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CHAPTER	ONE		

ABSTRACT	AND	INTRODUCTION	

	

ABSTRACT 
 

This research investigates the best practices of retaining millennial generation employees 

within the financial sector. This study provided an understanding of the perspectives of 

millennials in relation to the reasons for leaving previous roles. This study also outlined what 

draws Millennials to staying with employers and their opportunities to grow professionally in 

the workplace. This was studied in line with typical professional development opportunities 

provided by management including feedback, appraisals, coaching training and 

development and rewards. These perspectives uniquely assisted the analysis of best 

practices in retaining Millennial employees within the financial sector, during the unusual and  

challenging time of the global pandemic. A meta-analysis was carried out by comparing the 

primary data with the secondary data gathered in this study. The primary data was collected 

through quantitative research, using surveys as the data collection instrument and the 

population sample included Millennial staff from five Allied Irish Bank branches across south 

Dublin. This research found that high employee turnover is an evident issue in the financial 

sector, that Millennials do require specific attention to retain them and that professional 

development initiatives are surprisingly crucial in order to retain them. This brought together 

valuable recommendations or a unique outline of best practices to solve the problem of high 

Millennial turnover and low retention within the financial sector.  
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INTRODUCTION 
 

The retention of young staff has not always been a cause for concern in the business world. 

In fact, thirty years ago millennials normally remained in the same career for life. Today, this 

is quite evidently not the case as the issue of employee retention is severe and challenging. 

Deloitte (2016) supports this, as they reveal employees in their twenties on average change 

jobs every eighteen months. The PwC 2011 ‘Millennials at Work’ report that provided some 

insight into the minds of new graduates from around the world entering the workforce for the 

first time uncovered that in 2008, 75% of Millennials expected to have between two and five 

employers in their lifetime but in their 2011 survey the proportion has fallen to 54%. By 2011 

over a quarter expected to have six employers or more, compared with just 10% in 2008. In 

2016, 66% of millennials shared that they do not plan to stay with their current employer 

(Deloitte, 2016). This negative pattern is evidently worsening continuously and demonstrates 

an apparent need for change in management's efforts to retain this generation. This 

research has brought us closer to a solution and identified best practices of retaining 

Millennial staff in the financial sector.  

To add to the challenges that businesses face, they also face challenges on a macro-level 

such as the uncertainty of the recent pandemic, Covid-19. As of early May 2020, the covid-

19 pandemic has infected over 3.5 million people worldwide, with more than 250,000 people 

dying as a consequence (JHU, 2020). Covid-19 pandemic can be considered a career shock 

that will have a major impact on people's work and careers (Fouad, 2020). This factor is 

important to note as it is a new consideration businesses must face and this research 

revealed the perspectives of Millennial employees in the midst of the pandemic.  

The financial sector have undoubtedly also been a victim of Covid-19. This sector was 

obliged to take immediate reaction of the crisis by navigating extreme volatility in global 

markets, managing short-term liquidity needs across all sectors, including undrawn 

commitments and to model a range of recovery scenarios to manage operational and 

regulatory requirements (PWC, 2020). Allied Irish Bank in particular has been in a healthy 

position in recent years and is well positioned to play a leading role in the recovery of Covid-

19, however they are facing losses of .7 billion in just the first half of 2020 (AIB,2020).  

Another macro-level factor of uncertainty is Brexit. The uncertainty that Brexit has brought 

has forced banks to prepare maximum change contingencies that have the potential to be 

operationally disruptive, legally challenging, and financially demanding. In short, the financial 

sector has been in a precarious position due to these factors (Deloitte, 2018).   
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On a positive note, Enterprise Ireland (2020) reveals that Ireland has an exceptionally strong 

financial services sector. As a result, businesses within the financial sector in Ireland have 

built a deep pool of staff, managers, professional advisers, regulators and service providers 

with sophisticated domain knowledge. Ireland is one of the few places in the world with such 

an ecosystem, making it unique, needing its own set of recommendations in the best 

practices of retaining such a deep pool of exceptional staff.  

With the analysis of Ireland's current climate shaped by the above factors, it is important to 

focus on following the best practices of retaining Millennials in order for financial sector 

business to optimize success in order to get through these turbulent times. 

 

 

RATIONALE	

Given the economically turbulent times we live in today and with the threat of an economic 

recession to come, the notion of optimising business and being as economically savvy in the 

workplace was of interest to the author. The cost of employee turnover repeatedly featured 

in previous research,  as research revealed that employee turnover can cost up to 200% of 

the employee’s salary (Brotherton, 2010). It was therefore a  valuable and sensible research 

theme of choice as it appeared to be a logical and effective route that will lower costs for 

businesses that could assist them into becoming financially sheltered from economic threats 

on the way. It was therefore valuable to research the theme of employee retention and 

turnover. 

 Previous research by Smith (2019), Deloitte (2016) and many more authors indicates that 

Millennials are particularly disloyal to employers and are the motivators for high employee 

turnover, therefore it was important to focus on this population sample. To this date, a 

substantial amount of research has been done globally on the important relationship 

between retention and Millennials. This area of research however needs to be kept up to 

date as Millennials are constantly evolving, maturing and professionally growing, therefore 

their needs should be analysed frequently in order to keep employers up to date on 

recommendations to assist in retaining them. Furthermore, previous research has only 

uncovered Millennials as young graduates but the reality today is that they are growing older 

and branching out of entry level roles and into higher ranking roles, unveiling a need to 

analyse this new gap in research by focusing on these more mature and professionally 

higher ranking Millennials as well as the younger spectrum of Millennials. In doing so, the 

population sample will include a wide variety of AIB Millennial employees ranging from the 
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age of 23-39.This updated, more mature perspective will bring about a new upgraded set of 

recommendations to solve the problem of high Millennial employee turnover. 

As already mentioned, the financial industry is in an uncertain and unsettled position due to 

many factors such as COVID-19, Brexit and the anticipation of an economic recession 

looming. The finanical industry also contains the most declared unfulfilled workers with 

almost one in four (23%) employees unfulfilled (Randstad, 2014). For these reason the 

financial sector is deemed to be an important sector to focus on as they need  assistance in 

optimising their resilience from any challenging determinants in the future. The topic of 

retaining Millennials has not been studied within the financial sector during such an 

economically precarious time, therefore this opens a door to a new and unique area of 

study. In short, this research will introduce updated and more unique material to the 

business and academic world that will add more value and expertise to the existing available 

research that concerns employee retention in the financial sector 

This research will assist a number of parties affected by the problem of employee turnover. It 

will assist future management, employers as well as Millennial employees who all invest 

their time, money and energy into the recruitment and onboarding processes. As per the 

above statistics demonstrating the severity of employee turnover, it is an area of interest that 

needs more attention from employers. This research will also be useful to future academic 

research as it introduces this new, authentic and unique research to future researchers. 

 

RESEARCH	CONTEXT 

Despite the expected economic recession due to factors such as Covid-19 and Brexit, the 

recent years of prosperity has led to huge financial growth in the Irish economy. This has 

been a massive relief after the  2008 economic crisis. While this is predominantly positive it 

has also subsequently led to large costs and staff retention pressures for financial sector 

companies within Ireland (Deloitte, 2011). In other words, the financial sector is a sector that 

needs assistance in retaining staff as the Irish economy is stronger and more robust than 

pre-crisis times. As previously mentioned, the financial sector including banks such as AIB, 

have faced uncertainty and damage due to Brexit and Covid-19. It has been an exceptionally 

worrying time with the threat of a recession on the way, it is in no doubt an extra pressure 

that management takes on, on top of the problem of retention that this research is focusing 

on. As previously mentioned, Millennials are known to be the least loyal generation in the 

workplace today, therefore it is beneficial and efficient to focus on the problem of retention 

involving this generation in the financial sector. 
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RESEARCH	QUESTIONS	

1. What factors influence employee turnover and low retention of Millennials in the 

financial sector? 

2. Are there any extrinsic factors that contribute to the ongoing low retention of 

Millennials? 

3. Who are Millennials as people and what do they seek from employers? 

4. What professional development opportunities are given to Millennials globally and in 

the financial sector? 

5. What are Millennials management styles and performance management 

preferences? 

6. Are there any shortfalls in the current professional development opportunities given 

to Millennials that can be improved? 

RESEARCH	OBJECTIVES  

The ultimate objective of this research is to find recommendations of best practices in 

retaining Millennials within the financial sector. In doing so, this research aims to investigate 

the following themes of employee turnover, retention, the millennial generation, performance 

management  and professional development opportunities offered to them, and the areas of 

interest associated with these themes; 

 

The Impact of Employee Turnover: 

This research is looking to reveal if there is an evident issue of high employee turnover and 

its effects on the organisation, especially the rest of the employees who may follow the 

former employees out the door. It is also important to uncover if employee turnover can have 

any positive influences on the workplace would be important. It would also be beneficial to 

reveal if managers' behaviour has a strong influence on employee turnover. 

 

Engagement and Motivations Effect on Millennial Employee Turnover and Retention: 

Another objective of this research is to Identify trends, regarding engagement and motivation 

that could be potential push factors for employee turnover. It would also be advantageous to 
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learn if the reason behind employee turnover is lack of motivation and engagement. 

Revealing if working conditions and work perks have a strong influence on employee’s 

engagement and motivation would also be useful. Uncovering  if management is making the 

effort to keep staff motivated and if rewards contribute to motivation would add to this 

research also. Lastly understanding the working environments in which Millennials excel in 

would be advantageous, for example, a challenging environment.  

 

Retention : 

Understanding what fulfils Millennial staff such as giving suitable projects, being encouraged 

to learn and progress, being facilitated better, or even being given better working conditions 

could reveal a solution to the problem of low Millennial employee retention. Learning what 

they consider the most important factors that influence their satisfaction at work would be 

crucial. Gaining awareness of Millennials perceptions of work and which extrinsic factors 

might influence these perceptions would be instrumental in gaining a deeper understanding 

of this particular generation. 

 

The Impact of Management on Employee Relations : 

It would be beneficial to investigate if this factor impacts on Millennial employees intention to 

leave or stay with their employer. Revealing management efforts and what Millennials 

consider makes a good leader would also add value to this research. 

 

Performance Management: 

 Exploring the different types of performance management and understanding what is 

sought from employers by Millennials is fundamental in this research. Another aim is to 

uncover desired management styles and strategies from Millennials perspectives. 

Researching Millennials perceptions on their colleagues and their willingness to adapt to 

new people, places and circumstances would also be of benefit to the study would also add 

value to this study. 

 

Professional Development Opportunities : 
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Another goal of this study is to analyse if professional development opportunities and the 

challenge associated with this are important to Millennials. This can point out if the 

enhancement of professional development initiatives would be a suitable solution to improve 

retention of Millennial staff. Understanding which professional development opportunities are 

the most beneficial can add towards a final solution in this study.  

 

RESEARCH	THEORY  

Since human assets are considered to be the primary source of value, growth, and 

sustained competitive advantage, Human resource management has had a keen interest in 

knowing what factors are responsible for stimulating their ability to work (Kouloubandi et al 

2012). Motivating employees is one of the important issues in every aspect of any 

organizational environment (Haque and Islam, 2014) and is fundamental in this study, 

therefore motivational theories will influence this research. Many motivational theories have 

discussed motivation such as Maslow’s hierarchy of needs (1943), Herzberg’s two-factor 

theory (1959) and Vroom’s expectancy theory (1964).  

On the contrary, Gunnigle et al. (2011) believe these theories do not work and that the 

dismal vocabulary of motives, motivators and motivation should be discarded. Oishi, (1999) 

adds, Motivation is considered to be a culturally bound topic and the factors that motivate 

employees in different cultures may not be equivalent, therefore these foreign theories may 

not be suited to Irish employees as their needs may differ from other cultures.  

This research will follow Vroom's Expectancy Theory (1964).There are many merits of using 

this theory, for example the practical utility of this theory has shown great success among 

management over the years. It has encouraged managers to create a work environment, 

climate and culture that will increase the motivation levels of employees. It has also led to 

improvements in work redesign, where emphasis has been laid on intrinsic job factors, such 

as variety autonomy, task identity and feedback (Parijat and Bagga, 2014). Haque and 

Islam, (2014) add that Behavioural scientists generally agree that the expectancy theory of 

motivation represents the most comprehensive, valid and useful approach to understanding 

motivation. 

There are also weaknesses to using this theory, for example Parijat and Bagga, (2014) 

believe this theory is complicated and involves many variables, experts also suggest that 

reliable measures of valence, expectancy and instrumentality need to be developed and 

lastly, this theory does not provide specific solutions to motivational problems.  
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 This theory explores the individual's selection of behaviours based on potential outcomes. 

In other words the research of the link between Millennials goals, motives and behaviours 

and the potential outcome of employee turnover or retention. There are three variables 

affecting employee’s decisions; Expectancy, Instrumentality, and Valence. These three 

variables can work together in establishing a motivational force resulting in a fulfilled and 

satisfied employee. 

-The expectancy variable refers to the extent in which they believe that their effort will result 

in a desired performance goal. In other words, this theory highlights the relationship between 

the person’s effort that is made to accomplish duties and the reward by the consequent of 

putting in this effort. In this case the individual must believe that he or she is achieving a goal 

otherwise the effort will not be put into the task.  

-The Instrumentality variable is the belief that different rewards will be paid depending on the 

level of the goal that is met. In short, an individual will only carry out a task or goal if there is 

an expected reward waiting when the goal is met. 

 -The Valence variable indicates the value an individual associates with the reward of a 

specific outcome. In this case the individual will only be motivated to complete the task or 

goal if the reward is of value. 

 

The following chapters will explore the literature associated with the primary themes in this 

research in chapter two, then the  research methodology will be investigated in chapter three 

and in the final chapter the findings, discussion, recommendations, strengths and 

weaknesses and conclusion will be carried out. 
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CHAPTER	TWO	

LITERATURE	REVIEW	
 

1.1	LITERATURE	INTRODUCTION  

The objective of this literature review is to discuss the previous research done on the 

prominent variables associated with the best practices of retaining Millennial staff in the 

financial sector.  

Millennials currently make up thirty five percent of the UK workforce and were set to 

represent an astounding fifty percent of the global workforce by 2020 (KPMG, 2017). Only 

twenty seven percent of millennials expect to stay with their current employer according to 

Deloitte (2016). According to Glassdoor (2017), it takes on average 25 days to hire an 

employee. In other words, a lot of time, energy and money is spent before the employee 

starts their first day of work. Nevertheless, employees suffer from this problem too. 

According to  Monster’s 2019 survey of college graduates who are seeking employment, 

more than half (59%) of respondents expect it to take between one to two months to find a 

job. Hence, a lot of the employee’s time has been invested in finding the role, proceeding 

through the hiring and onboarding phase, only for this investment to be lost.  

In a nutshell, this is an evident problem that involves a variety of variables including 

employee turnover, retention, the millennial generation, performance management,  

professional development opportunities offered to them and an overview of the financial 

sector in Ireland. These themes will be explored throughout the literature review to form 

recommendations of best practices in retaining Millennials within the financial sector. 
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1.2	LITERATURE	THEME	ONE:	EMPLOYEE	TURNOVER	AND	RETENTION	 

High employee turnover and low retention of employees is the first theme to be examined, 

as it is the problem that many businesses struggle with. The author’s objective is to find 

literature that will express the possible reasoning behind the high turnover among 

millennials, as well as possible solutions to this issue.  

When examining the problem of employee turnover, it is fundamental to understand the 

meaning of turnover. Armstrong (2012) defines employee turnover as the rate at which 

employees leave an organisation adding that it can be costly and disruptive to the 

organisation. On a more technical note, Price (1977) defines turnover as the ratio of the 

number of employees who have left during the period, divided by the average number of 

people in that organization during the period. Employee turnover can occur in two different 

ways, voluntary and involuntary (Mobley et al., 1979).  

