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Abstract  

The labor market is suffering many changes and transformations putting several 

challenges to human resources management. One of the biggest challenges is related 

to the attraction and retention of employees to work in several activity sectors and to 

retain the talent in the organisations. In particular, hospitality and technology sectors 

have seen robust growth since the pandemic-induced. 

This study aims to explore the strategies for attracting and retaining millennials. More 

specifically, to understand the challenges of multigenerational management, and to 

understand the strategies used by organisations to meet the needs and interests of the 

millennial generation. A qualitative exploratory study was conducted using a semi-

structured interview with 17 Human resources managers. Data were analysed 

according to thematic analysis procedures.  

The results showed that university partnerships are the preferred practice for attracting 

millennials, work-life balance, benefits, organisational culture, investment in 

professional development, feedback, and recognition are the main attraction and 

retention strategies. Participants consider the millennial Generation to be committed, 

and the biggest challenge in managing generational diversity is linked to the demand 

and impatience of millennials.  

In conclusion, human resources managers should consider the generation 

characteristics to adequate and update their human resources practices. 
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1. Introduction 

 
Millennials correspond to the generation of individuals born between 1980 and 2000 

(Ilmia & Arquisola, 2022; Munir et al., 2018). This generation is characterised by its 

sense of superiority and constant need for feedback, guidance, and personalised attention, 

making it a very high-maintenance generation (Martins & Cruz, 2019; Munir et al., 2018; 

Serralheiro, 2020; Sharafudeen, 2019). Millennials are currently the predominant 

generation in the labour market, representing almost 47% of the world's workforce 

(Abimbola, 2020). In the world of work, millennials tend to be associated with a 

generation that rejects monotonous and repetitive jobs (Abimbola, 2020; Martins & Cruz, 

2019), leading them to constantly seek new challenges. Abimbola (2020) estimates that 



millennials, by the age of 28, can already have around seven different professional 

experiences on their CV, and it is predicted that by the age of 38, this number will vary 

between 10 and 14 times. Considering the personality traits of this generation, several 

authors (e.g. Arora & Dhole, 2019; Hayat et al., 2022; Sebastian & Virani, 2021) 

emphasise that attracting and retaining them are major challenges for today's human 

resources managers. 

Such as the hospitality sector, the information technologies (IT) sector is one of the 

sectors that employs the most millennials, due to the combination of the area's typical 

digital characteristics and millennials' natural skills with technology (Abimbola, 2020; 

Dogru et al., 2024). As referred by Dogru et al (2024), one reason for attraction and 

retention in these sectors can be the wage. They argue that hospitality wages are now 

at an all-time high, growing faster than other industries, as well as the hospitality 

industry, is positioned to attract new workers, especially in labour, growing faster 

than other industries as well as markets with abundant jobs within and external to the 

hospitality industry. These authors (Dogru et al., 2024) also underline that in addition 

to the wage growth the hospitality workforce enjoys, the industry has been growing 

business levels and adding jobs which allows the hospitality industry growth to 

outpacing the technology sector. The incessant growth and development of both 

sectors have made them one of the largest markets in existence, where the supply of 

job opportunities is increasingly extensive (Dogru et al., 2024; Nguyen & Le, 2022, 

Nguyen et al., 2023; Yen & Lee, 2024). At the same time, companies are beginning to 

experience difficulties in retaining millennials, given the growing level of turnover 

that is appearing year after year in the IT sector, precisely because it is the largest 

economic sector using millennials (Abimbola, 2020; Nguyen & Le, 2022; 

Sharafudeen, 2019). TopDev's 2020 annual report warns of a shortage of employees 

in this sector, stating that there are not enough candidates for the existing needs 

(Nguyen & Le, 2022). These evidences helps us to understand that one of the biggest 

challenges facing the sector is not only attracting but also retaining millennial talent 

(Martins & Cruz, 2019; Sharafudeen, 2019; Uwimpuhwe et al., 2018), in which 

companies in the IT sector have invested a lot of money in professional skills 

development programmes (Abimbola, 2020; Hayat et al., 2022; Martins & Cruz, 

2019; Soman, 2022). The main objective of this research is to understand the 

attraction and retention strategies that companies in the IT sector in Portugal are 

promoting in order to attract and retain millennials. More specifically, to understand 

the challenges of multigenerational management, and to understand the strategies 

used by organisations to meet the needs and interests of the millennial generation. 

This study makes two contributions to research. First, it clarifies the concept of 

millennials in a specific sector of activity with unique characteristics in people 

management. Second, it enriches the literature on attracting and retaining talent by 

identifying traits, characteristics, and skills associated with the millennial generation 

and strategies that influence positive attraction and retention experiences. 

