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Abstract

The project seeks to find the correlation between retention and labor expectations of the Millennial workforce in
Mexico. The study was done with a sample of 422 workers between the ages of 18 and 37, at several types of
companies in Mexico, that are experiencing a high rate of staff turnover. The retention and stay-at-work
questionnaires were first validated through an exploratory factorial analysis. Subsequently, models were created
using the multiple linear regression technique. The results show that work expectations, such as personal and
organizational factors are important for staff retention. In addition, our findings are compared with others
obtained and a list of recommendations for the development of organizational strategies is proposed as a means
of employee retention.
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1. Introduction

1.1 The Millennial Generation

The work force is an essential element for the development of economic activity in any country. In Mexico, the
generation that is currently entering to work force is world known as the Millennial Generation and encompasses
those born between 1981 and 2000. This generation has been different from any other due to the technological
advance that has been made in the last three decades. These technological advances include electronic
communication devices (TV, computers, cell phones, tablets, etc.) and computer development that is related to
communication (social networks, online purchases, electronic banking, etc.)

Furthermore, this is a generation that has experienced a relative abundance of resources generally coming from
its parents as the Gross Domestic Product (GDP) increases in most countries, but especially in North America
(Canada and the United States), as well as in Europe. This phenomenon has also been reported in Latin America,
but to a lesser degree. Additionally, this generation is educated under global currents that promote the best use of
natural resources, respect for human rights, the integral development of the person, etc.

Although Mexicos Federal Government has made a considerable effort to expand the educational offerings,
Mexican Millennials degree of education may vary depending on their economic possibilities and their social
environment. In the companies surrounding the Laja-Baj D region these generation is expected to have at a
minimum a bachelor’s degree or an equivalent as a higher technical college degree. As the hiring expectations
are being set by these companies, there is an unprecedented degree of personnel turnover. Due to this high
turnover, this research project intends to identify the millennial’s expectations from their employees.

1.2 The Millennial Work Force

According to North & Fiske (2015), the work centers are multi-generational. Currently, the workforce has four
generations. The silent generation (born between 1925 and 1945), baby boomers (1946-1964). Generation X
(1965-1981) and the Millennials (1981-2000). Generation Z (2001-2020) is rapidly approaching to join as
workers in the different sectors, at this time because they are not yet of age they are not considered in formal
employment, so they are not studied in this investigation. In this sense, Kupperschmidt (2000) defines a
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generation as an identifiable population group that shares years of birth, ages and significant events in its
development. The generation of millennials has lived in most societies with relative economic stability, but with
a globalized world of uncertainty, terrorism and serious environmental problems. It is also characterized because
computer technology was developed along with its chronological growth.

In Mexico, millennials represent approximately a quarter of the Mexican population (almost 30 million),
according to data from the National Institute of Statistics and Geography (INEGI, 2011). Page Personnel, a
specialized recruitment consultancy firm, identified that this situation poses a new challenge for companies that
must recruit them and develop productive and long-term labor relations (Forbes, 2014).

The statistical data of the young people reported by the INEGI (2011) are shown in table 1, where it is verified
that the group of the Millennials generation still has a significant challenge in employment. The base taken by
the study is the census reported in 2010 where young people between 15 and 29 years old is almost 30 million
people. The study is performed based on percentages and it is observed that in each age group there are
significant challenges in terms of work and study. Specifically, women are lagging in the work and study
categories.

Table 1. Statistical data from Mexico’s young population

Activity Total Men Women
Total

Has a job 47.1 63.5 31.3
Seeks a job 3.3 4.9 1.8
Study 26.7 26.8 26.6
Home work 20.0 0.8 38.4
Other 2.4 3.4 15
Not specified 0.5 0.6 0.4
15 to 19 years

Has a job 25.8 36.6 15.0
Seeks a job 3.0 4.6 1.3
Study 54.1 53.1 55.2
Home work 13.6 11 26.2
Other 31 4.2 1.9
Not specified 0.4 0.5 0.4
20 to 24 years

Has a job 54.0 72.7 36.4
Seeks a job 3.8 5.4 2.2
Study 17.5 17.6 17.3
Home work 21.9 0.6 422
Other 2.3 31 15
Not specified 0.5 0.6 0.4
25 to 29 years

Has a job 65.9 88.4 45.3
Seeks a job 3.2 4.7 1.7
Study 2.8 3.0 2.6
Home work 25.7 0.5 48.8
Other 1.8 2.6 1.1

Source: INEGI, M&ico, un pa ¥ de jévenes. Informativo Oportuno, vol. 1, nim. 1, 29 de marzo de 2011.