The Impact of Employee Turnover 

Employee turnover is a costly problem as the full cost of turnover can be up to 200% of the 

employee’s salary (Brotherton, 2010). Allen et al. (2010) explain it has a costly impact on 

organisations including several separation and replacement costs associated with turnover, 

such as owed salary, benefits, accrued vacation time, interviewing, advertising, and training 

costs. Not only is this financially costly but also costs time and energy of the business. On 

the other hand they suggest that there is a misconception that the idea of employee turnover 

is totally negative, when in some cases employees can be easy to replace and in other 

cases employee turnover may even be beneficial when replacing a poor performer.  

Bryant et al (2013) also explore the impact of turnover on the rest of the organisation. They 

explain not only are there financial costs associated with the problem of turnover but the 

remaining employees are also disrupted as organisational memory is lost as well as tacit or 

strategic knowledge. This has an effect on other foundations of the business such as 

productivity, customer service, mentors and diminished diversity are other negative effects of 

this issue. Furthermore they explain that other valued employees may be more inclined to 

follow the leavers out the door.  

Butali et al (2014) are in agreement with Bryant et al. (2013) as they explain the effects 

employee turnover has on the rest of the employees. They explain that other workers 

assume additional duties until company leaders can hire another employee. In other words  

the additional responsibilities may upset and disrupt some workers. Another disruption that 

was mentioned was communication. Staff to staff communication is also unsettled due to the 
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loss of one of these members. Furthermore they reveal that it has become so common that it 

is expected by businesses nowadays and must be planned for by businesses and 

stakeholders. 

According to various authors there are also positive effects to employee turnover. Wynen et 

al. (2019) reveals that while turnover inevitably unravels different negative chains of events 

within organisations, such as loss of talent, social ties and lowered morale to mention a few, 

there are also a few positive effects. Positive effects of turnover may arise from  

mechanisms of re-socialization of existing staff with new staff. Firstly the training of new 

employees confronts the existing staff with routines that may no longer be followed or taken-

for-granted. For the existing employees, socialization with new staff may also reconfirm roles 

they play and therefore introducing a sense of self-efficacy. This can result in redefinition of 

their place in the workplace. It is also revealed that new staff bring higher persistence and 

effort. 

Mobley, (1982) also proposed that turnover can generate new knowledge and ideas to the 

workplace. By replacing employees who have left the organisation with new employees, 

businesses can be exposed to new knowledge and skills, promoting new ideas and 

innovation. This may encourage positive change and a more stimulating work environment.  

Ahmed and Kolachi (2013) are in agreement with both Wynen et al. and Mobley, that 

employee turnover is healthy. They emphasize the necessity of employee turnover in 

business as it welcomes fresh knowledge from new employees that contributes to business 

innovation. 

 

Reasons behind high staff turnover 

By understanding the reasons behind staff turnover, employers can devise recruitment and 

retention strategies to reduce turnover and increase employee retention (CIPD, 2019).  

There are many reasons for employee turnover. In some cases employee motivation and 

satisfaction in the workplace has halted, ultimately leading to employees leaving their 

employers. Wiggins (2016) pays close attention to the relationship between challenge and 

progression with retention, which is one of the objectives of this research. He reveals that  

poor management and the lack of motivation from employers can be the source of this issue. 

He suggests, employers are not making the necessary actions to prepare this generation to 

be leaders in the organisation. In other words, the lack of effort made by leaders may make 

employees feel as though they are not progressing enough. He reveals the top reason for 

terminating employment prematurely is due to dissatisfaction with their bosses. Millennials 
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will try to escalate their career in whatever way is appropriate. He reveals that there is a 

strong link between employee satisfaction and progression within the organization. He 

further explains motivation is derived from challenge and opportunities. In short, Wiggins 

emphasises the necessity for challenge, promotions, advancements available to Millennials, 

without these professional development opportunities, the loyalty of millennials is 

compromised.  

Armstrong (2012) uncovers that turnover is most likely to occur among the most efficacious, 

dynamic and valuable employees of organisations and this can have serious consequences 

for the business. Moreover, the most talented of staff are not being cherished enough, 

resulting in them leaving the business for another employer or a competitor of the business 

causing potential damage. He exposes the main push factors affecting turnover is the lack of 

effectiveness of recruitment and selection. Sometimes management is not successful in 

fitting employees in roles that are suited to them. In agreement with Wiggins (2016), another 

influence is poor management, from lack of sufficient learning and career opportunities 

offered to employees who need them. Managers may also push employee turnover by not 

providing enough performance and recognition rewards. This may result in employees 

feeling undervalued, resulting in Millennials moving to a different company who may 

recognise their talents and worth better. Armstrong then suggests employees leave their role 

for the opportunity to earn a better wage, receive better prospects, enhanced job security, 

develop skills, work in better conditions and  have better relationships with managers or 

team leaders. 

 

Employee Retention 

Employee Retention is a prominent issue that organisations face. Deloitte (2013) carried out 

a 16 market-orientated survey across Western Europe, North America, Asia, Australia, 

Brazil, South Africa and Russia. This study revealed employees in their 20’s on average 

change jobs every 18 months. There is also a shortage of highly skilled workforce who 

possess required knowledge and capability to perform at top level, meanwhile organizations 

are neglecting top performers who ultimately leave their employers, leading to the 

incapability to be competitive (Rappaport et al. 2003).  

Retention is defined as the ability to keep employees you want to hold onto, for longer than 

your competitors (Johnson, 2000). Mathimaram and Kumar (2017) add, effective employee 

retention is a systematic effort by employers to create an environment that motivates current 

employees to remain employed by having policies and practices in place that address their 
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diverse needs In other words, businesses are superior to competitors if retention rates are 

higher.  

The Importance of Retention 

The importance of investing in retention strategies is crucial. Turbulent economic 

circumstances emphasise the need for organizations to keep their best people when 

companies’ main objectives are to control costs and increase productivity (Oracle, 2012). 

They further explain that low talent retention produces a substantial drain on corporate 

resources as turnover costs can soar from the direct replacement costs of talent acquisition, 

the opportunity costs of vacant positions and time to productivity, as well as lost business 

performance. 

Mathamaram and Kumar (2017) emphasize the need for strong retention strategies as it is a 

powerful recruitment tool. In order for long-term health within the organisation, the retention 

of key employees is critical. They indicate that retaining the organisation's best employees 

ensures customer satisfaction, increased product sales, satisfied colleagues and reporting 

staff, effective succession planning and deeply imbedded organizational knowledge and 

learning. Employee retention matters as organizational investments are at stake such as 

training time and a costly candidate search. Hence, failing to retain a key employee is a 

costly proposition for an organization.  

On the other hand, it is noted that long lasting retention is not the most important factor. The 

efforts in keeping employees for a lifetime should not be the end goal, as the quality and the 

nature of the employees work has a more important part to play than the length of time an 

individual works with their employer (Hedge and Borman, 2012). 

 

Employee Engagement 

Employee engagement is a prominent factor that affects employee turnover and retention. 

As stated by Schaufeli (2013), employee engagement is the involvement, commitment, 

passion, enthusiasm, absorption, focused effort, zeal, dedication, and energy of an 

employee. Employee engagement greatly affects employee turnover and retention, as well 

as the productivity and the profits of companies. The effects of disengagement are 

detrimental as American businesses lose productivity worth $300 billion annually due to 

disengaged workers (Deloitte, 2016). Organizations with engaged workers may have 

employees who are 57% more effective and 87% less likely to leave than organizations with 

low engagement (Deloitte, 2016).  
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Benefits of Engagement 

Employee engagement has many benefits for all parties of the business. It can be found to 

benefit individuals of an organisation as it reduces work related stress and goal related 

cynicism, while adding confidence in the future of the organisation, higher retention and the 

employees willingness to learn ( Storey et al. 2008). Gallup (2004) focuses on the overall 

success engagement has on the business as it has a huge influence on customer loyalty, 

business growth and profitability. KPMG (2017) reveals engaged employees are invested in 

the success of their company and have a relatively higher degree of commitment and 

loyalty. They often become top performers, as they are committed to “going the extra mile” 

to achieve company success. They are also naturally more productive and efficient, 

therefore positively affecting the company’s bottom line. In a nutshell, investing in the 

engagement of employees will in turn improve employee retention, as well as benefit the 

business across the board. 

 

Drivers of Engagement  

Crawford et al (2013) uncover the drivers of employee engagement including job challenge, 

freedom, independence and discretion is given to employees in their work, variety of 

projects, Management who provide regular feedback, the fit of the employee in their role is 

another important factor to consider,  opportunities for development, rewards and 

recognition. 

Many employers are making efforts in the wrong areas in trying to boost employee 

engagement.  An example of this is explained by Phillips (2018), as he reveals many 

businesses attempt to create an engaging environment by throwing money at empty 

incentives by buying weekly donuts for the team, or putting a gym in the office or buying a 

ping pong table for the staff room. These short-term solutions are described as trivial that will 

only provide short-sighted solutions. Phillips then reveals that these perks are not proven to 

be effective when boosting long term engagement and satisfaction. 
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Motivation 

Motivation is another important influence on employee turnover and retention as it is the 

force that energizes employees.  Armstrong (2012) defines motivation as the strength and 

direction of behaviour and the factors that influence people to behave in certain ways. As 

previously mentioned this research will follow Vroom's Expectancy Theory (1964). 

Employee Satisfaction 

 Randstad (2014) carried out an employee fulfilment study that revealed that only 9.85 

million of the 29.84 million employees (33%) in the United Kingdom were dissatisfied with 

their jobs. This study also revealed that the industry with the most declared unfulfilled 

workers is the Financial Services/Accountancy sector with almost one in four (23%) 

unfulfilled. Job satisfaction is also known to be a contributing factor to organizational 

commitment and retention of staff. The Society for Human Resource Management’s report 

reveals the top six factors that influence employee satisfaction are; respectful treatment of all 

employees at all levels, compensation/pay, Benefits, job security, trust between employees 

and senior management and opportunities to use your skills and abilities in your work. 

 

Employee Satisfaction Solutions 

Mathamaram and Kumar (2017) reveal solutions to keep employee satisfaction. They 

believe it is fundamental to provide respect, recognition, and rewards. Giving respect to staff 

is the foundation of keeping your employees. Without respect, recognition and rewards will 

not be effective. Recognition is important  not paying attention to employee’s needs and 

success will lower morale and result in turnover. Rewards are the extra perks you offer 

beyond the basics of respect and recognition that make it worth people’s while to work hard, 

to care about their work and to go above and beyond to make success for the organisation. 

These three basic influences are crucial in keeping employees satisfied. 

 

Solutions to Improve Turnover and Retention 

Several authors suggest solutions to avoid high turnover. Kim (2012) found promotion and 

advancement opportunities, training and development, supervisory communications, pay 

and reward satisfaction, and family-friendly policies would improve turnover intentions. Each 

of these ways would boost job fulfilment for the employee who can feel as though they are 

progressing and being rewarded for their hard efforts.  
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Aguinis et al (2013) suggest introducing monetary rewards to ensure higher satisfaction and 

commitment to the organization. They then explain monetary rewards can be a very 

powerful determinant of employee motivation and performance leading to important returns 

of performance. Examples of monetary rewards include base pay, cost-of-living adjustments, 

short-term incentives and long-term incentives (Aguinis,2013). Furthermore to make this 

strategy effective, rewards should be meaningful for those receiving them. They need to be 

significant from the employees perspective, receiving or not receiving such rewards must 

matter to them, otherwise there is no incentive to go the extra mile. 

Barnes et al.(2013) suggests leadership power and influence can improve employee 

turnover within an organization. Barnes also suggests leaders must identify practices and 

procedures to build trust and support an effective work relationship, which minimizes a 

negative work environment. Smith (2019), on the other hand indicates a lack of loyalty from 

millennials could actually be a sign of neglect from employers, therefore understanding how 

to retain millennial talent is essential. Smith (2019) also suggests a solution to retaining this 

generation is to provide a challenging environment for them to develop them and give them 

projects which align with their personal values but also encourage them to learn new skills. 

Sharma (2012) suggests a retention solution particular to this generation would be to identify 

how best to engage Generation Y’s particular needs, while avoiding preferential treatment to 

Ys, as well as keeping in line with the businesses budget.  

Dike (2012) advises introducing a friendly, collaborative, and supportive workplace to 

encourage employees to  feel satisfied with their jobs, and ultimately increase employee 

morale and decrease employee turnover intention.  

Armstrong (2012)  suggests resolving low retention in the selection and recruitment stage by 

guaranteeing that selection and promotion procedures are suited to the capacities of 

individuals to the demands of the work they have to do. Low retention can sometimes be 

due to poor selection or promotion decisions. Armstrong then suggests providing extensive 

training when the employee joins. This will ensure the employee fully adjusts to their job and 

avoid dissatisfaction and potential turnover. He then suggests taking the time to design jobs 

to maximize skill variety that is catered to their abilities and potential. This will assist the 

employee in naturally growing and professionally developing through their career with the 

company and will avoid having the employee to look elsewhere for growth and development 

opportunities. Another suggestion by Armstrong is to take action to improve work–life 

balance. This can be done by developing policies, including remote working. This will give 

the employee the impression that you consider the needs outside work. 
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The factors that influence high turnover and low retention have undoubtedly been a focus of 

these authors which brings the research closer to meeting the objective of this study to 

reveal solutions to the problem of low retention of millennials within the financial sector.  

 

1.3	LITERATURE	THEME	TWO  :MILLENNIAL	GENERATION  

Millennials or Generation Y is another prominent theme in this study as they are the source 

of the issue that is being examined. They currently comprise 35% of the UK workforce and 

are set to represent an astounding 50% of the global workforce by 2020 (KPMG, 2017) and 

are going to be 75 % of the world's workforce by 2025 (EY, 2017) Queiri et al. (2014) 

explain, generation Y seems to be highlighted as the reason for the issue of employee 

turnover, therefore, they has been the concern of organisations. Frey (2018) defines 

Millennials as people born between 1981 and 1997, therefore they are aged 23-39. 

As part of this study it would be beneficial to examine who millennials are as people, in order 

to uncover their expectations. Millennials grew up during the time of the Millennium, a time of 

rapid social and economic change. Naturally events that took place during this period are 

influencing their unique set of priorities and expectations that differ from previous 

generations (Kpmg, 2017). 

Attitudes and Perceptions of Millennials 

Exploring the attitudes and perceptions of this generation would be beneficial in examining 

this generation. The Deloitte Millennial Survey (2019) with 13,416 millennial respondents 

across 42 different countries,  reveals that Millennials have a strong lack of faith in traditional 

societal institutions and are pessimistic about social progress. They’re not particularly 

satisfied with their lives, their financial situations, their jobs, government and business 

leaders, social media, or the way their data is used. They aspire to travel and help their 

communities more than starting families or their own businesses. They do not think highly of 

leaders’ impact on society, their commitment to improving the world, or their 

trustworthiness.  
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Extrinsic Factors affecting attitudes and perceptions of millennials 

The above findings relating to the attitudes and perceptions of millennials can be viewed as 

negative and perhaps it's due to the ongoing crossfire of social, political, and economic 

commotion in the world such as Brexit, Covid-19, Gun Violence, Terrorism and Racism, to 

name a few. Other extrinsic factors specifically in Ireland have also shaped millennials 

attitudes and perceptions. 

-Housing Market: Squarespace (2016) reveals wages are not enough to make property 

prices affordable. They state the lack of affordability of housing has led to 49% of millennials 

living at home. Today’s millennials, however, are waiting longer to move out of their parents' 

homes and half of those actually moved back to the nest after having left once. They add 

that extortionate housing prices and rents, coupled with a lack of suitable jobs, mean that 

many millennials are not earning enough to live an independent life. 

-Economic Crisis: The economic crisis is yet another influence on Millennial mindsets, 

attitudes and perceptions. Millennials are one of the most educated cohorts of all time but 

also graduating during one of the toughest economic periods (Twenge, 2006). The 

experience of increased involuntary turnover during the economic crisis may have 

transformed the traditional view of working in one organization due to lack of loyalty from 

organizations. Squarespace (2016) emphasise the emotional damage the economic crisis 

caused as it may have left them with a lingering sense of insecurity, while the majority of 

working millennials say they feel “lucky to have a job at all.”  

