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CHAPTER ONE 

INTRODUCTION 

1.1 Introduction 

Understanding Millennials' job expectations is critical for employee expectation 

because of the number of Generation workers who are unable to fill the job openings. 

Accordingly, this study assessed the job expectations of millennial employees in 

National water and Sewerage Corporation (NWSC) Kampala Head Office. This 

chapter presents the background of the study, statement of the problem, the purpose of 

the study, specific objectives of the study, research questions, and significance of the 

study, justification of the study, the scope of the study as well as the definition of 

operational terms. 

 

1.2 Background to the Study 

The millennial generation is a demographic group (aged 25 to 35 years) that has 

recently completed higher education and is now entering or has just entered the labor 

force (Shih & Allen, 2007). Millennials expect compensation, job security, 

professional development, fair treatment, working conditions, training, and 

promotions that may be direct or indirect. Millennials' job expectations tend to be 

higher given their high levels of optimism regarding employment opportunities in the 

market (Josiam et al., 2009). Millennials might seek a range of benefits for their work, 

such as higher status, money, or the use of their skills (Conway & Coyle-Shapiro, 

2012). 

 

Leaders of companies may create job offerings and workplace environments that are 

attractive to Millennials by understanding their job expectations. The millennial 

generation is becoming a bigger part of the workforce but has unique job expectations 

(Shaw & Fairhurst, 2008), which organizations need to address in order to enhance 
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the expectations of millennials. Millennial employees tend to associate expectations 

with job content, career development, training, financial rewards, and job security (De 

Hauw & De Vos, 2010). If the workplace environment does not meet an employee‘s 

expectations, the employer faces the risk of losing that employee. The money invested 

in initial recruiting and training is lost when an employee leaves the company 

(Palanski, Avey, & Jiraporn, 2013). 

 

The parents of millennial employees have experienced both a lack of career 

progression and job losses due to economic crises and the downsizing of 

organizations owing to the introduction of new automated technologies (Özçelik, 

2015). As a result, millennial employees have learned from their parents' experiences 

of job insecurity and perceive that employers and workers can be unreliable, and 

hence, they should not overcommit to the organizations in which they work. As a 

result, they emphasize self-development by searching for opportunities to learn and 

grow, with the goal of rapid career advancement rather than life-long employment; 

they want to make the most of the opportunities provided in the workplace and exit at 

any time a new opportunity presents itself (Kelleher, 2011). 

 

When the demands of the millennials entering the business as a new workforce are not 

fully acknowledged, this can lead to misunderstandings, miscommunications, and 

unproductivity, thus leading to lower employee commitment and higher expectations 

and intentions (Westerman & Yamamura, 2007; O‘Bannon, 2001). It has been 

observed that with millennial employees‘ recent entrance into the workforce, 

employee expectation rates have become higher than before (Westerman & 

Yamamura, 2007). 
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Millennials‘ expectations surrounding the nature of their jobs or careers are a topic of 

increasing focus in academic literature. For instance, a study by Price Waterhouse 

Coopers Consulting (2008) found that 88% of college graduates would prefer to work 

for employers who share their social values, and 86% would consider leaving their job 

if they discovered that the employer‘s social values differed from their own. This 

study reflects the optimism and idealism that are often attributed to this generation, as 

well as the Millennials‘ sense of global engagement and responsibility (Pew Research 

Center, 2010). 

The National Water and Sewerage Corporation (NWSC) is a public utility company 

that is 100% owned by the Government of Uganda. NWSC was established in 1972 

under Decree No. 34. At its inception in 1972, the corporation operated in the three 

(3) major towns of Kampala, Jinja, and Entebbe. These laws were revised in 1995 by 

the NWSC Statute, and later on, the statute was incorporated into the Laws of Uganda 

as CAP 317 (Laws of Uganda, 2000). The primary aim of this was to revise the 

objectives, powers, and structure of NWSC to enable the corporation to operate and 

provide water and sewerage services in areas entrusted to it on a sound commercial 

and viable basis across the country. 

 

The report (NWSC Human Resource Exit Tracker, 2007–2017) indicated that these 

employees were either terminated, dismissed, or resigned. This implies that there is a 

problem with NWSC millennial employees as regards their job expectations. As such, 

it is evident that finding effective ways to keep millennial workers on board has 

grown to be a significant concern if organizations have to minimize labor expectations 

and increase organizational performance. 
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1.3 Statement of the Problem  

When work expectations are met, employment may be a fulfilling and good 

experience for employees. The obvious transactional factors that employees expect 

from their employers are salary and benefits, but there are many relational factors that 

can also contribute to job satisfaction. According to Ismail Zitouny/Reuters (2020), 

globally, millennials face challenges like lack of economic opportunity and 

unemployment (12.1%), safety, security, and wellbeing (14.1%), lack of education 

(15.9%), food and water security (18.2%), government accountability and 

transparency/ccorruption (22.7%), religious conflicts (23.9%), poverty (29.2%), and 

inequality (income, discrimination) (30.8%).  

Furthermore, AH McCoy· 2021—EErtas (2015) found that job retention among 

millennials is a critical problem in the workplace and will have to change to ensure 

continued productivity. This is also applicable to millennials in East Africa and 

Uganda. Given that millennials are a fast-growing and significant part of the 

workforce, understanding their job expectations is crucial. (Egerová, Kutlák, & Eger, 

2021). However, since 2007, NWSC has encountered issues with millennial 

employees‘ expectations for their jobs, such as fair treatment, job security, a positive 

work environment, and resources, among others (NWSC report, 2019).  

This has made it difficult to recruit and retain millennial workers (Chopra & Bhilare, 

2020). In fact, there are growing concerns that this problem may persist because the 

workforce in many companies, including NWSC, is becoming more dynamic and 

constantly changing, with elderly employees gradually retiring and millennials who 

are graduating from university succeeding them. As a result, employers must 

concentrate on luring and keeping the millennial generation of workers (Egerová et 

al., 2021). However, it is critical for organizations to comprehend the job expectations 
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of the millennial generation in order to successfully attract and retain this group of 

workers. This is because a deeper understanding of these expectations will give 

businesses crucial knowledge they need to create and implement successful 

recruitment and retention strategies (Egerová et al., 2021). The majority of research 

on millennials‘ job expectations has been conducted in a Western context (Magni & 

Manzoni, 2020). Little research has sought to examine the job expectations of 

millennials in developing countries such as Uganda. Therefore, this study seeks to 

address this gap by examining the job expectations of millennial employees in the 

context of NWSC. 

1.4  Purpose of the Study 

The purpose of this study is to assess the job expectations of the millennial employees 

at the National Water and Sewerage Corporation, Kampala Head Office, Uganda. 

1.5  Objectives of the Study 

The following objectives will guide the study: 

1. To examine the relational job expectations of millennial employees at the National 

Water and Sewerage Corporation Kampala Head Office. 

2. To examine the transactional job expectations of millennial employees at the 

National Water and Sewerage Corporation Kampala Head Office. 

1.6 Research Questions  

To achieve the above study objectives, this study has been guided by the following 

research questions: 

1. What are the relational job expectations of millennial employees at the 

National Water and Sewerage Corporation Kampala Head Office? 

2. What are the transactional job expectations of millennial employees at the 

National Water and Sewerage Corporation's Kampala Head Office? 
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1.7 Significance of the Study 

The study findings have significant implications for the following categories: In 

relation to the promises that employees of the Millennial Generation perceive, the 

findings of the study may inform employers, thereby enabling them to increase 

employees' retention in their companies. Thus, from a human resource management 

perspective, the different outlook of the Millennials concerning what they expect from 

their employment and employers may use the findings of this study to develop 

innovative approaches to the design of cost-effective measures and the delivery of 

policies that address millennial job expectations. 

 

In addition, the study findings are of great use to academia, especially those who may 

wish to carry out further research on job expectations and retention of millennial 

employees. It may build on the existing body of literature and knowledge. Also, the 

study findings from this research may benefit employees at the National Water and 

Sewerage Corporation Kampala Head Office if their job expectations are addressed 

based on the recommendations that will emerge from the study. This way, their 

commitment to stay with the National Water and Sewerage Corporation Kampala 

Head Office 

Finally, the findings of this study may be significant to academicians in the following 

ways: This study may enrich my knowledge about the job expectations of millennial 

employees and the contribution of such job expectations to their retention in various 

organizations. In addition, this research may help other students complete their 

master‘s degrees when they refer to the findings of this study to enrich their literature 

review and discussion of their findings in the future. 



 

7 

 

1.8  Scope of the Study  

1.8.1 Geographical scope 

This study focused on millennial employees‘ job expectations at National Water and 

Sewerage Corporation because of the strategic value of their intellectual capital to the 

organization. The expectations of skilled employees have had serious negative 

consequences, including a decline in organizational performance (NWSC, 2014). 

Further, when skilled employees leave, the organization loses the source of valuable 

institutional knowledge, requiring resources to be spent on recruiting and training new 

employees rather than investing in other factory programs. 

The study was conducted in Kampala City at the National Water and Sewerage 

Corporation Kampala Head Office, located at Rwenzori House, Lugogo Offices. 

Kampala head office was chosen because a large number of millennial employees are 

employed in different departments. Also, given the large population surrounding 

Kampala City, many millennials are employed to provide the required services. 

 1.8.2   Content scope 

The content scope was restricted to the job expectations of millennial employees, as 

identified by Zagenczyk et al. (2011) in their study on psychological contracts and 

organizational identification. According to Zagenczyk et al. (2011), job expectations 

include aspects such as training expectations, working conditions expectations, and 

job security expectations. 

 1.8.3   Time scope 

The study considered the period from 2007 to 2020. This period has witnessed the 

apex of job flight at the National Water and Sewerage Corporation, embroiled with 

employee job expectation challenges (NWSC report, 2020). 
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1.9  Operational Definition of Key Terms 

The following are the working definitions of the concepts and terms used in this 

study: 

Job expectations: refers to expectations that employees of National Water and 

Sewerage Corporation have concerning what they desire to receive from National 

Water and Sewerage Corporation Kampala Head Office as an employer. These 

expectations are both transactional and relational and may include training, 

professional development, fair treatment, compensation, benefits, and job security 

(Zagenczyk et al., 2011). 

Employee expectations: refers to a percentage of employees who have left the 

National Water and Sewerage Corporation Kampala Head Office. 

Millennials refers to National Water and Sewerage Corporation Kampala Head 

Office employees who were born between 1981 and 2000, also called Gen Y, 

Generation Me, and Nexters. (Constanza et al., 2012; Lub et al., 2012; Parry & 

Urwin, 2011). 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter reviews the literature related to the study. It is divided into three sections 

based on the study objectives. 

 

2.2  Relational Job Expectation of Millennial Employees 

2.2.1 Training expectations of millennial employees 

With respect to training, providing career opportunities and challenging meaningful 

assignments are perceived to be more critical to millennials than life-long 

employment (Shaw & Fairhurst, 2008). However, at present what is unclear is 

whether NWSC provides career opportunities and challenging meaningful 

assignments to its millennials. Millennial Employees would like to work for 

organizations that constantly foster their skills development but want to keep control 

of planning their own careers. Leadership programs should be designed and fast 

tracked for Millennial‘s that show promise. Human Resource (HR) departments 

should make sure that these millennials have opportunities for challenging 

assignments, job enrichment, and even international projects. Giving personal 

acknowledgement, ongoing job training and consistent frequent feedback as well as 

recognition of achievement are other crucial key factors that increase employee 

retention. 

There is growing evidence that the millennial talent that possesses new and unique 

skills and capabilities has become one of the key factors of organizational success and 

an important source of competitive advantage in the current globalized business 

environment (Zupan, Mihelič & Aleksić, 2018). It is also obvious that, because of the 

ageing workforce, the struggle for talent, and the shortage of skilled workers, 
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companies are under increasing pressure to attract and retain Millennials to meet 

current and future organizational goals. As indicated by (Ruchika & Prasad, 2019), 

due to the positive economic climate before the COVID-19 pandemic, the demand for 

qualified workers was increasing faster than ever. Thus, companies need to focus on 

recruiting and retaining this generation of workers (Lowe, Levitt & Wilson, 2011; 

Todorović & Pavićević, 2016). To attract the Millennial generation successfully, it is 

more important than ever for companies to understand their employment expectations 

(Zupan, Mihelič & Aleksić, 2018). Some studies have found that, unlike previous 

generations, the Millennials have significantly different expectations of the future 

workplace (Ng, Schweitzer & Lyons, 2010; Lowe, Levitt & Wilson, 2011). A better 

understanding of these expectations will provide companies with critical information 

to develop and implement effective recruitment and retention strategies (De Vos, De 

Stobbeleir & Meganck, 2009; Ng, Schweitzer & Lyons, 2010). Conversely, failure to 

meet these expectations can negatively affect prospective employee intentions of 

joining an organization. Some authors (De Vos, De Stobbeleir & Meganck, 2009; 

Gresse, Linde & Schalk, 2013) argue that a useful concept to better understand 

Millennials‘ expectations is the psychological contract; more specifically, the 

anticipatory psychological contract (APC). 

Training is an organized procedure by which people learn knowledge and skill for 

definite purpose. It refers to the teaching and learning activities carried on for the 

primary purpose of helping members of an organization to acquire and apply the 

knowledge, skills, abilities, and attitudes needed by a particular job and organization 

(Rafael, 2017). Successful training and development program would assist the 

strategic requirement of the organization and also satisfies the individual needs of the 

people who are working in the particular field. Nowadays, training program for 
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millennials employee has becoming a serious issue and it has a significant impact on 

the organization. Training program is a must for millennials who has just joined the 

organization because they limited experience in their working field. Training program 

will act as a catalyst and provide strong foundation to lead millennial employee 

towards success. Moreover, in order to help millennials employees, strengthen their 

skills, the organization should implement the effective training program. According to 

Meola (2016), it is crucial for any organization to conduct training program for the 

newly joined millennials employees as it is important to maintain the company‘s 

performance and necessary in every organization in order to avoid any misleading 

activity in the future. 

