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Ngozi Francisca Aliemeke

[bookmark: _Toc136507767]ABSTRACT

The main aim of this dissertation was to improve the current recruitment practices and improve retention of millennial accountants in Ireland focusing on organizational context factors. The main elements of improving recruitment practices were identified as company context factors including culture, workplace policies and leadership style. The objectives of the study included, firstly to assess how significantly recruitment practices affect retention of millennial accountants, findings revealed that there was a significant effect on millennial talent. Positive and negative experiences of candidates, including adequate feedback, strategic leaders and showcasing company culture and policies during the recruitment process greatly impacted retention, secondly, to explore millennial accountants perception of the organisational context factors, findings highlighted the varying perception of these context factors which again were linked to positive experiences and workplace. Thirdly, to assess the relationship between company context factors and millennial accounts values, findings showed a staunch alignment between both existed. Lastly, to Identify measures to improve recruitment practices & retention strategies based on the perception of organizational context factors, Improving recruitment practices included ensuring positive experiences during recruitment process. For retention, company’s should implement innovative and technological advancements, provide more support financially due to the current cost of living crises, allow flexibility, and hire more people to cut down on workload to enhance retention.The research used the interpretivist paradigm focusing on thematic analysis which necessitated the use of semi-structured interviews as the data collection method. Eight semi-structured interviews on millennial accountants from diverse cultural background in the Irish accounting sector due to the diversity of the country and sector. No big 4 company employee was interviewed as major focus was on the local Irish demographic. The findings generated from the study helped to understand that millennial candidate positive experience had a direct effect on their decision to accept job offers, that organizational context factors influenced recruitment and retention of millennial talent and the measures through which recruitment and retention could be improved for these accounting company’s. The implications of the findings generated are explained, research limitations are identified and recommendations for future research and practice we adequately given.
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i

[bookmark: _Toc136507768]CHAPTER ONE
[bookmark: _Toc136507769]INTRODUCTION
1.1 [bookmark: _Toc136507770]Overview

The central argument of Strategic HRM stresses that the way a company handles its employees has an impact on its business performance. This concept is significantly demonstrated by (Schuler and Jackson, 1987) where they assumed that the influence of HR has a positive impact on distinct employee level. In the past decade, the management of employees has metamorphosed into recruitment practices (Horgan and Mühlau, 2006) and focus has been on improving these practices due to repercussions business face including loss of knowledge and experience, key skills and decrease in staff morale (Taylor, 2007). In reference to millennial employees, Gallup (2016) stated that millennials would change the world decisively more than any other generation. Lately, the business world experienced departure of a large number of the baby boomers generation which caused a crisis in companies attempting to hire and retain the younger generation who have different beliefs, attitudes and aspirations (Brinda and Jayakani, 2021). This paper will focus on improving current recruitment practices and retention of millennial accountants employed in Ireland for improved success. 

The accounting industry in Ireland has been characterized by high turnover rate of millennial employees due to varying factors (Deloitte [online], 2022a). In EY alone, 43% of their millennial employees were set to resign their jobs for improved pay, career breaks and flexibility (EY [online], 2022).  Millennials with their numbers as high as 72.19 million in the US (Statista [online], 2021), making them the largest group in the US and 1.4 million in Ireland alone, the largest group in the Country as well (Statista [online], 2022) make up a larger percentage of the workforce. Organizations must identify with the multigenerational workforce’s varying beliefs and work ethics (Pettifor [online], 2019) to remain effective in the world today. Myra Lundy-Mortimer, a PWC partner in the Bahamas recently emphasized that even PWC realized the need to look closer at their recruitment and retention strategies for millennials due to changing dynamics in the accounting profession (PricewaterhouseCoopers [online], 2022). 

A study by ACCA (2015) found that millennial accountants should be the focus because the profession has experienced a change now undertaking tasks like managing risks, supporting regulatory compliance and helping businesses grow. This provides a justification for the need to undertake this research study and highlights the need for further research into improving recruitment practices. Carrillo et al. (2017) emphasized that millennial accountants who felt actively disengaged from work did not put in extra effort into their work, negatively affected their peers and undermined their efforts which inherently led to resignation of these employees. Employee retention is an unnerving challenge company’s face in achieving success because human capital is an essential motivating force for success (Drábek et al., 2017). Recruitment practices influence on employee retention has been studied previously (Lam et al., 2009) and (Coggins et al., 2010), yet the retaining millennial accountants is still a persistent issue. If Human capital does not exist, then company’s aims and objectives would remain unmet (Gallen [online], 2019). Managing humans is a very necessary change process which creates positive behaviours and boosts employees performance. 