The following section presents the existing literature on the concepts, attraction 

and retention strategies, and the existing difficulties in attracting and retaining 

millennials. The next section justifies the methodology used, such as the study's 

objectives, the data collection and processing processes, the characterisation of the 

participants and all the procedures inherent to the empirical study. The fourth section 

presents the main results. The final section addresses the discussion and conclusions. 

 

 

2. Literature Review  



 

Millennials are the most recent generation in the labour market but already have a 

robust organisational presence (Munir et al., 2018; Serralheiro, 2020). Millennials 

represent a workforce with unique and specific characteristics. On the one hand, they 

are confident, realistic, optimistic (Hassan & Jambulingam, 2018), technological, 

innovative (Mauricio, 2017; Soman, 2022), entrepreneurial (Damayanti et al., 2019), 

sociable, flexible (Arora & Dhole, 2019), enjoy working in groups and love 

challenges (Arora & Dhole, 2019; Soman, 2022). On the other hand, they are seen as 

impatient, conceited, not very loyal (Mauricio, 2017), intolerable, fragile and 

demanding (Galdames & Guihen, 2022; Thompson & Gregory, 2012). This view has 

generated a number of challenges in the organisational environment due to their sense 

of superiority and their need for continuous feedback, guidance and personalised 

attention (Galdames & Guihen, 2022; Sharafudeen, 2019). They break down rigid and 

highly bureaucratic organisational structures by questioning decision-making 

processes and constantly interacting with their superiors, valuing open and informal 

communication in relationships with co-workers (Mirzoyan, 2020). They enter the 

world of work with high qualifications and technological knowledge (Arora & Dhole, 

2019). Millennials value the need for continuous learning and development because 

they know that the world of work is increasingly demanding (Naim & Lenka, 2018; 

Serralheiro, 2020). This generation grew up watching their parents (generation X 

individuals) oscillate between situations of career progression and unemployment 

caused by the various economic crises and downsizings, seeing organisations as 

uncertain and insecure (Özçelik, 2015; Reis & Braga, 2016). Millennials tend to see 

the companies they work for as places of disengagement (Martins & Cruz, 2019; 

Özçelik, 2015). They move from organisation to organisation, unlike previous 

generations who wanted a job for life (Özçelik, 2015). 

If we combine millennials' lack of commitment with a labour market where there 

are many professional opportunities, the results show high turnover (Kumar, 2018; 

Sharafudeen, 2019). This is especially true in the IT sector (Kumar, 2018; Marques, 

2022; Sharafudeen, 2019). Recent studies (Kumar, 2018; Martins & Cruz, 2019; 

Marques, 2022; Sebastian & Virani, 2021; Serralheiro, 2020; Sharafudeen, 2019) 

indicate that in order to attract this generation, IT companies need to offer, in addition 

to good salaries, a flexible working environment, opportunities for professional 

development and an organisational culture that values diversity and inclusion. They 

are attracted to change and innovation, where the opportunity to create something 

unique is their greatest motivation (Arora & Dhole, 2019; Zaharee et al., 2018). The 

use of emerging technologies such as artificial intelligence and blockchain are crucial 

aspects for attracting and retaining millennial talent (Martins & Cruz, 2019).  

They value and aspire to work in organisations that give them the freedom to work 

at their own pace (Özçelik, 2015), arguing that work-life balance increases 

productivity and creativity (Stephens, 2020). On the other hand, the fact that the vast 

majority of millennials have university qualifications raises high expectations on the 

part of companies regarding their contribution (Baum, 2019), leading most companies 

to focus their attraction strategies on appealing reward plans (e.g. above-average 

salaries, complementary benefits, professional challenges, pleasant working 

environments, flexible working hours and career development opportunities), in order 

to meet the expectations of millennial candidates (Martins & Cruz, 2019; Marques, 

2022; Reis & Braga, 2016). 

Due to the scarcity of existing talent, traditional recruitment processes, which focus 

on the interests and desires of the company, are beginning to be abandoned, and 



inbound recruiting is increasingly valued as a strategy for attracting millennials, 

whose focus is on the candidate and their interest in the values, mission and culture of 

the organisation (Guales & Rosales, 2021; Martins & Cruz, 2019). However, these 

attraction strategies can prove to be a challenge for more traditional companies that 

don't have innovative attraction programmes. 

