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Abstract

Millennials have overtaken Baby Boomers as the largest generation in the workplace, as of April
2016, and organizations are being challenged more than ever to attract and retain job-hopping
Millennials. The intent of this study was to investigate the factors contributing to Millennial job
satisfaction, dissatisfaction, and their perspectives on retaining Millennials in Thailand. A total of 30
Millennials participated in a qualitative study that spanned over a period of four months. Millennials
enjoyed jobs that provided challenging work while working alongside great colleagues in a pleasant
working environment under good and supportive management. They also received satisfaction from
competitive remunerations, training and career growth opportunities. On the other hand, others
encountered unpleasant work experiences under bad management with communication problems
while working with unpleasant coworkers, and receiving low remunerations. Millennials retention
recommendations were for better management geared towards the needs of the new generation of
employees, higher remuneration, good retention plans, providing mentorship and coaching
opportunities, and establishing a more supportive work environment. Organizations could benefit
from this study by using the results as possible change recommendations to increase Millennial job
satisfaction that would in turn boost Millennial retention rates.
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Introduction

Millennials are today’s and the future’s fastest growing workforce population (Miheli¢ & Aleksic,
2017; Wen et al., 2018) who will make up 75% of working professionals by 2030 (Axten, 2015). In
contrast to their previous cohorts, they have the tendency to job hop (Brown, 2017). Literature on
Millennials has indicated that organizations have not been very successful in their retention efforts,
hence the continual high turnover. The low employee retention and high turnover rates have been a
tremendous financial drain on organizations, and strategies need to be developed to retain employees
(Tadesse, 2018). The intent of this study was both exploratory and investigative, as it sought to find
out what contributed to Millennial job satisfaction and dissatisfaction, as well as recommendations on
Millennial retention from the Millennials themselves. Invaluable information gathered from the study
would shed new light that could be used as recommendations to organizations in bringing about
changes to improve Millennial job satisfaction and talent retention, as suggested by (Wen et al., 2018).

Literature Review
Millennials at Work

Millennials, also known as Gen Y, Generation Y, iPod Generation, Nexters, and the Why
Generation (Williams & Page, 2011), were born between 1980 and 2000, and currently make up the
majority of the workforce (Axten, 2015; Caraher, 2014). They look for managers who are caring,
inspiring, and imaginative (Andert, 2011). When it comes to job selection, they are looking for an
organization that is right for them, and do not just accept any job (Walsh, 2015). Showing little pride
in their organizations (Angeline, 2011; Pratitas, 2011), they demonstrate minimal organizational
loyalty (Deloitte, 2016; Hansen, 2015) and their relationship approach with their superiors is very
different from the typical high-power distance relationship, as they expect close collaboration with
their employers (Lancaster & Stillman, 2010). They have been said to show little respect for their
superiors (Hansen, 2015) and consider their ideas just as good as their bosses, or sometimes even
better (“Boomers and Millennials define the new workplace,” 2009). Creativity defines them (Axten,
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2015; DeVaney, 2015; Espinoza & Ukleja, 2016). They seek meaningful jobs (Miheli¢ & Aleksi¢, 2017)
that allow them to use their creativity (Espinoza & Ukleja, 2016). They want to be part of something
meaningful and significant, and to be able to make a difference (Spano, 2015). Seeking for approval
and praise (Crumpacker & Crumpacker, 2007), they want organizations to be open and listen to their
comments and criticism (DeVaney, 2015).

Flexible working hours has been cited as one of the two most valuable Millennial work benefits
(Wetherell et al., 2015) and they are willing to work hard, but would not go the extra mile by trying to
impress their superiors by working 60—70 hours a week, as they do not believe in long working hours
(Frankel, 2016). Being highly confident and overachievers (Axten, 2015; Hauw & Vos, 2010; Na-Nan &
Saribut, 2019), they have the tendency to seek significantly higher advancement opportunities (Hauw
& Vos, 2010), such as being considered for leadership roles (Kaifi et al., 2012). They are ranked higher
in both self-esteem and assertiveness in comparison to the older generations (Deal et al., 2010).