-Strong Labour Market: According to Cotton and Tuttle, (1986), the better the economic 

conditions, the more likely an employee will quit, confident in the knowledge that they will be 

able to find another job. Ireland’s labour market reflects on the healthy economic conditions 

we currently live in. According to the Central Bank (2019) the advancement in the Irish 

labour market since late 2012 has been outstanding. Ireland has also been the fastest 

growing economy for 5 consecutive years according to the Houses of the Oireachtas (2019). 

Factors such as high inward migration, low unemployment, high labour force participation 

rate has boosted competition between employers and therefore had an effect on wage 

growth.  

Millennials Characteristics 

Shedding light on Millennials traits and characteristics can also assist in understanding this 

generation. They have been described as more numerous, more affluent, better educated, 

and more ethnically diverse than previous generations (Erlam et al, 2016). This could be due 
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to the exposure to the internet and technology throughout their lives that enabled this 

generation to be more easily educated, curious and exposed to infinite information. Erlam et 

al (2016) also explain they are encouraged to study hard and take advantage of collective 

opportunities, in other words they feel a “ trophy kid” pressure to excel. They are described 

as having high levels of self-confidence and self-reliance (Shih & Allen, 2007). As this 

generation is educated, confident, resilient and independent. These qualities demonstrate 

the need for this generation in the workplace. 

On the contrary, Millennials  can also be painted as “selfish”, “entitled” and “enigmas” 

(Twenge, 2006). Twenge (2006) further explains that this generation has always been told 

that they can be anything they want to be, sparking ambition and drive to make their dreams 

a reality. This has a lot of Millennials thriving in their “selfish twenties'' as they work their way 

up the professional ladder. Phillips (2018) agrees that this generation as entitled, unreliable, 

spoiled by their parents and they cannot handle the real world due to the ongoing job hop 

and disloyal behaviour towards their employers.  

The principle problem in this research is the lack of loyalty from Millennials. Deloitte’s 2016 

Millennial Survey that collected the views of nearly 7,700 Millennials representing 29 

countries around the globe revealed that Millennials express very little loyalty to their 

employers and are seemingly always trying to plan their escape (Deloitte, 2016). Manpower 

Group (2015) add that millennials want to move on and move up, but more often than not 

they expect to advance with the same employer. In addition, Nolan (2015)  explains this 

generation are highly responsive to the “grass is greener” external opportunities. Martin and 

Ottemann, (2015) reveal the apparent issue that they are known to “job hop” and therefore 

are often characterized in groups and negatively stereotyped for this reason and can be 

described as high maintenance in the workplace.  

 

Millennials Needs and Job Expectations 

For the very first time in history, we’re experiencing  the existence of five generations in the 

workplace at the same time, each having their own unique priorities and expectations 

(Kpmg, 2017). Millennials have specific career related expectations that influence what they 

expect and desire from their employers, causing a shift in recruitment and retention 

communication strategies for employers (PwC, 2011). Below are several prominent 

Millennial needs in work: 

- Leadership: Leaders and management of the business are a prominent consideration to 

Millennials. According to Bogosian (2017) this generation wants visionary leaders and 
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transparency is essential for them. They want clear expectations for their job responsibilities, 

duties, and how their performance is evaluated. Sujansky and Ferri-Reed (2009)  agree that 

Millennials look for companies that truly take an interest in their employees; companies 

whose leaders inspire and challenge them to grow, who create ways for them to use their 

talents and skills. Based on this literature, it is evident that millennials today need a clear 

idea of how they can grow, making professional development a huge priority to them. 

- Professional Development: According to Gallup (2016) Millennials want a work 

environment that offers challenges and developmental opportunities. The overwhelming 

majority of millennials also want lifelong learning and are willing to spend their own time and 

money on further training. Almost two-thirds say the opportunity to learn new skills is a top 

factor when considering a new job Manpower Group (2015).  

- Evaluation, Feedback and Coaching: Sreejith, (2015) states this generation is in need of 

constant evaluation and recognition, specifically once a month to help remain focused on 

what is needed to achieve short term goals. Sharma (2012) also agrees  that they are 

continuously looking for feedback and advice from their superiors – probably due to their 

strong ties to and constant feedback from their parents. Martin (2005) adds that they also 

work well in teams and believe they can learn a lot from team members. He also explains 

that this generation is ready to adapt to new people, places and circumstances. According to 

Brack and Kelly (2012), Millennials want coaching from their employers and clear measures 

for assessment of their work performance. It is also agreed that  they demand a lot of 

direction in the workplace and mentoring from supervisors (Martin and Ottemann, 2015). 

Aruna and Anitha, (2015) reinforce Millennials' needs for professional development as 

generation Y employees often leave their role in the workplace if they feel their progression 

has stalled.  

-Meaningfulness and Purpose: Scroggins (2008) shares meaningfulness, or perceived 

function and purpose in assignments, has increasingly become more important to 

employees, and a recent study concludes that it is critical to engagement and turnover. In 

other words, Millennials seek to value the meaning behind their efforts in the workplace. 

Other requirements of millennials include work-life balance, flexibility, core values that are in 

line with their own (Smith and Turner, 2015). Brack and Kelly (2012) agree millennials look 

for substantial pay, a sense of achievement and a meaningful work experience when 

considering employment opportunities.  
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Each of these authors shine light on the porfessional needs of Millennials. They each 

contirbute to meeting one of the objectives of this research in distinguishing the shortfalls 

employers make resulting in low retention of Millennials. 

Solutions 

KPMG’s 2017 report makes several suggestions to satisfy Millennial employees. They first 

suggest prioritising the improvement of working conditions that enhance creativity and 

morale. They propose better efforts be made  to make work life a more enjoyable 

experience. In doing this, businesses should host more off-site team events or give them the 

power to choose to work on the projects of interest. Another recommendation is to adopt a 

transparent communication policy by hosting a weekly drop-in session with the leadership 

team, where even the most junior staff can pose questions to executives. The final 

suggestion is to formally prioritise work-life balance. As millennials often have active social 

schedules, they will truly appreciate clocking off once work has been completed for the day, 

or working from home to sneak in that cheeky yoga class between meetings.  

In summary, the main work related priorities of this generation are professional development 

opportunities that lead to a sense of progression and fulfilment. Many of these needs are 

influenced by management within the organisation. Other needs of millennials include 

substantial pay, meaningful work, flexibility and work-life balance. These needs are 

influenced by extrinsic factors such as the labour market, culture and over all values of the 

organisation. This literature meets the research objective of understanding the needs of 

Millennials that can optimise the retention of this generation.  

 

1.4	LITERATURE	THEME	THREE: EMPLOYEE	PROFESSIONAL	DEVELOPMENT	
OPPORTUNITIES  

After exploring the first theme or the problem of low employee retention and the second 

theme of Millennials, otherwise known as the drivers of the issue, it would also be beneficial 

to focus on employee development as the third theme. The recommendations of best 

practices of retaining Millennials can be made by analysing the gap of professional 

development efforts in organisations. Common development initiatives that are made by 

organisations include performance appraisals, feedback and coaching. These are typical 

performance management procedures carried out by the line manager.  
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Employee Development 

There are many definitions of employee development. Jacobs et al (2003) define employee 

development as an integrated set of planned programs, provided over a period of time, to 

help assure that all individuals have the competence necessary to perform to their fullest 

potential in support of the organization’s goals.  

There are many advantages to employee development. Awasthi et al (2016) explain 

employee development can boost organizational professional and personal growth assisting 

in the development of strategic leadership, effective work culture, responsible job 

performance, effective interpersonal relationship and communication, cordial and workable, 

workplace relationships and also the peaceful and pleasurable personal, family and work 

life. In short it is advantageous to all areas of the business and therefore important to invest 

in. Torraco and Swanson (1995) agree that there is a widespread understanding that a 

positive relationship exists between employee development and organizational performance. 

If organizations offer an array of learning opportunities, employees are enabled to perform 

better within  their roles which, in turn, enables the organization as a whole to perform better 

as well. 

 

Training 

Training is defined as a planned learning experience designed to bring about permanent 

change in an individual's knowledge, attitudes, or skills (Campbell, Dunnette, Lawler, & 

Weick, 1970). Training could have a potential link with the problem of high millennial 

employee turnover. While training is evidently beneficial to businesses, according to a 

survey carried out by Accenture (2013), only 52 percent of workers employed by the 

companies surveyed receive formal training. According to Maršíkova and Šlaichová (2015) 

Employee training is a fundamental HR activity. Having well-trained employees with 

sufficient knowledge and skills gives companies a higher value of their intellectual capital 

and in return employees feel more fulfilled in knowing they are doing their job to the best of 

their capabilities. According to Steers and Porter (1975) the work environment is seen as an 

influence on the employees training experience. A positive and uplifting work environment 

will boost motivation and the learning environment in which new employees are absorbing 

new information.  
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The Line Manager 

The line manager supports and facilitates the growth of employee development. Armstrong 

and Baron (2003) define a line manager as someone who communicates effectively and 

provides constructive feedback to staff as a coach or mentor.  PWC (2015) say only 22 

percent of managers intend to improve their coaching and feedback in the next 12 months. 

According to Harvard Business Review (2015), millennial’s number one source of 

development is their manager, but only 46% agreed that their managers delivered on their 

expectations for feedback.  

 

Suggestions for Effective Management 

Harvard Business Review (2015) reveals the four best traits for an inspiring leader are 

providing a vision, enhancing relationships, driving results and serving as a principled role 

model. Furthermore, millennials seek a manager who is approachable and a role model 

whom they can emulate (Harvard Business Review, 2015). Flowers et al (2010) explain a 

manager should make a conscious effort to be a visible resource to his or her subordinates. 

Nolan (2015) reveals if the management style of direct supervisors is not conducive with the 

way Millennial employees work, and if support is lacking in this area, this source of 

dissatisfaction can be detrimental to an organization. In summary the manager and their 

employees work hand-in-hand to not only perform and provide results for the business but to 

also progress the employees within the business. These insights bring us closer to meeting 

the goal of this research in revealing the preferences of Millennials regarding management 

styles. 

 

Performance Management  

Performance management can affect professional growth, employee satisfaction and 

ultimately employee turnover and retention. Armstrong (2014) defines performance 

management as the continuous process of enhancing performance by setting individual and 

team goals which are aligned to the strategic goals of the organisation; planning 

performance to achieve the goals; reviewing and assessing progress, and developing the 

knowledge, skills and abilities of people. On the other hand, Deloitte’s (2014) survey reveals 

only 8 percent of companies report that their performance management process drives high 

levels of value, while 58 percent said it is not an effective use of time. Deloitte (2014) found 

70 percent of their survey respondents stated that they are either “currently evaluating” or 
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have recently “reviewed and updated” their performance management systems. This is a 

very high figure, demonstrating a need for revised performance management systems. 

Deloitte's 2017 Millennial Survey which revealed that 2017’s overarching theme was the 

‘apprehensive millennial’, with research highlighting an uncertainty about the future and an 

increased desire for stability, also added that the redesign of performance management 

accelerated with 79 percent of executives rating it a high priority, up from 71 percent three 

years prior, with 38 percent considering it a very important problem. They continue to explain 

that 90 percent of companies that have redesigned performance management see direct 

improvements in engagement, 96 percent say the processes are more simple, and 83 

percent say they see the quality of communication between employees and managers is 

improving. 

 

The Traditional Performance Appraisal 

Performance appraisals is one popular method of performance management. De Nisi and 

Pritchard, (2006) define it as a way of examining the level of performance of their 

employees. This process usually involves measuring employees’ performance and providing 

them with feedback regarding the level and quality of their performance. According to 

Deloitte, (2014) Traditional performance management such as the annual appraisal or the 

annual process of rating employees which involves ranking them against their colleagues is 

widely considered to be broken and outdated. Deloitte (2014)  further explains that grading 

systems have resulted in demoralizing employees as it has created animosity, and spurred 

good people to look elsewhere for work. 

Daley (1992) highlights the benefits of performance appraisals as it is an important 

management tool for measuring employee job performance, clarifying personnel decisions 

such as promotion, demotion, or retention, as well as helping develop employee capacity 

through providing feedback or training. Naeem and Khan, (2017) adds it ensures employee 

performance is contributing to the business goals of an organisation. It shines light on the 

efforts of employees and therefore enables management to reward those for their hard 

work.  Arthur, (2008) also reveals it  allows employees to express their views and concerns 

about issues related to work.  

While the traditional performance appraisals has its benefits, PWC (2015) suggests moving 

to continuous feedback. This would remove the complex, time-consuming annual 

performance management processes that managers are reluctant to have and employees 

do not like either. It can inhibit a meaningful conversation on personal development and 



	 32	

career progress from happening. They also suggest avoiding year-end appraisal against 

fixed goals, and instead aiming for a forward-looking approach with dynamic, agile goal 

setting and regular conversations on development and performance. Lastly removing 

individual year-end performance ratings, in any case forced distribution rankings and instead 

allowing the performance discussion to become a meaningful conversation on personal 

development and career progress. 

 

Feedback 

Providing feedback is another form of performance management. Armstrong (2018) defines 

feedback as the provision of information to people in relation to their performance involving 

results, events, critical incidents, and significant behaviours.  

There are multiple positive outcomes of implementing feedback in the workplace. Armstrong 

(2018,) highlights feedback reinforces effective behaviour and indicates where and how 

behaviour needs to change. Kampkuiper (2015) agrees that employees require this 

information, as working towards a goal can be very challenging without feedback and 

understanding where they stand. Salas and Rosen (2010) also add that individuals can gain 

understanding of the causes of their effective or ineffective performance, and adjust 

processes to achieve higher levels of performance. Despite this strong agreement of how 

beneficial feedback is, a substantial 70 percent of the surveyed organisations from a survey 

carried out by PWC (2015) see line managers not prioritising performance management 

conversations and feedback. 

Ways to Implement Feedback Effectively 

PwC (2011) suggests giving Millennials frequent feedback. Unlike the past, where people 

received annual reviews, millennials want to know how they’re doing much more regularly. 

KPMG (2017) suggests making 360 feedback the norm so that millennials not only receive 

honest feedback on a regular basis but are also empowered to share their feedback too. 

Giving honest  feedback in real time is the suggested way to do this, while highlighting 

positive contributions or improvements on key competencies. In agreement with PWC, 

Ashford et al (2003)  explains, employees are proactively seeking feedback during casual 

day-to-day interactions at work	rather	than	requiring	an	annual	formal	appraisal.	Sadler (1989) 

adds that feedback needs to be specifically task related, therefore filling a gap between what 

is understood and what is aimed to be understood. To be effective, feedback needs to be 

clear, purposeful and meaningful. Lastly,  Deloitte (2014) suggests boosting the skills of 
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managers in order to enable them to have productive but casual conversations about 

performance that will drive improvement rather than drive employees to look outside the 

organization. 

 

Coaching 

Coaching is yet another form of performance management. Whitmore, (2009) refers to 

coaching as focusing on a person’s potential to maximize their own performance. It is 

defined by Armstrong (2018) as a personal way of helping people to develop their skills and 

levels of competence. It is assisting them to learn rather than teaching them. Nelson (2000) 

explains 90% of managers day to day concerns employee coaching. 

 A survey by PwC (2011) revealed the most valued opportunity in the workplace for 

Millennials was the chance to work with strong coaches and mentors. This is due to the fact 

that they look up to senior management and relish the opportunity to engage, interact and 

learn from them.  

Introducing coaching to the workplace can be very beneficial to the workplace. Whitmore 

(2009) reveals the benefits of coaching include enhanced personal and organizational 

performance, improved work–life balance, enhanced motivation, more frequent self-

reflection, optimized decision making and improved change management. 

 

Ways to Implement Coaching Effectively 

There are many suggestions as to how to implement coaching in the workplace. Mentoring 

programmes can be particularly effective and also help to relieve tensions between 

generations (PwC,2011).  PwC (2011) suggests building a mentoring programme alongside 

other learning and education for Millennials. They also suggest allocating projects to talented 

millennials which fall outside their day job, letting them connect, collaborate, build their 

networks and most of all innovate. Deloitte, (2017) suggests to managers to be a coach first, 

manager second. They suggest carrying out ongoing consultations to introduce a real-time 

feedback loop used for Millennials to self-correct. Managers should be willing to grant 

millennials this informal access as it provides this young generation with valuable 

perspective. 
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The analysis of each of these typical performance management techniques highlights what 

is most beneficial to employees that can in turn improve retention. This exploration therefore 

meets the research goal of revealing what is sought from Millennials that can enhance their 

professional development. 