According to the Page Personnel report (2014) it is mentioned that Millennials have already made their way in
companies; in 2013 15% of all the contracts that the companies made in Mexico were from recent university
graduates, almost twice as many as two years ago. In the medium term, it is estimated that this figure will
increase by up to 25%, so companies should start adapting their recruitment strategies to the personalities of this
generation.

Due to the generational gap in the workforce, the differences between generations have been accentuated more
than at any other time (Myers & Sadaghiani, 2010), and there are certain problems of integrating the millennials
into the labor force. The differences are generally attributed to a demanding attitude at work because they want
to be taken into account, since they are accustomed to working as a team and their voices heard in all kinds of
competitions, even if they do not win (Kaifi, Nafe, Khanfar & Kaifi, 2012). In many organizations workers
"Boomers" are generally in a leadership position and generally treat millennial employees as selfish or lazy
(Raines, 2002). On many occasions this influences employee-leader interactions and is reflected in the level of
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dissatisfaction, lack of respect or even distrust.

This level of distrust causes that earning a respectable place within the work environment of the organization is
in turn difficult for a millennial. Difficulty in communication openly is related to lack of job satisfaction because
communication whether informal or formal may not be enough for these employees (Hatipoglu & Inelmen,
2018). There are differences also in terms of the length of time and loyalty to their employer, the "Boomers" are
used to working between 40 to 60 hours at work and expect younger workers to make merit to obtain promotions.
The millennial worker gives a different priority to the work since he prefers to spend time with his family and
friends because they have personal interests outside of his work (Afif, 2019).

Arsenault (2004) mentions that organizations will be less competitive globally if they fail to transfer the
strengths of generational diversity to the workplace. These general differences create a fertile field for conflicts
and barriers resulting in high turnover and a decrease in productivity (Yang & Guy, 2006). In the same way,
several authors agree that managers have a fundamental role in trying to detect how and why differences
between generations affect competencies, behaviors, attitudes and other attributes, as well as implementing the
best strategies to achieve goals. and objectives achieving a generational merger (Glass, 2007).

Due to globalization and the creation of virtual companies, Millennials have a competitive advantage using
information and communication technology. They are also more computer savvy and this puts them on top of
more flexible jobs. These means of communication allow Millennials to increase physical limits with social
contacts (Fulk & Collins-Jarvis, 2001). These are advantages that can be used in the workplace as it increases the
participation of the group and reduces organizational hierarchies. However, this can also be a source of conflict
between generations if the use of technology is not well understood by all generations.

According to Ng, Schweitzer & Lyons (2010) in a study conducted in Canada with a sample of 23,413 members
of the millennial generation, they found that this generation gives great importance to individual aspects of the
job and have real expectations about their first job, but they are looking for rapid advancement and the
development of new skills. An important aspect is that they seek a meaningful and satisfying life outside of
work.

The results of Ng, Schweitzer & Lyons (2010) suggest the following list of factors to be taken into account in the
work by the generation of Millennials. They are presented below in order of importance:

1)  Growth opportunities and career advancement
2) Good people to work with

3) Good people to report to

4) Good training opportunities/developing new skills
5) Work-Life balance

6) Good Health and benefits plan

7) Good variety of work

8) Job security

9) Good initial salary level

10) Challenging work

11) Opportunities to have a personal impact

12) Commitment to social responsibility

13) Opportunities to have a social impact

14) Organization is a leader in its field

15) Strong commitment to employee diversity

16) Opportunity to travel

In a study carried out by Calk & Patrick (2017) they found significant differences between the motivating factors
of millennials in the workplace. They concluded that they are more participatory and collaborative than previous
generations. Job security is not an important factor for them, since they are willing to change positions in search
of better working conditions that satisfy their needs to have free time or a more satisfactory job. This is an
important factor to consider by employers for the development of retention strategies.

According to Solnet & Hood (2008), millennials have associated values such as respect, recognition, openness,
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involvement, continuous development, support management, justice and concern for individuals.
Alonso-Almeida & Llach (2019) found that they are more attracted to companies that are socially responsible.
Another characteristic is that this group of workers likes structured work (Chi, Maier & Gursay, 2013). In a
study conducted by Solnet, Kralj & Kandampully (2012) found significant differences between the generation of
millennials and other workers in terms of: commitment, job satisfaction, organizational citizenship of work,
organizational commitment, perceived organizational support, perceived security at work, employability,
intention to resign, intention to change positions, recognition and rewards. It is for this reason important to
evaluate the difference of the factors of perceived employability of millennial workers.