1.2 [bookmark: _Toc136507771]Research Purpose

Recruitment practices have traditionally aimed to hire skilled candidates, but the retention of millennial talent remains a challenge. As millennial accountants are the future leaders in the accounting sector (Swanson, 2017) it is crucial to address the issue of retaining them and gather credible information to reduce the high turnover rate among millennials. Allen et al. (2010) explain that the interaction between recruitment practices and retention strategies can impact opinions of employees leading to significant impact on commitment, loyalty, and intentions to stay. Therefore, implementing good and improved recruitment practices is necessary to improve millennial accountants’ intention to stay. Given the significance of employee retention for company’s success, it is unsurprising that considerable research attention is given to thus topis. However, there seems to be scarcity of research particularly examining the topic in relation to millennial accountants in Ireland. Therefore, the research seeks to investigate the relationship between recruitment practices and retention, specifically focusing on the impact of organizational factors such as culture, workplace policies, and leadership styles on recruitment and retention of millennial accountants. It aims to improve recruitment practices for retaining millennial accountants in Ireland by examining the organizational context. The research will involve understanding the perspectives of millennials themselves to identify measures for improving recruitment practices and developing strategies that target enhancing retention rates.

1.3 [bookmark: _Toc136507772]Research Question
The primary research questions guiding this investigation is as follows:

1. To what extent do companies factors, including culture, leadership styles, and workplace policies, influence the recruitment & retention of millennial accountants?
2. How do millennial accountants perceive their companies context factors (culture, leadership styles, and workplace policies) and how do these perceptions influence their decision to stay with their companies?
3. What strategies can be implemented by companies to align the contextual factors with the values and preferences of millennial accountants to improve retention rates?

The research questions will provide more in-depth understanding into how company’s context factors influence recruitment and retention of millennial talent. 

[bookmark: _Toc136507773]1.4 Research Aim & Objectives

The main objective of this research is to identify factors that influence accounting millennial employee turnover intention to be applied inductively to assist organizations design desirable work environments for millennial accountants in Ireland and provide better practices for recruitment of accounting millennials to improve retaining them as employees in organizations. To achieve this aim, the following research objectives would make possible its achievement: 

1. To assess how significantly recruitment practices affect retention of millennial accountants.
2. To Explore millennial accountants perception of the organisational context factors. 
3. To assess the relationship between company context factors and millennial accounts values.
4. To Identify measures to improve recruitment practices & retention strategies based on the perception of organizational context factors.

The research objectives are set out to be attainable and realistic and will be well honed to achieve the research aim at the end of the research work. 

[bookmark: _Toc136507774]1.5 Justification & Significance of the Study

Retention plays a significant role in a company's performance, Wee and Turner (2012) had established that the accounting sector has been particularly challenged in retaining millennial accountants. Studies have shown that a substantial number of millennial accountants express dissatisfaction and have intentions to leave their roles within a few years (Ertas, 2015), (Walden et al., 2017), (Johnson, 2019). This inability to retain millennia talent for a longer time poses a problem for company’s. The financial sector, known for its fierce talent competition, also faces similar challenges and (Zala and Rajani, 2021) and the issue of retaining employees in different sectors has seen significant investigation (Štěrbová et al., 2013). Surveys conducted by Deloitte in Ireland revealed high turnover rates among millennials, with a significant percentage intending to leave their jobs within a short period (Deloitte [online], 2019). These high turnover rates can have detrimental effects on knowledge retention, workflow disruptions, and increased recruitment costs. It is clear that effective recruitment practices and retention strategies for millennial accountants are crucial for a company's performance and overall success.

