Departments in Ireland to be part of the survey. 

• The sample size was not exactly described and replicated the effect of exact reasons for 

attrition, workplace expectations and retention factors in the workplace among millennials 

working in IT departments in Ireland. 

• Time constraint was the major limitation faced for the primary data collection. As they were 

approached totally by a stranger, several people refused to be a part of the survey and 

interview. Also, many people had time restrictions to respond which made them answer the 

questions partially. 

• It was intended to conduct the survey among 75 millennials working in the IT departments 

in Ireland, but some refused to participate in the survey, so reduced the number of 

respondents to 60. Majority of the people who approached thought that they might not have 

enough knowledge to answer the questions and refused to even read the questionnaire. 

• Some respondents had difficulties in understanding the terminologies such as Corporate 

Social Responsibility, Intrinsic and extrinsic rewards etc., but those were explained to them 

by the author as the survey carried out. 
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• Some respondents needed help with the rating scale about the retention factors of 

millennials, so the author put maximum effort helping the respondents to complete the 

survey with ease. 

 

5.4. Strength of the Research 
 

• The significant strength of this research is initially to understand the wide range and different 

perspective of opinions from both millennials and the senior managers about the retention 

strategies. So, the recommendations provided in this study can be implemented in the 

organizations without doubting its relevance and strength.  

• The entire questionnaires were given out and collected directly from the millennials working 

in the Public and Private IT departments, it is sure all the information, data and results given 

in this study were not manipulated.  

• As this research is conducted within 3 months, time allocation was given to each section of 

this research. Finally, the entire study was effectively completed as per the allocated time. 

• Some findings are contradictory to the literature mentioned, it shows the change in the 

attitude of retention among the millennials working in the IT departments. So, the 

organizations can refer this study to understand their preferences and implement the 

recommendations provided in this research.  

• All the respondents including millennials and managers were working professionals, so the 

response was strictly collected without disturbing their work and life to collect more genuine, 

effective and strong response. 

 

5.5. Weakness of the Research 
 

• As the research was asked to complete in 3 months and it is mixed-method research which 

required more time and data to find and analyze, the only weakness of this research 

experienced was time constrains.  

 

5.6. Recommendations/Actions 

 As all the problems, strategies and action regarding the retention of millennials working in 

the IT departments were discussed, it can be clearly drawn from the findings that millennials are 

the generation who got early exposure to advanced technologies and systems, but they are 

similar to the older generation employees with different needs and expectations. Nonetheless, it 



Page | 74  

 

again arose a question that “ are the millennials think they are out of employee participation or 

aren’t their expectations considered by the employers?”. In order to satisfy all the needs and 

expectations of millennials and also to increase the retention rate, some recommendations were 

identified, and they are as follows 

• Achievement of the organizational objectives is the main reason for the existence of all 

organizations. In order to achieve the goals, employees should retain in the workplace. For 

that, it is important to stimulate organizational culture, organizational identification and 

meaningful work values among the millennials. So, the managers and leaders should 

constantly focus this practice articulating the central mission, goal, objectives and values of 

the organization influence employees’ attitude and knowledge in positive way and inspires 

dynamic in the organization and create high levels of organizational identification, that led 

to high retention rate of millennials (Witting, 2006). 

 

• Provide fresh and various challenges to the millennials and also considering the promotion 

of cycles of experience in other departments of the organisation will make them competitive, 

attractive and engaged. For example, the IT employees can be transferred from technical 

support to It network responsibilities for the effective completion of the project or task, that 

gives contentment to the millennials and they voluntarily take responsibilities in the 

organization and retain in the workplace for a long duration of time. 

 

• Systematically implement effective employee participation practices and volunteering 

programs, which speculated a strong organizational culture and vision make them retained 

more in the same workplace as they find the work meaningful. For instance: Many 

organizations have developed a very effective form of employee participation programs 

wherein they are asked to sit with the board of directors for taking certain decisions and also 

they can suggest whether the productivity of the organization can be increased at the given 

quality and standards (Agarwal, 2018).  

 

• This study showed that more millennials are leaving without realizing of the impact of 

employee turnover in the organizations, so more awareness programs and opportunities 

should be given to understand the importance and benefits of retaining in the same 

workplace. 
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• Organizations should encourage the teamwork within the departments and focus on 

developing the trust between the employees and employers, that develops a positive 

workplace culture and helps to find meaning in their work. Gradually, that helps the 

millennials to stay within the organization for a long time. 

 

• The retention rate of highly educated IT employed millennials are more compared to the 

least qualified millennials, so they are expecting study incentives and opportunities to pursue 

further studies from the employers. Nowadays, a lot of companies have included the study 

incentives in the formal contracts, so by giving the opportunity for the millennials to develop 

their qualifications and skills attract them towards the organization and they will be loyal to 

the organization and stay longer. 

 

• Among the attrition reasons most common reason was analyzed as the better opportunities 

and pay, so performance management and employee feedback regarding their progress 

and pay in the organization should be conducted. It helps the organization to bring more 

strategies and leads to an increase in the retention rate. 