Millennials have high expectations and hopes in their careers as well as the training 

that they will go through. Millennials are not the perpetual-children they are often 

made out to be. They have their version of adulthood that is relevant to their 

generation, and this includes making time for friends as well as balancing with the 

work life (Ramli & Soelton, 2019). They want to discover ways to fit all these things 

into their lives and make their lives easier to manage. They are more likely to engage 

in training if it is designated with the adaptation of latest technology. Millennials 

preferred having information at their fingertips which means the access to on-demand 

knowledge is the prominent key for any modern training strategy. Millennials are 

eager to access the latest technology therefore, training program that will be designed 

for them need to have the implementation of latest technology and it should be easily 

access (Michael, 2011). Millennials are known as the generation that has grown up 

with modern and upgraded technology and effective training method is important to 

ensure their work performance. 
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Literature available shows that each generation is different, and due to many 

millennials entering the workforce, it will become crucial for managers to adapt their 

leadership styles if they aspire to reach and retain this group. Then again, Smith and 

Nichols (2015) argued that there are slight differences between the generations in the 

workplace that differentiate between the leadership styles and generational differences 

among managers and leaders. Millennials need training programs that match their 

needs, which increases their willingness to stay with a company (Garret cited in 

Linden, 2015). According to Linden (2015), since younger generations experienced 

continuous learning during their childhood, they have expectations for continuous 

learning when they enter the workforce. Younger generation employees want to 

continue to improve their skills and capabilities in order to apply it to their current and 

future careers (D‘Amato & Herzfeldt, 2008). Of interest is whether the view of 

millennials wanting continuous learning at work continues to be true when they enter 

the workforce in larger numbers. The question that arises in this study is whether 

NWSC Kampala Head Office has tried to address these millennial training 

expectations, which this study intends to establish. 

Online training naturally requires a computer and other electronic gadgets. Building 

up an online connection through training design for millennials employee is essential 

in learning platform and environment at workplace (Rafael, 2017). Engagement in 

online training by millennials employee is considered as more welcoming and has 

consistent feedback. Millennials prefer to access information quickly and are able to 

read it anytime or anywhere. Online training will increase their involvement in 

workplace as they can obtain information as soon as possible and they won‘t be left 

out by other experienced employees. Online training is easier and more convenient 

compared to face-to-face training that will consume more time and might not be 
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suitable for the current generation, as they always prefer the use of the latest 

technology in teaching and learning process. Addressing the millennials with their 

preferred methods will improve the effectiveness of the training programs and 

resulted in improved work performance. Online training needs more attention and 

organizations have to understand on where and when the technology is needed in 

some training areas (Rafael, 2017). Online training is the process of knowledge 

transfer that occurs through the internet, which can happen from anywhere in the 

world to specific audiences who choose to learn a particular subject matter. 

Professionals who excel in a particular field choose to teach and train the employees 

who are willing to take up online training. Notes in PDFs, Word documents, video 

tutorials, and assessments are given as a package with the training modules, therefore 

it would help millennials employee to learn faster and easier. Companies should 

continuously offer training programs through online courses to develop capabilities on 

new concepts and new technologies. 

2.2.2 Fair treatment expectations of millennial employees 

To fully explain the underlying psychological mechanism through which 

organizational fairness perceptions influence millennial employees, we draw insights 

from organizational justice literature (Colquitt, Greenberg, & Zapata-Phelan, 2005). 

Organizational justice is generally conceptualized in terms of employees‘ perceptions 

of fairness in their workplaces (Colquitt et al., 2005). Organizational justice is a 

multidimensional construct that consists primarily of four components, including 

distributive, procedural, interpersonal, and informational justice (Colquitt et al., 

2001). While distributive justice refers to fairness in the allocation of organizational 

rewards and resources among employees, procedural justice concerns the fairness of 

formal policies and procedures used in making those allocated decisions, 
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interpersonal justice refers to the interpersonal treatment received by those working in 

the organization, and information justice refers to the fundamental ethical judgement 

of social arrangements for the distribution of information and its effects on self-

determination and human development. 

The anticipatory psychological contract was formed in the period preceding 

organizational entry, when job seekers develop expectations regarding their potential 

employer and employment relationship (De Vos, De Stobbeleir, & Meganck, 2009). 

Knowledge and information gathered by individuals when choosing their prospective 

employer play a significant role in forming APC (Rushika & Prasad, 2019). 

According to Stoilkovska and Markovič (2015), information from organizations on 

their employment practices has become important in shaping the APC. 

Dziewanowska, Pearce, and Zupan (2016) stated that employers also influence APC 

formation through internships and cooperation with universities; furthermore, the 

socio-economic context plays an important role in APC formation. 

According to Colquitt (2001), employees develop justice perceptions in different 

ways. Employees consider the allocation of work rewards to be fair when it is 

consistent with expected norms such as equity, equality, and need (Colquitt, Conlon, 

Wesson, Porter, & Ng, 2005). Further, decision-making processes are perceived to be 

fair when they are accurate, consistent, unbiased, correctable, representative, and 

ethical (Colquitt, Greenberg, & Zapata-Phelan, 2005). 

Several dimensions of millennial job satisfaction were introduced in a recent study 

(Putri et al., 2019), including employee aspirations for promotion opportunities and 

wages given the following work experience and equivalent work performed, the role 

of superiors in providing emotional and technical support and guidance related to 
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tasks and work, and finally supported by co-workers. Then it is found that job 

satisfaction significantly influences overall organizational performance, with 

promotions, wages, and support from superiors and co-workers as dimensions of job 

satisfaction. Similarly, a study by Sismawati and Lataruva (2020) indicated that to 

maintain employee job satisfaction, companies need to maintain good relationships 

among employees as well as between employees and superiors by strengthening a 

communicative and supportive culture and providing opportunities for employees to 

take on greater responsibilities where companies can enforce a transparent promotion 

system. 

Furthermore, some researchers have suggested that Millennials‘ expectations of future 

employment can be influenced by socioeconomic and contextual factors (De Hauw & 

De Vos, 2010; Dziewanowska, Pearce, & Zupan, 2016). However, most studies 

regarding Millennials‘ expectations were carried out in the U.S. and Western 

European contexts. Moreover, they were conducted during periods of economic crisis 

and recession (Ng, Schweitzer & Lyons, 2010; Parry & Urwin, 2011; Dziewanowska, 

Pearc & Zupan, 2016). Hence, this study is conducted in the context of the Czech 

Republic, which is characterized by a prosperous market economy and low 

unemployment. More particularly, the unemployment rate has continued to decrease 

and, at below 3%, was among the lowest among the OECD countries (OECD, 2020). 

Additionally, the youth unemployment rate (young people under 25) of 6.3% was one 

of the lowest in the EU28 (Eurostat, 2018). However, the growth of the Czech 

economy is negatively influenced by the limited availability of the local workforce, as 

the population in the 15–64 age group has declined steadily. This decline is mainly 

because of the aging Czech population, which is getting older faster than most 

European countries (OECD, 2018). Moreover, the Czech labor market is shifting 
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towards higher-skilled jobs. From 1997 to 2017, the Czech labor market shifted from 

medium-skilled to high-skilled jobs, while such sectors as manufacturing, IT, and 

business services continued to expand (CEDEFOP, 2018). Thus, it is expected that the 

demand for a highly skilled workforce will grow, and Czech companies will face 

increasing difficulties in finding the needed workforce. 

Fair treatment can be an effective mechanism for lowering millennial employees‘ 

intentions to leave their current organizations. Several previous studies have found a 

negative relationship between perceptions of procedural and distributive justice and 

employees‘ expectations and intentions (Rubin, 2009). The present study will build 

upon existing research by clarifying the underlying process through which fairness 

perceptions may affect millennial employees‘ expectations and intentions. Fair 

treatment provides employees with important feedback about their social status and 

standing in their organization (Lens, 2009). Further, this positive feedback increases 

their organizational identification (Ashforth, Harrison, & Corley 2008), which, in 

turn, motivates them to become more involved in their jobs and influences their 

continuing work in their present organization. However, what is not known is whether 

NWSC millennial employees are treated fairly or unfairly and the extent to which it 

has affected their job expectations at NWSC. This study, therefore, intends to fill in 

this knowledge gap. 

2.2.3  Professional expectations of millennial employees 

Research has shown that the younger the employees are, the more desirous they are to 

move quickly up the career ladder and have greater expectations of achievement and 

success than a high salary. Similarly, Hewlett, Sherbin, and Sumberg (2009) reported 

that millennials rate rewards like recognition from their company or boss and a steady 

rate of promotion at the same level, if not more important than remuneration, because 
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they are impatient when it comes to being informed that they have made a worthwhile 

contribution to the organization in which they work. Consequently, organizations 

should readily and often give positive feedback to this generation regarding the ways 

in which their work has enhanced the success of the firm (Reisenwitz & Iyer, 2009). 

Prokopeak (2013) points out that while the older generations leave employment on 

average after five to seven years, millennials only remain at their place of work for an 

average of two years. Research also shows that Millennials are inclined to leave the 

organization when they are not provided with new learning opportunities (Reisenwitz 

& Iyer, 2009). Therefore, this suggests that the pathway for leadership development 

and the criteria necessary for leadership success should be frequently communicated 

to them by senior staff and line managers (Barnes, 2009). However, there is no 

empirical evidence on the contribution of professional expectations among NWSC 

millennial employees. This study, therefore, intends to fill in this knowledge gap. 

2.2.4  Job security expectations of millennial employees 

According to Arabi (2000), job security is the feeling of having a proper job and the 

assurance of its continuance in the future, as well as the absence of threatening 

factors. In job security, there are issues such as job changes, missing the job, and not 

achieving proper jobs. Job security, which is crucial for an employee in terms of 

keeping his or her job or finding a new job, is also important for employers since it 

enables them to keep their employees or find new ones. Job security is critical for 

millennials, but they define it differently (Maertz & Griffeth, 2004). They are not the 

job-hoppers some would have to believe. Given the chance, they will move on and 

move up, but more often than not, they expect to advance with the same employer. 

They want the security of full-time work to ensure they can maintain their standard of 

living. 
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A number of empirical studies (Kinnear & Sutherland, 2001; Maertz & Griffeth, 

2004) have revealed that job security was reported by millennial employees as a key 

motivational variable that influenced their retention in organizations. Organizations 

must provide job security to millennial employees. According to industrial and 

organizational psychologists, job security is one of the creators of job expectations 

(Thomas, Tram, & O'Hara, 2006). They concluded that job insecurity reduces job 

satisfaction, and organizational commitment leads to high employee retention. Job 

security is one of the most influential means of motivating employees, particularly in 

times of economic downturn. Employees‘ belief that they will not lose their jobs or 

that they will be employed in the same organization for as long as they want is a 

significant reason for motivation to stay with the organization. Therefore, job security 

is one of the most significant variables, which expresses the general attitude of the 

employee towards his or her job (Maertz & Griffeth, 2004). Today, job security is 

perceived as an indispensable right of an employee, which guarantees that the 

employee and his or her family will not be deprived of their income and maintain an 

honorable life. Thus, employees consider the condition of job security just at the 

beginning of their careers to feel confident about the future. However, there is no 

evidence about the job security expectations of NWSC millennial employees, hence 

requiring this study to be conducted. 

2.3  Transactional Job Expectations of Millennial Employees 

2.3.1  Compensation expectations of millennial employees 

Extrinsic rewards such as higher pay are of greater value to Millennials and hence 

play an important role in their retention by the company. However, millennials do not 

want to work harder (for example, overtime) for extrinsic awards. Krahn & Galambos 

(2014) also found that extrinsic rewards have higher importance for younger 



 

19 

 

generations. As younger generations matured, the authors found that extrinsic rewards 

became more important to them. 

Millennials place high importance on leisure time, despite having a sense of 

entitlement to higher status and salary (Twenge et al., 2010). Job entitlement is higher 

with younger generations but begins to decrease with age (Krahn & Galambos, 2014). 

Aggarwal and Bhargava (2009) have investigated how aspects of compensation 

strategies are related to various key organizational variables, such as psychological 

contract and expectation intention. Mak & Sockel (2001) noted that to retain a healthy 

team of committed and productive millennial employees, organizations must design 

appropriate strategies to retain their quality employees. One of these strategies is 

having lucrative compensation packages. In today‘s competitive world, millennial 

employees are looking for attractive compensation packages (Cunningham, 2002). 

However, there is no evidence about the job security expectations of NWSC 

millennial employees, and this study will find out if the effects exist. 

Rewarding systems in firms aim at motivating youthful employees to be more 

engaged. Iqbal, Karim, and Haider (2015) conducted a study on the impacts of 

leadership and rewards on employee engagement in the Pakistan banking industry. 

Their study used the correlation coefficient for the data analysis. The results presented 

a positive relationship between rewards and employee engagement, as well as a 

positive relationship between leadership and employee engagement. Martin, 

Ottemann, and Hall (2016) investigated the impact of rewards programs on employee 

engagement. Results obtained showed that 39% to 45% of respondents either agreed 

or strongly agreed that the efforts to engage employees through total rewards 

programs had reduced employee complaints about fairness and equity in pay and also 

reduced expectations, absenteeism, and employee conflicts (Martin et al., 2016). The 
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findings also showed that efforts to increase engagement through rewards programs 

were strongly correlated with the organization's effectiveness in fostering high levels 

of employee engagement and motivation. These findings indicated that organizations 

that link engagement to total rewards are more likely to effectively engage and 

motivate employees. 

According to Carter and Walker (2018), millennials want a more integrated work-life 

balance. In his research, Lewin (1997) believed that individuals in leadership 

positions and those responsible for managing people should recognize how behavior 

and habits affect individuals in the workplace. According to Ertas (2015), millennials 

have entered the workforce in large numbers in the last decade, which, according to 

DeHauw and De Vos (2010), has shifted the power to millennials to reshape the rules 

of work to fit the needs of the youngest and emerging group of workers in the 

workforce. Generational groups such as millennials struggle with leadership 

perceptions, complacency, and the unwillingness to change, particularly when 

leadership must adjust their leadership approach to address millennial workforces 

(Ahmad & Ibrahim, 2015). Ronningstad (2018) argued for the importance of 

managers clearly understanding the organization's challenges and their willingness to 

play an active role in the resistance to change. The millennial preference toward 

change in work environments and mindsets favors simplicity rather than complexity 

(Geher, 2016). Rather (2018) stated that the number one reason millennials leave their 

current job is leadership. 