Over the years, the business world has recorded a shift in workforce expectations and the accounting industry was not left out (O’Flaherty, et al., 2020). Millennial accountants have distinct preferences, values and expectation in comparison to previous generations. Isaacs (2017) emphasized on millennials being widely regarded as the most productive generation due to their use of modern resources and tools, allowing them perform tasks with greater efficiency, seeking out workplaces that align with their personal and professional aspirations. A huge part of company’s strengths and weaknesses develop based on the calibre of individuals employed and the quality of working relationships formed (Afroze, 2013), therefore, company’s understanding how their culture, workplace policies and leadership styles influence recruitment and retention can help them modify these practices to retain top millennial talent and meet their expectations. This justifies the importance of the study for companies to improve their workplace policies as these shape employee experience. Exploring this can guide companies in developing policies to promote career development, flexibility, work-life integration, and inclusiveness. Company’s are usually on the losing side when employees resign after being fully trained incurring cost for time and money (Bower [online], 2021). 


Studies highlight that leadership styles have a direct impact on satisfaction and employee engagement (Cekada, 2012) and (Meng and Badri, 2021). Examining leadership styles influence on recruitment and retention of millennial accountants can improve the work environment making it more supportive and inclusive. This study is significant in that its findings can aid companies develop strategies to improve retention rates through understanding the impact of organizational factors to make informed decisions that would support their practices with millennial accountants preferences and values enhancing recruitment efforts, creating a positive company environment and reducing turnover, especially now that they struggle with the cost of living crises and financial safety anxiety (Deloitte, 2022a). Businesses understand the need to tackle the existing issues caused by the problem at hand because accountants are important for their improvement.















[bookmark: _Toc136507775]CHAPTER TWO
[bookmark: _Toc136507776]LITERATURE REVIEW
[bookmark: _Toc136507777]2.1 OVERVIEW

The literature review section of this study critically examines previous academic sources relevant to the research topic. It serves the purpose of providing a comprehensive understanding of the study's subject matter by reviewing existing research and identifying gaps that the current study aims to address. Specifically, this study conducts a literature review on recruitment practices and the retention of millennials. The review delves into various findings that shed light on the impact of recruitment practices on the ability to retain millennials within organizations.