 

Irish Financial Sector 

Allied Irish Bank 

Allied Irish Bank is one of Ireland’s major retail banks serving personal, business and 

corporate customers. We offer a range of banking products and services such as 

mortgages, savings and business banking. As a business, AIB values career development, 

diversity and inclusion, family life, culture and values. 

 

Employees 

Allied Irish Bank employs 9520 employees across Ireland. They offer attractive benefits that 

support the physical and mental wellbeing of their employees. In their headquarters they 

serve healthy food in our restaurant, run exercises classes onsite and keep you active with 

pursuits such as rugby, soccer, hillwalking, cricket. Employees can access a great pension 

scheme, maternity and paternity leave, tax saver schemes, and discounts on home, car and 

travel insurance. AIB offers an Employee Assistance Programme that gives employees and 

their families free, confidential counselling in times of need. 

 

Meaningful work 

According to AIB (2019) with over 2.8 million customers, AIB holds a distinctive role and 

responsibility in society, with a unique opportunity to make both a meaningful and positive 

impact in an increasingly challenging and complex world. They are committed to backing 

sustainable communities and making a positive contribution to society. They are actively 

looking at the opportunities within our economy and society where we can support the 

adoption of low-carbon solutions. They have already reduced their carbon footprint by 20% 

since 2014  and are on track with commitments to the Low Carbon Pledge to reduce carbon 

emissions by 50% by 2030. In addition they Established a €5 billion Climate Action Fund. 
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Work Culture 

According to AIB (2019), they  achieved 45% female representation at the Executive 

Committee in 2019, as well as 42% at Board and 42% at management level. They received  

64th percentile employee engagement  according to (Gallup database). They also launched 

a Multi-year Culture Evolution Programme. The Parental Leave Policy  was enhanced by 

increasing both paid and unpaid leave. They also introduced 100 Wellbeing advocates 

across the business. 

 

1.5	LITERATURE	CONCLUSION  

In summary, this literature review explores the themes of employee retention, the millennial 

generation and employee development. The critical analysis of each variable in this research 

has met the set objectives of this research. The exploration from theme to theme clarifies the 

problem of low retention of millennials and its sources and the potential solutions. This cross 

comparison of literature paints a full picture of this generation in the workplace as well as 

their professional requirements alongside their development needs. It also uncovers a clear 

scenario of the social and economic factors that may influence millennial employees' 

professional decisions. By exploring the different professional development opportunities 

offered to them, the shortfalls in development opportunities within businesses have been 

revealed. This can allow for a list of recommendations to be made to improve employee 

satisfaction, motivation and fulfilment that will ultimately result in improved retention of 

millennials as well as lower employee turnover.  
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CHAPTER	THREE	

METHODOLOGY 
 

2.1	METHODOLOGY	INTRODUCTION  

Saunders et al. (2009) define research as “a process in which people undertake in order to 

find things out in a systematic way, thereby increasing their knowledge”. Research 

methodology is described by Zefeiti and Mohammad (2015) as the procedure for gathering 

data. With the research objectives in mind, a method of collecting data will be thoroughly 

considered in order to collect precise and realistic results. 

This section reveals the methods used in the collection of data for the purpose of this study. 

Extensive research will be conducted in discovering if professional development 

opportunities affect Millennial employee turnover. This study’s motive is to reveal if there is 

an evident problem of Millennial employee turnover within the financial sector and the 

reasons behind the problem, and therefore revelation of solutions that can improve Millennial 

employee retention. The findings from this study will be effective and pivotal as it will come 

from a wide variety of deeply subjective perspectives. 

CHOSEN	RESEARCH	PROCESS  

Quantitative research will be conducted in this study and the data collection instrument 

chosen will be electronic questionnaires. According to Sekaran and Bougie (2010) a 

questionnaire is a preformulated written set of questions to which respondents record their 

answers, usually within rather closely defined alternatives.  

 

BENEFITS	OF	QUANTITATIVE	RESEARCH  

There are multiple advantages to electing quantitative research. Zeifeiti and Mohammad 

(2015) explain, quantitative methods are frequently used in this research to investigate the 

relationship between transformational leadership behaviours, organizational commitment 

and work performance, therefore this study would be suitable for this form of research. 

Robson (2002)  states that quantitative research is appropriate in particular when the 

relationship between variables is measured, in this case, quantitative research will enable 

the author to measure the relationship between leadership, professional development 
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opportunities offered to Millennial employees and their turnover intention. Collis and Hussey 

(2014) reveal quantitative research has a strong analytical and prognostic power over other 

methods such as qualitative interviews or focus groups. Malhotra (2006) explains that 

quantitative research is advantageous as it gives the researcher more control over how the 

data is gathered and enables the data to be collected in a standardised way that is coherent 

and consistent. Especially in this climate, as the pandemic continues, this option is one that 

the author has the most control over, as COVID-19 measures are in constant change and 

the possibilities of an interview or focus group may diminish. In other words, quantitative 

research enables the author to logically and efficiently collect a large wide population sample 

at ease. In summary, it is believed that this choice of research method is suitably superior in 

order to successfully gather a large quantity of respondents' subjective perspectives through 

survey research data.  

In ensuring the research is carried out logically and cohesively the author will follow the 

research “onion” model by Saunders, Lewis and Thornhill (2018).	This six-layer model allows 

the researcher to follow the instructed process layer by layer. These layers begin with the 

research philosophies along with the research approaches, research strategies, research 

choices, research time horizons and finishing up with the inner layer that involves the 

research data collection and data analysis. With the recommendation of Zafeiti and 

Mohammad (2015), the author will pursue each of these steps attentively. Each of these 

considerations will be discussed in the following sections. 
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Figure	1:	Saunders	et	al.	Research	Onion	(2012)	

 

 

 

RESEARCH	PHILOSOPHY  

This outer layer of the research onion will be the first point of focus and must be consciously 

examined as it is the first fundamental step when shaping a research strategy. Zafeiti and 

Mohammad (2015) define research philosophy as a belief or an idea about the collection, 

interpretation, and analysis of data collected. This step is crucial as Simpson (2009) reveals 

that this layer is adopted in the study to mirror the assumptions about the authors opinions 

and views and the manner in which the world is understood.  

According to Saunders et al. (2009) research philosophy is influenced by three philosophies, 

including Ontology, Epistemology, and Axiology. This study will therefore be influenced by 

these three philosophies. Each view of research philosophy also has different philosophies 

associated with it and the most prominent are positivism, realism, interpretivism, and 
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pragmatism, influencing the thoughts of  the researcher throughout the research process 

(Zafeiti and Mohammad, 2015). 

Richards, (2003) defines ontology as the assumptions we make about the kind and nature of 

reality and what exists. Axiology refers to the understanding of judgement about the values 

(Saunders et al., 2009). Epistemology refers to the assumptions we make about the nature 

of knowledge or how it is possible to find out about the world (Snape & Spencer, 2003). 

Realism is the appropriate approach for this study as employees' perspectives and the way 

in which they view professional development in work will affect their choices to remain loyal 

with their employer or leave for other opportunities elsewhere. According to Saunders et al., 

(2009) Realism claims that real structures exist independent of consciousness, but that 

knowledge is socially created, therefore our knowledge of reality is a result of social 

conditioning. In this study, population samples will demonstrate their subjective perspectives 

on employee turnover and what contributes to the problem. Their deeply subjective views 

will ensure a meaningful result.  

 

RESEARCH	APPROACH  

In this phase the study the author can either choose to follow a deductive or inductive 

approach. According to Saunders et al (2009) the deductive approach concentrates on using 

the literature to identify theories and ideas that the researcher will test with the use of data 

collected. On the other hand, the inductive approach involves collecting data and developing 

a theory based on the results of data analysis. In this research, the deductive approach will 

be followed, as the literature will be utilised to form theories that will be tested against the 

quantitative survey research. The objective is to establish a correlation between Millennial 

expectations and their turnover intentions. With this in mind, the survey delves into themes 

such as turnover, retention, engagement, motivation, extrinsic pressures, management 

behaviours, leadership and professional development opportunities.  

 

RESEARCH	STRATEGY  

The third stage of Saunders et al. research onion is research strategy. In this stage there are 

a number of approaches to choose from including experiment, case study, survey, action 

research, grounded theory, ethnography and archival research. The author has chosen to 

pursue a survey as the data collection instrument. There are many reasons to support this 
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choice. Firstly, the objective in this research is to gather a large sum of data from a wide 

variety of respondents within Allied Irish Bank, therefore survey research is suitable to 

facilitate this objective. Secondly, Zafeiti and Mohammad (2015) state that survey strategy is 

typically associated with the deductive approach. Thirdly Malhotra (2006) reveals that a 

questionnaire enables quantitative data to be collected in a standardized way so that the 

data are internally consistent and coherent for analysis. Lastly, Zafeiti and Mohammad 

further explain this strategy is also a popular and a common strategy  of choice in business 

and management research.  and is most frequently used to answer who, what, where, how 

much and how many, therefore is a practical choice in retrieving thorough primary data with 

a sensitive time frame. 

 

RESEARCH	CHOICES  

This layer offers the author a choice of mono-method, mixed-methods and multi-methods in  

quantitative research. It has been decided that the primary research will be survey-based to 

a target of a one large population size therefore, it would be efficient and logical to elect a 

mono-method. This method will enable the author to collect the desired amount of 

respondents that represented the demographic appropriately, as well as eliminating the 

chance of bias that could potentially come from an interview of a focus group. A large sum of 

quantitative survey research would therefore be as effective if not, more efficiently and 

accurately done than a mixed method of surveys and interviews. 

 

RESEARCH	TIME	HORIZONS  

Time Horizons is the next layer of the research onion to consider. This is a crucial factor to 

consider in order to carry out research efficiently in a highly economic way. As this study is 

time sensitive, some hurdles were evaluated including the busy summer period of 

employees on annual leave and the ongoing pandemic that may affect the availability of 

respondents. With this in mind, a cross-sectional method of research would be the most 

time-effective choice, rather than longitudinal that would take place over several points of 

time. Time efficiency was contemplated throughout each and every decision made of this 

research. The decision to carry out quantitative survey research enabled optimal efficiency, 

in that many variables can be measured without substantially increasing the time. The 

decision to follow a mono-method in pursuing quantitative research, meant that time spent in 

interviewing respondents as well as distributing surveys was eliminated, while still 
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successfully managing to gather a large amount of data from a sizable population efficiently 

and economically. 

 

2.2	PARTICIPANTS	 

 

TARGET	POPULATION  

According to Zeifeiti and Mohammad (2015) Population is defined as the complete number 

of components, organizations, individuals, or items that are chosen to be measured as the 

sample of the study.  The target population will include a mixture of staff from Allied Irish 

Bank between 23 and 39. The data collection instrument included  fifty-question surveys, 

with each question specifically relating to the literature. Roughly 80-120 surveys will be 

completed randomly by male, female or other Millennial staff in the Sandyford, Stillorgan, 

Rathgar, Dun Laoghaire, Cornelscourt and Dundrum branches of Allied Irish Bank. The 

survey will be carried out to provide a large scale of opinions of employees of a broad variety 

of gender, ages and roles within the financial sector. This will guarantee that an accurate 

population sample is tested. The respondents in Allied Irish Bank will be approached by a 

senior member of the mortgages department staff through email and in person through a 

kiosk device during lunch breaks. The survey will be distributed both electronically through 

Survey Monkey via email, text, social media and through a kiosk device in person. 

 

SAMPLING	DESIGN	PROCESS  

According to Saunders et al. (2009) the sampling design process is a fundamental step in 

the research process and affects the reliability of the outcomes. How well a sample is 

represented depends on the sample frame, size and specific design of selection procedures 

(Fowler,2009). 

Miles and Huberman, (1994) explain that researchers are urged to consider choosing a 

sample to study and then generalize the results to the whole population  as the researchers 

will inevitably face difficulties in seeking to study everyone, in all places, doing all things. 

Saunders et al. (2009) reveal that there are two types of sampling, probability and non-

probability.  
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Probability sampling is the most logical type for this study. Taherboost (2017) explains that 

probability sampling guarantees that every item in the population has an equal chance of 

being included in the sample. Probability sampling is the most effective method in avoiding 

bias but may represent the most costly sample in terms of time and energy for a given level 

of sampling error (Brown, 1947).  For these reasons probability sampling is an appropriate 

choice in avoiding bias and ensuring accurate research will be carried out. 

 There are different strands of methods within probability sampling including, Simple 

random, Stratified random, Cluster sampling, Systematic sampling and Multi stage sampling. 

Cluster sampling is considered to be the most suitable as it can allow for a broad sample to 

be taken across the different AIB branches in Dublin. Wilson, (2010) refers to Cluster 

sampling as a method where the whole population is divided into clusters or groups. 

Subsequently, a random sample is taken from these clusters, all of which are used in the 

final sample. 
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Figure	2:	Saunders	et	al	(2013) 

SAMPLE	SIZE  

The target sample size will be 120 with a minimum expectation of 80. This will be done 

through the distribution of electronic surveys. The electronic surveys will be sent through 

email, text, social media and in person through a kiosk device.  
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LIMITATIONS  

The insufficiency of time may be a challenge in this research as this study is taking place in 

the busy summer months as people are on their annual leave.  In preparation for this, a time 

plan has been made that will be followed over a twelve-week period. This will circumvent 

time constraints. 

 Another potential limitation is an unvaried population sample. In guaranteeing this does not 

limit the research, it will be made sure that participants of different departments, age groups 

and genders will be asked  to take the survey.  

It may also be a challenge to translate the information needed into questions in the surveys. 

The questionnaire questions are consciously designed so that they are in line with the 

research goals in order to avoid this issue. 

As advised by Malhotra (2006), the refusal of respondents to answer questionnaires is 

common. The author is aware that the refusal to take part in the questionnaire is a possibility 

in this research. The questions were revised and consciously considered in making sure that 

they do not require sensitive and time-consuming data. Especially in respect to sensitive 

information, the respondent might be anxious to share information about their professional 

life for fear that issues might arise with their employer. 

 

2.3	MATERIALS/	APPARATUS  

 

2.3.1	QUESTIONNAIRE	DESIGN  

The design of the questionnaire is broken into five sections. The first section requires the 

respondents basic information such as their occupation and their age. The requirement of 

their name was purposely left out, making it anonymous so that respondents would not hold 

back from revealing their true opinions for fear of their personal opinions being leaked to 

senior management. The second section follows the theme of employee turnover. The third 

section follows the theme of engagement and motivation. The following section revolves 

around the theme of retention. The fourth section involves management and employee 

relations and the final section follows professional development opportunities as a theme.  

The structure of the questions in the survey are both structured and unstructured. The 

survey questions are predominantly structured including a specific set of responses as well 
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as their format, such as multiple-choices, or a scale. This was carefully selected as 

structured questions are regarded as easier for the respondents to complete (Malhotra, 

2006). Otherwise there are some unstructured or open-ended questions to allow for the 

respondents to add their personal opinions without the limit of a set response. 

Questionnaires should also be designed with the target respondents in mind, taking 

intoaccount their educational level and experience (Malhotra, 2006).Therefore the author set 

out to have an engaging, eye catching and technically user friendly design for this young 

demographic. Another objective when designing the survey was ensuring the language used 

and the context of the questions are all familiar to the respondents.  

Avoiding errors in the survey is an important factor in the design process. In doing so, 

recommendations of Check and Schutt (2012) were followed. In avoiding errors, the author 

will avoid  lengthy wording, a lengthy questionnaire, a lack of specificity, vague language, 

using double negatives, using jargon and including leading questions in the questionnaire. 