2.3.2  Working conditions and expectations of millennial employees 

Millennials value flexibility in working arrangements, and work-life balance 

constitutes an important dimension that they expect from their organization. They ask 

for "freedom and flexibility to get the job done in their own way and at their own 
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pace" without going through the layers of bureaucracy (Martin, 2005). Similarly, 

Reisenwitz & Iyer (2009) mentioned that millennials would like to have flexibility in 

completing their tasks and responsibilities. However, when they are asked to sacrifice 

the rest of their lives for work, they choose family and friends over work (Shaw & 

Fairhurst, 2008). This preference is increasing as technological advancements, 

especially high-speed internet, are becoming a normal lifestyle in the home, and 

hence, employees believe that they do not need to be physically at work throughout 

scheduled work hours. Also, Prokopeak (2013) argues that millennials strongly 

question the 9-to-5 workday ethic because technology frees them from doing work at 

work. Therefore, in order to retain millennials, companies will need to organize work 

schedules that permit them to work flexibly and telecommute. 

Work-life balance refers to a condition where employees can carry out and balance 

work responsibilities and other roles in their personal lives well, which is supported 

by the organization with a series of activity designs and organizational culture 

(Rahmawati & Gunawan, 2020). Personal life can be in the form of family life, social 

life, health, and other personal activities. Other research also found that work-life 

balance is essential to minimizing employees‘ intentions to quit work (Jaharuddin & 

Zainol, 2019). Furthermore, employees feel happy because they can balance work 

obligations and personal lives and have commensurate time and contribution between 

work and personal life (Sismawati & Lataruva, 2020). 

The expectations of millennials' work environment differ from previous generational 

groups' expectations, such as job longevity, retirement packages, and leave time. The 

millennial population is generally the children of baby boomers. Baby Boomers are 

the culprits responsible for many millennial behaviors because they provided 

millennials with everything, often more than they had available growing up (Gong et 
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al., 2018). It is not surprising or unusual that most parents' mindset results in their 

children having more opportunities. However, millennials are a unique and influential 

group, so leaders and managers must understand this group's expectations, which is 

strategically vital for organizations and the public sector (Gong et al., 2018). 

Another interesting study (Puspitasari, 2020) looks into two dimensions of work-life 

balance.balance: work enhancement with personal life and personal life enhancement 

with work. The Results found a positive influence between work enhancement and 

personal life.life enhancement with work-on-the-job satisfaction. In other words, 

employees feel happy when. They can overcome personal and work problems 

(Puspitasari, 2020). In a nutshell, when Employee expectations are met, which leads 

to job satisfaction. In other words, the higher the employee‘s work-life balance, the 

higher the job satisfaction felt because they can balance workobligations and personal 

life (Fajri, 2022; Bataineh, 2019; Sismawati & Lataruva, 2020; Puspitasari, 2020). 

Although millennials have high expectations of their work environment and mobility, 

they tend to have lower organizational commitment than other generational groups in 

accepting management practices and work expectations (Valenti, 2019). Managing 

millennials will continue to challenge previous generational groups such as Baby 

Boomers and Generation X (Valenti, 2019) in the work environment. Social scientists 

developed the generational theory as a mechanism to help explain cultural changes 

that describe the era and birth of an individual and how they affect the development of 

their worldview (Knight, 2015). 

Furthermore, in aspects of realizing job satisfaction and expectations to create positive 

feelings rather than employees, HR training and development in a company are very 

closely related to the performance results of this HR. Human resources (HR), or 

employees who occupy a particular position in the company, sometimes have 
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different levels of ability than other employees. Sometimes their skills increase, but 

sometimes they also decrease. There are also those whose talents do not meet the 

requirements for the position. That can happen because someone occupies a specific 

position, not because of their ability. Therefore, new employees need to increase their 

skills and abilities. That is the importance of employee training. Proper HR training 

and development can have a good effect on employees. Jaworski, Ravichandran, 

Karpinski, and Singh (2018) stated that training has a significant impact on employee 

competency development, so that it also affects job satisfaction and commitment to 

their work. Job satisfaction, loyalty, and the desire to stay at the office are also 

inseparable from external factors such as the distance between the residence and the 

office. A study states that the longer the home-office travel time, the less time there is 

to establish social relationships that will affect health and happiness. 

Millennials can, without a doubt, decide to leave the company they work for when 

they feel unattached to the company, and work-life balance can fulfill the factors that 

are important for millennials to stay in a company so that it helps companies 

overcome this problem (Larasati &Hasanati, 2019; Sismawati & Lataruva, 2020). The 

easy access between work and personal activities of millennials is reflected in 

behaviors that are more easily bored with work routines and more often hold their 

smartphones to check their social media, so that in between the work. They do; 

millennials can entertain themselves with social media and other entertainment (Fajri, 

2022). The ease of access between work and personal life can give millennial 

employees hope. For the opportunity to achieve a work-life balance experience. 

Millennials are such a different generation, and their aim is to work for an employer 

who will understand and share their values and possibly part of their identity (Nolan, 

2015). Nolan (2015) states that this is a generation that will look forward to going to 
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work not only because they enjoy what they are doing but also because they take 

pleasure in where they are doing it. Therefore, for organizations to create an attractive 

work culture, they need to look at their recruiting strategy because it is better to find a 

good match for what is already in place than change the perception of the organization 

to appeal to potential new employees (Price Waterhouse Coopers, 2011). 

A study by Durocher, Bujaki, and Brouard (2016) focused on attracting millennials 

using legitimacy management strategies and bottom-up socialization processes within 

Canadian accounting firms in website communication directed at future employees. 

The study established that accounting firms appeared to devote considerable effort to 

managing their legitimacy in the eyes of prospective employees. The study further 

established that this firm actually used website communications to portray a work 

environment that was in line with the values and beliefs of Millennials. This showed 

that a bottom-up socialization process was taking place where these accounting firms 

adjusted the workplace in response to the future expectations of employees. 

Company leaders need to examine their work environment to maintain the talent of 

millennials. Millennials tend to embrace environments that are diverse in culture 

(Linden, 2015). The millennial generation tends to get bored easily, so they work well 

in environments that allow them to multitask and have flexible work environments. 

Millennials have grown up multitasking between work, school, and activities. 

Millennials expect to multitask at work too (Kilber et al., 2014). They want to engage 

in an environment that has creative communications and state-of-the-art technologies 

(Ferri-Reed, 2010). An environment where millennials can stay connected while 

multitasking with technology (Bolton, 2013). Unlike previous generations, 

millennials‘ preference is to communicate with technology (Gibson & Sodeman, 

2014). Thus, if these conditions are not present in the workplace, millennials will have 
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a high propensity to leave the company. However, there is no evidence about the 

working conditions and expectations of NWSC millennial employees, making this 

study irrelevant. 

2.4 Summary 

This chapter reviews the Psychological Contract Theory, explaining how job 

expectations may contribute to the retention of millennial employees. The theory 

highlighted assumptions applicable to job expectations and the retention of millennial 

employees. These assumptions will be investigated in the case of NWSC in Uganda. 

The chapter also reviewed literature on how relational job expectations and 

transactional job expectations affect the retention of millennial employees. It 

highlights the various aspects of relational job expectations and transactional job 

expectations that guide this study in developing research instruments that will be used 

to collect data on relational job expectations and transactional job expectations, 

including employee retention. Various studies have highlighted the importance of 

relational job expectations and transactional job expectations in the retention of 

millennial employees. However, the reviewed literature is mainly not related to 

NWSC in Uganda, so the missing link necessitates conducting this study in this 

context. 
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CHAPTER THREE 

METHODOLOGY 

3.1       Introduction 

This chapter presents the methodology the study used to gain information on the 

research problem. The chapter comprises the research design, study population, 

sample size and selection, sampling techniques and procedures, data collection 

methods and instruments, procedure of data collection, data analysis, and 

measurement of variables. 

3.2       Research Design 

According to Cooper & Schindler (2014), research design is a blueprint that maps 

how research data is collected, measured, and analyzed. This study will use a 

descriptive research design that is cross-sectional in nature. ACox & Hassard (2010) 

define a descriptive survey as a research design that enables a researcher to collect 

data without manipulating or changing the study subject or environment. This is 

relevant for this study, which seeks to report millennials‘ job expectations. A cross-

sectional study involves observation of a population, or a representative subset, at one 

specific point in time (Amin, 2005). Cross-sectional surveys have been described as 

snapshots of the populations about which they gather data. Therefore, this survey 

helped to save time and resources during data collection. 

3.3  Research Approach 

Both quantitative and qualitative methods were used in the study. The qualitative 

approach was used to obtain textual data using interviews, while a quantitative 

approach was used to get data through questionnaires that were quantified and 

analyzed statistically (Creswell, 2009). Combining both quantitative and qualitative 
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approaches in this study helped enrich the interpretation of findings more than if a 

single research approach were used. 

3.4 Target Population 

The target population were millennial employees. A total population of 96 members 

was used from the stated category (NWSC, 2019). The breakdown of the population 

is shown in the table under Section 3.3. 

3.5  Sample Size and Sample Selection 

The sample size was determined to be 66 using the Krejcie & Morgan sample size 

table (Appendix 1). The sample size constituted all the categories of respondents 

under the study and is summarized in the following table. 

Table 1: Population, sample size and sampling techniques 

Category NWSC Target 

population 

Sample 

size 

Sampling 

technique 

Millennial Human Resource 

Managers 

4 4 Purposive 

sampling 

Other Millennial Managers from 

different departments. 

10 10 Purposive 

sampling 

Millennial employees 80 52 Simple random 

Total 96 66  

 

3.6  Sampling Technique and Procedure 

The study made use of purposive sampling and simple random sampling techniques. 

Purposive sampling was used to select top management millennial employees, that is, 

human resource managers, and the objective was to ensure inclusion of the different 

categories that, by nature of their positions, are expected to bear diverse knowledge 

on the issue under investigation. Simple random sampling was used to select 

millennial employees. This technique was considered suitable because it helped select 

millennial employees, giving each an opportunity to participate in this study. 
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 3.7  Data Collection Methods 

Two types of data collection methods were used in the study. These include 

questionnaire surveys and face-to-face interviews. 

3.7.1  Questionnaire Survey 

A questionnaire survey is a research method for collecting information from a 

selected group of respondents using standardized questionnaires (Amin, 2005). This 

method involved collecting information from millennial employees. A questionnaire 

survey saved time and ensured a large, representative sample of respondents was 

reached, as recommended by Amin (2005). 

3.7.2  Face-to-face interviews 

Face-to-face interviewing is a qualitative research method for collecting data where 

one person, the interviewer, has a face-to-face meeting or conversation with another, 

the interviewee (Creswell, 2009). Face-to-face interviewing was used to collect data 

from key informants, which included millennial human resource managers and other 

millennial managers from different departments, because it enabled the researcher to 

establish rapport with these categories of respondents and therefore gain their 

cooperation. They also allowed the researcher to clarify ambiguous answers and 

obtain in-depth information through probing. Semi-structured interviews were 

designed to collect data for this study. Open-ended questions are used so that other 

valuable questions might emerge from the dialogue between interviewer and 

interviewee. Semi-structured interviews are the most widely used interviewing 

formats for qualitative research (Creswell, 2009). In this study, the probing 

interviewing tactic will be extensively used to obtain an in-depth explanation of the 

issue at hand from the respondents. This is largely due to the fact that the respondents 

often need stimuli to expand or clarify their own answers and ideas more broadly, so 
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that a broader understanding can be easily reached later on in the findings of this 

study (Creswell, 2009). 

3.8  Data Collection Instruments 

Two types of data collection instruments were used in the study. These included 

questionnaires and interview guides, which are briefly explained in the following 

subsection. 

3.8.1    Questionnaires 

Self-administered questionnaires (SAQs) that contained three sections—section A, 

which contained background information; section B, which measured relational job 

expectations; and section C, which measured transactional job expectations—were 

used to collect quantitative data from millennial employees (Appendix 1: 

Questionnaire). The SAQs comprised closed-ended questions, which were 

accompanied by a five-response format (Likert scale), where 1 = strongly agree, 2 = 

disagree, 3 = not sure, 4 = agree, and 5 = strongly agree (DiCicco-Bloom & Crabtree, 

2006). Close-ended questions standardize data, making it easier for respondents to 

provide the information required and more appropriate for quantitative 

analysis.                                                                                                                        

3.8.2    Interview guides 

Interview guides were used to collect qualitative data from top management 

millennial employees (millennial human resource managers and other millennial 

managers from different departments) who were in a position to provide in-depth 

information through probing during the face-to-face interview. An interview guide 

was designed to collect data for this study. Open-ended questions were used to allow 

valuable questions to emerge from the dialogue between the interviewer and 
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interviewee. The data obtained during the interview was supplemented by the 

questionnaires. 

3.9  Validity and Reliability 

3.9.1    Validity 

This ensured that the instruments used yielded relevant and correct data. The 

instruments to be used were given to two experts to comment on the ambiguity, 

difficulty, and relevancy of the questions to ensure construct, content, and face 

validity. In addition, the content validity ratio (CVR) for the questionnaire was 

computed using the following formula: 

 

 Below are the results. 

Table 2: Validity of questionnaire 

 

Rater Relevant items Not relevant items Total 

Rater 1 20 5 25 

Rater 2 18 7 25 

Total 38 12 50 

 

CVR = 38 = .76 

   50 

If the CVRs for the questionnaire are above 0.7, which is recommended by Nunnally 

(1967) and Kent (2001), the questionnaire is considered suitable for collecting data. 

 3.9.2   Reliability 

Reliability was used to measure the degree to which the questionnaire produced 

consistent results under the same conditions. Using the Special Package for Social 

Sciences (SPSS), the following formula was used to calculate the Cronbach alpha 

reliability: 
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α =  k       = 1-∑SDi
2
 

k-1       SDt
2
 

Where, α = Cronbach alpha reliability 

K = Number items in the questionnaire 

  ∑SDi
2
 = Sum of variance of scores of items in the questionnaire 

  SDt
2
 = Variance of the of total scores in the questionnaire 

 

Results are presented in following table. 

 

Table 3: Reliability of questionnaire 

Variables Cronbach alpha N 

Relational job expectations .924 12 

Transactional job expectations .886 6 

 

If the alpha for the questionnaire is above or equal to the recommended 0.7 Nunnally 

(1967) cited by Kent (2001), the questionnaire was considered reliable for collecting 

data. 