Millennials have a preference for collaborating in teams (DeVaney, 2015; Fehn, 2009; Frankel,
2016) and are socially conscious (DeVaney, 2015; Saratovsky & Feldmann, 2013). Gen Yers want a
great job (Gavert et al., 2015), are considered fast-paced workers (Lee et al., 2016), self-organized,
and open (Saratovsky & Feldmann, 2013). They are out to change the world (Olson, 2018) with a ‘just-
do-it kind of attitude’ (Aruna & Anitha, 2015, p. 94), and are filled with aspirations and ideas (Olson,
2018). They are enthusiastic and innovative (Axten, 2015), solution-focused (DeVaney, 2015;
Saratovsky & Feldmann, 2013), self-directed in decision-making (Na-Nan & Saribut, 2019), engaged in
frequent job changes (Caraher, 2014; Na-Nan & Saribut, 2019), and want to be happy at work (Caraher,
2014). Used to constant change in their lives, they have high levels of openness to it (Falletta, 2016;
Kultalahti & Viitala, 2014), and are not afraid of challenges (Kultalahti & Viitala, 2014). They exhibit
high levels of energy (Axten, 2015) and multitask (Axten, 2015; Zemke et al., 2000). Known as an
instant generation, they seek instant gratification, as demonstrated by their needs for wanting
“feedback now,” “training now,” and “recognition now” (Axten, 2015, p. 54), and show little patience
when faced with difficult or challenging work (Angeline, 2011, Pratitas, 2011).

Turnover

Reasons for resignation vary from one individual to another, such as dissatisfaction with their jobs,
heavy workloads (Sandhya & Kumar, 2011), high stress levels, or moving to better job opportunities
elsewhere (Hillmer et al., 2004). Millennials change jobs when they want to (“Boomers and Millennials
define the new workplace,” 2009), and their average job change is once every two years (Diskiené et
al., 2017). They are said to have more than six job changes in their careers, particularly in their earlier
working years (Burmeister, 2009; Dolezalek, 2007). Turnover begets turnover, meaning that when
people leave an organization, those remaining have to take over their jobs while recruitment and
training new staff are in place. This increased workload creates stress and may result in the decision
to leave the organization (Mellott, 2018).

Aside from the enormous loss of knowledge, the financial costs involved in recruiting and training
new employees are extremely high (Hancock et al.,, 2013). Turnover can be exacerbated by
management (Bertagnoli, 2017) as “Employees do not quit their jobs, they quit their bosses!”
(Campione, 2014, p. 19). Other turnover factors are inefficient policies and supervisors who
undervalue employees (Natarajan & Palanissamy, 2015). Repressing their ability to express opinions
or ignoring them would also drive them out of the organization (Olson, 2018), and that would be a
bad idea because Millennials have so much to offer in terms of new perspectives (Zabriskie, 2016).
The combination of low pay and stressful work can result in high turnover (~¥37%; Bertagnoli, 2017).
They are more than happy to leave their jobs for another one to have a good life (Caraher, 2014). The
revolving door keeps spinning due to low pay, burnout, and the clogged promotion pipeline that offers
few advancements (Bertagnoli, 2017). Their targeted ideal employer is one that offers a relaxed work
atmosphere, managerial opportunities, varied tasks, a shorter commute home, and a reputable
company (Guillot-Soulez & Soulez, 2014).
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Job Satisfaction

Job satisfaction is defined as “a person’s evaluation of his or her job and work context. It is an
appraisal of the perceived job characteristics, work environment, and emotional experiences at work”
(McShane & Von Glinow, 2018, p. 102). Overall job satisfaction varies depending on each cohort’s
experiences and perspectives (Lamm & Meeks, 2009). Baby Boomers usually have higher levels of job
satisfaction compared to Gen Xers and Yers (Bos et al., 2009; Young et al., 2013). Retirement delays
by Baby Boomers, who are working past their retirement ages, have worsened advancement
opportunities for Gen Xers and Yers (Mermin et al., 2007) and this had created yet another challenge
for organizations to maintain job satisfaction (Young et al., 2013). Job satisfaction and retention rates
are much higher when the Millennials’ values align with the organization’s culture (Inabinett & Ballaro,
2014). Positive outcomes from work-life balance have resulted in higher well-being, job satisfaction,
health, productivity, and life satisfaction (Haar et al., 2014; Lyness & Judiesch, 2014). Millennials also
experienced high levels of satisfaction and work-life balance when given the opportunity to craft their
own jobs (Tims et al., 2012). Trust is appreciated (Seppanen & Gualtieri, 2012) and it is considered a
significant and positive element that contributes to job satisfaction (Flaherty & Pappas, 2000). An
important aspect that cannot be ignored is the need to motivate employees, as the lack of it would
result in “dissatisfaction, job avoidance, absenteeism, psychological defenses, constructive protest,
defiance and aggression of employees” (Wilson, 2005, as cited in Natarajan & Palanisamy, 2015, p.
714). Transformational leadership is the highest contributor to job satisfaction and employee
retention for Millennials (Lee et al., 2016). They are disapproving of hierarchical management
structure and resent it when their superiors’ opinions are most significant and indisputable (Rousseau,
2004).