The entry of millennials into the labour market tends to help justify the growth in 

turnover rates in recent years (Uwimpuhwe et al., 2018). However, companies seem 

to be unprepared to counteract this growth (Sebastian & Virani, 2021) by favouring 

retention strategies that are out of step with the values and ideals that characterise this 

generation, which is very different from its predecessors (Damayanti et al., 2019; 

Stephens, 2020). Organisations need to identify and communicate their objectives to 

ensure parallel alignment of organisational goals with millennials' personal goals 

(Hayat et al., 2022; Mizoyan, 2020), reinforcing their sense of belonging and 

mitigating the desire to turnover. In turn, creating relationships and strengthening ties 

promotes a greater connection between the employee and the organisational culture 

and strategy, which tends to be positively reflected in talent retention (Jeske & Olson, 

2022; Martins & Cruz, 2019).  The different strategies provided by the company (e.g. 

job shadowing, employee experience, job shadowing, coaching, continuous feedback) 

will contribute to increased satisfaction, performance and organisational commitment, 

positively impacting talent retention in the organisation (Martins & Cruz, 2019; Pais, 

2020). The work environment understood as a physical and socially comfortable 

space, can also provide opportunities for learning and development and is recognised 

as influential in employee retention (Damayanti et al., 2019). Healthy relationships 

between employees are also seen as a factor that positively impacts the work 

environment and increases the desire to stay with the organisation in the long term 

(Munir et al., 2018). Some recommendations for retaining millennials include 

investing time and effort in developing honest and clear relationships with employees 

(Sharafudeen, 2019). Trust is a basic factor for building strong relationships. 

Therefore, behaviours that help to strengthen trust between the organisation and 

employees have a significant impact on employee retention (Sharafudeen, 2019). 

Another way to prevent turnover is to use the ‘reverse mentoring’ method (Martins & 

Cruz, 2019; Özçelik, 2015), allowing millennials to mentor senior employees in areas 

heavily dependent on new technologies. Adopting this strategy allows millennials to 

feel valued, increasing their willingness to stay with the company (Martins & Cruz, 

2019). Furthermore, when someone is recognised for their work, they automatically 

feel appreciated, and consequently will be more cooperative and confident in their 

next tasks (Munir et al., 2018; Naim & Lenka, 2018). One of the incentives most 

appreciated by millennials is work-life balance (Bakanauskiene et al., 2016; Jerome et 

al., 2014; Larasati & Hasanati, 2019). Work-life balance can work as an employee 

engagement strategy because, in addition to increasing employee loyalty, 

organisational performance and productivity, it reduces turnover costs, turnover and 

absenteeism (Bakanauskiene et al., 2016; Larasati & Hasanati, 2019; Sharafudeen, 

2019) and contributes to attracting and retaining talent and their involvement within 

the company (Goessling, 2017; Larasati & Hasanati, 2019). Instead of traditional, 

rigid compensation and benefits plans, more personalised and flexible reward 

systems, including flexibility and work-life balance strategies, may be more effective 

in both the attraction and retention process (Hayat et al., 2022; Martins & Cruz, 2019; 

Sharafudeen, 2019; Zaharee et al., 2018). Introducing effective strategies that allow 

opportunities for progression is also essential (Hayat et al., 2022), as they allow 

millennials to have greater power to control and plan their own careers, thus 



strengthening their level of retention (Özçelik, 2015; Zaharee et al., 2018). Another 

attractive strategy, especially for this generation, stems from their technological 

aptitude (Bakanauskiene et al., 2016). Engagement with technological innovations has 

enabled increased learning and development (Özçelik, 2015; Shaikh & Jindal, 2017). 

In this way, the tools made available by technology are important, as they allow for 

constant updating of knowledge in the business area, a very attractive characteristic, 

especially for the millennial generation, who see opportunities for internal growth and 

development and wish to remain in organisational environments that adopt technology 

(Özçelik, 2015; Shaikh & Jindal, 2017). When this happens, millennials feel they 

have a job with purpose (Sharafudeen, 2019; Zaharee et al., 2018), reinforcing the 

desire to attract and retain this generation. 

In this highly competitive environment, all organisations want to retain their 

employees and avoid knowledge leakage (Abimbola, 2020; Hassan & Jambulingam, 

2018; Sharafudeen, 2019). But this goal becomes difficult to achieve when the 

generation with the most advanced levels of education is also the generation with the 

most problems with loyalty and commitment to companies (Arora & Dhole, 2019; 

Damayanti et al., 2019; Hassan & Jambulingam, 2018; Munir et al., 2018). The vast 

majority of millennials don't expect to stay with the same company for more than five 

years (Arora & Dhole, 2019). Only 17% would stay with the company after 5 years 

and 5% expect to leave in the first year (Arora & Dhole, 2019). The literature 

(Machado, 2021; Sebastian & Virani, 2021; Spencer, 2021) stresses that although the 

strategies implemented by organisations are still very much geared towards the Baby 

Boomers and Generation X generations, it is important to invest in updating them to 

respond more adequately to millennials' expectations. There are considerable 

personality discrepancies between this generation and previous ones in terms of their 

characteristics, work style, and work expectations (Damayanti et al., 2019; Jerome et 

al., 2014; Machado, 2021; Özçelik, 2015), creating difficulties in retaining them when 

using strategies that are less adapted to millennials (Sebastian & Virani, 2021). 