 

3.10 Procedure for Data Collection 

Upon authorization, a letter of introduction from Makerere University Business 

School was obtained to seek permission to conduct the study at the National Water 

and Sewerage Corporation. Once permission was granted, informed consent was then 

sought from National Water and Sewerage Corporation Kampala Head Office 

management before conducting the research. Additionally, informed consent was 

sought from the respondents, orally explaining to them the purpose of the study and 

seeking their verbal consent to voluntarily participate in the study. Thereafter, the 

questionnaires were administered to the respondents. For purposes of confidentiality, 

the names of the respondents were not indicated. Once questionnaires were filled in, 

they were checked for completeness before being collected from the respondents and 

prepared for analysis. Interviews were also scheduled with the identified key 

informants. 
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3.11  Data Analysis 

Two types of data analyses were conducted, and these included quantitative and 

qualitative analyses. The following subsections explain the analyses in detail. 

3.11.1  Quantitative analysis 

Quantitative data was collected, edited, and coded using the Statistical Package for the 

Social Sciences (SPSS) (Landau & Everitt, 2004). Analyses were computed using 

descriptive statistics (frequencies and percentages). The frequencies and percentages 

were used to determine the respondents‘ views on each of the study variables (Landau 

& Everitt, 2004). 

3.11.2  Qualitative Analysis 

In qualitative analysis, content analysis was used with qualitative data (Amin, 2005). 

It involved a systematic and objective means of describing and quantifying 

information obtained from the interview. Through content analysis, it was possible to 

distill the information obtained from the interview into fewer content-related 

categories. When classified into the same categories, information obtained from the 

interview was presented as quotations to supplement the quantitative data and provide 

a clear interpretation of the results. 

3.12  Measurement of Variables 

According to Mugenda (2003) and Amin (2005), the Likert scale is able to measure 

the perceptions, attitudes, values, and behaviors of individuals towards a given 

phenomenon. Mugenda and Mugenda (2003) support the use of nominal, ordinal, and 

Likert-type rating scales during questionnaire design and measurement of variables. 

The nominal scale was used to measure such variables as gender and marital status, 

among others. The ordinal scale was employed to measure such variables as age, level 
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of education, and years of experience, among others. The five-point Likert-type scale 

(1-strongly disagree, 2-disagree, 3-not sure, 4-agree, and 5-strongly agree) was used 

to measure the variables, which are relational job expectations and transactional job 

expectations. 

Relational job expectations were measured by 12 items adapted from an assessment of 

the job expectations of the millennial employees at NWSC-Kampala head office, 

Uganda, and transactional job expectations were measured by 6 items adapted from 

an assessment of the job expectations of the millennial employees at NWSC-Kampala 

head office, Uganda. Details of the items can be found in Appendix 1. The choice of 

this scale of measurement is that each point on the scale carries a numerical score, 

which is used to measure the respondent‘s attitude, and it is the most frequently used 

summated scale in the study of social attitude. 

3.13  Ethical Considerations 

The identities of the people who were to participate in the study were obtained and 

strictly kept confidential. The consent form was read and signed by the respondents 

before the interview was conducted, whereas the introductory part of the 

questionnaire had a provision to help motivate the respondents to actively participate 

in this study. Protecting the dignity and rights of every individual who actively got 

involved in this research project was taken into consideration by not exposing any 

given information until the research work was done and ready for everyone to read. 

Participants received full disclosure of the nature of the study, the risks, benefits, and 

alternatives, with an extended opportunity to ask pertinent questions regarding the 

research. All information provided by participants was treated with maximum 

confidentiality. Honesty was maintained throughout the research process. 
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To avoid fabrication, falsification, or misrepresentation of data when reporting data, 

results, methods, and procedures, all quotations used and sources consulted will be 

clearly distinguished and acknowledged by means of references. A letter of 

authorization from the Higher Degrees Department will be provided, as a request for 

permission to conduct the study as well as an authorization letter to conduct the 

research at the National Water and Sewerage Corporation Kampala Head Office will 

be sought from management. A covering letter accompanied the research instruments, 

explaining the purpose of the study, and the questionnaires were distributed directly to 

the respondents in their respective areas of participation and were collected 

immediately. The filling out of the instrument is complete. The cover letter was also 

used to provide access to the interview process, which was done by appointment. 
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CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS 

 

4.1 Introduction 

This chapter presents, analyzes, and interprets results obtained from the field. It is 

categorized into four major sections. The response rate is presented in the first 

section, while the second section captures millennial employees‘ background 

information results. The third section focuses on results on relational job expectations 

and millennial employee retention, and finally, section four presents‘ results on 

transactional job expectations and millennial employee retention. 

 

4.2 Response Rate 

 

The study targeted 96 respondents but managed to reach out to 66 respondents as 

shown below. 

 

Table 2: Response rate 

Respondents’ category  Sampled size Responses received Percentage 

% 

Millennial Human resource 

managers 

2 1 3 

Millennial High-level 

managers 

4 1 6 

Other millennial managers 

from different departments  

10 10 15 

Millennial employees 80 54 76 

Total 96 66 100 

Source: Data from field 

 

Out of the 96 questionnaires that were distributed, the study returned 66 

questionnaires, giving a response rate of 76%. This response rate of 76% is above the 

recommended response rate of 67% (Amin, 2005; Mugenda & Mugenda, 1999). 

Thus, the results obtained from this study are considered representative of the 

population. 
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4.3   Millennial employee’s Background Information 

Millennial employees were asked about their gender, highest education, tenure in the 

organization (NWSC), and age. Findings are presented in the following sub-sections: 

4.3.1 Millennial employee’s gender 

Table 3 presents the gender distribution of the millennial employees: 

Table 3: Distribution of millennial employees by gender 

Gender  Frequency Percent 

Male 28 36.4 

Female 42 63.6 

Total 66 100.0 

Source: Data from field 

 

As reflected in Table 3 above, more female millennial employees (63.6%, n = 42) 

participated in the study compared to the proportion of male millennial employees 

(36.4%, n = 28). This is attributed to the fact that the proportion of female millennial 

employees working in NWSC is higher than that of males. Thus, the implication of 

these findings is that information about relational job expectations and transactional 

job expectations using the sample was not gender biased. 

 

4.3.2 Millennial employee’s level of education 

Figure 1 presents a summary of academic qualifications of the millennial employees: 

Figure 1: Distribution of millennial employees by education 

The findings show that most millennial employees (54.5%) who participated in the 

study had attained degree-level education, while 4.5% had attained other levels of 

education. Thus, the implication of these findings is that most millennial employees 

had a higher level of education and were able to respond to the questions about 

relational job expectations and transactional job expectations. Thus, information 

obtained from the millennial employees was considered reliable. 
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4.3.3 Millennial employees tenure with NWSC 

The Millennial employees‘ length of service with NWSC was captured in the figure 2 

below: 

 
 

Figure 2: Length of service of millennial employees with the NWSC 

 

In Figure 2 above, findings show that 65.2% of the millennial employees who 

participated in the study had worked with NWSC for 1-3 years. It is argued in this 

study that most of the millennial employees were familiar with the issues related to 

relational job expectations and transactional job expectations. Therefore, the 

millennial employees provided reliable information. 
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4.3.4 Age of millennial employees 

Figure 3 below captures the age distribution of the millennial employees: 

 

 
Figure 3: Distribution of millennial employees by age 

 

Figure 3 above shows that most millennial employees (39% and 25.7%) who 

participated in the study were aged 25–34 and 24 and below, respectively. More 

specifically, all the millennial employees who participated in this study were under 40 

years old. Thus, the data collected by the study about relational job expectations, 

transactional job expectations, and millennial employees was obtained mainly from 

millennial employees. It can be argued that the information given here was from the 

right group of respondents that were targeted and was valid. 

 

4.4 Relational Job Expectations and Millennial Employee Retention 

Since the scale that accompanied the questionnaire was ordinal, descriptive statistics 

for each of the variables, which included frequencies and percentages, are presented 

before determining the effect of relational job expectations on millennial employee 

retention. 
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4.4.1 Descriptive results about relational job expectations 

Millennial employees who participated in the questionnaire survey were requested to 

respond to 12 items about relational job expectations, which were accompanied by a 

five-point Likert scale from 1 = strongly agree, 2 = disagree, 3 = not sure, 4 = agree, 

and 5 = strongly agree, as shown in Table 4. 

Table 4: Findings about relational job expectations 

Items about job training 

expectations 

1 2 3 4 5 Total 

In the first months of being 

employed, this organization 

fulfilled my job training 

expectations 

3 

(6%) 

9 

(13%) 

17 

(25%) 

20 

(31%) 

17 

(25%) 

66 

(100%) 

To the present day, this 

organization has continually 

fulfilled my job training 

expectations 

6 

(10%) 

12 

(18%) 

15 

(23%) 

22 

(33%) 

11 

(16%) 

 

(100%) 

In the future, I believe this 

organization will fulfill my job 

training expectations 

2 

(4%) 

9 

(13%) 

13 

(19%) 

33 

(51%) 

9 

(13%) 

66 

(100%) 

Items about job professional 

development expectations 

1 2 3 4 5 Total 

In the first months of being 

employed, this organization 

fulfilled my job professional 

development expectations 

3 

(6%) 

10 

(14%) 

15 

(23%) 

21 

(32%) 

17 

(25%) 

66 

(100%) 

To the present day, this 

organization has continually 

fulfilled my job professional 

development expectations 

6 

(10%) 

12 

(18%) 

13 

(21%) 

 

(35%) 

11 

(16%) 

66 

(100%) 

In the future, I believe this 

organization will fulfill my job 

professional development 

expectations 

2 

(4%) 

9 

(14%) 

12 

(18%) 

36 

(54%) 

7 

(10%) 

66 

(100%) 

Items about fair job treatment 

expectations 

1 2 3 3 4 Total 

In the first months of being 

employed, this organization fairly 

treated me on job as had expected 

7 

(11%) 

11 

(16%) 

15 

(23%) 

20 

(31%) 

13 

(19%) 

66 

(100%) 

To the present day, this 7 13 13 22 11 66 
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organization has continued to treat 

me fairly on job as had expected 

(11%) (19%) (21%) (33%) (16%) (100%) 

In the future, I believe this 

organization will treat me fairly as I 

expect 

7 

(11%) 

17 

(25%) 

17 

(25%) 

14 

(23%) 

11 

(16%) 

66 

(100%) 

Items about job security 

expectations 

1 2 3 4 5 Total 

In the first months of being 

employed, this organization 

fulfilled my job security 

expectations 

3 

(6%) 

7 

(11%) 

17 

(25%) 

21 

(32%) 

18 

(26%) 

66 

(100%) 

To the present day, this 

organization has continued to fulfill 

my job security expectations 

9 

(13%) 

11 

(16%) 

15 

(23%) 

20 

(31%) 

11 

(17%) 

66 

(100%) 

In the future, I believe this 

organization will fulfill my job 

security expectations 

   3 

(6%) 

8 

(12%) 

13 

(19%) 

33 

(50%) 

9 

(13%) 

66 

(100%) 

Source: Data from field 

Key: 1 = strongly agree, 2 = Disagree, 3 = Not sure, 4 = Agree and 5 = Strongly agree 

 

Relational Job Expectations  

The summary of the mean responses regarding relational job expectations are 

presented in table 5 below. 

Table 5: Mean about relational job expectations 

Items about job training expectations Mean  Std. 

Deviation  

1. In the first months of being employed, this 

organization fulfilled my job training expectations 

3.28 1.331 

2. To the present day, this organization has continually 

fulfilled my job training expectations 

3.25 1.329 

3. In the future, I believe this organization will fulfill 

my job training expectations 

3.54 1.107 

Items about job professional development 

expectations 

  

4. In the first months of being employed, this 

organization fulfilled my job professional 

development expectations 

3.57 .588 

5. To the present day, this organization has continually 

fulfilled my job professional development 

expectations 

3.25 1.329 

6. In the future, I believe this organization will fulfill 

my job professional development expectations 

3.52 .687 

Items about fair job treatment expectations   

7. In the first months of being employed, this 

organization fairly treated me on job as had 

3.54 3.55 
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expected 

8. To the present day, this organization has continued 

to treat me fairly on job as had expected 

3.55 .497 

9. In the future, I believe this organization will treat me 

fairly as I expect. 

3.55 .497 

Items about job security expectations   

10. In the first months of being employed, this 

organization fulfilled my job security expectations 

3.57 .578 

11. To the present day, this organization has continued 

to fulfill my job security expectations 

3.70 .506 

12. In the future, I believe this organization will fulfill 

my job security expectations 

3.54 1.107 

Source: Data from field 

 

The results in Table 5 above revealed that the means for most of the items were above 

3.5. It was found out that out of the 12-items that were introduced to respondents, 8-

items were indicated with a data mean above 3.5, and 4-items had data means below  

3.5 Job training expectations 

The results presented in Table 4 above show that most millennial employees strongly 

agreed to all items about job training expectations  (that is items 1 to 3) compared to 

those who strongly disagreed and disagreed. The percentages that disagreed ranged 

from 4% to 10% while those that strongly disagreed ranged from 32% to 41% and 

those that strongly agreed ranged from 49% to 64%. This was revealed with the mean 

of 3.28, 3.25, and 3.54 respectively. Thus, according to findings, most of the 

millennial employees felt that NWSC Ltd fulfilled their job training expectations in 

the first months of being employed; it continually fulfilled their job training 

expectations to the present day; and it would fulfill their job training expectations in 

the future. However, findings also indicate that a reasonable proportion of the NWSC 

millennial employees felt that the organization did little to fulfill their job training 

expectations during the period they were first employed; as well as during the present 

period they were employed; and they further believed it would do little to fulfill their 

job training expectations in the future. Lastly, findings showed that the job training 

expectations of some NWSC millennial employees were never fulfilled during the 
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period they were first employed, all the way to the present period and these 

millennials believed that even in the future, this would not change as their training 

expectations would never be fulfilled by the Organization. 