 

• Another reason for attrition was identified as relocation, considering the opportunities to 

work globally might excite the millennial generation and support the organization’s need for 

global mobility. In other words, as the millennials are preferring relocation and international 

experience, various practices such as promoting on-site projects, internal recruitment 

among the employees to give them the opportunity to work another country helps them the 

organization to increase the retention rate. 

 

• The significant strategy is to treat all the employees the same regardless of the generations 

and any other criteria. According to Michael Armstrong, 2006, “Employers, Leaders and 

Managers are not providing the leadership they should or treating the people in an unfair 

manner or bullying staffs”. As millennials are expecting more intrinsic rewards (employee 

satisfaction, meaningful work, personal, professional and skill development etc.) than 

extrinsic rewards (Pay, increment and incentives etc.), so they will leave once they don’t find 

their expectations.  
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5.7. Conclusion 

As an overview, the IT employees are frequently changing jobs as they have a wide range 

of opportunities available across the globe and it was proved when this research was conducted 

among the so-called job-hopping millennial generation employees working in the IT departments 

in Ireland. The significant reasons were found as the lack of awareness of employee attrition 

impact caused in the organizations among millennials, unaware of the importance of employment 

and lack of interest in the implementation of the retention strategies in the organizations. As 

millennials are the major workforce in the world and employees are the backbone of any 

organization, it is significantly important for all the organizations to retain the scarce talented and 

critical skilled employees which reduce the turnover costs and increase the profit especially in the 

IT departments. 

Therefore, the study agrees the hypothesis 2 “Satisfying the expectations and needs of 

Millennials will prevent the employee Attrition rates” and hypothesis 4 “Retention rate will be high 

if the millennials are aware of the impact of attrition in the organizations”. 

According to (Hamilton, 2019), the European Union has suggested that the Irish economy 

is growing by forecasting 4.1 per cent growth in 2019 and also the construction, finance and 

pharmaceutical industries are increasing. But companies were “struggling to secure the talents 

as they want the employees at an affordable price, and the cost is going to be higher soon”. By 

considering all those facts, it is an inevitable fact that the millennials should be retained in the 

organization as they are the major workforce, future employers and managers. Overall, the 

recommended strategies provided in this research can be implemented in the IT sectors 

irrespective of its sectors(Public or Private) and the effective use of these strategies will definitely 

shoot up the retention rate. 

5.8. Possible Future Research 

 
• Few responses were written in the open space given in the questionnaire and the 

respondents suggested that employee satisfaction is the key factor of retention. So, there is 

a hope for future researchers to look at the satisfaction of millennials working in the IT 

department in Ireland. 
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• As a lack of awareness of the impact of attrition among millennials were found as the 

significant reason for the employee turnover, research about the strategies and methods of 

implementing awareness among them can be conducted. 

• Keeping this research as the base, researchers can find retention strategies among 

employees of different generations, countries and organizations. 
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7. Appendix 

Appendix 1: Quantitative Questionnaire 

Q 1. In which year have you born?  

a. 1980-1985               b. 1986-1990           c. 1991-1995          d. 1996-2000 

Q 2. What is your gender? 

a. Male                b. Female              c. Transgender          d. Others  

Q 3. Specify the formal education achieved 

a. Diploma        b. bachelor’s degree      c. master’s Degree        d. PhD/ Doctorate 

Q 4. What is the duration you lived in Ireland? 

a. 0-2 years b. 3-5 years c. 6-8 Years d. 8+ years 

Q 5. The number of years working in the workforce in Ireland:  

 

a. 0-2 years b. 3-5 c. 6-8  d. 8+ 

 
Q 6. Select the organization sector you are working: 

 
a. Public Sector          b. Private Sector 

Q 7. Do you like to work in an organization for more than 3 years? 

a. Yes                    b. No 
 
Q 8. Are you satisfied with the current job? 

a. Yes                    b. No 

 

Q 9. Rate the below factors which impact you more to retain in an organization for 

more than 3 years: 

 
Mark the Rating scale from 1 - 5 (1: Low and 5:High) for each factor 

1. Flexibility 

1.a. Work from 
Home 

1 2 3 4 5 

1.b Work remotely 1 2 3 4 5 

1.c. Additional 
Holidays 

1 2 3 4 5 



Page | 87  

 

1.d. Take risks 1 2 3 4 5 

1.e. Promote 
intellectual 
simulation 
(Creativity, Critical 
thinking, Problem 
solving etc.) 