Previous literature (e.g. Damayanti et al., 2019; Jerome et al, 2014; Serralheiro, 2020; 

Suleman & Nelson, 2011) therefore suggests rethinking established attraction and 

retention strategies to better adapt them to the unique and challenging characteristics 

of millennials. 

 

 

3. Methodology 

 

This qualitative exploratory study aims to understand the Human Resources 

strategies for the Millennials. More specifically, we aim to explore the strategies 

implemented by organisations to attract and retain Millennials; understand how 

organisations are responding to the needs and interests of Millennials; characterize the 

difficulties faced by organisations in attracting and retaining Millennials; and identify 

the human resources challenges inherent in multigenerational management. 

To achieve these objectives we used a semi-structured interview with 14 open 

questions such as “What strategies does the organisation use to satisfy the need for 

the development of Millennials?”, “What are the main differences between 

millennials and previous generations?”, “What processes and strategies are being 

implemented in the organisation to attract Millennials?”, or “What retention strategies 

does the organisation use applied to Millennials retention?”. 

We used a theoretical sample where the organisations have to have a formal 

Human Resources department and Millennial employees. Participated in our study 17 



human resources managers, 15 female and three male, their mean age was 32 years 

old, and all of them had higher education. 

To develop the study an initial e-mail was sent to the organisations inviting them to 

participate in this research. To those who had answered the e-mail and fulfilled the 

sample criteria, it was sent an e-mail scheduling the interview. All the interviews were 

made in May and June 2023, online, and audiotaped. The interviews lasted between 

35 and 60 minutes. All the interviews were verbatim transcripts and anonymised. For 

data analysis we used thematic analysis procedures (Braun & Clark, 2006). All ethical 

procedures were considered during this study. 

 

 

 

4. Results 

 

Our results suggest two main themes: Generations, and Human Resources 

Management Strategies. 

The Generations theme can be defined as the main characteristics of the several 

ages and their relation with their employment. This theme emerges from the 

categories Millennials’ Characteristics, Intergenerational Differences, and 

Generations in the Work Environment. 

Millennials' Characteristics refer to the traits that human resources managers 

associate with this generation, namely committed, receptive to change, lack of 

commitment, impatient, and demanding. Our participants considered millennials with 

a huge will to learn and develop skills but at the same time detached from 

organisations, easily changing jobs as we can observe in “People aren't afraid to 

change and if there's a much bigger offer, much more advantageous, they change 

without looking back. This is the biggest problem” (I1). Therefore, they can change 

easily and do not have difficulty adapting to this change. Moreover, our participants 

demanding and impatient, they are always looking for new challenges and new 

strategies and do not like to wait for changes being, in some cases anxious about the 

change as illustrated by the “People do not have a lot of patience to spend a lot of 

time in the same position, doing the same kind of tasks. I think it is the fact that 

everything has to be immediate. I think this is a personality trait of most Millennials, 

it is their need. The need for things to happen immediately and not having much 

patience for waiting” (I8). 

The category Intergenerational Differences refers to the differences between 

Millennials, X Generation, and Baby Boomers. The generations before the 

Millennials sacrificed themselves for work, seeing it solely as a way of making a 

living, and often this job did not correspond to their interests. Millennials work with 

the main objective of doing something that they enjoy and that enhances their quality 

of life as illustrated by “Yes, at our parents' age, they sacrificed a lot to have a job. 

Sometimes it was not even in their best interests, as long as it paid well. Now younger 

people value the quality of life, flexible working hours, and doing something they 

enjoy” (I5). 

The category Generations in the Work Environment, characterises the attitude and 

relationship between generations in the workplace. Our participants referred to the 

combination of differences in the way each generation thinks and the way of being of 

each generation as observed by “It is enriching to be able to work with different ways 

of being, thinking and different experiences within a team, is not it? So this diversity 

of ages undoubtedly brings added value” (I7). 



The theme Human Resources Management Strategies refers to attraction and 

retention strategies, which were mentioned most often by Human Resources 

professionals. These strategies were: University Partnerships, Branding, Benefits, 

Work-Life Balance, Skills Assessment, Development, Organisational Values, 

Employee Experience, and Innovative Strategies. 

The category University Partnership refers to a strategy used by most of our 

participants, through activities such as programs for young talent and university fairs 

as illustrated by “We do not have young talent programs, what we do have are 

protocols with universities, and we receive a lot of trainees and people who want to 

do their final work” (I2). 