[bookmark: _Toc136507778]2.2 MILLENNIALS IN MULTIGENERATIONAL WORKPLACES.
Millennials, also known as Generation Y, emerged in the early 1990s, and understanding these employees is crucial for retaining them (Neil Howe, 1993). The millennial generation has had varying ideologies peddled about them. They were raised by baby boomers, who adopted a parenting style that gave them a distinct voice (Wood, 2019). Additionally, Millennials are known to be more technologically savvy, better educated, and more ethnically diverse than previous generations (Bannon et al., 2011) As a result, employers need to tailor company practices including rewards, compensation, recognition, and incentives to meet the needs of these millennial talents, as addressing their needs can boost employee morale, efficiency, and long-term retention (Walters, 2020).
However, Yeaton (2008) stressed the need to demonstrate the value and significance of a position, communicate growth opportunities, clearly delineate expectations, value intelligence and innovation, provide frequent feedback, promote work-life balance, and encourage collaboration to retain millennial accountants. Cutler (2015), aligned with yeatons study, emphasizing the importance of recruiters demonstrating the company's mission, culture, and brand throughout the recruitment process. In contrast, Sandeen (2008) and Johnson (2019) highlight the significance of loyalty between employees and employers for millennial accountants. While, Tirta et al. (2020) argue that accounting firms and the industry need to adjust their focus and perspective by implementing innovative recruitment techniques and adapting to trends to remain desirable to millennial talents. Furthermore, in unrelated but necessary terms, differences between millennial accounting employees and their predecessors were compared by (Fogarty et al., 2017) they found that the generational uniqueness of millennial accountants has been greatly exaggerated by the media while noting that differences existed in the level of personal attributes, but do not relate to a particular generation.
Recognizing that surrounding academia, research into millennial accountants highlights their unique traits, Hattke et al. (2017) emphasized the importance of finding the right fit for them rather than fitting them into pre-existing job roles. Also, Ackerman (2016) and Logue ([online] 2017) , highlighted the need to locate and employ the right fit for them and not for the jobs. Surplus research exists defining millennial accountants and aiding to understand their thinking in the workplace (DeVaney, 2015) and (Loh et al., 2021). 
In conclusion, understanding millennial accountants is essential for their retention (Saylor [online], 2017). The negative stereotypes surrounding the millennial generation are not entirely true; employers need to comprehend their values, beliefs, and work ethics and incorporate these into recruitment practices (Wilson, 2014) and While millennial accountants may exist in a world that others may find different and exhibit distinct behaviors, they are fundamentally similar to previous generations who have also found their way into accounting (Mihelic and Aleksic, 2017). While some differences exist, millennials are not as unique as the mass media may portray them to be.
[bookmark: _Toc136507779]2.3 JOB SATISFACTION. 
Job satisfaction plays a crucial role in retaining millennial talent in accounting firms. It is defined in several ways, with the commonly used definition by Locke (1976) describing it as a positive emotional state resulting from job appraisal. Oshagbemi (1999) suggested job satisfaction improved mental and physical well-being. Byrne et al. (2012) posits that job satisfaction had positive consequences for organizations which enforces its importance. Additionally, Hiltebeitel et al. (2000) and Steil et al. (2022) aligned with the finding, emphasizing that increased levels of job satisfaction yielded noteworthy benefits like reduced turnover rates of employees. Ybema et al. (2010) also aligned with the above studies highlighting on its ability to decrease absenteeism of employees. 
Accountants have historically experienced negative job satisfaction due to factors like work related stress, growth, compensation, recognition, long work hours, and even employees individual personal characteristics (Patten, 1995) and (Matthews and Rutherford, 2021). Concurrently, Journal Of Accountancy (1999) found dissatisfaction with compensation levels had been identified as a significant factor affecting job satisfaction. Parvin and Kabir (2012) aligned with journal of accountancy emphasizing exciting and meaningful job roles have been shown to bring greater satisfaction to millennial accountants. Alternatively, Khavis and Krishnan (2021) study suggests that for accounting firms, work-life balance and compensation should include variables like motivation, senior management, career advancement opportunities, firm culture, and factors that need more investments greatly shaped job satisfaction and commitment to develop more substantially. Additionally, factors like work-life balance, compensation, motivation, senior management, career advancement opportunities, and firm culture significantly influence job satisfaction and commitment in accounting firms (Reyes et al., 2019) and (Khavis et al., 2022). 
However, Fogarty et al. (1997) and Almer and Kaplan (2002) contended previous studies instead validating flexible work arrangements being linked to reduced stress, decreased role conflict, and improved job satisfaction among professionals. Iaffaldano and Muchinsky (1985) and Judge et al. (2001) also disagreed rather linking job satisfaction to Job performance while Bowling (2007) arguing against the findings rather highlighting job satisfaction and performance not having a causal relationship but rather existing as a result of both satisfaction and performance sharing similar causes which extends the work by (Freudenberger, 1974) & (Fogarty et al., 2000). Further research on job satisfaction solidified the perception that working under flexible working arrangements led to decreased levels of emotional exhaustion and depersonalization (Reilly 1991 cited in Nithyananthan, 2022). 
In light of above-literature, accounting firms should focus on improving job satisfaction among their millennial employees by understanding their drivers of satisfaction and taking steps to meet their needs. Secondly, Job satisfaction enhances the quality of work performed and overall performance. As Khavis et al. (2022) study highlighted, decreasing long work hours enhanced millennial talent performance and improved overall job satisfaction. Rio, (2019) study highlights adequate systems and support should be put in place to make employees feel valued, heard, and satisfied, thereby enhancing their commitment, productivity, and reducing turnover intentions. Further research is needed on job satisfaction among accountants in Ireland to address the existing gap in knowledge.