Malhotra (2006) also reveals the design of the survey is of great importance in eliminating 

the occurrence of a respondent unwilling to answer a question. In some cases the 

respondent may feel there's simply too much effort involved, or that the information 

requested is too sensitive. Questions that require less effort from the respondents will be 

more likely to be successfully completed. In avoiding the occurrence that the question 

requires information that is too sensitive to the respondent, sensitive topics including  

money, family life, political and religious beliefs, and involvement in accidents or crimes will 

be eliminated. 

When designing the questions of the survey the author reflected on how the data will be 

used and if the data directly addresses the research problem (Malhotra, 2006). It was also 

considered that  the respondents may not always have the capacity to answer the questions 

in the survey. In reducing the number of uninformed responses without reducing overall 

response rate, “unsure” will be included as a response option for a few of the more 

complicated questions in the survey. 

In ensuring that the design of the questionnaire is logical, effective and user friendly a 

questionnaire design checklist by Malhotra (2006) was followed. The checklist outlines that 

the information that is needed is obtained, the question content is appropriate, overcoming 

the unwillingness of respondents to answer the questions, choosing a logical question 

structure, choosing appropriate question wording, determining the question order and 

pretesting the questionnaire. 
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Malhotra's 2006 Questionnaire Design Process: 

1.Information Needed 
 

The information needed to construct the questionnaire was retrieved from the 

research objectives in the introduction of the dissertation. This sets a clear 

and concise list of valuable and informative questions that will provide 

significant data to support solutions to the problem of low retention of 

Millennial staff. 

 

 2.Type of Interview Method 

 

The type of interviewing method is quantitative through the distribution of 

surveys to Millennial staff or staff between the ages of 23 and 39 across 

several AIB branches in South County Dublin. The surveys will be created on 

Survey Monkey, an online survey platform. This will facilitate the large 

population logically and efficiently. 

3. Content of Individual Questions The process of designing the individual questions in the survey was an 

ongoing project as many drafts were made to maximise the effectiveness of 

the data generated from the respondents. Each question was carefully 

constructed to optimize the best potential responses from the respondents 

4. Design to Overcome the Respondents 

Inability and Unwillingness to Answer 

 

The inability and unwillingness of the respondents to answer is a likely issue 

to appear in the research. The content was again carefully considered in 

avoiding the potential unwillingness to complete them due to lengthy 

questions or overly sensitive themes. The objectives of the questionnaire 

design was to create concise, well worded, multiple answer optioned 

questions to create an effortless and simple survey experience for the 

respondents, therefore eliminating the possibility of this potential issue 

5. Decide on Question Structure 
 

The structure of the questions were grouped thematically that follows the 

literature review themes logically. This allows for the respondents to 

experience an orderly questionnaire that is simple and easy to follow. 

  

 

6. Determine Question Wording 

 

 

The wording of the questions was thoroughly examined as several drafts of 

the questions were constructed. Pre-testing was then conducted to adjust any 

questions that did not read smoothly. 

 

7. Arrange Questions in Right Order 

  The arrangement of the questions began in order that mirrored the order of 

the literature review. During the pre-testing process several questions were 

re-ordered to boost the fluidity and flow of the survey to enhance the 
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respondents experience. 

8. Identify Form and Layout 

  

 

The form and layout was created on the survey platform, Survey Monkey. 

Both form and layout were assembled effectively at ease through this 

platform. The objective was to have an eye catching, sleek and user-friendly 

layout that will make it more likely that respondents will give their answers. A 

simple blue and white colour scheme was used to ensure that the aesthetics 

did not distract the respondents from the content of the questions. 

9. Reproduce the Questionnaire 

  

 

Initially the questions were meticulously assembled and re-edited several 

times on word document after reflecting on the logic, purpose and flow. Then 

the questionnaire was reproduced on Survey Monkey where the aesthetics 

were worked on to create a sleek and polished surve 

10. Eliminate Bugs and Pre-testing 

 

 

Pre-testing was a fundamental step in this process. Check and Schutt (2012) 

suggest gathering a panel of colleagues or friends to test the survey in order 

to eliminate errors. This was done with a close group of family members, 

friends and colleagues of a range of different ages within the Millennial 

criteria. Instructions, wording, layout, form, structure, order and the aesthetics 

were closely examined. 
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Figure	3:	Malhotra's	Questionnaire	Design	(2010) 

 

 

 

2.4	PROCEDURE  

The procedure used in this research involved the collection of data through a survey 

software called Survey Monkey. 110 surveys were completed through Survey Monkey. This 

software was convenient and instrumental in gathering such a large quantity and wide range 

of employees from Allied Irish Bank. It allowed for the surveys to be distributed through 

several modes of communication such as email, text, Facebook, WhatsApp and through 

Kiosk mode. These broad variety of platforms made the research procedure process 

efficient, error-free and smooth-running. It allowed for 110 surveys to be completed in 7 

working days. After the distribution and completion of the surveys, the software presented 

the data to make it straightforward for the author to analyse the results. 
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2.5	ETHICS  

 

Ethics is defined as a body of standards for conduct that aid a researcher in distinguishing 

between suitable and intolerable behaviour (Saunders, Lewis and Thornhill, 2012). Following 

ethical research is of great importance as misconduct such as fabrication, falsification, and 

plagiarism can have a tremendously negative impact on research (Resnik, 2007). Research 

ethics can also be likely to sensitize people to the various ethical concerns, and improve 

ethical judgment and decision making.	Research carried out ethically could also be useful in 

helping to prevent deviations from norms even if it does not prevent misconduct (Resnik, 

2007).The author will therefore complete the data collection process in an ethical fashion by 

following ethical guidelines correctly. 

In respect to Saunders et al (2009) suggestions, the author will keep in mind the following 

issues that could arise during the research. In a nutshell the author will be mindful of the 

privacy of those individuals who agree to participate, the right of the participants to leave the 

study if they wish, confidentiality of sensitive information of participants and ensuring that 

individuals are not harmed or embarrassed during the process of this study. 

The methods of data collection will adhere to the European Union GDPR regulations.  

Participants will be requested to read information and guidelines acknowledging their rights 

as respondents and at that point will be given the option to opt out of the survey if they do 

not wish to continue participating in the survey. They will not be able to start the 

questionnaire without doing this. This will ensure that all participants understand all the 

terms involved in the study.  

The author wishes to avoid intimidating, pressuring or endangering the participants.     

Participants will be treated with the utmost respect by ensuring their information and 

opinions confidential. Participants will remain anonymous throughout this study. The author 

will inform all participants of how, where and for how long their data will be stored. The 

author will be responsible for any data that is collected throughout the process of this 

research. When carrying out this research, sensitivity when gathering the opinions of the 

individuals throughout the data collection process will be greatly considered. Clarity and 

transparency throughout this process will be implemented. 
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2.6	DATA	ANALYSIS  

Throughout the data analysis process it is beneficial to use tools to assist in comprehending 

the data. As part of Survey Monkey, the data was analysed and presented through their 

SSPS tool. According to Felix (2017) SPSS is a commercially distributed software suite for 

data management and statistical analysis and the name of the company originally 

developing and distributing the program. After the data was collected on Survey Monkey, the 

data was presented in graphs and charts to enable the author to digest and comprehend the 

results of the primary study. This would then enable the author to meta-analyse and cross-

compare the primary research results with the literature. 

 

 

2.7	RELIABILITY	AND	VALIDITY  

It is crucial to measure the reliability and validity of this research as it is a precedent of future 

research to come. Reliability is a way of assessing the quality of the measurement 

procedure used to collect data in a dissertation (Bartholomew, 2002). Research validity in 

surveys relates to the extent at which the survey measures right elements that need to be 

measured (Dudovskiy, 2016). 

In completing the dissertation reliably and validly, it was important to collect both primary 

and secondary data from valid and reliable sources. In order to do so, a generous amount of 

time was allocated to this part of the research. A pilot study was also carried out by several 

personal contacts to examine any errors or anomalies in the questionnaires. It was also 

prioritized to analyse the data accurately in order to provide reliable data for this study. This 

ensured that the research objectives were met accurately. 
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CHAPTER	FOUR	

FINDINGS 
 

As stated in chapter one, the objectives in this study was to uncover if professional 

development opportunities affect Millennial turnover, using the methodological approach 

discussed in the previous chapter. This chapter presents the results gathered from the 

primary data collected through the data collection instrument or the surveys. This step is 

crucial in coming closer to a solution. This chapter contains 8 key sections. Section one is 

the introduction outlining the data collection process. Section two provides a description of 

the demographic characteristics of the respondents, while sections three, four, and five, six, 

seven and eight themes present the results based on the themes being examined. 

The objective was to gather if turnover is an issue within AIB and what are the contributing 

factors to that problem, with a focus on professional development opportunities offered to 

Millennials. In other words, is there a link between the professional development 

opportunities within AIB and the ongoing turnover of Millennials, or do other factors have a 

part to play that contribute to the problem. 

 

3.1  DEMOGRAPHIC	OF	RESPONDENTS	 

 In addressing the research question, a survey of 51 questions was completed by 110 

employees in five Allied Irish Bank branches across South Dublin. The study includes a 

sample of 110 respondents out of a target of 80-120 respondents, which was considered 

very successful in this research. Both age and occupation were recorded, as both variables 

are considered crucial in the recording of the demographic of the respondents. Firstly age 

was important in order to confirm that the respondents fit the Millennial criteria, as well as 

ensuring that there is a mix of ages in the demographic. Occupation was also included in 

ensuring there is a mix of respondents in different roles and levels of seniority of AIB. It was 

also interesting to see if any of the respondents were in management positions as this study 

focuses heavily on management styles and Millennials are getting to an age where they may 

have enough experience to be in management positions. The recording of the respondents 

gender was analysed, however this did not deem to be of great importance as this study's 

aim was not to make a comparison between genders. The recruited participants had a wide 

range of demographic characteristics, ranging from age and occupation within AIB as 

summarized below. 
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3.2	DESCRIPTIVE	ANALYSIS  

 

ROLES	OF	RESPONDENTS  

This research included a wide variety of the respondents of different roles within Allied Irish 

Bank. There were a range of Bank Officials, Financial Advisors, Customer Service Members. 

Mortgage Team Members, Sales Advisors, a Receptionist, Bank Managers  and a Data 

Analyst. The overwhelming majority of respondents were bank officials, totalling 65.7% of 

the respondents, following the Mortgage Team Members at 10.8%, then Sales Advisors at 

9.8%, Customer Service Team Members at 7.8%, Financial Advisors at 2% and Bank 

Managers at 2%.  

 

 

Figure	4:	Roles	of	Respondents 
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AGE	OF	RESPONDENTS	 

As this research’s aim is to study Millennials, subsequently age deemed important to include 

in the survey. The respondents therefore were required to provide their age in the 

introductory section of the survey. There was a broad range of respondents ages within that 

fit the Millennial demographic ranging from 23 to 38. Some respondents who did not fit the 

Millennial criteria took part but their data was inevitably removed. Those in the younger 

spectrum of this age group such as 23-30 year olds were the highest number of 

respondents, however there was also a generous sum of respondents aged at the higher 

end of the 30s too. 

 

 

 

 

 

Figure	5:	Age	of	Respondents 
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Results of the Findings 

 

3.3	EMPLOYEE	TURNOVER  

 

3.3.1 High employee turnover 

77.36% of the respondents believed that there was an evident issue of high employee 

turnover in their workplace, while 22.64% believed it was not an issue.  

 

 

 

 

 

 

Figure	6:	High	employee	turnover 
 
 
 

3.3.2 Effects of high employee turnover 

70% of the respondents believed they had to take on extra work due to an employee 

leaving, resulting in the disruption of goals and duties, while 29.25% of respondents did not. 

Another negative effect of high employee turnover is its impact on morale, motivation and 

productivity  and 79% of the respondents agreed with this, in contrast to the 20.56% of those 

who do not believe this. 
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Figure	7:Effects	of	high	employee	turnover	

	

	

 

Figure	8:	Effects	of	high	employee	turnover 
 
 
 

3.3.3 Positive effects of employee turnover 

54.21% of respondents believe that when employees leave their workplace, sometimes this 

can have positive influences on their workplace, as opposed to 45.79% who did not agree 

with this.  

53 out of those who agreed that some positive outcomes can come of employee turnover 

specified the positive outcomes. Some said the staff who are leaving, especially those who 

work on the floor with a negative attitude can generate a negative atmosphere and lower 

morale, and therefore being replaced by new employees can be positive. Some agreed that 

more senior positions can be freed up by employees leaving, giving them an opportunity to 

progress. On the other hand, one respondent said that the likelihood of getting a promotion 
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within the bank is low. Most respondents agreed that negative energy created by the 

employee who is leaving is replaced with positive and enthusiastic employees. They also 

said if an employee who is not well liked or is not regarded as a good team member leaves, 

people could be happier, less stressed, relieved and more productive in their absence. 

Another respondent said it can introduce fresh talent to the workplace. Another respondent 

said that staff that were not dedicated to the role and subsequently increasing the number of 

errors can be a positive outcome of employee turnover. 

 

 

Figure	9:	Positive	influences	of	employee	turnover 
 
 
 

3.3.4 Influence of Management on employee turnover 

64.76% of the respondents agreed that line managers behaviour has a strong influence on 

employee turnover, while 35.24% do not agree that managers behaviour has a strong 

influence on employee turnover.  
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Figure	10:		Influence	of	Management	on	employee	turnover	

	

3.4 MOTIVATION AND ENGAGEMENT  

3.4.1 Influence of working conditions on engagement 

86.79% of respondents agreed that working conditions influence their engagement in work, 

while 13.2% did not think it had an influence on engagement. 

 

Figure	11:	Influence	of	working	conditions	on	engagement	

3.4.2 Influence of work perks on motivation and engagement 

Then 87.85% agreed that work perks such as gyms, complimentary meals and canteens 

would assist in their motivation and engagement, while 12.15% disagreed.  

 

 

Figure	12:	Influence	of	work	perks	on	motivation	and	engagement 
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3.4.3 Influence of lack of engagement and motivation on employee turnover 

39.25% of respondents strongly agreed that people in their workplace leave due to lack of 

motivation and engagement, while 26.17% agreed, 22.43% somewhat agreed, 12.15% 

neither agreed or disagreed, and 0% somewhat  disagreed, disagreed or strongly disagreed.  

 

Figure	13:	Influence	of	lack	of	engagement	and	motivation	on	employee	turnover	

	

3.4.4 Management's efforts in keeping Millennials motivated 

The respondents were also asked if they agreed if their manager made efforts to keep them 

motivated and 44.86% agreed, 23.36% strongly agreed, 18.69% neither agreed or 

disagreed, 12.15% disagreed and .93% strongly disagreed.  
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Figure	14:	Management's	efforts	in	keeping	Millennials	motivated 

 3.4.5 Monetary rewards 

63% of respondents were given monetary rewards and 36.45% are not given monetary 

rewards. 46 of those who receive monetary rewards also specified whether or not it 

contributed to their motivation. The majority of the respondents said yes, monetary rewards 

do contribute to their motivation, with others adding that it pushes them to work harder and 

boosts positivity. Some respondents mentioned receiving gift vouchers for their work during 

the pandemic  and that it helped them remain motivated. Others mentioned receiving 

‘Appreciation Points’. Another respondent said that he/she only received a monetary reward 

once in the last two years. Five of the 46 respondents said the monetary rewards do not 

contribute to their motivation. 

 

Figure	15:	Monetary	rewards 
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3.4.6 Challenging work environments and motivation 

90.38% of respondents believe a challenging work environment motivates them and only 

9.62% negatively affects them. 

 

Figure	16:	Challenging	work	environments	and	motivation 
 

3.5	RETENTION  

 

3.5.1 Influences in enticing retention - suitable projects 

82.52% of respondents believed that being given projects that align with their personal 

values would entice them to stay with your employer, whereas 1.94% did not believe this 

and 15.53% was unsure. The author potentially could have worded this question better to 

get a lower percentage of unsure respondents.  

 

Figure	17:	Influences	in	enticing	retention-	suitable	projects 
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3.5.2 Influences in enticing retention - the encouragement to learn 

99.03% believed that being encouraged to learn new skills and progress would entice them 

to stay with their employer, while only .97% did not believe this.   