1.3 Labor Retention

When a person leaves his / her position voluntarily or through dismissal, it is considered a movement and implies
that the organization has to obtain another resource to fill that work position. The rotation of the employees
implies a high cost for the organizations. At the international level, employee turnover is 10.9% (Forbes, 2018)
but may vary according to the type of profession. An average company in the United States loses around $ 1
million each time 10 executives leave the organization (Ramlall, 2004). The problem of the retention of
personnel has multiple variables since it depends as much on the organization as on the personal characteristics
and aspirations of the individuals.

Some factors identified by Deery & Jago (2015) that contribute to staff turnover are: low pay, low skill
requirements, excessive hours at work and lack of professional development. These factors contribute to the
development of factors such as stress, burnout and, in general, low productivity. Another point of view is the
labor-family or family-work conflict (Boyar, Maertz, Pearson & Keough, 2003). This type of conflict can be
especially important in working woman (Batt & Valcour, 2003). Differences in relation to job satisfaction, job
demands and the intention to give up employment also imply cultural factors (Spector, Allen, Poelmans, Lapierre,
Cooper et al., 2007).

There are models that have tried to explain why an employee does not stay in the organization. Ramlall (2004)
proposes that the main factors to be taken into consideration are: 1) The needs of the employees in terms of their
personal requirements and the worker’s family role. 2) The work environment where the main part are the people
involved in the organization.3) Employee responsibilities can affect the retention; this must be understood in terms
of the competencies of the person. 4) Supervision is a factor on which other factors such as staff satisfaction depend
and is a decisive factor especially for millennials. 5) Fairness and justice in terms of salary and responsibility;
although it can also be in terms of gender equity. 6) The effort must be related to the satisfaction of personal goals
of achievement and 7) Development of the worker, the perspective that the employee has based on their personal
goals and the opportunities offered by the company. In the Latin-American environment, the studies by Hernandez,
Restrepo, Conde & Gdmez (2016) suggest similar factors and even Gutiérez, Carlos Barén & Rivera (2018)
conducted a study in Mexico. A strategy used in these countries is the empowerment of employees as a retention
factor (Roma&-Calderd, Krikorian, Ruiz and Gaviria, 2016).

Some studies have shown that there is a relationship between staff retention and satisfaction (Van Dick,
Stellmacher, Ahlswede, Grubba, et al 2004). There are also studies carried out in Mexico in relation to retention
factors (Flores-Zambada & Madero, 2012). However, there are still factors that have not been investigated to
determine staff turnover, because the relationship between the factors that intervene in the problem has not been
clearly explained (Kyndt, Dochy, Michelsen & Moayert 2009). To help explain the relationship between the
retention of Mexican Millennials in relation to the problem of staff retention, the following hypotheses will be
investigated:

H1 There is a correlation between millennials expectations in the work place and their intention to remain in an
organization.

2. Method

The study is cross-sectional and the questionnaire developed by Ng, Schweitzer & Lyons (2010) was used as
described above to measure expectations at work. The scale used was Likert from 1 to 5 (totally in agreement).
To measure retention factors, we used the instrument developed by Kyndt, Dochy, Michielsen & Moeyaert (2009)
with a Likert scale from 1 to 7. The sample is composed of 422 subjects working in different areas, 258 are men
and 164 are women. The data was taken from people working in various organizations in the Celaya and
Queretaro region of Mexico. The ages of the interviewees range from 18 to 37, which currently includes the
generation of millennials as shown in Table 2. 20% work in the manufacturing industry, 16% in commerce, 13%
in education, 13% in the automotive sector, 11% in the manufacture of food and beverages, 8% in public
functions, 3% in agriculture and 5% in other areas. The schooling of the interviewees is as follows: 70% have a
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baccalaureate level, 24% have a bachelor's degree, 5% have a master's degree and less than 1% have a doctorate.
The number of years worked by the population is mostly less than 3 years with 44%, 29% from 4 to 6 years, 15%
from 7 to 9 years, 7% from 10 to 12 years and the remaining 5% have more than 12 years old.

Table 2. Range of ages of the subjects

Age range Men (1) Women (2) Total
18-21 53 36 22%
22-25 85 50 31%
26-29 62 41 24%
30-33 35 19 13%
34-37 23 18 10%
Total 258 164 100%

Once the data was gathered, we performed statically procedures to validate the questionnaire and calculate the
correlation between the variables as shown next.