 

The Key  millennial Informants in senior managerial positions were interviewed to 

help shed more light on the fulfillment of millennial employee‘s job training 

experiences, from a senior management point of view. One of these Key Informants 

(Key Informant X) was a female Head of Department who had worked with NWSC 

for three and a half years; with an academic background that included a Master‘s 

degree and another professional qualification. She revealed that majority (80%) of the 

employees in her department were millennials hence her views would be a useful 

source of information on the subject of millennial employees job expectations and 

retention. When asked about the extent to which NWSC fulfilled millennial 

employees training expectations,  Key Informant X shared that NWSC had 

predominantly focused on ―old school‖ classroom-based training thereby failing to 

―harness training opportunities for the millennials: 

I will speak generally for all NWSC millennial employees and specifically for 

my team. Generally, we have not harnessed the opportunity in regard to their 

training because I believe that the millennial employees are opened to the 

different types of training and not to the classroom-based training which is 

predominantly what we focus on... (Interview with Key Informant X, January 

25
th

2022). 

The Key Informant suggested the tailoring of specific training packages that blended 

different modes of training for the millennials: 

They are open to online trainings and there are some trainings like gaming 

trainings that would be relevant to them, and I think we are really stuck into 

the classroom training which is more old school. The millennial employees 

like training that involves technology, gadgets where they can actually 
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interact with the medium of training not necessarily face-to-face. Therefore, I 

think we need to be good at blending the different types of training and modes 

of training. You can say that it is an industry problem because of the industry 

we are in, but I guess there is opportunity to explore other modes of training 

(Interview with Key Informant X, January 18
th

2022). 

As noted from Key informant X, NWSC had not been deliberate in designing and 

rolling out tailored training packages for millennial employees. She seemed to suggest 

that the nature of training of these employees did not differ from that of the rest of the 

other employees, hence being quite appropriate for millennials. Furthermore she 

intimated that in order to cope, some current employees were looking outside the 

organization for professional training opportunities that would further their career: 

For the millennials, they believe that if they wanted to get the kind of training 

that they desire, they would have to get it outside the organization. They often 

look outside more (Interview with Key Informant X, January 18
th

, 2022). 

The Key Informant shared how an employee had confided in her about his frustrations 

concerning professional training as a NWSC staff arguing that though this particular 

staff was not a millennial, he was not an isolated case; conveying a sense that even 

millennials suffered these frustrations: 

 For example, one staff reached out to me about 3 months ago, he is not a 

millennial but he is not an isolated case and he told me that he was trying to 

incorporate professional training within his career as an individual because 

he was not getting it in NWSC and so he was trying to get it by himself 

(Interview with Key Informant X, January 18
th

, 2022). 

This seems to portray how the millennial employees training needs such as integration 

of information technology in their training had either been ignored or not been 

considered by NWSC both of which can seriously undermine the millennials ability to 

gain the skills related to their expectations contributing to their demoralization at the 

workplace. This could eventually lead to lower employee commitment. 
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The second Key Informant (Key Informant Y) was a male in a managerial position 

with an academic background that included a Master‘s degree. Having worked with 

NWSC for three and a half years; this Key Informant was particularly well placed to 

provide useful information related to this study‘s topic of inquiry. When asked about 

his views on the extent to which NWSC fulfilled the training expectations of its 

millennials, he corroborated Key Informant Xs claim that NWSC provided some kind 

of training for millennial employees, on joining as fresh graduates: 

…in regard to fulfilling millennial training expectations, we have the graduate 

training program in which we enroll young graduates, and we utilize their 

talents and skills that they have acquired from the university… (Interview with 

Key Informant Y, 16
th

jauary 2022). 

Insights provided by Key Informant Y were in contrast with those of Key informant X 

particularly in regard to the presence of a graduate training program within the 

organization as alluded to by Key Informant Y. This is perhaps testimony to the 

existence of a deliberate training program for millennial employees in NWSC; not 

withstanding how effective it is in meeting millennials training needs. If this is the 

case, NWSC tried to fulfill its millennial employee‘s job training expectations by 

providing these employees with some special training related to the needs of this 

young generation of employees, which differed from the training that older cohorts 

underwent. In other words, NWSC tried to tailor the training of the millennial 

employees according to their prevailing skill-gaps after recruitment.  

 

The third Key Informant (Key Informant Z) was a female in a managerial role with an 

education level above university level, who had worked with NWSC for 2years. 

Asked about the extent to which NWSC fulfilled its millennial employee‘s job 

training expectations, she revealed that her department deliberately supported the 
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millennials to realize their training expectations through trainings that enabled them 

attain their professional qualification aspirations, as most of them aspired to be 

professional accountants: 

In our department, most of the millennial employees we have are aspiring to 

be professional accountants…We have between 9 to 15 such employees who 

are aspiring to be professional accountants and definitely some of the 

trainings we give them to enable them to pursue that career like CPA and 

ACCA, when they come in they want to do a career in Accounting and we give 

them a chance to train in a professional accounting course (Interview with 

Key Informant Z, 8
th

 January 2022). 

The response of Key Informant Z was consistent with that of Key Informant Y as they 

both agreed that NWSC tried to fulfill its millennial employee‘s job training 

expectations: 

Yes, we have [fulfilled the millennial employees’ training expectations] 

(Interview with Key Informant Z, 8
th
 January  2022). 

This was further alluded to by most of the millennials as captured in Table 4 who felt 

that NWSC fulfilled their job training expectations in the first months of being 

employed; it continually fulfilled their job training expectations to the present day; 

and would fulfill their job training expectations in the future. According to this study, 

there were higher chances of NWSC retaining millennial employee who believed that 

the organization fulfilled their job training expectations compared to millennial 

employees who felt that the organization only fairly or never fulfilled their job 

training expectations at all. 

Job and professional development expectations 

The results obtained using questionnaires in Table 4 show that majority of 

respondents ( 51%- 64%) strongly agreed to all items about job professional 

development expectations (that is items 4 to 6) compared those who strongly 
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disagreed and disagreed. The percentages that disagreed ranged from 4% to 10% 

while those that strongly disagreed ranged from 32% to 39%.  This is further 

presented with their mean of 3.57, 3.25 and 3.52 respectively. Thus, findings show 

that most of the millennial employees felt that NWSC fulfilled their job professional 

development expectations in the first months of being employed, it continually 

fulfilled their job professional development expectations to the present day and it 

would fulfill their job professional development expectations in the future. 

Key informants were also asked about the extent to which NWSC fulfilled millennial 

employee‘s professional development expectations. According to Key Informant X, 

fulfillment of millennial employee‘s professional development expectations was at the 

discretion of line managers, some of whom appear not to be sensitive to the millennial 

employee‘s professional development expectations. Key Informant X revealed that as 

far as professional development is concerned, it is "to whom it may concern"; 

highlighting the nonexistence of a deliberate professional development policy for 

millennials within the organization: 

(…) in our department, we have been very deliberate, and I think it is to whom 

it may concern depending on the line manager. So [as an organization], we 

have not been very deliberate in identifying these millennial employees and 

actually supporting them in their career development (Interview with Key 

Informant X, January 25th, 2022). 

She further opined that line managers of millennials needed to study and engage the 

millennials better in order to understand their unique needs and what they want from 

the job, noting that this generation is keen on self-development and on constant 

lookout for opportunities to learn, grow, and get exposure at the workplace. 

(…) I believe some of the line managers are aware about the trend that the 

millennial employees are bringing on board with them coming to the 

workplace. However, not very many line managers are aware or sensitive 
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enough to put their considerations into play when managing them…and you 

know these millennial employees, some of the things they want are really 

basic. An opportunity to do something different, if am in audit I do not have to 

be there for 20 years. Like maybe someone would say if am in audit, I will 

pursue audit and I will die an auditor. However, for the millennial employees 

today they want to do something different and tomorrow they still want 

something different. They want to work in different geographical locations, 

and you know things like that, they just want to be exposed and work in line 

with their career unlike the ways it was in the past (Interview with Key 

Informant X, January 18
th

2022). 

Key Informant Y alluded to the concerns expressed by Key Informant X on the lack 

of a deliberate professional development policy for millennials within the 

organization when he highlighted a mismatch between millennial employees‘ 

professional development expectations, which do not take a long-term view, and the 

approach adopted by NWSC, which is long-term. 

Concerning the professional development of millennials, I will say the organization 

hasn‘t done so much, and the reason is that, in the industry we are in, it takes a long-

term view, and millennial employees do not take a long-term view. In the energy 

industry, you are not to become an expert overnight (Interview with Key Informant Y, 

January
 
16, 2022). 

He revealed that some of the NWSC millennial employees eventually tended to opt 

for careers that enabled them to save time along the career development path, ignoring 

the one prescribed by the organization: 

For example, we have what we call the total technician program, where we 

bring in people who are fresh from school, and for them to graduate as 

professional engineers, it will take them close to four years to have gone 

through modular training. But if you got an electrical engineer from the 

university and today is a millennial, he will not wait for you to make him a 
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graduate professional in 4 years, and yet he can go elsewhere and become 

one, or basically go into accounting and become an accounts manager in an 

accounting firm in less years. Therefore, most of them go to accounting firms 

and other places that provide such opportunities. (Interview with Key 

Informant Y, January 16, 2022). 

These findings seemed to portray millennials as employees with a relatively lower 

level of patience who expected to stay in their jobs for shorter periods of time. This 

posed a challenge to the organization as far as retention and replacement of millennial 

employees, considering the kind of sector that NWSC operates in. 

On the question of professional development expectations, Key Informant Z revealed 

that her department had fulfilled the millennial employee development expectations, 

describing how they had given the millennials in that department the necessary 

training and support to attain their professional development aspirations: 

In our department, most of the millennials we have are aspiring to be 

professional accountants. We have between 9 and 15 millennials when they 

come in; they want to do a career in accounting, and we give them a chance to 

train in a professional accounting course. Definitely, some of the trainings we 

give them, like CPA and ACCA, enable them to pursue that career (Interview 

with Key Informant Z, January 16, 2022). 

 

Fair Job Treatment Expectations 

The results obtained using questionnaires in Table 4 show that most millennial 

employees strongly agreed to only two items about fair job treatment expectations 

(that is, items 7 to 8), compared to those who strongly disagreed. The percentage of 

those who disagreed on these two items was 11%, while those who strongly disagreed 

ranged from 39% to 40%, and those who strongly agreed ranged from 49% to 50%. 

On the other hand, most millennial employees strongly disagreed with one item about 

fair job treatment expectations (that is, item 9) compared to those who strongly agreed 
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and disagreed. The percentage of those who disagreed on this one item was 11%, 

while those who strongly disagreed were 50%, and those who strongly agreed were 

39%. Their mean is further revealed as 3.5, 3.55, and 3.55, respectively. Thus, 

according to the findings, most of the millennial employees felt that NWSC Ltd. 

fulfilled their fair job treatment expectations in the first months of being employed, 

and it continually fulfilled their fair job treatment expectations to the present day, but 

it would do little to fulfill their fair job treatment expectations in the future. 

 

During the interview, top management employees were asked about the extent to 

which they felt NWSC fulfilled millennial employees‘ fair job treatment expectations. 

Key Informant X was confident that fair job treatment expectations were met for all 

employees in the organization, millennial or otherwise, adding that NWSC does not 

have a fair job treatment mechanism or policy specific to millennials: 

I think, generally, NWSC has been very fair in terms of treating employees. I 

do not think they have been very deliberate with millennial employees, but I 

think NWSC has done a fair job. I think NWSC is doing a good job of treating 

millennial employees fairly, but we have not really identified or categorized 

the millennial employees separately and devised the mechanics to treat them 

fairly (Interview with Key Informant X, January 18, 2022). 

 

The above response was consistent with that of Key Informant Y, who also felt that 

the organization had fulfilled millennial employees‘ fair job treatment expectations, 

citing flexible working schedules and rotations: 

As a company, we have given the fulfillment of employees’ fair job treatment 

expectations our best. We have tried to expand, as we have a graduate 

training program in which we give millennial staff the ability to experience 

various sections of the business. The business allows them flex time. Not 

everyone would want to wake up so early and go late, and we allow them to 

have flexible times in some functions; they come in early and work up to an 
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ascertainable point in time, and they go... (Interview with Key Informant Y, 

January 18, 2022). 

 

He also described how work rewards had been allocated fairly to the millennials, 

helping them achieve progress within the organization while enjoying related benefits. 

In the last three years, we have had situations where the millennial employees 

who have come in as graduate staff and have actually climbed up the ladder 

so fast have been able to achieve benefits similar to those of colleagues in 

other sectors, ‘like...pay rise, and you know most of them want to have a 

substantial amount of disposable income, which they can spend, and they are 

able to get it (Interview with Key Informant Y, January 18, 2022). 

 

According to Key Informant Y, the organization deliberately adjusted certain policies 

in order to enhance a fair working environment and describes the benefits of the 

strategy: 

(…) We removed most of the bottlenecks with ingrowth and applied more 

competency-based approaches to promotions, and they are able to grow faster 

because they are very eager to learn faster and they are able to enjoy benefits 

at a higher level of employment with the company (Interview with Key 

Informant Y, January 18, 2022). 

These findings suggest that NWSC has made considerable efforts to fulfill millennial 

employees fair job treatment expectations. Despite all the best policies by 

management, fairness has got to be perceived by the employees. This perception 

affects millennial employees expectations by lowering or increasing their intention to 

leave the organization. 

Key Informant Z seems to convey a sense of the unrealistic nature of millennial 

employees‘ fair job treatment expectations: 

(…) the definition of fairness is subjective [laughs] because what I may take 

as fair may not be fair to them, especially when you look at the kind of things 

that they want. It is kind of different from the traditional setting. They expect 
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to achieve so much in such a short time. They have this plan right out of 

school. I get this job, I climb up the career ladder so fast, I earn this kind of 

money so fast, and so it is kind of interesting (Interview with Key Informant Z, 

January 18, 2022). 

Key Informants Y and Z both noted that millennial employees‘ fairness perception 

depended on the organization‘s ability to meet their high expectations within a short 

time frame. 

They expect to achieve so much in such a short time. They have this plan right out of 

school. I got this job. I climb up the career ladder so fast. I earn this kind of money so 

fast. (Interview with Key Informant Z, January 18, 2022). 

(…) we removed most of the bottlenecks so that they are able to grow faster 

because they are very eager to learn faster, and they are able to enjoy benefits 

at a higher level of employment with the company (Interview with Key 

Informant Y, January 17, 2022). 

These findings indicate that millennial employees often have particularly high 

expectations of the organization coupled with unrealistic time frames, increasing the 

likelihood of a perception of unfair treatment among this age group. 