Millennial Retention

Retention is significant (Siegfried Jr., 2008) and is largely affected by job satisfaction (Lee et al.,
2016; Jauhar et al., 2017). There are positive correlations amongst job satisfaction, happy employees,
and high performing organizations (Lee et al., 2016) and “enhancing workplace flexibility and equity
between work and home life is critical to improving job satisfaction among millennial workers” (Ellis,
2013, p. 18) as they resist a “rigid bell-to-bell” workplace” (Chappell, 2012, p. 3). Organizations need
to realize that although Millennials favor competitive salaries (Jauhar et al., 2017), money is not the
sole motivator (Chappell, 2012). It is important to recognize their talents, strengths, and passions in
designing jobs to match them (Bye, 2018). Some other retention techniques include keeping
employees challenged (Siegfried Jr., 2008), motivated (Reuteman, 2015), engaged (Bye, 2018), and
encouraging Millennials to collaborate and share their ideas in meetings (Reuteman, 2015).
Organizations would also want to provide career coaching (Bye, 2018; Ware, 2014), flexibility
(Chappell, 2012), and recognition for work well done (Reuteman, 2015; Jauhar et al.,, 2017).
Empowerment, stimulating, and more fulfilling work (“Dial back high turnover rates,” 2010), career
progression with advancement opportunities (Plew, 2013; Reuteman, 2015), and regular spot
feedback and encouragement (Bye, 2018) are other retention tools.

Promoting a working environment that enhances freedom and flexibility and that grants them
opportunities to work on projects increases their enthusiasm, creativity, and work commitment (“Dial
back high turnover rates,” 2010). Millennials favor relationships, hence, managers can show that they
care by establishing and maintaining a close relationship by getting to know Millennials on a personal
level (Chappell, 2012; Fisher, 2015; “Dial back high turnover rates,” 2010). Millennials define the
future, so both as employees and customers, organizations do not really have a choice when it comes
to changing to adapt in order to compete and survive (Walsh, 2015). Many companies are still very
traditional and use outdated methods (Falletta, 2016). There is an evident need to change how
organizations should be led and managed (Falletta, 2016). Organizations might want to carefully
consider creating a more Millennial-friendlier workplace by revising its traditional way of doing things
(Aruna & Anitha, 2015). A big mistake that many organizations make is the assumption that Millennials
are the same as previous generations in their attitudes and personal lives. The interactions and
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communications that non-Millennials have with them need to be different if progress is to be seen
(Frankel, 2016).

Objectives and Research Questions

The main objectives of this study were to investigate the factors that Millennials were most
satisfied and dissatisfied with at work, as well as recommendations for Millennial retention in Thailand
as there was minimal research available on the topic. The gathered information could be used as
valuable inputs for future organization models and retention plans where alignment to Millennial
preferred work styles is being contemplated. The outcome from this study would also:

1. Provide insights as to what satisfies and dissatisfies Millennials in the workplace so that job
satisfaction can be improved.
2. Provide insights as to what Millennials want organizations to do to retain them.

This study was guided by the following two research questions:

1. What are the top three factors that Millennials find satisfactory and disappointing in their
current jobs?
2. What recommendations do Millennials have for employers to improve their retention?

Methodology

This study was exploratory and sought to obtain the perspectives of Millennials on the research
topic, “A Study of Millennial Job Satisfaction and Retention.” The qualitative research approach was
chosen to align with the nature of the study (Creswell & Guetterman, 2018). This enabled the
researcher to collect data in greater depth and detail (Zikmund et al., 2010). Grounded theory (GT)
was the chosen qualitative research design, which included multiple participants who were involved
in a process centered around a central phenomenon, namely, Millennial views on job satisfaction and
retention.