The category Brand was referred by all participants and highlighted some activities 

organised by organisations to promote their employer branding as illustrated by “I 

think it is very much linked to communicate on social networks such as LinkedIn. I 

think that has helped people to get to know us and understand our way of working” 

(I13). 

The category Benefits refers to compensation packages applied by the 

organisations. The most important benefits were: food allowance, health insurance, 

gym and sports activities, discounts, additional vacation days, equipment, health 

check, basic salary, childcare check, education check, social, education check, social 

gatherings, and team-building activities as illustrated by “We have a lot of different 

benefits to be more suitable for each one needs such as discounts, gym, extra vacation 

days, or we offer all the equipment needed for their activity” (I17). 

The Work-Life Balance category is characterised by the work-life balance 

provided by organisation, and the importance that this flexibility implies for the 

Millennial generation. According to our participants' Millennials value their time and 

the opportunity to do other things, so organisations had to adapt to this demand and, 

when possible, have different working arrangements, in particular, the possibility of 

hybrid and remote working as observed by “Customers prefer us to be there in 

person, you know? That is why it is very difficult for us to say no, because we are 

going to change the method a lot and we can rub some customer relations (...) but I 

need a little bit more maturity in the processes and in my team to achieve the hybrid. 

So what I have planned until the end of the year is to start doing some micro tests with 

some of the team” (I12). 

The Skills Assessment category highlights how organisations maintain contact 

with employees and how they appreciate good work highlighting the importance of 

constant feedback and recognition as illustrated by “We have a culture of feedback, 

that is, one-on-one, with our managers, depends on the team, it can vary, it can be 

every week, or every two weeks, or it can take a little longer. But these are sessions in 

which you give feedback to your manager, you tell them how you are feeling, you 

share a little bit of what might be affecting your well-being or not, if you are 

overworked, if you are feeling a bit overwhelmed and you also share the manager's 

feedback is also shared, such as "I felt that you could improve this in this way or 

that” (I16). 

The Development category refers to the strategies used by organisations to 

promote their employees' training and development. The main strategies referred by 

our participants were: training, teaching platform, career plans, coaching, mentoring, 

and job shadowing as referred by Participant 13 “We have several training courses 

and workshops. We also have an alignment with the person to say, in terms of what 

your career and your career development might be, you can go to point B. In that 



sense, let’s align here together what your personal and professional development plan 

will be”. 

Regarding the category Organisational Values, our participants referred to the 

importance of taking into consideration diversity, inclusion, open communication, 

informality, and culture as illustrated by “Cultural diversity, as I said, we are a mix, 

several cultures, several ideas, the differences are enormous. We have to include 

everyone, to communicate clearly, to be informal, to achieve everyone” (I11). 

The category Employee Experience refers to the employee's entire experience and 

internal journey from the moment they join the organisation until, eventually, leaving 

it. Our participants mentioned the importance of proximity to people, personalised 

development plans, and very employee-focused management. Making that they are 

not just a number, but someone who is valued and recognised by the organisation 

providing an experience that is very personal and focused on the person is what is 

most valued as illustrated by “I think it has a lot to do with the employee experience, 

and with the management of management that we do with people. I think this is what 

works with them, and with the fact that we have people development plans, which are 

specific to each person. It has to do with the fact that we know people's names, we 

know where they come from, we know where they are. It is something they say, that in 

the company they do not feel they are a number, they feel they are a person. We have 

context here about who they are, where they come from, what they like. I think it is 

this kind of very specific management, very focused on the person. I think this is what 

makes the difference for them” (I16). 

The category Innovative Strategies refers to pioneering practices that half of our 

participants would like to implement in the future namely the four-day week as 

illustrated by “we are paying attention to the future. I think we will have to pay 

attention to the four-day weeks. Now we do not have any position on that, or how we 

can integrate it in our business model, but I think it can be the future” (I14). 

 

 

5. Conclusion 

 

This study aimed to understand the Human Resources strategies for the 

Millennials. More specifically, we aimed to explore the strategies implemented by 

organisations to attract and retain Millennials. Trough a qualitative study with Human 

resources managers our results suggest two main themes: Generations, and Human 

Resources Management Strategies. 

Millennials are described as a generation extremely committed to working, 

learning, developing skills and growing professionally and personally. Millennials 

stand out from the rest of the generations with their high rates of productivity, 

education (Arora & Dhole, 2019), and professional experience (Munir et al., 2018), 

due to their desire to learn, development of skills and knowledge (Naim & Lenka, 

2018). Additionally, the Millennial generation has also been characterised as 

motivated by change. They are attracted to the factor of change and innovation 

(Zaharee et al., 2018). This generation is constantly looking for challenges, they like 

to be stimulated by something with something contagious and exciting (Suleman & 

Nelson, 2011). Although, the results suggested a generation's lack of commitment 

(Mauricio, 2017). This generation is detached, they are always looking for the best 

opportunities (Özçelik, 2015) contributing to turnover. 