 

Figure	18:	Influences	in	enticing	retention	-	the	encouragement	to	learn 
 

3.5.3 The facilitation of Millennial needs 

A total of 100% respondents agreed that if their manager made an effort to facilitate their 

needs they would be more likely to stay with their employer. 

 

Figure	19:	The	facilitation	of	Millennial	needs 

3.5.4 Effects of extrinsic factors on professional choices 

After asking the respondents if extrinsic factors affect their professional choices, 79.61% 

said yes and 20.39% said no. The experience of increased involuntary turnover during the 

economic crisis may have transformed the traditional view of working in one organization 

due to lack of loyalty from organizations. 
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Figure	20:	Effects	of	extrinsic	factors	on	professional	choices 

 

3.5.5 Effects of 2008 Economic Crisis on Millennials 

Then after being asked if they agreed if the 2008 Economic Crisis influenced them to think 

that organisations are disloyal, 25.24% strongly agreed, 24.27% agreed, 23.3% somewhat 

agreed, 21.36% neither agreed or disagreed, 2.91% somewhat disagreed, 1.94% disagreed 

and .97% strongly disagreed.  

 

Figure	21:	Effects	of	2008	Economic	Crisis	on	Millennials 
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3.5.6 Millennials appreciation to be employed 

90.29% said they feel fortunate to have a job while 9.71% said they do not feel fortunate.  

 

Figure	22:	Millennials	appreciation	to	be	employed 
 

3.5.7 The influence of poor economic conditions on retention 

94.17% of respondents said that poor economic conditions would influence them to remain 

in a job, while only 5.83% said it would not. 

 

 

Figure	23:	The	influence	of	poor	economic	conditions	on	retention 
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3.6	PROFESSIONAL	DEVELOPMENT	OPPORTUNITIES	

 

3.6.1 The expectation to advance with current employers versus other employers 

47.57% expect to advance with their existing employer but 52.43% expect to advance with 

another employer.  

 

 

Figure	24:	The	expectation	to	advance	with	current	employers	versus	other	employers 
 
 
 
 

3.6.2 The consideration of professional opportunities with other employers 

64.08% often think about professional opportunities with another employer, 31.07% 

sometimes and 4.85% never think about this.  

 

Figure	25:	The	consideration	of	professional	opportunities	with	other	employers 

3.6.3 Learning new skills as a top factor when considering a new job 
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Then respondents were asked if the opportunity to learn new skills and progressing within 

the role a top factor when considering a new job. 78.64% said yes, 3.88% said no and 

17.48% said its somewhat important but not an essential factor.   

 

Figure	26:	Learning	new	skills	as	a	top	factor	when	considering	a	new	job 

3.6.4 Effects of working conditions on creativity, morale, productivity and motivation  

99.03% of respondents said yes, the improvement of working conditions would enhance 

creativity, morale, productivity and motivation in your workplace, while .97% said no.  

 

Figure	27:	Effects	of	working	conditions	on	creativity,	morale,	productivity	and	motivation 
 

3.6.5 The most important factors that influence satisfaction at work 

Respondents were asked to rate from 1-8 the most important factors that influence their 

satisfaction at work. The top three factors that influenced their satisfaction were pay, job 

security and recognition for the efforts. 
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Figure	28:	The	most	important	factors	that	influence	satisfaction	at	work 

3.6.6 Satisfaction with work-life balance 

69.90% said they are satisfied with the work life balance and flexibility at work, while 

30.10%  

said no. 

 

Figure	29:	Satisfaction	with	work-life	balance 

3.7	MANAGEMENT	AND	EMPLOYEE	RELATIONS  

 

3.7.1 The efforts of management in making work more enjoyable 

Respondents were asked if their manager makes efforts in making your day more enjoyable 

and 57.84% said yes while 42.16% said no. 41 out of those who said no specified if they 

thought this would improve their intentions to stay with their employer. The majority said yes, 

however others had a few opinions to point out. One respondent said it would help but it is 

an unrealistic goal as their manager is busy most of the time. Others pointed out that 
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listening more to staff, more one to one time, more interaction, increased pay, more 

flexibility, less micro-management could help their enjoyment at work. One respondent said 

the source of the issue of lack of enjoyment is not the line manager but the culture of the 

business. One respondent said that he/she is totally comfortable with their manager and is 

very nice and helpful. 

 

 

Figure	30:	The	efforts	of	management	in	making	work	more	enjoyable 

3.7.2 Millennial’s desired traits in a leader 

Respondents were asked to prioritize from 1-5 the traits that make a great leader. They 

rated an approachable leader to be the best trait. 

 

Figure	31:	Millennial’s	desired	traits	in	a	leader	
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3.7.3 Trust and support from management 

Respondents were asked if they agree that their manager trusts and supports them and 

32.35% strongly agree, 37.25% agree, 18.63% somewhat agree, 4.90% neither agree nor 

disagree, 2.94% somewhat agree, 2.96% disagree and 1.96% strongly disagree.  

 

Figure	32:	Trust	and	support	from	management 

3.7.4 Factors that boost trust and support from management 

Respondents were then asked what could be done to boost trust and support from their 

manager. One respondent said to give employees freedom to do their work without micro-

management. On this note, another suggested for managers to listen to employees more. 

Another said to be given more opportunities to prove their worth and abilities. One 

respondent suggested quick daily check in to check how they're doing and offering advice on 

their current tasks. Another suggested socialising more through weekly coffee mornings. 

Many other respondents also suggested weekly meetups to increase interaction, 

communication and personal check ins.  Another said to have active engagement regarding 

a career path, in doing so being recognised, given more trust and responsibility. On the 

other hand, one respondent suggests to stop regular check-ins to see how things are going 

if numbers are not delivered and instead to be trusted to simply get on with the job.  Many 

other respondents' suggestions were similar suggesting more recognition and feedback. 

Several respondents suggested for the manager to be more approachable. One respondent 

suggested more social events with the team. Another respondent said trust and support is a 

cultural issue within AIB as they are trusted to do a role but not supported if they make 

mistakes. 
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3.7.5 Clear expectations of job responsibilities, duties and how performance 

70.59% said they started in their role, they were given clear expectations of job 

responsibilities, duties and how performance is evaluated, while 29.41% said no they were 

not. 

 

Figure	33:	Clear	expectations	of	job	responsibilities,	duties	and	how	performance 

3.7.6 What Millennials seek from employers- talent recognition 

90% said they seek employers who create ways for them to use their talents and skills, while 

9.80% said no, they do not seek employers who do this. 

 

Figure	34:	What	Millennials	seek	from	employers-	talent	recognition 
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3.7.7 What Millennials seek from employers- frequent evaluation and encouragement 

76% said they seek frequent evaluation and encouragement about their performance and 

23.53% said no they do not seek this.  

 

Figure	35:	What	Millennials	seek	from	employers-	frequent	evaluation	and	encouragement 
 

3.7.8 Teamwork 

Then respondents were asked if they agreed that they can learn from team members and 

that they can boost satisfaction and development. 42.16% said they strongly agree, 40.20% 

said they agree, 16.67% said they somewhat agree, 0% said they neither agree nor 

disagree, .98% said they somewhat agree and 0% said they disagree and strongly 

disagree.  

 

Figure	36:	Teamwork	
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3.7.9 Millennials ability to adapt to new people, places and circumstances 

99.02% said they are ready to adapt to new people, places and circumstances and .98% 

said no these factors negatively affect them in work. 

 

 

Figure	37:	Millennials	ability	to	adapt	to	new	people,	places	and	circumstances	

	

3.8	PROFESSIONAL	DEVELOPMENT	OPPORTUNITIES  

 

3.8.1 What Millennials seek from employers- professional development opportunities  

Respondents were asked if employers that offer professional development opportunities, for 

example on the job training, are more appealing to them than employers who don't offer this. 

96.04% said yes and 3.96% said no. 

 

Figure	38:	What	Millennials	seek	from	employers-	professional	development	opportunities 
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3.8.2 What Millennials seek from employers- mentoring and coaching 

 Then they were asked if mentoring and coaching from supervisors is something you seek 

from their employer and 92.08% said yes while 7.92% said no.  

 

Figure	39:	What	Millennials	seek	from	employers-	mentoring	and	coaching 
 
 
 
 

3.8.3 Effect of progression opportunities stalling 

87.13% said that they would be more likely to leave their role of progression opportunities 

stalled while 12.87% said no, they would not be more likely to leave. 

 

Figure	40:	Effect	of	progression	opportunities	stalling	
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3.8.4 Millennials main source of development 

 Respondents were also asked if they agree that the main source of development is their 

manager and 21.78% strongly agreed, 31.868% agreed, 30.69% somewhat agreed, 7.92% 

neither agree nor disagreed, 3.96% somewhat disagreed, 2.97% disagreed and .99% 

strongly disagreed. 

 

Figure	41:	Millennials	main	source	of	development 

3.8.5 Managements delivery on Millennials expectations of support and feedback on 

performance 

 Then 79.21% of the respondents said yes, their manager delivers on their expectations of 

support and feedback on performance, while 20.79% said no they do not. 21 out of the 

respondents who opted no, specified what could be improved. Many noted communication 

could be improved. The vast majority of respondents suggested more development focused 

meetings. On this note, one respondent suggested clarity on career path and for managers 

to provide options of what we can be doing to progress as it feels like movement in roles 

comes down to the managers decision and employee so not really have a say where or if 

they move.  
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Figure	42:	Managements	delivery	on	Millennials	expectations	of	support	and	feedback	on	performance 
 
 
 
 
 

3.8.6 Millennials need for honest and genuine feedback 

92% of respondents rely on honest and genuine feedback during casual day to day 

interaction at work, while only 8% do not rely on this. 

 

Figure	43:	Millennials	need	for	honest	and	genuine	feedback	
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3.8.7 What is considered the best professional development opportunities 

Respondents were asked to rate from 1-6 the best professional development opportunities 

provided by employers. They rated the top professional development opportunity to be role 

rotations to gain experience. 

 

Figure	44:	What	is	considered	the	best	professional	development	opportunities 

3.8.8 Effect of introducing frequent and informal coaching and mentoring sessions on 

retention 

93% said frequent and informal coaching and mentoring sessions with management would 

improve the likelihood of staying with their employer, while 7% said no it would not.  

 

Figure	45:	Effect	of	introducing	frequent	and	informal	coaching	and	mentoring	sessions	on	retention	
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3.8.9 The traditional annual appraisal 

87% of respondents receive an annual appraisal, while 13% do not.  

 

Figure	46:	The	traditional	annual	appraisal 
 
 
 

3.8.10 Is the traditional annual appraisal beneficial? 

75 out of the respondents who receive an annual appraisal specified if they benefit from this 

and whether it is meaningful feedback. The majority agreed that it is beneficial and 

meaningful as it allows for the employee to be appreciated and developed however a lot of 

respondents also  made note that the feedback from this can be short, shallow, scripted, not 

frequent enough, not specific enough and not a true reflection of the employee. One 

respondent said they do not notice much change in performance after an appraisal however 

it is nice to get recognition during the appraisal. A small handful do not find the appraisal 

beneficial or meaningful, with no further comments. 

 

3.8.11 Other performance management reviews respondents receive 

Those who do not receive annual appraisals specified that some managers conduct regular 

one to one meetings with employees. A few respondents said they receive a monthly one-to 

-one meeting, however one noted it was not tailored or insightful and more focused on the 

work being done. Another respondent said he/she receives feedback weekly. Another 

mentioned receiving an interim meeting. One mentioned receiving regular feedback but it 

does not focus on career opportunities or progression and it feels like another chat at the 

end of the day. 
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3.8.12 The traditional annual appraisal versus consistent feedback sessions 

Lastly, 17.82% would prefer to receive an annual appraisal while 82.18% would prefer 

consistent feedback sessions. 

 

Figure	47:	The	traditional	annual	appraisal	versus	consistent	feedback	sessions 
 
 
 
 

 

 

 

 

 

 

 



	 78	

DISCUSSION 
 

4.1	EMPLOYEE	TURNOVER  

 

4.1.1 Impact of employee turnover 

Based on the content of the previous chapters compared to the data from the study, it was 

interesting to reveal that employee turnover is an issue and is a cause of concern for many 

businesses. This problem is so evident that it is also noticed by employees. When 

respondents were asked if they believed that there was an evident issue of high employee 

turnover in their workplace, 77.36% said yes and 22.64% believed it is not an issue. This 

response from the primary research supports the arguments made by Wynen et al (2019), 

Deloitte (2016) and Glassdoor (2017) that it is a challenge that many businesses face. 

While further exploring the impact of employee turnover, the impact on the rest of the 

organisation featured as a prominent effect of employee turnover. Butali et al (2014) as well 

as Bryant et al (2013) emphasise the strain on the remaining employees as they are 

disrupted as organisational memory is lost as well as tacit or strategic knowledge. Other 

foundations of the business such as loss of productivity and performance are effects of this 

issue. The results of the research mirror the literature as 70% of the respondents believed 

they had to take on extra work due to an employee leaving, resulting in the disruption of 

goals and duties, while 29.25% of respondents did not. Furthermore 79% of the respondents 

believe morale, motivation and productivity are negatively impacted by employee turnover in 

their work, in contrast to the 20.56% of those who do not believe this. These strong figures 

demonstrate that employee turnover has a damaging effect on AIB as well as other 

businesses.  

A significant finding was that some positive effects can arise from employee turnover. This 

research revealed that 54.21% of respondents believe that when employees leave their 

workplace, sometimes this can have positive influences on their workplace, as opposed to 

45.79% who did not agree with this. The findings of the study support the remarks of the 

secondary data as negative or low performing staff can be replaced with new staff, as well 

as fresh talent with new knowledge and innovation can be introduced to the business. The 

study revealed further details in this regard, that when disliked employees who are regarded 

as poor team members leaves, this often results in happier, less stressed, relieved 

employees who are more productive in their absence. A few positive influences of employee 
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turnover that were pointed out by the respondents that did not appear in the secondary data 

included the possibility of promotion or receiving more responsibility.  Another note that did 

not appear in the secondary data that was revealed in the primary data was that staff that 

were not dedicated to the role and subsequently increasing the number of errors can be a 

positive outcome of employee turnover. It was also noted in the secondary research that the 

training of new employees confronts the existing staff with routines that may no longer be 

followed or  taken-for-granted. For the existing employees, socialization with new staff may 

also reconfirm roles they play and therefore introducing a sense of self-efficacy. This can 

result in the redefinition of their place in the workplace. This point was not noted by any of 

the opinions of the respondents in the primary study. In a nutshell employee turnover is 

healthy, it can eliminate ongoing poor performance and can refresh a workplace. 

 

4.1.2 The force of management on employee turnover 

Both the primary and secondary data align in the belief that management is a strong force 

that affects employee turnover. This was therefore a noteworthy finding. The primary data 

shows that 64.76% of the respondents agreed that line managers behaviour has a strong 

influence on employee turnover. The secondary data revealed the typical behaviours that 

push employees out the door are the lack of effort made by leaders may make employees 

feel as though they are not progressing enough, resulting in dissatisfaction with their bosses. 

Managers may also push employee turnover by not providing enough performance and 

recognition rewards. The secondary data reveals having a good relationship with 

management is crucial as many employees leave their roles for other organisations where 

they can have better relationships with management (Nolan, 2015). If the management style 

of direct supervisors is not conducive with the way Millennial employees work, and if support 

is lacking in this area, this source of dissatisfaction can be harmful to an organization. 
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4.2	ENGAGEMENT	AND	MOTIVATION  

 

4.2.1 Drivers of engagement and motivation 

It was significant to reveal that working conditions influence Millennials engagement in work. 

The findings made in this study support the remarks of the secondary data that working 

conditions influence Millennials engagement in work as a substantial figure of 86.79% of 

respondents agreed with this. Prioritising the improvement of working conditions will 

therefore enhance employee creativity and morale (KPMG, 2017).   