 

Job Security Expectations  

 The results obtained using questionnaires in Table 4 show that most millennial 

employees strongly agreed to all items about job security expectations (that is, items 

10 to 12) compared to those who strongly disagreed. The percentages of those who 

disagreed ranged between 6% and 13%, while those who strongly disagreed ranged 

between 31% and 39%, and those who strongly agreed ranged between 48% and 63%. 

The presentation there is 3.57, 3.70, and 3.54, respectively. Most of the millennial 

employees revealed that NWSC Ltd. fulfilled their job security expectations in the 
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first months of being employed, continually fulfilled their job security expectations to 

the present day, and would fulfill their job security expectations in the future. 

During the interview, top management employees were asked about the extent to 

which NWSC fulfilled millennial employees‘ job security expectations. Key 

Informant X revealed that the job security expectations of the millennial employees in 

the organization were "different," describing them as "a different breed of people": 

The millennials are a different breed of people with different needs, different 

expectations, and different tolerance levels. The motivations for Generation X, 

Generation Y, and millennials are totally different. For Generation X, you say, 

"Thank you," and that is enough, but for the millennials, they have very 

different views. (Interview with Key Informant X, January 18, 2022). 

 

It is perhaps of little surprise that the key informant admitted that the organization had 

not specifically focused on fulfilling millennial job security expectations, as the key 

informant seemed to convey a sense of ignorance as to what their job security needs 

were or how to satisfy them, intimating that the human resources department was in a 

better position to understand and meet these peculiar needs. 

As an organization, we have not focused on the millennials; they are a 

different breed of people with different needs, different expectations, and 

different tolerance levels. With human resources, they are very conversant 

with job security expectations. First of all, millennials have never experienced 

war. By the time they started understanding, the wars were over, and they did 

not understand why we were telling them so many things about job security 

and so on. As an organization, we have not been very deliberate (Interview 

with Key Informant X, January 18, 2022). 

These insights depict the millennials in NWSC as a complex group of workers with 

equally complicated job security expectations. The Key Informant seemed to attribute 

this to the fact that unlike the older employees, that is, generation X and Y, whose job 

security expectations were easier to satisfy, the millennials had not experienced past 
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wars that had plunged the country into periods of economic hardship and turmoil. The 

millennials had enjoyed a relatively simple life growing up, hence being "a different 

breed." 

However, concerning the satisfaction of millennial job security expectations, Key 

Informant Y‘s views contrasted with those of Key Informant X, who had said the 

millennials were hard to understand, hence the organization found it difficult to 

satisfy millennial job security expectations: 

(…) concerning millennial job security expectations NWSC as a company, 

from the perspective of the millennials, is still doing fine. (Interview with Key 

Informant Y, January 17, 2022). 

Key Informant X, however, mentioned that NWSC had job security mechanisms in 

place, though they were not specific to millennials. This was corroborated by Key 

Informant Y: NWSC as a company has good job security, traditionally. (Interview 

with Key Informant Y, January 17, 2022). 

Key Informant Y further shared insights on how the organization satisfied them, 

describing a process that structured the work environment in ways that continuously 

fostered millennial employees‘ skills development and gave them opportunities to 

make valuable contributions to the organization while appreciating them. This was in 

deep contrast to the views of fellow manager Key Informant X, who had expressed 

ignorance about the job security needs of the millennials, depicting them as hard to 

conceive and attain: 

The millennials are given the space to work on solutions that they provide to 

customers. Whereas we have the kind of structures that we deploy in the 

company, such as matrix structures, and some of them are self-organizing 

teams where you have the ability to work on something. Moreover, when their 
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solutions are taken up by the organization, it plays well with the millennials 

because they prefer doing their thing and bringing it up. 

Key Informant Y explained how a deliberate flexible working environment that 

allowed millennials to come up with solutions while at the same time feeling that they 

were making a worthwhile contribution to the success of the organization influenced 

job security perceptions among the millennials: 

Once that solution is taken up by the organization, it makes them feel 

appreciated. Even before you pay them anything, they want to be appreciated 

for the fact that what they have done is adding value, and through that, we 

have been able to create that feeling of job security, and that is how we have 

managed to handle the issues with job security within the company." 

(Interview with Key Informant Y, January 17, 2022). 

Just like Key Informant Y, Key Informant Z agreed that NWSC fulfilled millennial 

job security expectations: The millennials feel their job security expectations are 

fulfilled (Interview with Key Informant Z, January 8, 2022). Key Informant Z noted 

that low employee expectations also fostered perceptions of job security among 

millennial employees: 

When you look at the organization, you get to realize that there have been 

people who have been there for over ten years, and when you look at them, 

there is that confidence that they give you. You know that when you are in that 

place and the expectations are so high, your job security is also threatened, 

but when you know that you have been in an environment where people have 

been there for so long, you know that you have that confidence (Interview with 

Key Informant Z, January 8, 2022). 
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4.5  Transactional Job Expectations 

The descriptive results, which include frequencies and percentages about transactional 

job expectations, were presented. The findings are presented below. 

4.5.1  Descriptive results about transactional job expectations 

Millennial employees who participated in the questionnaire survey were requested to 

respond to six items about transactional job expectations, which were accompanied by 

a five-point Likert scale from 1 = strongly disagree to 5 = strongly agree, as shown in 

Table 6. Following the presentation of the results are the analysis and interpretation of 

the findings. 

Table 6: Findings about Transactional Job Expectations 
Items about job compensation expectations 1 2 3 4 5 Total 

In the first months of being employed, this organization 

fulfilled my job compensation expectations 

6 

(10

%) 

15 

(22

%) 

14 

(21

%) 

18 

(28

%) 

13 

(19

%) 

66 

(100%) 

To the present day, this organization has continually 

fulfilled my job compensation expectations 

6 

(10

%) 

14 

(21

%) 

15 

(23

%) 

20 

(30

%) 

11 

(16

%) 

66 

(100%) 

In the future, I believe this organization will fulfill my 

job compensation expectations 

 

(11

%) 

 

(29

%) 

 

(26

%) 

 

(22

%) 

 

(12

%) 

66 

(100%) 

Items about working conditions expectations 1 2 3 4 5 Total 

In the first months of being employed, this organization 

fulfilled my working conditions expectations 

3 

(5

%) 

9 

(13

%) 

15 

(23

%) 

22 

(33

%) 

17 

(26

%) 

66 

(100%) 

To the present day, this organization has continually 

fulfilled my working conditions expectations 

7 

(11

%) 

12 

(18

%) 

17 

(25

%) 

19 

(29

%) 

11 

(17

%) 

66 

(100%) 

In the future, I believe this organization will fulfill my 
working conditions expectations 

  2 
(4

%) 

10 
(15

%) 

16 
(23

%) 

30 
(46

%) 

8 
(12

%) 

66 
(100%) 

            Source: Data from field 

 

The summary of the mean responses regarding transactional job expectations are 

presented in table 7 below. 

Table 7: mean on transactional job expectations 

Items about job compensation expectations Mean  Std deviation  

In the first months of being employed, this 

organization fulfilled my job compensation 

expectations 

3.09 1.540 

To the present day, this organization has continually 

fulfilled my job compensation expectations 

3.08 1.539 
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In the future, I believe this organization will fulfill my 

job compensation expectations 

3.14 1.444 

Items about working conditions expectations   

In the first months of being employed, this 

organization fulfilled my working conditions 

expectations 

3.64 .411 

To the present day, this organization has continually 

fulfilled my working conditions expectations 

3.02 1.521 

In the future, I believe this organization will fulfill my 

working conditions expectations 

3.56 .406 

           Source: Primary Data 

 

From table 7 above, it was found out that out of the 7-items that were introduced to 

respondents, 5-items were indicated with a data mean below 3.5 and 2-items had data 

means above 3.5. Based on the scale of 1-strongly disagree to 5-strongly agree, any 

data mean of below 3.5 indicates non-existence of the variables understudy and any 

data mean above 3.5 indicates the existence of the variable understudy.  

The findings show that although NWSC tried to fulfill the millennials work conditions 

expectations, millennials were bound to move anyway. This was because these 

employees were not ready to stay with the organization for a long time. 

Job Compensation Expectations 

The results obtained using questionnaires in Table 6 show that most millennial 

employees strongly agreed to only two items about job compensation expectations 

(that is, items 1 to 2) compared to those who strongly disagreed. The percentage of 

millennial employees that disagreed with these two items was 10%, while those that 

strongly disagreed ranged from 43% to 44%, and those that strongly agreed ranged 

from 46% to 47%. On the other hand, most millennial employees strongly disagreed 

with one item about job compensation expectations (that is, item 3) compared to those 

who strongly agreed and disagreed. The percentage of millennial employees that 

disagreed with this item was 11%, while those that strongly disagreed were 55%, and 

those that strongly agreed were 34%. This is also represented by their mean of 3.09, 

3.08, and 3.14, respectively. Thus, findings show that most of the millennial 
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employees felt that Mem Ltd. fulfilled their job compensation expectations in the first 

months of being employed, and it continually fulfilled their job compensation 

expectations to the present day, but it would do little to fulfill their job compensation 

expectations in the future. 

During interviews, top management employees were asked about the extent to which 

NWSC fulfilled millennial employees‘ job compensation expectations. Key Informant 

X's response revealed the following: 

You know, for them, they are not really money-minded. These millennials are 

really exposed—am I really here to get the skills that I have? For them, the 

financial rewards are biased compared to Generation X or Generation Y, but 

the millennials are not happy in terms of the financial rewards because they 

are always looking out for better opportunities or are setting up their own 

businesses. The trends for the desire for flashy items are there among the 

millennials, but one thing that is unique to that group of people is that even 

though you do not pay them that six-figure salary, they will eventually get that 

money because they are so talented that they can use their skills in other forms 

to make money. For instance, system developers have so much that they can 

do or explore to make that kind of money, even if you do not pay that high a 

salary. In my experience, especially with my staff, they will not be bothered 

about that. They say that if I am supposed to give Josepha 8:00am–5:00am, I 

will give 8:00am–5:00am, and after that, I will go out there and do something 

to get more money (Interview with Key Informant X, January 16, 2022). 

Thus, these findings suggest how NWSC approached the millennials‘ job 

compensation expectations, revealing that the millennials valued exposure more than 

a high salary. In response, Key Informant Y noted that NWSC periodically reviewed 

its salary structure to match the other players in the sector but also alluded to the fact 

that the millennials were motivated by certain things beyond just pay: 
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That is a tricky question. Every organization has its own pay philosophy, and in our 

business and industry, the pay is structured, so we do not have so many spinoffs or 

spines in certain aspects of work. We carry out routine salary surveys, and we 

benchmark with the market to determine how far off we are or whether the 

remuneration we provide is appropriate. Actually, I can report that we are not so far 

away; we are doing fine, and at most levels, we are on par with the market. Of course, 

we are cognizant of the fact that these guys require so many things beyond pay, like 

flex time, social media, PCs, gyms, you name it (Interview with Key Informant Y, 

January 17, 2022). 

However, Key Informant Z seemed to imply that the millennials were focused on their 

compensation expectations and needed more regular salary reviews than, say, just 

once a year. 

(…) There are many things that needed to be achieved in so little time, and 

that includes their salary increment, which they probably expect that after this 

period I will earn this much, and of course we give them increments. However, 

it is annual-based, which may not meet their expectations. (Interview with Key 

Informant Z, January 8, 2022). 

Key informants X, Y, and Z all seem to agree on the fact that job compensation or pay 

is important to millennials. Key informants X and Y further suggest that, as important 

as it is, there are other needs that millennial employees prioritize more. 

Working Conditions and Expectations 

The results obtained using questionnaires in Table 6 show that most millennial 

employees strongly agreed to three items about working conditions expectations (that 

is, items 4 to 6) compared to those who strongly disagreed. The percentage of 

millennial employees that disagreed ranged from 4% to 11%, while those that 

strongly disagreed ranged from 36% to 43%, and those that strongly agreed ranged 
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from 46% to 59%. Furthermore, their mean was revealed as 3.64, 3.02, and 3.56, 

respectively. Thus, findings show that NWSC Ltd. fulfilled most of the millennial 

employees ‗working conditions expectations in the first months of being employed, 

continually fulfilled their working conditions expectations to the present day, and 

would fulfill their working conditions expectations in the future. However, findings 

also show that a reasonable proportion of the NWSC millennial employees felt that 

the organization did little to fulfill their working conditions expectations during the 

period they were first employed; even during the present period, they were employed, 

and they believed it would do little to fulfill their working conditions expectations in 

the future. Lastly, it is shown that a few NWSC millennial employees felt that the 

organization never fulfilled their working conditions expectations during the period 

they were first employed; even during the present period, they were employed, and 

they believed it would never fulfill their working conditions expectations in the 

future. 

Interview findings provided an in-depth understanding of the extent to which NWSC 

fulfilled millennial employees‘ working conditions expectations. For example, Key 

Informant X revealed the following: 

Well, I think we are there or thereabouts. You know that for them, they want to 

be flexible; those things that you must be in at a certain time and out, they 

want to be in at the time they desire. For them, what they want is to give me a 

task and I will deliver it; do not ask me how or when I will do it, and that is 

the kind of environment that they want to work in. We are still stuck with the 

notion of 8:00 a.m.–5:00 p.m. at your table, whether you are productive or 

not. So, this millennial will come in at 8:00 or 7:30 a.m., sit, and do Facebook 

until it is closed. I think IT closes it at that time, but they will come early, and 

you may think that this person is coming early, but I think in terms of 

productivity, I do not think that you are getting that kind of productivity from 

that individual. These people want to be empowered, say within and not 
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outside reason. If push comes to shove and I cannot make it at 8:00am, you 

will really understand. We have some managers who have that philosophy and 

some managers who do not, and it is a mix, and it all depends on the role. We 

have an engineering workforce that works 24/7, and to them, they do not work 

like that. They are like target employees; I am supposed to do this within this 

time, and after, I am supposed to be chasing something else, so to them, it is 

50/50 (Interview with Key Informant X, January 16, 2022). 