The Millennial generation has a great desire to grow and and learning, thus 

investing a lot in their personal development to achieve career progression (Özçelik, 



2015; Reis & Braga, 2016). Thus, if they feel that they are not progressing quickly in 

their careers and that there is no intellectual stimulation in carrying out new tasks, 

they get tired and will seek to satisfy their needs in other companies (Abzçik, 2015; 

Reis & Braga, 2016). 

Millennials do not have the patience to wait a few years to progress in their 

careers, and quickly tire of doing the same tasks. Another characteristic highlighted is 

interconnected with the impatience of this generation is demandingness (Galdames & 

Guihen, 2022; Thompson & Gregory, 2012). This generation is extremely demanding 

when looking for a job (Arora & Kshatriya, 2017), acting like a consumer when 

making a purchase (Nath, 2020). Moreover, Millennials continue to have the same 

level of demand in several variables, having a propensity to choose their working 

conditions and which tasks they want to focus on, such as updating technological 

tools and software, better flexible benefits, and new challenges. The Millennial 

generation is the generation with the expectations of the work environment, and if the 

company does not meet their needs, they easily look for another organisation with just 

one click (Arora & Kshatriya, 2017).  

The Millennial generation, compared to previous generations, the Baby Boomers 

and Generation X, the main difference among HR professionals is the professionals, 

and also proven in theory, is the different perspectives on work between the  

generations. Due to a chain of events that have influenced the way each generation 

lives and the way of living and thinking of each generation (Thompson & Gregory, 

2012), the generations are different in their involvement with work, their 

organisational commitment, and their work ethic. The fact that these coexist in the 

same workspace could contribute to a clash between these generations (Thompson & 

Gregory, 2012). 

Regarding the Human Resources Management Strategies our results are in line 

with previous literature. Benefits have also had a direct impact on attracting and 

retaining talent in the organisation, by contributing to an increase in their satisfaction 

and engagement, improved performance and quality of work (Abimbola, 2020; 

Hassan & Jambulingam, 2018; Uwimpuhwe et al., 2018). It was also mentioned that 

this incentive is not only attractive to Millennials, but to all other generations (Arora 

& Dhole, 2019; Uwimpuhwe et al., 2018; Zaharee et al., 2018). It can be seen that 

there are incentives that are more important than others for each employee, taking into 

account their values, needs and lifestyle. Additionally, non-financial incentives are 

increasingly essential for employees, due to their influence on aspects of their lives, 

such as work-life balance, feedback and recognition (Uwimpuhwe et al., 2018), the 

employee experience (Uwimpuhwe et al., 2018), training and development 

(Abimbola, 2020; Uwimpuhwe et al., 2018), organizational values (Sharafudeen, 

2019) and onboarding. 

Our main limitations are related to the fact that we only know the human resources 

managers perspective. It would be interesting to analyse also the perspective of the 

employees from different generations. Moreover, future studies should also consider 

quantitative perspectives and the replication of these study in different activity 

sectors. 

 

Acknowledgements 

 

This work is financed by Portuguese national funds through FCT – Fundação para 

a Ciência e Tecnologia, under the project UIDB/05422/2020. 

 



References 

 

 

Abimbola, S. O. (2020). Impact of Talent Management on Retention of Millenials in the 

IT Sector Case Study of Google Ireland Dublin, National College of Ireland]. 

Norma eResearch. 

Arora, N., & Dhole, V. (2019). Generation Y: Perspective, engagement, expectations, 

preferences and satisfactions from workplace; a study conducted in Indian context. 

Benchmarking: An International Journal, 26, 1378-1404. 

https://doi.org/https://doi.org/10.1108/BIJ-05-2018-0132 

Bakanauskiene, I., Bendaraviciene, R., & Bucinskaite, I. (2016). Employer's 

attractiveness: generation Y employment expectations in Lithuania. Human 

Resources Management & Ergonomics, 10(1), 6-22. 

Baum, T. (2019). A changing world of work. What can we learn from the service sector 

about employing Millennials (and Gen Z)? Organizational Dynamics. Advance 

online publication. https://doi.org/10.1016/j.orgdyn.2019.04.001 

Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative 

research in psychology, 3(2), 77-101. 