1 2 3 4 5 

2. Work-Life Balance 

2.a. Corporate Social Responsibility 

2.a.1. 
Environmental 
Sustainability 

1 2 3 4 5 

2.a.2. Direct 
Philanthropic 
Giving (donation of 
time, money or 
resources to 
charities) 

1 2 3 4 5 

2.a.3. Ethical 
Business Practices 

1 2 3 4 5 

2.a.4. Focus on 
Economic 
responsibility 

1 2 3 4 5 

2.b. Canteen and 
chatrooms in 
workplace 

1 2 3 4 5 

3. Mutual trust and value of opinions 

3.a. Openness and 
Open 
communication 

1 2 3 4 5 

3.b. Honest and 
expressive 
relationship 
between 
Employees 

1 2 3 4 5 

3.c. Trust between 
employee and 
employer 

1 2 3 4 5 
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4. Intrinsic Rewards (Psychological contracts) 

4.a. Frequent 
encouragement, 
Motivation and 
feedback 

1 2 3 4 5 

4.b. Performance 
and talent 
management 

1 2 3 4 5 

4.c. Employee 
assistance 
Programs 

1 2 3 4 5 

4.d. Employee 
welfare programs 

1 2 3 4 5 

4.e. Personality 
assessment and 
Adjustments 

1 2 3 4 5 

4.f. Job security 1 2 3 4 5 

5. Extrinsic Rewards 

5.a. Performance 
Appraisal and 
promotions 

1 2 3 4 5 

5.b. Skill based 
payment 

1 2 3 4 5 

5.c. Travel 
Allowances 

1 2 3 4 5 

5.d. 
Accommodation 
and family 
allowances 

1 2 3 4 5 

5.e. 
Organisational 
coaching for 
growth and 
development to 
become 
competitive 

1 2 3 4 5 

5.f. Study 
incentives 

1 2 3 4 5 
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6. Positive workplace culture 

6.a. Horizontal  
hierarchy 
Characterization 
(Employee 
autonomy and 
workplace 
freedom) 

1 2 3 4 5 

6.b. Attractive and 
meaningful jobs 

1 2 3 4 5 

6.c. Approachable 
leaders  

1 2 3 4 5 

6.d. Employee 
participation 
practices  

1 2 3 4 5 

6.e. Macro-
Management 
(Independent style 
of organizational 
management) 

1 2 3 4 5 

6.f. Individual 
attention from 
employers 

1 2 3 4 5 

6.g.Strong 
Organizational 
vision and 
mission 

1 2 3 4 5 

6.h. Diversity and 
equality in the 
workforce 

1 2 3 4 5 

6.i. Ethical 
leadership 

1 2 3 4 5 

6.j. Commitment 
stimulated 
workplace 

1 2 3 4 5 

6.k. Appealing and 
sophisticated 
office 
atmospheres 

1 2 3 4 5 

 

Q 10. Are you aware of the impact of organizations due to employee attrition (leaving 

the jobs)? 

 

a. Yes                                                         b. No 
 
Q 11. If all the above retention factors are fulfilled,  which below reasons do you 

consider to leave the organization (You can select multiple answers)? 

 

Number Reasons Yes No 

1 Micromanagement (closely observes and/or 
controls and/or reminds the work of employees) 
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2 The offer of better opportunities and Pay   

3 Expensive accommodation   

4 Vertical hierarchy Characterization (top-down 
management structure) 

  

5 Lack of Opportunity/ Career progression   

6 Relocation   

7 Back to Education   

8 Change of Field   

9 Lack of Intellectual simulation (Creativity, 
Critical thinking, Problem-solving etc.) 

  

10 Getting bored and unattractive with the same 
workplace  

  

11 Poor Leadership    

12 Controlled communication   

13 Lack of advanced IT and artificial intelligence 
systems 

  

14 Poor workplace design and construction   

 

 

Q 12. Any Additional Comments? 
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Appendix 2: Qualitative questionnaire 

Q 1. How many years have you been working as the head of IT? 

Q 2. In your experience, which generation do you think has caused the highest attrition 

rate? 

Q 3. If the answer is Millennials, then what is the attrition rate of baby-boomers (1946- 1964) 

and generation x (1965- 1979)? 

Q 4. What is your approach towards generation diversity and inclusion in the workplace? 

Q 5. What are the factors contributing to the attrition of Millennials? 

Q 6. In your hiring practices, do you reflect flexibility in relation to the individual needs? 

Q 7. Have you worked for the personal, professional and skill development of millennials 

in the workplace? 

Q 8. What is your understanding of Corporate social responsibility? 

Q 9. How did CSR reflect in your management of Millennials? 

Q 10. Do the ethical business practices and values match your own personal values? 

Q 11. Do you have any formal contract relating to the psychological contracts for the 

employees? 

Q 12. What are the differences you found in between the psychological contracts of baby-

boomers, generation x and Millennials? 

Q 13. What are the challenges in retaining the millennials? 

Q 14. What are the common reasons shared by them? 

Q 15. If you find the reason for a talented millennial is leaving in terms of the low pay, 

rewards and incentives, what will be your strategy to retain them? 

Q 16. If the reason is poor management and leadership for the attrition of millennials, How 

can you prevent that loss? 

Q 17. How have you tried to satisfy the expectations and needs of the people who were 

ready to leave? 

Q 18. Do you have any retention strategies or policies to retain the millennials and prevent 

attrition? 

Q 19. Do you still think the Millennials are unmanageable? Why? 
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