Categories were developed through the clustering of similar codes (Merriam & Tisdell, 2016) and
purposive sampling was used in the selection of 30 Millennials who were currently working in Bangkok,
Thailand, and had at least a bachelor’s degree. The data collection technique used in this qualitative
research study was the structured individual in-depth interview (IDI) that was conducted over business
meals during either lunch or dinner. An open-ended interview protocol was used and consisted of
three sections (total of 10 questions): (a) Demographics with four questions covering gender, age,
ethnic background, and educational degree; (b) Job Satisfaction consisting of four questions that
included the overall level of job satisfaction, top three items that contributed to job satisfaction, top
three items that led to job dissatisfaction, and how long they planned to continue working at the
current organization; and (c) recommendations for Millennial Retention with two questions that
addressed the current employer efforts at retention and recommendations in Millennial retention
techniques.

Results
Participants

Thirty working professional millennials (50% male and 50% female) participated in this study with
representations from different industries in Thailand. The year range for Millennials spanned from
1980 to 2000 (Axten, 2015; Frankel, 2016) and were aged between 19 to 39 years of age in 2019. Four
subcategories were established with the largest age group representation from ages 25 to 29 (60%),
followed by a much smaller size of 30% representing the 30 to 34 years old age group. The smallest
age groups that participated in this study were 35 to 39 (6.7%) and 19 to 24 (3.3%).

Job Satisfaction

The levels of job satisfaction were divided into five categories with the majority (76.7%) being
either “Satisfied” (53.4%) or “Extremely Satisfied” (23.3%) while only 20% were “Moderately
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Satisfied”, and only 3.3% or one person was “Dissatisfied”. The results also indicated that females
were generally more satisfied than males. Each of the 30 participants were asked to state three factors
that had contributed to their job satisfaction, and a total of 86 answers were gathered and categorized
into eight main categories (Table 1). The top factor was the satisfaction derived from the job (39.5%).
The participants reported having a perfect person-organization fit with a passion for their meaningful
jobs that covered a multitude of tasks that came with autonomy and empowerment to make decisions
without being pressured, and the opportunity to gain international working experiences. Up to nine
participants stated that the job provided work-life balance and flextime, while two others were happy
with their jobs because of the enjoyment received while working with nice customers. One participant
said that “I get to learn a lot from the job and that would be most helpful in assisting me in starting
my own business” while another shared that “l enjoy the work and never thought | would have an
opportunity to do what I'm currently doing.”

The second most cited factor that contributed to job satisfaction was “colleagues” (14%). These
colleagues were described as having great personalities that included being nice, educated, polite,
fast, dynamic, and committed. They were also said to be helpful, close, like-minded, highly engaged,
and were of the same generation. Two persons also stated that they enjoyed working as a team with
their colleagues, who functioned as a great and supportive team. One person was happy to work in a
“great non-competitive working environment alongside nice, well-educated, and polite coworkers.”

Both “Remuneration” and “Work Environment and Culture” were at a level of 10.5% in ranking.
In terms of remuneration, salaries were said to be excellent as they were higher and more competitive,
and benefits great. In fact, one female respondent stated that her salary was “extremely competitive
and higher than other places.” As for favorable work environment and culture, up to four participants
mentioned that the diverse and multicultural work environment had added to their job satisfaction.
Others said that they liked the work environment because it was nice, supportive, friendly, and non-
competitive. Training and career growth opportunities were also important to the participants (9.3%).
Working under good managers and leaders was also significant in contributing to their job satisfaction
(7%). They were described as being nice, understanding, supportive, caring, empowering, open-
minded to new ideas, professional, gave autonomy, and trusted them. Challenging work, having a
sense of achievement, feeling valued and appreciated (5.8%) were factors also cited as contributing
to job satisfaction and the office’s location (3.5%) was also important as they preferred working nearer
to home.