3. Results

As a first step, the exploratory factor analyzes of the Millennials' expectations questionnaires (Ng, Schweitzer &
Lyons, 2010) and employee retention (Kyndt, Dochy, Michielsen & Moeyaert, 2009) were carried out. To
determine the suitability of the exploratory factor analysis test, the sample adequacy measure KMO (Kaiser,
Meyer, Olkin) was calculated, which contrasts if the partial correlations between the variables are sufficiently
small. It allows to compare the magnitude of the correlation coefficients observed with the magnitude of the
coefficients of the partial correlation. The KMO statistic varies between 0 and 1. Small values indicate that factor
analysis is not adequate (de la Fuente-Fernandez, 2011). In this case, as shown in table 3, the values obtained in
the KMO test are close to one. Additionally, Barlett's sphericity test was calculated (table 3) which contrasts the
null hypothesis that the correlation matrix is an identity matrix, in which case there would be no significant
correlations between the variables and the factorial model would not be relevant. In this case, the significance
value of the test is 0.00 which means that the variables are highly correlated to provide a basis for the factorial
analysis (Leech, Barrett & Morgan, 2013).

Table 3. Bartlett and KMO test for the questionnaires

Indicator Retention Expectative

Kaiser-Meyer-Olkin measurement 0.823 0.933

Bartlett’s test Aprox. Chi-square 1588.6 Aprox. Chi-square 3619.8
g.l. 45 Sig. 0.00 g.l. 120 Sig. 0.00

As a next step, the explained variance calculation was performed. In the case of the retention questionnaire, two
factors were found taking into account that they have eigenvalues greater than 1. These measurements are an
explanation of the variance that helps us to identify the number of factors. When the eigenvalue is less than one,
it implies that the factor explains less information than an item could explain. For the first questionnaire
(retention), 2 factors were identified and the cumulative variance of the 2 factors is 59.3%. In the case of the
second questionnaire (millennial expectations), we also identified 2 factors with an explained variance of 56.7%.
This gives us an acceptable solution to find the factors or latent variables of the applied questionnaire.

To find the factors and the loads associated with the items, the verimax rotation was used. Tables 4 and 5 show
the loads of the two questionnaires analyzed. Finally, Cronbach's alpha was calculated for each of the
questionnaires and the resulting values for the retention questionnaire was 0.70 and for the expectations of
millennials 0.93. This method allows to estimate the reliability of an instrument through a set of items that are
expected to measure the same construct or theoretical dimension. The validity of the instrument refers to the
degree to which the instrument measures what it intends to measure. According to George & Mallery (2013) the
coefficient must be above 0.70 to be considered adequate for an instrument.
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Table 4. Loadings of the rotated matrix for the retention questionnaire

Item Factors
1 2

10) I love working for this company 0.875

9) The work I’'m doing is very important to me 0.809

2) Within this company my work gives me satisfaction 0.807

4) | see a future for myself within this company 0.807

6) If it were up to me, | will definitely be working for this company for the next few years 0.753

3) If | wanted to do another job or function, | would look first at the possibilities within this  0.577

company

8) If | received an attractive job offer from another company, | would take the job 0.802
1) I’'m planning on working for another company within a period of three years. 0.765
7)If 1 could start over again, | would choose to work for another company 0.726
11) | have checked out a job in another company previously 0.611

Table 5. Loadings of the rotated matrix for the expectative questionnaire

Items Factors
1 2
6. Good health and benefit plan 0.785
9. Good initial salary level 0.677
5 Work-Live balance 0.674
4 Good training opportunities/developing new skills 0.669
7. Good variety at work 0.666
3 Good people to report to 0.656
4 Job security 0.642
1 Growth opportunities and career advancement 0.599
14 Organization is a leader in its field 0.562
15 Strong commitment to employee diversity 0.542
2 Good people to work with 0.541
16 Opportunity to travel 0.481
12 Commitment to social responsibility 0.878
13 Opportunity to have a social impact 0.872
13 Opportunities to have a personal impact 0.765
10 Challenging work 0.687

In the case of the retention questionnaire (table 3), we found two factors associated with the phenomenon. These

factors will be identified as 1) Desire to remain in the organization (DR) and 2) Desire to find another

organization (DL). For the questionnaire of millennial expectations, the associated factors will be referred to as 1)
Organizational factors (MOF) and 2) Personal impact factors (MPF). To test the hypotheses, a bivariate Pearson

correlation matrix was performed as shown in Table 6.