Damayanti, N., Yahya, K. K., & Yean, T. F. (2019). Work values, emotional intelligence, 

work environment and career commitment among generation Y: A Proposed 

Framework. Sains Humanika, 11(2-2), 53-58. https://doi.org/10.11113/sh.v11n2-

2.1655 

Dogru, T., McGinley, S., & Self, T. (2024). Hospitality industry attraction: The effect of 

job openings and employee wages in the United States. Tourism Management, 103, 

104888. https://doi.org/10.1016/j.tourman.2024.104888 
Galdames, S., & Guihen, L. (2022). Millennials and leadership: a systematic literature 

review. Total Quality Management & Business Excellence, 33(1-2), 146-162. 

Guales, J. G. B., & Rosales, G. J. A. (2021). La metodología Inbound Recruiting como 

estrategia de reclutamiento y selección en la empresa Degeremcia SA desde octubre 

2019 hasta octubre 2020 Universidad de Guayaquil-Facultad de Ciencias 

Psicológicas]. http://repositorio.ug.edu.ec/handle/redug/55545 

Goessling, M. (2017). Attraction and Retention of Generations X, Y and Z in the 

Workplace Murray State University]. 

Hayat, K., Aslam, M. A., Kiran, A., & Bilal, K. (2022). Rethinking Talent Retention from 

Millennials’ Viewpoint: A Review on Today’s Talent Needs. Pakistan Journal of 

Humanities and Social Sciences, 10(1), 304-314. 

https://doi.org/10.52131/pjhss.2022.1001.0198 

Hassan, M. M., & Jambulingam, M. (2018). Trends of turnover & adopting soft HRM 

strategies for the retention of millenials: Requirement of 21st century. 8th 

International Conference on Modern Research in Management, Economics and 

Accounting, Munique, German. DOI:10.33422/8mea.2018.11.61 

Ilmia, A. D., & Arquisola, M. J. (2022). Is the Indonesian Millennial Workforce Attracted 

to Companies with Green HRM Strategies? International Journal of Applied 

Business Research, 100-114. 

Larasati, D. P., & Hasanati, N. (2019). The effects of work-life balance towards employee 

engagement in millennial generation. 4th ASEAN Conference on Psychology, 

Counselling, and Humanities (ACPCH 2018), 

Jerome, A., Scales, M., Whithem, C., & Quain, B. (2014). Millennials in the workforce: 

Gen Y workplace strategies for the next century. E-Journal of Social & Behavioural 

Research in Business, 5(1), 1. 

https://doi.org/https:/doi.org/10.1108/BIJ-05-2018-0132
https://doi.org/10.1016/j.orgdyn.2019.04.001
https://doi.org/10.11113/sh.v11n2-2.1655
https://doi.org/10.11113/sh.v11n2-2.1655
https://doi.org/10.1016/j.tourman.2024.104888
http://repositorio.ug.edu.ec/handle/redug/55545
https://doi.org/10.52131/pjhss.2022.1001.0198
http://dx.doi.org/10.33422/8mea.2018.11.61


Jeske, D. & Olson, D. (2022). Onboarding new hires: recognising mutual learning 

opportunities, Journal of Work-Applied Management, 14(1), pp. 63-

6. https://doi.org/10.1108/JWAM-04-2021-0036 

Kumar, S. (2018). Financial and non financial turnover factors influencing IT companies 

in India. CLEAR International Journal of Research in Commerce & Management, 

9(6), 50-54. 

Machado, A. F. P. (2021). Geração Y: Desafios geracionais na retenção de talento nas 

consultoras, em Portugal Iscte - Instituto Universitário de Lisboa]. Repositório 

Iscte. 

Martins, D., & Cruz, R. M. d. (2019). Gestão do Talento em Organizações da Península 

Ibérica, Editora RH. 

Marques, A. (2022). Atração e Retenção dos Millennials no Setor do IT em Portugal. 

Dissertação de Mestrado em Gestão e Desenvolvimento de Recursos Humanos, 

ISCAP, Porto. 

Mauricio, I. P. (2017). The millennial generation reshaping the workplace: what changes 

are needed for organizations to attract and retain employees? Haute école de 

gestion de Genève]. 

Mirzoyan, N. (2020). Live to Work Or Work to Live? a Study on Work-life Balance and 

Other Motivational Factors for Millennials Working for the County of Los Angeles 

California State University, Northridge]. 

Munir, Z. A., Fairuz, N. E. S., Noranee, S., Pandiyan, V., Sundram, K., & Aziz, R. A. 