Table 1. Factors Contributing to Job Satisfaction and Dissatisfaction

Job Satisfaction Job Dissatisfaction

Factor n Percentage Factor n Percentage
1.Job 34 39.5 1. Organizational problems 17 25

2. Colleagues 12 14 2. Work-related problems 16 23.5

3. Remuneration 9 10.5 3. Management issues 13 19.1

4. Work environment/culture 9 10.5 4. Remuneration 6 8.8

5. Training and career growth 8 9.3 5. Coworker problems 6 8.8
opportunities

6. Leaders and managers 6 7.0 6. Organizational culture 6 8.8

7. Challenging work, sense of 5 5.8 7. Communication issues 4 5.9

achievement, feeling valued
and appreciated

8. Location 3 3.5

Job Dissatisfaction (Least Satisfying Things at Work)
The participants had the opportunity to state the three things they were least satisfied at work
(dissatisfaction). A total of 68 comments were received and they were divided into seven main
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categories (Table 1). The most cited item on the list was the problems encountered in the organization
(25%). These organizational problems included the lack of transparency, disorganized systems that
lacked procedures, standards, organized schedules, and policies. Other comments were complaints
that organizations were too structured, filled with work process constraints, interdepartmental
conflicts, and the lack of a better and more sophisticated Al system. A participant expressed her
frustrations over the “conflicts amongst departments and was constrained by working processes,”
while another complained about how “disorganized” the workflow was. Three participants were
unhappy with the politics, while two expressed the lack of a career path. These outcomes were
contributed to by the high staff turnover leading to higher workloads on the existing staff and
terminations that had resulted from restructuring.

The second highest reason for dissatisfaction on the list related to problems dealing with their
work (23.5%). There were bad schedules, no work-life balance, not much autonomy, unnecessary
additional workloads, too much unnecessary paperwork, routine work, no person-job fit, and
frustrations as a result of limited power in making decisions. The pressure of staying within the
established framework set by older staff, the nature of the business, performing tasks beyond the
agreed upon job description, and high work pressure due to a very competitive business were other
reasons behind their work-related problems.

Management issues (19.1%) constituted a major problem. Millennials complained that
management was not transparent, micromanaged, treated employees badly, had double-standards,
were autocratic, biased, made all the decisions, disregarded their suggestions, and did not respond to
their requests. One male respondent mentioned that he was working under a “micromanager boss
who promotes cliqgues and discord amongst departments,” while another commented that the
supervisor was “unsupportive of my ideas, is old fashioned, and sticks to the traditional way of doing
things.” They were unsupportive, did not keep their word, employed bad management styles, and one
participant (Chinese) complained that his employer did not adhere to the Thai law of paying Chinese
employees at least 35,000 baht a month. In terms of remuneration (8.8%), they were unhappy because
of low salaries, few vacation days, low bonuses, poor benefits, and no overtime compensation for
everyone who was working beyond their scope of work.

Coworker problems (8.8%) were cited as another reason they were dissatisfied at work. The
coworkers were said to be uncooperative, lazy, with the younger ones not following orders, while the
older ones did not want to change and adapt or were just irresponsible. Organizational culture (8.8%)
was an issue when there were cultural conflicts between the local and foreign cultures, and when
organizations refused to move away from their traditional cultures to current trends. A female
participant stated that she worked in a male-dominated organization that was unfavorably biased
towards women, making her feel extremely uncomfortable. Some participants mentioned an
unfavorable work culture, such as the lack of cultural diversity, an extremely competitive work
environment, a Thai corporate culture that was unenthusiastic about growth, and cultural misfits.
Communication issues were mentioned by a minority (5.9%). These involved language problems when
foreigners and locals work alongside each other. Such issues involved unclear communication
between leaders and followers, poor interdepartmental communication causing misunderstandings
and delays in conflict resolution, and the inappropriate use of swear and harsh words.

Millennials’ Recommendations to Retain Them

There were numerous Millennial recommendations for organizations (Table 2). Interestingly, the
highest cited recommendation addressed management. Millennials recommended managers make
greater efforts aimed at being more approachable, supportive, open to Millennial opinions, not prone
to showing favoritism, open to establishing better communication lines, be given to showing kindness,
and engaging Millennials. They also wanted their managers to work alongside with them and be
protective of them instead of scolding them in front of customers. As the world is changing, Millennials
would like to encourage managers to be open-minded and move forward with the trends and be more
open to the Millennial style of working that includes providing more flexibility or flextime and a work-

52



life balance. There was a call for managers to do some research in order to gain a better understanding
of them and to use the Gen Y approach instead of the traditional ones with older cohorts, or simply
using the right approach to fit their generation.