The remarks undermining the positive influence of work perks from the secondary data did 

not align with the findings in this study. Phillips (2018), revealed that many businesses 

attempt to create an engaging environment by throwing money at empty incentives, for 

example by buying weekly donuts for the team, or putting a gym in the office or buying a 

ping pong table for the staff room. These short-term solutions are described by the 

secondary data as trivial that will only provide short-sighted solutions. Phillips then reveals 

that these perks are not proven to be effective when boosting long term engagement and 

satisfaction. The primary data disagrees with the above statements from this research as 

87.85% agreed that work perks such as gyms, complimentary meals and canteens would 

assist in their motivation and engagement. 

It was important to uncover employers' influence on motivation. The data from this research 

is important as it agrees with the secondary data that reveals a lack of motivation from 

employers can be the source of employee turnover (Wiggins, 2016). There was a varied mix 

of responses with 39.25% of respondents who strongly agreed that people in their workplace 

leave due to lack of motivation and engagement, while 26.17% agreed, 22.43% somewhat 

agreed, 12.15% neither agreed or disagreed, and 0% somewhat  disagreed, disagreed or 

strongly disagreed. None of the respondents disagreed, therefore to a degree, they all view 

that lack of motivation can be the source of this issue, mirroring the secondary data.  

Management's influence on lack of motivation was another factor studied. On the contrary 

the findings of this study deemed that management's influence on employees lack of 

motivation was not an area for concern in the financial sector. In fact AIB are a great 

example of a business with successful management in motivating their employees. It was 

fascinating to uncover that 44.86% agreed, 23.36% strongly agreed, 18.69% neither agreed 

or disagreed, 12.15% disagreed and .93% strongly disagreed that their manager made 
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efforts to keep them motivated. This was an important step towards revealing that this was 

not a factor that contributed to employee turnover. 

Challenge was another driver of motivation and engagement that was studied. It was a 

significant finding that this study evidently supports both Smith (2019) and Gallup’s (2016) 

opinion that Millennials want a work environment that offers challenges and developmental 

opportunities, allowing them to learn and grow, with 90.38% of respondents believe a 

challenging work environment motivates them.  

It was important to reveal if respondents were given monetary rewards in order to distinguish 

if the lack of reward management affects employees motivation and engagement, ultimately 

leading to low retention. It was significant to find that 63% of the population were given 

monetary rewards and 36.45% are not given monetary rewards. Those who specified 

whether or not it contributed to their motivation said yes, it did. It can be confirmed that it 

does contribute to their motivation as it pushes employees to work harder and boosts 

positivity. Five of the 46 respondents said the monetary rewards do not contribute to their 

motivation. AIB makes similar efforts to the suggestions made in the secondary data such 

as  introducing monetary rewards to ensure higher satisfaction and commitment to the 

organization (Aguinis,2013). It can be confirmed that the secondary data is correct in saying 

that monetary rewards can be a very powerful determinant of employee motivation and 

performance leading to important returns of performance.  
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4.3	RETENTION  

 

4.3.1 Drivers of Retention 

It was interesting to find that the secondary data emphasised the importance of the 

distribution of projects which align with their personal values. It was then studied if the 

distribution of this particular task would entice Millennials to stay with their employer. A large 

sum ( 82.52%) of respondents believed that being given this would entice them to stay with 

your employer.  

 

The need for ongoing learning became apparent as a driver of retention. The 

encouragement of employees to learn new skills was therefore another area that was 

examined. It was important to discover that the primary research aligned with Smith’s (2019) 

suggested to encourage Millennials to learn new skills through challenging tasks as a 

solution to retaining them. The secondary data shows 99.03% believed that being 

encouraged to learn new skills and progress would entice them to stay with their employer.  

 

Management’s efforts to fulfil Millennials needs was also studied. As confirmed above, 

management is an influential factor of employee turnover, therefore it was important to 

examine if management made an effort to facilitate Millennial needs, employee retention 

would improve. A staggering 100% of respondents agreed with this, confirming KPMG's 

(2017) suggestion to propose better efforts be made  to make work life a more enjoyable 

experience. This was undoubtedly  a remarkable finding. 

 

4.3.2 Extrinsic factors on Millennial retention 

The secondary data showed extrinsic factors to be an influential factor that affects 

Millennials decision making, including career choices. After this study was carried out it was 

interesting to confirm that extrinsic factors do affect their professional choices with 79.61% 

said agreeing with this. It was significant to find that the data from this study agrees that this 

factor does have an influence on Millennials decision making. This can also contribute to 

revealing the reasons behind their high turnover habits.  
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Furthermore it was also important to understand if there was a link between the 2008 

Economic Crisis and their habits of high turnover. The data for this study reveals that 

25.24% strongly agreed, 24.27% agreed, 23.3% somewhat agreed, 21.36% neither agreed 

or disagreed, 2.91% somewhat disagreed, 1.94% disagreed and .97% strongly disagreed 

that the economic crisis influenced them to think that organisations are disloyal. The findings 

from the study does not directly point out if the economic crisis really has had an influence 

on Millennials perceptions of work and employers, which was stated by Twenge (2006) in 

the secondary data. This area did not deem to be significant. This research can only confirm 

that extrinsic factors such as the housing market, labour market and the economy have an 

effect on employees decisions, rather than economic milestones like the Economic Crisis 

2008 may just be in the past and does not have an influence on Millennials today. 

 

In the continuation of the theme of the economic crisis, the secondary data revealed that the 

emotional damage caused by the economic crisis, may have left Millennials with a lingering 

sense of insecurity, while the majority of working millennials say they feel “lucky to have a 

job at all” (Squarespace, 2016). It was important to uncover if Millennials really do feel this 

way and this study can confirm that they do, as 90.29% said they feel fortunate to have a 

job. This was an important finding, however it is also unclear as the habits of high employee 

turnover and the mindset of feeling lucky to have a job are contradictory. Furthermore Cotton 

and Tuttle (1986) revealed that the better the economic conditions, the more likely an 

employee will quit, confident in the knowledge that they will be able to find another job. It 

was therefore crucial to reveal if this was a contributing factor to the high employee turnover 

of Millennials, as was revealed also that the economic conditions in Ireland have been 

outstanding in previous years. This study can confirm that poor economic conditions would 

influence Millennials to remain in a job, with a staggering 94.17% of Millennials agreeing with 

this. This study confirms that the prosperous economic conditions may be a contributing 

factor to the high employee turnover. 

 

4.4	PROFESSIONAL	DEVELOPMENT  

 

4.4.1 Millennials professional development needs 

The rate of Millennials attraction to professional development opportunities was important to 

uncover. It was a significant finding that the vast majority of respondents (96.04%) in the 
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primary research, as well as the secondary data that Millennials are more attracted to 

employers who offer professional development opportunities than employers who don't offer 

this. 

Millennials need for progression in their career and its effect on retention was also analysed. 

It was important to reassess Millennials' need for progression and development. The findings 

made in this study support the remarks of Aruna and Anitha (2015) that Millennials often 

leave their role in the workplace if they feel their progression has stalled as  the primary 

research reveals 87.13% said that they would be more likely to leave their role of 

progression opportunities stalled.  

 

Management as millennials number one source of development was another factor 

analysed. It was remarkable to find from both the primary and the secondary data that 

millennial’s number one source of development is their manager, (Harvard Business Review, 

2015. The data from the primary study supports this statement as 21.78% strongly agreed, 

31.868% agreed, 30.69% somewhat agreed, 7.92% neither agreed nor disagreed, 3.96% 

somewhat disagreed, 2.97% disagreed and .99% strongly disagreed with this.  

 The most valuable development opportunities considered by Millennials was important to 

study. The population rated from 1-6 the most valuable development opportunities provided 

by employers. These typical development opportunities were revealed by PWC (2011) but it 

was significant to the study to uncover what is considered the most valuable development 

opportunity to Millennials, in order to come closer to a solution to fulfil them and ultimately 

improve retention rates among them. It was beneficial to uncover that role rotations to gain  

experience was considered to be the most valuable of the development opportunities. E-

learning was considered to be the least valuable of the list which was interesting, as it points 

out that practical on the job learning is more popular to Millennials than expensive academic 

learning. 

Millennials expectation to progress with their employer was also studied. The findings made 

in this study do not entirely support the remarks of Deloitte (2016) that only twenty seven 

percent of millennials expect to stay with their current employer. The figures gathered in this 

study reveals a far higher rate of employees who wish to advance with their existing 

employer with a figure of 47.57% who wish to do so. Even though a higher figure of 

employees (52.42%)  expect to advance with another employer, the data from this study 

positively shows a higher rate of loyalty from employees than the data gathered by Deloitte. 
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This shows that AIB is more successful than the average business from the Deloitte study in 

their retention strategies. 

Millennials curiosity for opportunities elsewhere was also researched in clarifying their 

needs. It was fascinating to find that 64.08% of millennial employees in AIB often think about 

professional opportunities with another employer, whereas 31.07% sometimes and 4.85% 

never think about this. These striking figures indicate that there is a lack of satisfaction and 

fulfilment that leads to these employees contemplating on opportunities elsewhere.  

The opportunity to learn was important to study. It was interesting to confirm that a positive 

relationship exists between employee learning and development with employee retention 

(Torraco and Swanson, 1995)(Steers and Porter, 1975). The primary data exceeded 

Manpower Groups (2015) data stating two-thirds of Millennials say the opportunity to learn 

new skills is a top factor when considering a new job. The primary data revealed 78.64% 

would consider this a top factor, meaning the employees of AIB consider learning and 

development to be even more important than the average Millennial in the Manpower 

Group’s study.  

The effect of satisfactory working conditions on Millennial’s professional development was 

also analysed. The findings made in this study were significant as they support the remarks 

of KPMG’s 2017 report that suggests prioritising the improvement of working conditions that 

enhance creativity and morale. The high rate of respondents (93.03%)  in the primary 

research who agree that the improvement of working conditions would enhance creativity 

and morale and productivity and motivation in the workplace.  

It was significant to reveal the most important factors that influence employee satisfaction. 

Respondents were asked to rate from 1-8 the most important factors that influence their 

satisfaction at work. The top three factors that influenced their satisfaction were pay, job 

security and recognition for the efforts. These traits were compiled from various authors in 

the literature review, however it was a goal in this study to reveal a ranking of what 

employees seek from management, including types of behaviour. It was no revelation to 

reveal that pay was the most important factor as it is recognised that we work primarily for 

money (Schwartz, 2015). It was fascinating to reveal that job security is important to the 

population sample as it is established that we live in a thriving economy that is rich with job 

opportunities. This result does not entirely reflect on this booming and comfortable economy, 

nevertheless this result is in agrrement with Deloitte's 2017 Millennial Survey which revealed 

there is an increased desire for stability among Millennials. Potentially this links with the 

population sample still having post financial crisis perceptions of job instability, hence the 

need for a secure job. This study can also confirm Armstrong’s (2012) statement that 
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performance and recognition rewards are of great importance and if this is not provided to 

employees it may result in employee turnover. 

 

4.5	MANAGEMENT	AND	EMPLOYEE	RELATIONS  

 

4.5.1 What Millennials seek from management 

Management's efforts in making Millennials work experience enjoyable was researched. 

KPMG’S 2017 report suggests better efforts be made by management to make work life a 

more enjoyable experience. In this study, respondents were therefore asked if their manager 

makes efforts in making your day more enjoyable. The figures show a slight split of opinions 

in this regard as 57.84% said yes while 42.16% said no. 

The desired management traits were also analysed as it was important to uncover desired 

management traits in AIB. When respondents were asked which management traits they 

would prioritize from 1-5, they decided an approachable manager is the top trait they seek, 

followed by providing vision, then enhancing relationships, a principled role model and lastly 

driving results. All of these traits were revealed by Harvard Business Review (2015) but it 

was crucial to understand which traits Millennials rank the highest, in order to recommend 

improving what is considered important traits to management in the future. 

Managements trust and support to Millennials was an important factor to be researched 

also. Trust and support appeared to be an important topic in line with leadership and 

management as the secondary data suggested leaders must identify practices and 

procedures to build trust and support an effective work relationship (Barnes et al., 2013) as 

well as introducing a friendly, collaborative, and supportive workplace (Dike, 2012).  It was 

therefore beneficial to reveal if this was an area of improvement in AIB. Respondents were 

then asked if they agree that their manager trusts and supports them. It can be confirmed 

that respondents reveal a healthy rate of satisfaction with the support and trust from 

management. The secondary data suggested several ways to boost trust and support. It 

suggests to give employees more freedom to do their work, give employees more 

professional opportunities, employers to listen to staff more, more interaction, socialisation 

and communication and more support if mistakes are made. 

Expectations for job responsibilities, duties, and how Millennials performance is evaluated 

was also studied. According to the secondary data, giving clear expectations for job 
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responsibilities, duties, and how Millennials performance is evaluated contributes to 

retention of staff (Bogosian, 2017).  The data from this study shows that staff are satisfied 

with the introductory phase of their job as 70.59% said they started in their role, they were 

given clear expectations of job responsibilities, duties and how performance is evaluated. 

The examination of the need for companies who recognise and use Millennial’s talents was 

carried out also. It is again important to understand the needs of Millennials. The secondary 

data states that Millennials look for companies that truly take an interest in their employees; 

companies whose leaders inspire and challenge them to grow, who create ways for them to 

use their talents and skills (Sujansky and Ferri-Reed, 2009). The secondary data  also 

reveals if this is not done, it may result in Millennials moving to a different company who may 

recognise their talents and worth better (Armstrong, 2012).  This research is significant as 

the primary data supports this statement as 90% said they seek employers who create ways 

for them to use their talents and skills. 

The need for evaluation and encouragement was also analysed. A need of employees noted 

in the secondary data is frequent evaluation and encouragement about their performance. 

Sreejith, (2015), Kelly et al. ( 2016) and Sharma (2012) all suggest Millennials need constant 

evaluation, specifically once a month to help remain focused on what is needed to achieve 

short term goals. The primary and secondary data align as 76% of Millennials said they seek 

frequent evaluation and encouragement about their performance, making this finding of 

interest to AIB and financial sector businesses. 

The desire for team-based work was also examined. Understanding this generation better 

was an objective stated in the study. In doing so, it was of interest to uncover the 

preferences of Millennials in the workplace. Both primary and secondary data align, 

confirming that Millennials believe that they can learn from team members and that they can 

boost satisfaction and development.  

It was also important to study Millennials' adaptability to change. It was of interest in this 

research to confirm that Millennials are adaptable to change if employers decide to 

implement new retention strategies. If Millennials were not ready to adapt to new people, 

places and circumstances this would be a hurdle in the way of changes in retention 

strategies made by management that can help lower employee turnover. The study from this 

research matches the secondary data that Millennials are ready to adapt to new people, 

places and circumstances Martin (2005). In fact, a very high figure was presented in the 

findings of the primary research emphasising Millennials readiness for change. This 

demonstrates that Millennials' attitudes will not get in any way of the change of retention 

strategies implemented by management, if they wish to do so in the future. 
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Millennials need and satisfaction with work-life balance was a topic of interest in this 

study.The suggestions made in the secondary data by KPMG (2017) and (Smith and Turner, 

2015) to formally prioritise work-life balance are in fact followed by AIB. The data from this 

study suggests that a large proportion of the population sample (69.90%) are in fact satisfied 

with work-life balance and flexibility at work. One third, however, were not satisfied with this. 

It is remarkable to find that AIB is an example of a business who provide successful work-life 

balance and flexibility to employees. 

 

4.6	PERFORMANCE	MANAGEMENT  

 

Millennials attraction to mentoring and coaching was a topic of interest in the study.  It is 

again important to understand the needs of Millennials in accordance with professional 

development opportunities. The findings from this study are noteworthy as it supports the 

remarks of PWC (2011) and Martin and Otteman (2015) that Millennials seek a lot of 

direction and mentoring from supervisors therefore building a mentoring programme 

alongside other learning and education would be beneficial. 

The effect of coaching on millennial retention was also studied. It was also important to 

uncover if providing coaching positively affects retention. Both the primary and secondary 

data confirms the importance of providing coaching to employees. A substantial amount of 

the population sample (93%) said frequent and informal coaching and mentoring sessions 

from management would improve the likelihood of staying with their employer. 