(2018). Securing the future: retention among generation Y employees. Journal of 

Human Resources Management Research, 8 pages, DOI: 10.5171/2018.281654 

Naim, M. F., & Lenka, U. (2018). Development and retention of Generation Y 

employees: a conceptual framework. Employee relations, 40(2), 433-455. 

https://doi.org/10.1108/ER-09-2016-0172 

Nguyen, H.-P., & Le, H.-N. (2022). Determinants of job-hopping behavior: The case of 

information technology sector. International Journal of Law and Management, 

64(3), 308-320. https://doi.org/10.1108/IJLMA-06-2020-0178 

Nguyen, C.N., Hoang, G., & Luu, T.T. (2023). Frontline employees’ turnover intentions 

in tourism and hospitality sectors: A systematic literature review and research 

agenda. Tourism Management Perspectives, 49, 101197 (2023). 

https://doi.org/10.1016/j.tmp.2023.101197 

Özçelik, G. (2015). Engagement and retention of the millennial generation in the 
workplace through internal branding. International Journal of Business and 
Management, 10(3), 99-107. DOI: 10.5539/ijbm.v10n3p99 

Pais, A. L. d. J. A. (2020). Employer value proposition: Atração de jovens na área das 

tecnologias de informação Iscte - Instituto Universitário de Lisboa]. Repositório 

Iscte. 

Reis, G. G., & Braga, B. M. (2016). Employer attractiveness from a generational 

perspective: Implications for employer branding. Revista de Administração (São 

Paulo), 51, 103-116. 

Sebastian, B., & Virani, D. F. (2021). Impact of Social Work Characteristics on Turnover 

Intention of Millennials. Journal of Contemporary Issues in Business and 

Government| Vol, 27(2), 4121-4127. Retrieved from 
https://cibgp.com/au/index.php/1323-6903/article/view/1325 

Serralheiro, J. R. D. (2020). A eficácia de estratégias de employer branding aplicadas no 

setor do IT no processo de retenção de colaboradores millennials ISCTE]. Lisboa. 

Shaikh, M., & Jindal, P. (2017). Developing and managing young talent: framework of 

talent management strategies for Gen Y. International Journal of Environment, 

Workplace and Employment, 4(3), 171-185. 

https://doi.org/10.1504/IJEWE.2017.10008684 

https://www.emerald.com/insight/search?q=Debora%20Jeske
https://www.emerald.com/insight/search?q=Deborah%20Olson
https://www.emerald.com/insight/publication/issn/2205-2062
https://doi.org/10.1108/JWAM-04-2021-0036
https://doi.org/10.1108/ER-09-2016-0172
https://doi.org/10.1108/IJLMA-06-2020-0178
https://doi.org/10.1016/j.tmp.2023.101197
http://dx.doi.org/10.5539/ijbm.v10n3p99
https://cibgp.com/au/index.php/1323-6903/article/view/1325


Sharafudeen, M. A. (2019). Retention of millennials in IT departments in Ireland Dublin 

Business School]. 

Soman, S. P. (2022). Work motivators: comparing Gen-Xers and millennials in the IT 

sector. NHRD Network Journal, 15(2), 257-268. 

Spencer, D. (2021). Learning Millennial Values to Improve Workforce Turnover Intention 

Colorado Technical University. 

Stephens, D. O. (2020). Strategies to Improve Millennial Employees’ Engagement Within 

the Hospitality Industry (Publication Number 28025641) [D.B.A., Walden 

University]. Publicly Available Content Database. Ann Arbor. 

https://www.proquest.com/dissertations-theses/strategies-improve-millennial-

employees/docview/2433247755/se-2 

Suleman, R., & Nelson, B. (2011). Motivating the millennials: Tapping into the potential 

of the youngest generation. Leader to leader, 2011(62), 39-44. 

Thompson, C., & Gregory, J. B. (2012). Managing millennials: A framework for 

improving attraction, motivation, and retention. The psychologist-manager journal, 

15(4), 237-246. 

Uwimpuhwe, D., Mushabe, D., & Bally, K. S. (2018). The influence of compensation 

system on employee attraction and retention. International Journal of Advanced 

Academic Research, 4(11), 91-110. 

Yen, A., & Lee, K-H. (2024). Money or fit? The tradeoff of intrinsic and extrinsic 

variables in hospitality managers’ job choice. International Journal of Hospitality 

Management, 120, 103760. https://doi.org/10.1016/j.ijhm.2024.103760 

Zaharee, M., Lipkie, T., Mehlman, S. K., & Neylon, S. K. (2018). Recruitment and 

Retention of Early-Career Technical Talent: What Young Employees Want from 

Employers A study of the workplace attributes that attract early-career workers 

suggests that Millennials may not be so different from earlier generations. Research-

Technology Management, 61(5), 51-61. 
 

 

 

 

 

 

 

 

  

 

 

https://www.proquest.com/dissertations-theses/strategies-improve-millennial-employees/docview/2433247755/se-2
https://www.proquest.com/dissertations-theses/strategies-improve-millennial-employees/docview/2433247755/se-2
https://doi.org/10.1016/j.ijhm.2024.103760