Millennials have their own way of thinking and do not appreciate being coerced or micromanaged.
They would rather be empowered by their managers by trusting, believing, and having confidence in
their abilities to perform and be given the opportunity to prove themselves. Greater flexibility in the
rules and policies with some flexibility to overlook small issues would be appreciated. Millennials also
desire a better management-employee relationship with a lower power distance and managers who
open their hearts and minds to the younger generation of employees.

The second highest Millennial retention recommendation was to offer a more competitive and
valuable remuneration package in terms of salary and benefits. Being highly confident and ambitious,
Millennials value a clear career growth and fast promotions, and having these in organizations can
help improve retention rates. They desire a friendlier, homely and supportive work environment that
embraces a corporate culture that is geared towards the growing group of Millennials. Other
recommendations included employing a different approach in their Millennial retention plans that are
clearer and more proactive, providing mentorship, coaching, and continuous training, and giving more
specific and achievable goals with greater transparency in terms of work and role expectations. By
making employees feel that they already have a good life in the organization, they would have less
reason to move elsewhere. If a company is a good employer, Millennials would stay. One participant
shared that it would be difficult to retain Millennials who have decided in their hearts to leave.

Table 2. Recommendations Made by Millennials for Their Retention

Better management

Higher compensation

Clear career growth and fast promotions

Friendly, homely, and supportive work environment
Clearer and more proactive retention plans

Mentorship

No vk wbde

Continuous training

Discussion

The majority of the 30 participants were satisfied with their current jobs, which was a good thing.
The results of the study clearly indicated that the greatest satisfaction received was from the job itself,
while work problems were listed as the second highest dissatisfactory factor. This clearly
demonstrated that while some participants were satisfied with their jobs, others were not.
Organizations are recommended to align changes directed at providing the type of jobs that would
increase Millennial job satisfaction, such as ensuring the presence of challenging and meaningful tasks
(Miheli¢, & Aleksi¢, 2017) that are empowering with built-in autonomy, flextime (Gavert et al., 2015),
a work-life balance, and recognition for work well-done (Reuteman, 2015; Jauhar et al.,, 2017).
Maintaining the person-organization fit (Walsh, 2015) and ensuring that Millennials have a passion for
their jobs, would require better recruitment and selection efforts on the part of the human resource
department (McShane & Von Glinow, 2018). The alignment of their values with the organization’s
culture would not only increase job satisfaction (Inabinett & Ballaro, 2014), but a work-life balance
would also result in positive outcomes and higher job satisfaction levels (Haar et al., 2014; Lyness &
Judiesch, 2014). Organizations might also want to consider coming up with better work schedules,
working smarter by not assigning unnecessary work, reducing excessive workloads, and trying to keep
to the agreed upon job descriptions.

The greatest expressed dissatisfaction was ‘Organizational problems.” Improvements are
recommended in ensuring the existence of a transparent organic structure, organized system, and the
removal of work process constraints, with efforts directed at reducing interdepartmental conflicts and
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politics. Employees have been said to leave organizations with excessive internal politics as it took
away their satisfaction on the job (McShane & Von Glinow, 2018). Firms lacking in training and career
growth opportunities might wish to rethink and include those on their agenda, as they are important
to Millennials for job satisfaction and retention reasons. The need for mentoring and coaching as
recommendations for retention were also aligned with the literature (Na-nan & Saribut, 2018). These
authors identified them as methods in developing and training Millennials. Commuting long distances
between home and work was an issue for some and a shorter commute definitely helps reduce levels
of dissatisfaction (Guillot-Soulez & Soulez, 2014)

Working with good colleagues was also very important to Millennials and this was closely related
to the work environment and culture that they valued. While the study indicated that good colleagues
had contributed to job satisfaction, bad coworkers, on the other hand, had created coworker
problems. It was also true that favorable work environment and culture made their jobs more
satisfying, while, on the contrary, some cited being exposed to an unfavorable organizational culture
as contributing to their dissatisfaction. An organization is made up of employees, and its culture is
founded on the values of employees (McShane & Von Glinow, 2018). Therefore, in order to ensure a
pleasant work environment and culture, as well as making sure that employees have great colleagues
to work with, rests on the organization and human resource department in selecting the right
employees who align with the organization’s values. This can be facilitated through the use of
personality assessments to determine if they would fit in well in the organization to ensure a person-
organization fit (McShane & Von Glinow, 2018). Aside from having the right type of employees, the
culture and work environment are also highly dependent on the organization and top management
(McShane & Von Glinow, 2018). Eliminating any single dominating sex, bias, moving away from a
competitive and towards a more collaborative setting, as well as being more diverse would help
improve the organizational culture. A shift towards a more Millennial-friendly environment away from
the traditional one would be a good move to increase both job satisfaction and retention (Aruna &
Anitha, 2015).