From the findings, some managers or departments at NWSC tried to fulfill the 

millennials‘ working conditions expectations according to Key Informant X, while 

others either had a rigid management philosophy or were in departments that did not 

allow for much flexibility. However, there was a sense that millennials preferred 

flexibility at the workplace. This was alluded to by Key Informants Y and Z, who 

opined thus: 

As a company, if you are to look at working conditions and expectations, they 

have the machines and the workspace. The way the offices are structured, for 

example, is open space. In the old setting, it used to be a closed setting, but we 

recognize that millennials want the freedom to work in an open space, and the 

majority of our offices are open spaces, save for a few places where people 

can hold meetings, and that is consistent with the millennial working 

approach. They are allowed to use gadgets; we do not restrict them from using 

social media when they are at work because, as you know, it is part and parcel 

of the work process, and some of these technologies have been adopted within 

the main work stream, though not yet officially. However, in regard to things 

like facilitation of vehicles, they are fully facilitated and have all the required 

tools of work (Interview with Key Informant Y, January 17, 2022). 

Now that you know the working conditions, our system is kind of traditional. 

You have your desktop; you have to report to work at 8:00 a.m. and leave 

work at 5:00 p.m., and the millennials believe in flexibility, not how many 

hours I spend in a certain place, but whether I have delivered the results. 

Therefore, when I come in and leave, there should not be any issue; I should 

have flexibility. For example, if I have a laptop, I can work anywhere and 
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from anywhere, which is not the case here. The other things they probably 

want are air conditioning and a TV around (Interview with Key Informant Z, 

January 18, 2022). 

These findings underpin millennials desire for flexibility. The two key informants 

describe the NWSC working spaces using words such as "old" or traditional," 

implying that they are perhaps not millennial-appropriate. Although Key Informant Z 

implied that nothing was being done yet about making the working conditions more 

suitable for millennials, Key Informant Y highlighted the various ways NWSC tried 

to fulfill the millennials‘ working condition expectations, such as altering the 

traditional office set-up to allow for more interactive office spaces, allowing them 

access to recent information technologies, and facilitating them with vehicles. There 

was either a sense that NWSC was either trying to satisfy the expectations of 

millennial working conditions or that certain departments were and others were not. 

Interview findings provided an in-depth understanding of how fulfillment of 

millennials‘ compensation expectations affected their retention in NWSC. For 

example, Key Informant Y noted that: 

When we talk about compensation, it is more than just pay. I know when you 

say compensation, most people will look at it as how that person is paid, but 

compensation goes along with other benefits that come with the job. 

Regarding the benefits, I cannot say that we are so up there, but we provide 

what’s good enough. For example, we provide airtime to all our staff, and they 

have the option to use it for calls or buy data that keeps them online. If 

someone wishes to be online throughout, the other thing is the provision of 

medical care, and they have the best in the industry. That keeps them around. 

One of the things that we have learned about millennials is that they want to 

show off, so when they are asked what is in your package, they say, I get the 

salary, I have me dical benefits, I have the gym, etc." Therefore, we do not 

look at compensation as just the salary; we look at the total package. That is 
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what keeps them going, and if they have that, then you are good to go if they 

have that (Interview with Key Informant Y, January 17, 2022). 

The findings show that NWSC fulfilled the pay expectations of the millennials at least 

adequately. However, regarding the non-monetary expectations of the millennial, not 

much has been done. Because of this, there were high chances for some millennials to 

exit the organization. Key informant Z revealed that: 

(…) fulfillment of millennials job compensations has not really affected their 

retention because if you are to compare our pay in the industry, we are not 

doing badly in comparison with other companies that have accountants 

(Interview with Key Informant Z, February 18, 2022). 

Key Informant Z noted that NWSC‘s efforts towards fulfilling millennial employees‘ 

compensation expectations had not affected millennial retention, as NWSC tried to 

benchmark other players in the sector in terms of job compensation. However, this 

argument that there was no effect may not hold because if NWSC‘s pay structure did 

not match that of other organizations, then the chance of the millennials leaving it for 

those organizations with better pay structures would be high. Thus, the findings 

suggest that there was an effect. 

Key informants were asked how fulfillment of millennial employees‘ working 

conditions and expectations affected their retention in this organization. Key 

Informant Y responded with the following: 

Interestingly, NWSC’s work is technology-based, and I must say that there 

have not been so many changes, but for really ambitious millennials, chances 

are that after 2-3 years they will leave. It is the experience that comes from the 

entire sector in the country. They are general trends, and they are not specific 

to NWSC as a company, but most millennials, after 3–4 years, want to go and 

start up their own work. Therefore, when you are employing them, you just 

know in the back of your mind that you are going to hold on to them for just a 

few years, and chances are that if they cross the third or fourth year, they will 
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begin thinking about their own stuff. Chances are that they will not give you as 

much as they had in the beginning because they are developing all these ideas, 

"I will open my own company," and so retention-wise, they will move after 

some time because they are free-spirited or free birds; they will always move 

(Interview with Key Informant Y, January 17, 2022). 
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CHAPTER FIVE 

SUMMARY, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS 

 

5.1 Introduction 

Chapter five presents the summary, discussion, conclusions, and recommendations. It 

is categorized into four major sections. The summary is presented in the first section. 

The discussion is presented in the second section. The conclusions are presented in 

the third section. The recommendations are presented in the fourth section. 

 

5.2 Summary of Findings 

This section presents the summary of findings, which are stated based on the study 

objectives. 

5.2.1 Relational job expectations 

According to the findings, most of the millennial employees felt that NWSC Ltd. 

fulfilled their job training expectations in the first months of being employed; it 

continually fulfilled their job training expectations to the present day; and it would 

fulfill their job training expectations in the future. However, findings also indicate that 

a reasonable proportion of the NWSC millennial employees felt that the organization 

did little to fulfill their job training expectations during the period they were first 

employed, as well as during the present period they were employed, and they further 

believed it would do little to fulfill their job training expectations in the future. Lastly, 

findings showed that the job training expectations of some NWSC millennial 

employees were never fulfilled during the period they were first employed, all the 

way to the present period, and these millennials believed that even in the future, this 

would not change as their training expectations would never be fulfilled by the 

organization. 
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Findings show that most of the millennial employees felt that NWSC fulfilled their 

job professional development expectations in the first months of being employed, that 

it continually fulfilled their job professional development expectations to the present 

day, and that it would fulfill their job professional development expectations in the 

future. 

According to the findings, most of the millennial employees felt that NWSC Ltd. 

fulfilled their fair job treatment expectations in the first months of being employed, 

and it continually fulfilled their fair job treatment expectations to the present day, but 

it would do little to fulfill their fair job treatment expectations in the future. During 

the interview, top management employees were asked about the extent to which they 

felt NWSC fulfilled millennial employees‘ fair job treatment expectations. Key 

Informant X was confident that fair job treatment expectations were met for all 

employees in the organization, millennial or otherwise, adding that NWSC does not 

have a fair job treatment mechanism or policy specific to millennials: 

Most of the millennial employees revealed that NWSC Ltd. fulfilled their job security 

expectations in the first months of being employed, continually fulfilled their job 

security expectations to the present day, and would fulfill their job security 

expectations in the future. 

5.2.2 Transactional Job Expectations 

The findings show that although NWSC tried to fulfill the expectations of millennials 

work conditions, they were bound to move anyway. This was because these 

employees were not ready to stay with the organization for a long time. 

Findings show that most of the millennial employees felt that NWSC Ltd. fulfilled 

their job compensation expectations in the first months of being employed, and it 
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continually fulfilled their job compensation expectations to the present day, but it 

would do little to fulfill their job compensation expectations in the future. 

Findings also show that a reasonable proportion of the NWSC millennial employees 

felt that the organization did little to fulfill their working conditions expectations 

during the period they were first employed; even during the present period, they were 

employed, and they believed it would do little to fulfill their working conditions 

expectations in the future. Lastly, it is shown that a few NWSC millennial employees 

felt that the organization never fulfilled their working conditions expectations during 

the period they were first employed; even during the present period, they were 

employed, and they believed it would never fulfill their working conditions 

expectations in the future. 

5.3       Discussion 

5.3.1  Relational Job Expectations of Millennial Employees 

It has been argued that less fulfilled relational job expectations lead employees to 

experience this discrepancy, which can cause low job satisfaction among the 

employees and in turn lead to high expectations (Zupan, Mihelič & Aleksić, 2018). 

Millennial employees bring to the job a unique set of job expectations, and similarly, 

they perceive the same set of job characteristics differently. Fulfilled job expectations 

of a millennial employee are based on the congruence between the two, with a greater 

influence of perceptions and experiences on expectations than just job expectations 

(Janssen et al., 2009) that form relational contract.  

Relational contracts are usually long term, involve both economic and socioemotional 

elements, and are typically characterized by an obligation on the employer‘s side to 

provide job security and career development in return for employee loyalty and good 
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quality performance. In contrast, transactional contracts are often time limited and 

based around an economic exchange model in which both parties provide clearly 

delineated services to the other. The theoretical literature on psychological contracts 

suggests that relational contracts are more likely to be associated with stable 

employment, whereas transactional contracts are more likely within contingent 

employment contexts (De Cuyper et al. 2008; Farnese et al., 2018; Guest et al., 2010; 

Lemmon et al., 2016). In the traditional employment context, the psychological 

contract is typically based on mutually compatible expectations between the employee 

and employer (Rousseau, 1995), with early conceptualizations emphasizing the 

importance of understanding the employment relationship from the interconnected 

perspectives of all parties involved. 

According to the findings, the fulfillment of job professional development 

expectations contributed to high millennial employees and less fulfillment of job 

professional development expectations contributed to low millennial employees. 

These findings agree with Taris, Feij, and Vianen's (2005) argument that employees 

expect that time spent with the organization will leave them wiser, but if they find 

little to learn or develop their careers in this course of association, they decide to exit 

the organization. The results of a study by Nalbantian and Szostak (2004) revealed 

that fulfilling career development expectations broadened employees‘ experience and 

marketability, which in turn reduced their departures. 

This study established that more fulfillment of fair job treatment expectations 

contributed to high millennial employees and less fulfillment of fair job treatment 

expectations contributed to low millennial employees. These findings are consistent 

with previous studies that have found a negative relationship between perceptions of 

procedural and distributive justice and employees‘ expectations and intentions (Rubin, 

https://journals.sagepub.com/doi/10.1177/2158244020932672#bibr14-2158244020932672
https://journals.sagepub.com/doi/10.1177/2158244020932672#bibr17-2158244020932672
https://journals.sagepub.com/doi/10.1177/2158244020932672#bibr21-2158244020932672
https://journals.sagepub.com/doi/10.1177/2158244020932672#bibr26-2158244020932672
https://journals.sagepub.com/doi/10.1177/2158244020932672#bibr32-2158244020932672
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2009). It has been argued that this kind of effect arises because the way employees are 

treated provides employees with feedback on what they are worth among their fellow 

workers, which determines their motivation to become more involved in their jobs 

and impacts their continuing to work in their present organization. Therefore, for 

those who are more fairly treated, the feedback is positive to motivate them to 

continue working in their present organization, and for those who are less fairly 

treated, the feedback is negative to demoralize them from continuing to work in their 

present organization that increases the economic viability of the firm in respect of its 

objectives to the stakeholders, thus spurring economic development from the 

socioeconomic point of view. 

It was established in this study that more fulfillment of job security expectations 

contributed to high millennial employees and less fulfillment of job security 

expectations contributed to low millennial employees. The reason is because job 

security expectations are a basic need of employees, and they expect that they will not 

be relieved of their jobs for any logical reasons (Brown, Venkatesh, Kuruzovich, & 

Massey, 2008). The findings of this study are similar to those of other studies, such as 

Özçelik (2015), whose study established engagement and retention of the millennial 

generation in the workplace through internal branding. Rhoades and Eisenberger's 

(2002) meta-analysis also revealed that fulfillment of job security expectations is 

significantly related to expectations, intentions, and expectations, which shape the 

future and outlook of a firm.  

The implication is that policy makers need to integrate intentions and expectations of 

employees and employers in employment contracts to influence perceptions and 

experiences which form part of economic exchange for mutual accountability and 

goal congruence. 
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5.3.2  Transactional Job Expectations and Millennial Employees 

Findings of this study revealed that more fulfillment of transactional job expectations 

contributed to better millennial employees and less fulfillment of transactional job 

expectations. These findings are in line with studies (e.g., Carter and Walker, 2018; 

Rahmawati &Gunawan, 2020; Jaharuddin & Zainol, 2019) that have acknowledged 

the importance of fulfilling job expectations that promote economic stability and 

growth around the world. The study empirically captures expectations of employees 

and their perceived obligations and expectations as they enter a multigenerational 

workforce. The extent to which opportunistic careerism, expected tenure, and earning 

potentials influenced the contract formations. Generally, employees exemplify self-

seeking behaviors (i.e., expecting more from their future employer than they are 

willing to reciprocate). However, it should be noted that individuals entering the 

workforce with an ―opportunistic‖ mindset viewed their first job as a steppingstone 

for future employment and career opportunities, while those scoring lower on 

careerism endorsed greater loyalty and relational elements, which may not be that 

different from behaviors among other generations. 

Based on the causal effect of discrepancy, it is argued in this study that the reason 

why less fulfilled transactional job expectations result in low millennial employee 

retention and more fulfilled transactional job expectations result in high millennial 

employee retention is due to anxiety and frustration experienced by employees. 

According to Worsley et al. (2009), unfulfilled job expectations can lead to anxiety 

and frustration, which are important constituents of employee expectations. In order 

to successfully navigate the differences between generations within the workforce, 

management and employees alike should strive to achieve a balanced contract in order 

to maximize workplace satisfaction for both parties. With previous generations, 
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relational contracts were more common. There was a sense of loyalty and trust within 

the workplace. Now, contracts have turned more transactional. There is less trust, and 

far less loyalty between Millennials and their coworkers within the workplace. While 

it is difficult to pinpoint what has caused this shift, it is possible to draw some 

conclusions and attribute these changes to the economic conditions this generation 

was raised in, and how the recession of 2008 affected the economic outlook of firms. 