The study of management’s delivery on Millennials expectations of feedback and support 

was also explored. Harvard Business Review (2015) stated that only 46% of Millennials 

agreed that their managers delivered on their expectations for feedback. The primary data 

does not align with this as 79.21% of the respondents said yes, their manager delivers on 

their expectations of support and feedback on performance. These findings are important as 

it is far more positive and healthy than Harvard Business Review's statistics, showing that 

management at AIB is providing better development support and feedback to employees 

than the average business in Harvard Business Review’s study.  

Millennials' need for casual and frequent feedback was also uncovered in this study. The 

findings of this study shows that the primary data agrees with the statement by Ashford et al 

(2003) revealing employees are proactively seeking feedback during casual day-to-day 

interactions at work rather than requiring an annual formal appraisal. This statement is also 
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backed up by KPMG (2017) as they suggest management should give honest feedback in 

real-time. These statements can be validated by the significant proportion of the population 

sample (92%) who rely on honest and genuine feedback during casual day to day interaction 

at work. In other words this finding was significant in forming recommendations for retaining 

Millennials. 

It was one of the aims of this study to uncover the most suitable and favoured mode of 

performance management. This study revealed that 87% of respondents receive an annual 

appraisal, while 13% receive this as well as regular one to one meetings with employees, as 

well as others who receive monthly one-to-one meetings, as well as one employee who 

receives weekly feedback sessions. The study can confirm that appraisals for the most part 

are considered meaningful and beneficial by the population sample, however a small portion 

of the population do not find the appraisal beneficial or meaningful, with no further 

comments. There are some drawbacks to this route of professional development as the 

feedback from it was described by the respondents of the survey as short, shallow, scripted, 

not frequent enough, not specific enough and not a true reflection of the employee. It was 

significant to reveal that although there is an established appraisal system in AIB, 82.18% 

employees would rather receive consistent feedback sessions.  
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	CONCLUSION 
The purpose of this study was to discover the best practices of retaining Millennial 

employees. It was first important to discover that there was indeed an evident issue of high 

employee turnover in the financial sector. It was established that it is costly to businesses 

but there was huge emphasis on the effect it has on the employees, especially relating to 

lowered morale and a disruption of duties and goals. The source of this issue was not clearly 

outlined but it was confirmed that management behaviour has a strong influence on 

employee turnover.  

Another conclusion made by this study is the establishment of a link between engagement 

and motivation with Millennial employee turnover and retention. Push factors for employee 

turnover are noted to be lack of motivation and engagement. Furthermore, it can be 

confirmed that working conditions and work perks have a strong influence on employee’s 

engagement and motivation. It can also be noted that management’s efforts to keep staff 

motivated and reward management in AIB successfully keep staff motivated and engaged 

with little need for improvement.  

This research successfully explored the theme of retention. In doing so it was researched 

what fulfils Millennial staff and the results were; giving suitable projects, being encouraged to 

learn and progress, being facilitated better, as well as being given better working conditions 

would be a solution to the problem of high Millennial employee turnover. Furthermore, it was 

established that  the most important factors influencing their satisfaction at work were pay, 

job security and opportunities to use talent. This study also gained awareness of their 

perceptions of work, that extrinsic factors such as the ongoing housing crisis and booming 

economy influence their choices to remain in work. 

Another influential factor that this research examined was the impact of management on 

employee relations. The factors that impact on Millennial employees' intention to stay with 

their employer were interaction with management, employers who make use of their talent, 

frequent evaluation and encouragement and the availability of team-based work. What 

satisfies Millennials are trust and support from management and the setting of clear 

expectations for responsibilities, duties and performance. It was uncovered what is desired 

by Millennials in regards to what employers offer. The research also came to a conclusion 

that Millennials are willing to adapt to new people, places and circumstances.  
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The area of conclusion in this research is that professional development opportunities and 

performance management are vital to millennials. The enhancement of professional 

development tied with performance management initiatives would therefore be a suitable 

solution to improve retention of Millennial staff. The most beneficial development 

opportunities are concluded to be ongoing interaction and communication. This can be in the 

form of frequent one-to one meetings or feedback sessions carried out by management. 

While the traditional annual appraisal is regarded as meaningful, it is not the popular choice 

of performance management to Millennials.  

In exploring the many variables within the themes of employee turnover, retention, the 

millennial generation, management, employee relations, performance management and 

professional development opportunities offered to them, a correlation between these 

contributors provide clear recommendations to for the best practice of retaining Millennial 

employees within the financial sector, specifically those of Allied Irish Bank. This level of 

authentic insight and knowledge will add to both the academic and business world. 
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LIMITATIONS	AND	STRENGTHS	OF	THE	RESEARCH 
With all research there are limitations as well as strengths. 

•  While the investigation of best practices aims to ultimately solve the problem of low 

Millennial retention in the financial sector, there can be some drawbacks to following 

“Best Practices”. According to Osburn et al. (2011) people misconceive the idea of 

best practices as whatever people do often and have been doing all along is often 

blandly declared to be a “best practice.” They also reveal the term “Best practice” 

becomes an elastic catch-phrase that might be attached to almost any idea, activity, 

technology, etc. Its overuse strongly suggests its misuse as well. 

• It was established that time constraints proved to be a weakness in the process of 

this research project as the twelve week research period during the summer months 

proved to be challenging. In avoiding issues with time, minutes of meetings were 

recorded for each meeting that took place with the supervisor of this research. This 

was done in order to plan and record progress to remain in control and organised. If 

more time was allocated to this research, a larger research population sample would 

have been included, involving more AIB branches. This would have enhanced the 

variety of participants and authenticity of the research. 

• It was a challenge to access the desired sample as many staff were working from 

home due to the Covid-19 restrictions. Despite this, 110 surveys were completed in 

this study. Under normal circumstances the objective would have been to meet the 

goal of collecting 120 completed surveys.  

• Although there was a broad range of respondents of different roles, there were not as 

many respondents within management roles as hoped, deeming it a weakness in this 

study. If more time was allocated to this research, more than five AIB branches 

would have been included, increasing the possiblity of respondents within 

management roles. 

• The exposure to such a variety of different employees of different roles and levels 

from a variety of different branches around south Dublin proved to be advantageous 

in this research given the time contraints and the ongoing pandemic. 

• Having surveyed employees during such a unique time in history with the presence 

of Covid-19 and therefore revealing perspectives of Millennials during this peculiar 

and challenging time ensures that this research provides new and exclusive data that 

will benefit both the business and academic world. 
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	FUTURE	RESEARCH 
In line with the weakness of time constraints, the research took place in the summer months 

during a less busy time of the year for the financial sector, which may have affected the 

results of the primary research. Furthermore the impact of the strange time that Covid-19 

has brought may have further altered the perceptions of the population sample. This could 

be an opportunity for possible further research done in a busier and more professionally 

challenging time for employees to optimise accuracy of the research. 

Another area for future research is the study of millennials in management positions. 

Millennials are slowly increasing in management positions, meaning this opens a new door 

for new research as this topic has not yet been investigated thoroughly.   
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	RECOMMENDATIONS 
After exploring the set themes that surround the research problem of high millennial 

employee turnover, it can be concluded that millennials have their own set of needs and 

expectations. In order to meet these expectations and needs, it is advised that the following 

recommendations should be adhered to.  

Minimize the impact of turnover on the rest of the employees 

The effect of turnover on the rest of the employees in organisation is a prominent issue and 

it would therefore be of interest to management and employers to construct a business plan 

to minimize the impact of turnover on the rest of the employees. In doing so, it is suggested 

that having a fast paced and structured employee onboarding system would reduce the time 

of the absence of an employee, reducing the work commitment of the other employees who 

must take on the added work due to loss of their colleague. Funding should therefore be 

increased in the area of employee recruitment and onboarding systems. 

Rethink management styles 

Management’s styles should be rethought as line managers' behaviour has a strong 

influence on employee turnover as well as management can very likely be the source of 

unmotivated employees. First and foremost, management should consider being more 

approachable to employees and should also consider providing vision, enhancing 

relationships, being a principled role model and driving results. 

Upgrade working conditions and Introduce work perks 

AIB should upgrade their working conditions to a satisfactory standard as Millennial 

employees who appreciate their working environment will in turn work with more motivation, 

engagement and commitment. In doing this, AIB and other financial sector businesses 

should allocate more of their funding to introducing work perk and upgrading work 

conditions. This would assist in boosting engagement and motivation of Millennials and 

ultimately boost retention. Both of these factors are small prices to pay that will ultimately 

result in improved retention rates. 

The maintenance of reward management 

As this study indicates, AIB is a good example of a business that provides small but effective 

rewards to their staff. As noted by their employees the distribution of these small tokens of 

appreciation are appreciated and boost motivation. The distribution of monetary rewards 

should therefore be maintained in keeping employees satisfied, motivated and engaged. 
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Provide challenge and Recognise and cherish Millennial employees talents and 
distribute tailored projects 

Management in AIB and the financial sector should also allocate time to recognise employee 

talents and worth by challenging them to enhance development and job fulfilment. In doing 

so management should provide daily challenging work tasks to employees such as projects 

which align with Millennials personal values and talents. 

Introduce a learning environment in the workplace 

AIB should introduce a learning environment for employees at work, enabling them to take 

part in ongoing learning and progression by implementing learning and development into 

their retention strategies. In doing so, providing the opportunity to undergo role rotations and 

the chance to work with strong coaches and mentors will enhance employee fulfilment. 

Managers to facilitate Millennials needs 

Managers should implement progression strategies tailored to each employee that can 

facilitate their needs in order to boost employee retention and lower employee turnover. In 

these progression strategies, other needs should be considered especially pay, job security 

and give opportunities to use their talents.  This progression strategy should be shared with 

the employee when the employee has just been onboarded to the company. This will enable 

management to provide clarity on career paths to employees as well as providing clear and 

constructive directions as to how to progress in their career. 

Management should also undergo professional development and performance management 

training to optimise their skills in professional development.  

Maintain work-life balance initiatives and Maximise Millennials enjoyment at work 

It is noted that AIB is an example providing a healthy work-life balance to its employees. 

This area of consideration should therefore be maintained. It would also be beneficial for 

management to devote time to employees to maximise their enjoyment at work. This may be 

through more interaction, one-to-one meetings and the change of culture in the workplace. 

More enjoyment in work will enhance satisfaction, adding to the chances of retention in AIB. 

 Maintain trust and support 

This study confirms that AIB is an example that should be followed in terms of trust and 

support provided by management. Trust and support should be maintained while 
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management should devote their efforts to other areas to minimize employee turnover and 

boost retention.  

Introduce more team-based work tasks 

AIB and other employers in the financial sector should incorporate as many team-based 

work tasks to fulfil the needs of this generation. This can allow for employees to learn from 

their colleagues who have more experience or can allow them to share their talent with 

employees of less experience. This will also boost morale within the organisation, enhancing 

job satisfaction. 

Introduce and advertise professional development schemes to new coming staff 

Businesses should implement a development opportunity scheme or plan for new coming 

staff of which they can also advertise during the recruitment stage. This can ultimately boost 

the recruitment of top talents who will in turn remain loyal to the company if they feel fulfilled 

in their professional progression. 

Introduce a mentoring or coaching  programme 

A high figure of Millennials seek coaching and mentoring and it is confirmed that the support 

from mentoring and coaching will result in improved retention. It is therefore evident that AIB 

and other employers in the financial sector who do not already provide this to their staff 

should implement this into management's weekly or monthly schedules. 

 Introduce frequent feedback  

While the traditional appraisal is well regarded and considered meaningful, feedback is seen 

as a superior form of performance management. Management should therefore incorporate 

feedback sessions into their weekly schedules  alone or alongside the annual appraisal to 

provide better ways to progress and fulfil their employees and ultimately boost the retention 

of employees. 
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Appendix	A:	Minutes	of	Meetings	With	Supervisor 

 

Minutes of Meetings With Supervisor 

 

Dissertation Meeting/Progress Monitoring Report 

Name of Student: Lisa Cappelli 

Student No.:10031637 

Name of Supervisor: David Wallace 

MeetingNo.:1 

Date of meeting:09/06/2020 

Location of meeting: Microsoft Hangouts 

Review/Comment on Progress Made (since last meeting): 

N/A 

First meeting Topics/Issues discussed/addressed at meeting: 

-Group meeting  

- Informative style meeting discussing due dates and broad information regarding the 

dissertation process. 

 

Action Agreed/Progress expected before next meeting: 

Arrange a date for first 1:1 meeting 

Date of next meeting: 18/06/2019 
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Minutes of Meetings With Supervisor 

 

Dissertation Meeting/Progress Monitoring Report 

Name of Student: Lisa Cappelli 

Student No.:10031637 

Name of Supervisor: David Wallace 

Meeting No.: 2 

Date of meeting:18/06/2020 

Location of meeting: Microsoft Hangouts 

 

Review/Comment on Progress Made (since last meeting): 

I focused on completing the first presentation meeting form. This involved researching the 

broad themes of employee turnover, retention, millennials and professional development. 

 

Meeting Topics/Issues discussed/addressed at meeting: 

-The timeline of the dissertation 

- We discussed the different titles on the first presentation meeting form and from that it was 

clarified that I needed to rethink my methodology. 

 

Action Agreed/Progress expected before next meeting: 

Complete the first presentation form and begin research for the literature review. 

 

Date of next meeting: 09/07/2020 
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Minutes of Meetings With Supervisor 

Dissertation Meeting/Progress Monitoring Report 

Name of Student: Lisa Cappelli 

Student No.:10031637 

Name of Supervisor: David Wallace 

MeetingNo.3 

Date of meeting:09/07/2020 

Location of meeting: Microsoft Hangouts 

 

Review/Comment on Progress Made (since last meeting): 

-Submitted first meeting presentation form 

-Wrote first draft of the literature review 

-Wrote a draft of the survey questions 

-Received feedback on the literature review with several areas that need improving 

 

MeetingTopics/Issues discussed/addressed at meeting: 

-Focusing on what needs to be done for the literature review 

-We ran through each potential survey question and filtered many out 

- Arranged a plan to carry out the primary research 

Action Agreed/Progress expected before next meeting: 

One month goal to edit the literature review, distribute surveys, analyse the results, write the 

methodology chapter as well as findings, discussion, conclusion and recommendations. 

 

Date of next meeting: 14/08/2020 
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Minutes of Meetings With Supervisor 

Dissertation Meeting/Progress Monitoring Report 

Name of Student: Lisa Cappelli 

Student No.:10031637 

Name of Supervisor: David Wallace 

MeetingNo.:4 

Date of meeting:14/08/2020 

Location of meeting: Microsoft Hangouts 

Review/Comment on Progress Made (since last meeting): 

-Edited the literature review 

-Collected data 

Analysed the results 

-Wrote the methodology chapter as well as findings, discussion, conclusion and 

recommendations. 

Meeting Topics/Issues discussed/addressed at meeting: 

-We talked through the progress I made and focused on what needs to be done to tie up any 

loose ends in the research 

Action Agreed/Progress expected before next meeting: 

-Work on table of contents 

-Write an introduction 

-Work on the discussion 

-Complete the poster 

 

Date of next meeting: 20/08/20 
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Minutes of Meetings With Supervisor 

 

Dissertation Meeting/Progress Monitoring Report 

Name of Student: Lisa Cappelli 

Student No.:10031637 

Name of Supervisor: David Wallace 

MeetingNo.:5 

Date of meeting:20/08/2020 

Location of meeting: Microsoft Hangouts 

 

Review/Comment on Progress Made (since last meeting): 

-Worked on table of contents 

-Wrote an introduction 

-Worked on the discussion 

-Completed the poster 

- Completed the final draft before David’s last feedback 

 

Meeting Topics/Issues discussed/addressed at meeting: 

-We talked through the marking scheme and ticked off each component of the dissertation 

as we discussed a few areas that need to be improved in order to achieve the desired mark 

 

Action Agreed/Progress expected before the due date: 

-Make the last few changes and submit the dissertation and poster 
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