Remuneration never failed to be a hot item on Millennials’ list, and a positive correlation was
found between remuneration and job satisfaction. Many Millennials cited higher remuneration as a
contributing factor to their job satisfaction, while lower remuneration was said to be one of the things
they liked least about their jobs. Offering competitive and high remuneration packages was the second
highest recommendation to retain Millennials, and, although it sounded like a great idea, it is in reality
a difficult recommendation to apply in every organization, as not every organization can afford it, and
Millennials are always demanding more. They were especially upset when they were unfairly
compensated for working beyond their job descriptions but not compensated accordingly. Although
money may not be the sole motivating factor for Millennials (Chappell, 2012), the results of the study
clearly demonstrated that they favored and placed a significant importance on competitive salaries
(Jauhar et al., 2017). Millennials are also in favor of instant gratification (Axten, 2015), as seen in their
desires for quick promotions and salaries and their tendency to move quickly once a better offer
comes their way (Hillmer et al., 2004).

Management, whether managers, supervisors, or top-level management, has a tremendous
impact on job satisfaction and retention levels. This was mentioned on both occasions as a factor that
contributed to job satisfaction and something they were least satisfied with. Millennials also
expressed high concerns for better management practices if they were to be retained. It has been said
that Millenials leave managers, and not organizations (Reuteman, 2015) and that “employees do not
quit their jobs, they quit their bosses!” (Campione, 2014, p. 19). Organizations that shift from a
traditional to a newer mindset that empowers, supports, is open to new ideas and opinions, provides
autonomy, moves towards creating a lower power distance, would do well, as Millennials have low
tolerance levels for traditional and hierarchical management (Jalnawala, 2018) and want to be heard
(Axten, 2015; DeVaney, 2015). The more fortunate Millennials were blessed with leaders who were
supportive, open-minded, empowering, and nice, while others were crying out for leaders who could
be more transparent, less directive and micromanaging, unbiased, fair, and refrain from practicing
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double-standards. Numerous retention recommendations were also made for more understanding
and open-minded managers, who could mentor and coach them, and move on to a managerial style
that would accommodate the needs of the Y Generation, as Millennials want to collaborate closely
with their superiors. This aligns with the literature. Andert (2011) stated that Millennials look for
managers who are caring, inspiring, and who take the time to develop a good rapport with them.
Miscommunication and inadequate communication issues need to be looked into, as good and
effective communication are essential to the well-functioning of any successful organization (McShane
& Von Glinow, 2018).

Conclusions and Recommendations for Further Research

The factors contributing to job satisfaction and dissatisfaction have been stated clearly, and some
of them were included in the recommendations for the retention of Millennials. Simply said, what
Millennials want is to work in a Millennial-oriented organization under supportive and open-minded
management that can provide coaching and mentorship in a challenging, empowering, and
meaningful job that provides a work life balance, while working alongside great colleagues and
receiving competitive remuneration. As there is still a high percentage of firms using traditional and
outdated methods (Falletta, 2016), it is recommended that organizations revisit their operations,
management styles, remuneration packages, HR practices, with organizational changes shifting
towards creating a more Millennial-friendlier workplace (Aruna & Anitha, 2015), with the aim of
increasing job satisfaction and retention. According to Lee et al. (2016), there are positive correlations
amongst job satisfaction, happy employees, and high performing organizations. Adhering to the
factors that contribute to job satisfaction does not always guarantee that Millennials would not move
to a new job, as they still could be attracted to better job offers (Ware, 2014) and they could move to
different jobs despite being happy at work (Fisher, 2015).

Recommendations for further research includes interviewing the same participants in five years
from now to find out if there has been a change in their answers, and if organizations had progressed
in improving Millennial job satisfaction and turnover. A comparative study is also recommended to
compare the answers from Gen Yers and Gen Zers to further study the similarities and differences.
The results would provide invaluable information to organizations to better aligh to the new
generations in the workplace.
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