It was established in this study that more fulfillment of job compensation expectations 

contributed to high millennial employees and less fulfillment of job compensation 

expectations contributed to low millennial employees. The reason for this may be 

based on Wevodau‘s (cited in Griffin, Hogan, & Lambert, 2014) argument that 

compensation forms the basic component of employees‘ jobs, and they work for a 

company in exchange for some monetary and non-monetary benefits. Findings of this 

study are influenced by other research findings, such as Keaveny & Inderrieden 

(2000), who established that fulfillment of pay expectations positively influences 

employee expectations, and Moncarz, Zhao & Kay (2009), who supported the 

contention that fulfillment of employees‘ expectations of rewards and compensations 

positively decreases their expectations rate. Cennamo & Gardner (2008) also reported 

that extrinsic values such as salary are good predictors of employee expectations and 

intentions. 

Findings of the study concur with those of Janssen et al. (2009), who emphasized that 

when employees do not get flexible work schedules when one is expected, it 

decreases their length of stay with the organization compared to those whose 

expectations are met. Supporting the findings are Griffin et al. (2014), whose study 

established a relationship between fulfillment of work environment expectations and 

employee satisfaction. Their findings revealed that fulfillment of work environment 
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expectations explained 27 to 37% of the variance in expectations and intentions. 

Similar to these study findings, Ng, Schweitzer, and Lyons (2010) confirmed that 

millennials emphasize meaningful work experiences and a nurturing work 

environment as important factors determining their intention to stay or leave an 

organization. 

The policy makers need to take into consideration power relationships between two 

parties in employment relationships. Where the power relationship between the 

parties is altered, this results into violation of psychological contracts. In the event 

that one party is superior, their power base will increase and their ability to negotiate 

different psychological contract terms may be enhanced. The ability to negotiate for 

better terms and conditions is likely to enhance relational psychological contracts with 

colleagues through their shared professional identity. Hence, policy makers need to 

design training and professional development programs, equal treatment, job security, 

compensation, and good working conditions to increase economic visibility and 

outlook of the firm.  

5.4  Conclusions 

5.4.1  Relational Job Expectations of Millennial Employees 

This study investigated the effect of relational job expectations on millennial 

employees at NWSC. The dimensions of relational job expectations included job 

training expectations, job professional development expectations, fair job treatment 

expectations, and job security expectations. This study shows generally that relational 

job expectations have a major role for millennial employees. However, not all 

relational job expectations for millennial employees were considered key elements, 

but only three, which included job professional development expectations, fair job 

treatment expectations, and job security expectations. It was found that job training 
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expectations do not affect millennial employees. Generally, expectancies 

arrangements within employment relationships reveal the ways in which the different 

parties‘ perspectives are shaped by wider labor market conditions. The complexity of 

employment relationships shows the positive or negative perceptions formed in the 

employment relationship with spillover effect on workers‘ attitudes and behaviors 

within relationships employment and labour market conditions. 

 

5.4.2 Transactional Job Expectations of Millennial Employees 

Furthermore, an investigation of the effect of transactional job expectations on 

millennial employees in NWSC was conducted in this study. Two types of 

transactional job expectations were investigated, which included job compensation 

expectations and working condition expectations. Both job compensation expectations 

and working condition expectations were found to be central to the millennial 

employee. It has been shown that the extent to which organizations fulfill job 

compensation expectations and working condition expectations will determine the 

retention rate of these employees. Job compensation expectations include both the 

monetary and nonmonetary rewards that millennial employees expect to gain from 

organizations in exchange for performing tasks that have been assigned to them.  

The working conditions expectations of millennial employees at workplace include 

physical and psychological working conditions in terms of economic and 

socioemotional elements, characterized employer‘s obligation to provide job security 

and career development to enhance employee‘s loyalty and improved performance. 

The findings suggest that all parties sought to utilize the relational and transactional 

expectations to labor market while minimizing the drawbacks. To achieve this, all 

parties used the resources linked to their positions within the employment relationship 
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to try and shape the behaviors and expectations of the participants. This created a 

shifting network of interdependencies in which outcomes for any one party were 

constrained by the activities of the other party. The actions taken by each party is 

likely to create opportunist behaviour intended to aggravate the problems experienced 

by the other party to curbed the maneuverability of each group, creating psychological 

contract relationships that were frequently problematic for all concerned. 

5.5   Recommendations 

5.5.1  Relational Job Expectations of Millennial Employees 

In view of training for the professional and career development of millennials, at 

NWSC, management should leverage training and professional development 

opportunities through online and gaming trainings that would be relevant to 

millennials, given that millennial employees like trainings that involve technology. 

Millennials expressed interest in having work flexibility in an engaging work 

environment that fosters professional skills growth. Supervisors who readily 

recognized accomplishments, provided opportunities for achieving promotions, and 

applied compensation register increased job performance. Management could 

implement strategies and economic policies that create a more fair and satisfying 

work environment for millennial employees. Social change could occur within the 

company management in the integration of expanded information on job expectations 

as part of talent management procedures for improving overall multigenerational job 

satisfaction and employee employment relationships including terms and conditions 

of work, which rest on the economic condition of a firm. 

The National Water and Sewerage Corporation should need to undertake millennial 

mentorship programs to make the millennials learn from old employees in the 

different work units. This makes them feel valued and enhance a feeling that the 
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organization is interested in the millennials professional development to create a 

stable employment relationships. 

5.6 Transactional Job Expectations of Millennial Employees 

Continuous benchmarking of pay structures with other competitors within the sector 

This study recommends the need for NWSC management to fulfill the transactional 

job expectations of its millennial employees in order to increase their stay, 

specifically the job compensation expectations and work condition expectations. In 

regard to job compensation expectations, the organization should continue to 

benchmark with other organizations to bridge any gaps in both monetary and 

nonmonetary gains for its millennial employees.  

Millennials are most likely to value money over non-monetary considerations as they 

step into entry-level jobs. However, compensation is not the only criterion young 

employees look for in jobs. After compensation, the next questions employees ask 

today are about employee engagement, morale, flexibility, and work culture. New 

employees are attracted by fringe benefits that the company may offer or extra day 

off, employee perks, and wellness initiatives for retaining the millennial employees in 

the company. 

Similarly, NWSC management should ensure continuous engagement with 

millennials using a number of strategies, for instance, but not limited to periodic 

internal surveys among its millennial workforce aimed at getting feedback about work 

conditions in order to find the best millennial-appropriate solutions that suit NWSC‘s 

culture from time to time. Alter the working environment to suit millennial 

preferences while ensuring organizational culture is not compromised.  

https://blog.vantagecircle.com/millennial-employees/
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Management should consider aspects such as flexible hours as well as virtual working 

spaces to save on costs, be more relevant in changing times due to information 

technology, and improve the working environment of millennials, as they so much 

desire, while at the same time ensuring that such alterations do not undermine the 

organizational culture. 

5.7  Areas for Further Research 

The focus of this study was on job expectations and millennial employees. 

Particularly, it investigated job expectations in the form of job relational expectations 

and job transactional expectations. There is therefore a need for more research into 

intrinsic and extrinsic job expectations for millennials. Similarly, there is a need for 

more research to enable a deeper understanding of each form of job expectation, such 

as job compensation expectations or job training expectations, in order to help 

employers appreciate and manage millennial employees. 
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APPENDICES 

Appendix 1: QUESTIONNAIRE 

Dear Respondent, 

My name is Miiro Nassuna Brenda a student at Makerere University-Business School 

pursuing Master of Arts in Economic Policy and Management. I am conducting a study about 

―assessment of job expectations of the millennial employees at National Water - Kampala 

Head Office, Uganda ". Kindly spare a few minutes to respond to the following questions. 

Information received from you is for academic purposes. Answer the questions to the best of 

your ability. 

You have been randomly selected to join our research study as one of the millennial 

employees at National water and Sewerage Corporation. All information you will provide 

will be treated confidentially. I will not share your information with anyone else and while 

analyzing this information, I shall use a password to protect it. You will not be victimized for 

whatever answer you have given and to ensure this; you are not required to identify yourself 

anywhere on the questionnaire. 

 

There may not be direct benefits to you, but your participation is likely to help us understand 

the Job expectations of millennial employees and in turn help, National water and Sewerage 

Corporation understands Your Job expectations and provide better policies for millennial 

employees. 

 

At this time, if you want to ask me anything about the study, please do so otherwise you can 

proceed by filling in the questionnaire. 

 

Section A: Background information 

Please tick or circle the box and fill in blank space 

 

1. Your gender:  Male   Female 

2. Education level (indicate highest obtained level)  

 Diploma   Degree  Masters   PhD  Any other (Please state)  

3. Years you worked with National water and Sewerage Corporation:  

 (Less than 1 year)   (1-3 years)  

 (4-6 years)   (7-9years)    (10 years and Above  

4. Your age  

 24 and below 

 (25-34)  

 (35-44   

 (45-54)   

 (55 years and above) 
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Section B: Job Expectations 

To what extent has National water and Sewerage Corporation fulfilled your job 

expectations? Tick the most appropriate response using the following scale. Please do 

not omit any item. 

 

Key: 1 = strongly agree, 2 = Disagree, 3 = Not sure, 4 = Agree and 5 = Strongly agree 

 

Items about job training expectations strongly 

agree 

Disagree Not sure, Agree Strongly 

agree 

1. In the first months of being 

employed, this organization fulfill 

my job training expectations 

     

2. To the present day, this organization 

has continually fulfilled my job 

training expectations 

     

3. In the future, I believe this 

organization will fulfill my job 

training expectations 

     

Items about job professional 

development expectations 

strongly 

agree 

Disagree Not sure  Agree Strongly 

agree 

4. In the first months of being 

employed, this organization fulfill 

my job professional development 

expectations 

     

5. To the present day, this organization 

has continually fulfilled my job 

professional development 

expectations 

     

6. In the future, I believe this 

organization will fulfill my job 

professional development 

expectations 

     

Items about fair job treatment 

expectations 

strongly 

agree 

Disagree Disagree Agree Strongly 

agree 

7. In the first months of being 

employed, this organization fairly 

treated me on job as had expected 

     

8. To the present day, this organization 

has continually to treat me fairly on 

job as had expected 

     

9. In the future, I believe this 

organization will treat me fairly 

fulfill as I expect 

     

Items about job security expectations strongly 

agree 

Disagree Not sure, Agree Strongly 

Agree  

10. In the first months of being 

employed, this organization fulfilled 

my job security expectations 
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11. To the present day, this organization 

has continually to fulfill my job 

security expectations 

     

12. In the future, I believe this 

organization will fulfill my job 

security expectations 

     

 

 

Section C: Transactional job expectations 

To what extent has NWSC fulfilled your transactional job expectations? Tick the most 

appropriate response using the following scale. Please do not omit any item. 

Key: 1 = strongly agree, 2 = Disagree, 3 = Not sure, 4 = Agree and 5 = Strongly agree 

Items about job compensation 

expectations 

strongly 

agree 

Disagree Not sure, Agree Strongly 

Agree 

1. In the first months of being 

employed, this organization fulfill 

my job compensation 

expectations 

     

2. To the present day, this 

organization has continually 

fulfilled my job compensation 

expectations 

     

3. In the future, I believe this 

organization will fulfill my job 

compensation expectations 

     

Items about working conditions 

expectations 

strongly 

agree 

Disagree  Not sure, Agree Strongly 

Agree 

4. In the first months of being 

employed, this organization fulfill 

my working conditions 

expectations 

     

5. To the present day, this 

organization has continually 

fulfilled my working conditions 

expectations 

     

6. In the future, I believe this 

organization will fulfill my 

working conditions expectations 
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Section C: Interview Guide 

 

Dear Respondent, 

My name is Miiro Nassuna Brenda a student at Makerere University-Business School 

pursuing Master of Arts in Economic Policy and Management. I am conducting a study about 

―assessment of job expectations of the millennial employees at National Water - Kampala 

Head Office, Uganda ". Kindly spare a few minutes to respond to the following questions. 

Information received from you is for academic purposes. Answer the questions to the best of 

your ability. 

 

You have been randomly selected to join our research study as one of the millennial 

employees at National water and Sewerage Corporation. All information you will provide 

will be treated confidentially. I will not share your information with anyone else and while 

analyzing this information, I shall use a password to protect it. You will not be victimized for 

whatever answer you have given and to ensure this; you are not required to identify yourself 

anywhere on the questionnaire. 

 

There may not be direct benefits to you, but your participation is likely to help us understand 

the Job expectations of millennial employees and in turn help, National water and Sewerage 

Corporation understands Your Job expectations and provide better policies for millennial 

employees. 

 

 Millennial job expectations  

1. How   has this organization fulfilled millennial employees‘ training expectations? 

2. How have millennial employees‘ training expectations affected their retention in this 

organization? 

3. How have millennial employees‘ compensation expectations affected their retention in 

this organization? 

4. How have millennial employees‘ working conditions expectations affected their retention 

in this organization? 

5. How have millennial employees‘ professional development expectations affected this 

organization? 

6. To what extent has this organization fulfilled millennial employees‘ professional 

development expectations? 

7. To what extent has this organization fulfilled millennial employees‘ fair job treatment 

expectations? 

8. To what extent has this organization fulfilled millennial employees‘ job security 

expectations? 

9. To what extent has this organization fulfilled millennial employees‘ compensation 

expectations? 

10. To what extent has this organization fulfilled millennial employees‘ working conditions 

expectations? 

THANK YOU 
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Appendix 1: Kejcie and Morgan Sample Size Determination Table 

N S N S N S N S N S 

10 10 100 80 280 162 800 260 2800 338 

15 14 110 86 290 165 850 265 3000 341 

20 19 120 92 300 169 900 269 3500 246 

25 24 130 97 320 175 950 274 4000 351 

30 28 140 103 340 181 1000 278 4500 351 

35 32 150 108 360 186 1100 285 5000 357 

40 36 160 113 380 181 1200 291 6000 361 

45 40 180 118 400 196 1300 297 7000 364 

50 44 190 123 420 201 1400 302 8000 367 

55 48 200 127 440 205 1500 306 9000 368 

60 52 210 132 460 210 1600 310 10000 373 

65 56 220 136 480 214 1700 313 15000 375 

70 59 230 140 500 217 1800 317 20000 377 

75 63 240 144 550 225 1900 320 30000 379 

80 66 250 148 600 234 2000 322 40000 380 

85 70 260 152 650 242 2200 327 50000 381 

90 73 270 155 700 248 2400 331 75000 382 

95 76 270 159 750 256 2600 335 100000 384 

 
Note: ―N‖ is population size 

 ―S‖ is sample size. 

 

THANK YOU 

 

 