Table 6. Bivariate correlations between variables

Variable Media  Standard 1 2 3 4 5 6 7 8 9
desviation

1.DR 4.96 1.35 1

2.DL 4,71 1.43 -0.79** 1

3.MOF 3.56 0.81 0.637** -13** 1

4. MPF 3.74 0.93 0.608 -107*  0.722** 1

5.Gender 1.39 0.48 0.780 -.039 0.025 0.00 1

6.Age 25.7 4.87 0.073 0.029 -.061 0.05 0.00 1

7.Grade 1.34 0.59 0.134** -.029 -0.1 0.024 0.189 0.274** 1

8.Tenure 6.08 4.48 0.077 -.01 -0.03 .049 -.095 0.753** 0.07 1

9.BusType 6.55 3.8 0.00 0.00 -0.081 -.05 0.023 0.193** 0.038 0.168** 1

Note. ** Significative p<0,01, *p<0.05

To complete the analysis, a stepwise regression analysis was performed using the SPSS V software. 23. Two
independent variables were analyzed according to those previously found in the factor analysis: desire to remain
in the organization or desire to find another organization to work. The results are shown in Table 7. This type of
multiple regression analysis only includes those factors that are significant for the model. That is, all the other
factors: gender, age, work experience and the type of company where millennials work, do not contribute to
explain the retention variables analyzed.

76



http://ibr.ccsenet.org International Business Research \Vol. 12, No. 8; 2019

Table 7. Multiple regression analysis for the study

Dependent variable: Remain in the organization Dependent variable: Seek another

(DR). organization (DL).
Independent variables Model 1 Model 2 Model 3 Model 1
T value T value T value T value
MOF 15.05 6.98 7.18 -2.86
MPF 5.74 571
Grade 3.39
F 226.68 140.13 100.07 8.79
R 0.626 0.666 0.680 0.151
R? 0.392 0.444 0.457 0.23
Standard error 1.049 1.00 0.99 1.44

4. Discussion

As demonstrated through the regression analysis, there is a relationship between the expectations of millennials
and retention variables. With which the work hypothesis is approved. Specifically, for the independent variable
remain in the organization the independent variables of organizational factors of the millennials (t = 7.18, p
<0.01), personal factors of the millennials (t = 5.71, p <0.01) and schooling (t = 3.39, p <0.01) explain the
intention of the workers. For the independent variable to search for another organization, there is a negative
relationship between the organizational factors of the millennials (-2.86, p <0.01). The last regression explains
that, if millennial expectations in organizational terms are not met, it is very likely that they will look for another
organization to work for. Additionally, we must mention that the variables gender, work experience, age and type
of organization are not variables that intervene in the model.

According to Kuron, Lyons, Schwitzer & Ng (2015), millennials are more susceptible to leave their jobs than
other generations because they are even more mobile than any previous generation (Lyons, Schweitzer & Ng,
2015). The studies conclude that the retention strategies for this generation must be based on economic
compensation. Other aspects to consider are feedback and development at work. Schullery (2013) found that
there are differences in values between generations and that Millennials are more interested in extrinsic
motivators, but also in economic rewards. The above confirms our findings because if organizations are lacking
these factors, millennials will be prone to leave their jobs.

The previous analysis gives us information about some of the reasons why Mexican Millennials seek other jobs.
They do it when the organizational variables -in terms of their expectations- are not met. This presents
companies with the challenge to create strategies to retain their talent because the costs of hiring and terminating
employees increases when workers quit their jobs. The retention of human talent in organizations is a factor that
affects productivity (Flores-Mendoza, Ardila, Rosas, Lucio & Colareta, 2018). It is for this reason that
personnel departments must develop strategies to prevent organizational desertion and improve the culture and
the working environment among the various generations at the work place. Authors such as Chaudhuri &
Ghoshn (2012) have proposed innovative techniques such as "reverse mentoring™ where millennials can teach
members of other generations their skills. The generation of millennials is a reality at work and HR managers are
in the urgency of implementing the best practices to keep them at work (Williams, 2019)

One of the strengths of the present study, is that the sample size is representative of the generation of Millennials
and the companies where they work. Another aspect to consider is that there are no studies in Mexico regarding
the retention of Millennials at work, and this is a contribution to literature. The weakness of the project is that it
is necessary to perform a detailed statistical model through structural equations to help us better understand the
phenomenon where values could possibly be included in the workplace because this is a relatively static variable
over time (Ralston et al., 2011). Future research can consider factors such as the work-family and family-work
relationship, job satisfaction, work life balance and the type of leadership to keep this group engaged at work.
In Latin American countries, the new generations entering the workforce represent a challenge socially and at
work, due to the low paying conditions that entry level jobs offer to a recent graduate.
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