[bookmark: _Toc136507780]2.4 RECRUITMENT PRACTICES
This literature review explores recruitment practices in the accounting industry and their evolution over time. No one size fits all approach exists for company’s regarding recruitment practices. Sadik and Brown (2020) highlight the importance of warring for the best talent,  while Parry and Jackling (2015) suggest that cultural fit plays a defining role in recruitment, leading to appraisals.
However, back in the 80’s, Public accounting firms experienced high staff turnover rates, prompting the need for different recruitment strategies. Trump (1969) and Schmutte (1987) found that Recruitment focused on college placement offices, emphasizing role attractiveness and company socialization. Additionally, Dennis (1998) emphasized the importance of cultivating college interns and adjusting to the lifestyle needs of CPA firms to improve recruitment and retention. All of which still needed further improvement.
Nonetheless, over time, recruitment practices in the accounting industry improved.  Despite the economic downturn in 2008, accounting firms adapted their hiring practices, leading to improved hiring and increased productivity as (Owens-Jackson et al., 2013) found. Likewise, Reyes et al. (2019) aligned with the above studies showcasing Internship programs became common, emphasizing longer-term relationships with universities and higher interview standards. Burgeoning literature exists supporting the improvement of recruitment practices in the accounting industry over time, (Alashmawy and Yazdanifard, 2019), (Metzler, 2006) and (Atena and Tiron-Tudor, 2020), 
However, between 2016 and 2017, concerns emerged regarding the professions ability to retain its quality and quantity of millennial talent in coming years mainly due to a lack of improvement in the work environment of the profession characterized by stress, high level of regulation, long working hours, burnout and lack of work life balance (Hermanson et al, 2016). A study by PwC ([online] 2013) and Crowe Howarth ([online]2016) aligned with the findings, discovering initiatives including allowing employees keep it casual when not meeting with clients and allowing them work from wherever was most convenient improved productivity of their millennial talent and increased intention to stay at the firm. Nevertheless, alignment of values and work environment still seemed to remain an issue as previous decades, posing a threat for the profession (Cennamo and Gardner, 2008) and (Smith and Galbraith, 2012) . further research by Zaharee et al. (2018) suggested more focus be put on improving work-life balance to tackle the existing hectic and toxic work environment problem. All of the aforementioned factors indicate that the working environment within a company significantly affects its recruitment & retention practices.
The Covid-19 pandemic further prompted changes in recruitment practices in the accounting industry, incorporating practices like hybrid working, virtual communication channels like Microsoft teams to organize meetings, choosing a more employee-centred approach, offshore hiring and outsourcing (Phillips [online], 2022), this changed the game for accounting firms as human resource departments had to incorporate evolving technology, regulations and standards. Harkness ([online] 2021) study agreed its findings showing recruitment practices needed to address stability concerns, and flexibility became crucial for millennial employees just as Breaugh (2009) study stressed on the need incorporate more family and personal time, guidance also had to be provided to employees as more millennials began to question their own career choices and online networking platforms like LinkedIn gained importance for connecting with potential recruits.
While recruitment practices alone do not determine success for accounting firms, the need for constant improvement and careful selection of practices is recognized (Jaidi et al., 2011) and (Kappia et al., 2007). It is still important that company’s choose their recruitment practices carefully (Zalesova and Robertson, 2010). Retaining millennial talent remains a challenge with suggestions to include strategies for workforce development in recruitment practices (Collins and Han, 2004). In contrast, (Yu and Davis, 2019) study propose integrating recruitment and job search processes, indicating the need for further research on improving recruitment practices and constraints that company’s may face, exploring their relationship with millennial accountant retention (Gebreiter, 2019).

[bookmark: _Toc136507781]2.5 ORGANIZATIONAL CULTURE & EMPLOYEE ENGAGEMENT
Good and sustainable organizational culture is important to improve retention of millennials, particularly in light of the shifting cultural landscape. Employee engagement should be incorporated in every organizations culture if they want to build a positive and healthy workplace (Johnson and Pike, 2018). The concept of organizational culture has been defined in both popular and academic literature. Deshpande and Webster (1989) define culture as the shared values and beliefs that shape behavior and establish norms within a company. Groysberg et al. (2018) argue that the informal and unofficial forces within a company have a greater impact on employee behavior and productivity than formal policies and guidelines. However, organizations culture has been identified as an abstract pedal when compared to strategy due to it being secured by mindsets, unspoken behaviours and social patterns (Chan et al., 2004). Research by Azanza et al. (2013), Cahalane and Sites (2008), Coetzee and Pauw (2013) and Bao et al. (2012), found culture to be linked to Job satisfaction, Leadership and value incongruence 
Due to inconsistencies in definition of employee engagement, some studies discovered that the employee engagement concept is unclear (Kular et al., 2008) rather labelling it as a dynamic notion which varies according to research study. Kahn (1990) defines employee engagement as the active involvement of employees in their work roles, encompassing cognitive, emotional, and physical aspects, with cognitive dealing with employees beliefs about the organizations culture, emotional aspects concerns employees feeling and its positive or negative effect on their attitude towards the organization and physical aspect about physical energies used by employees to undertake their roles. In addition, Miller ([online]2021) suggests that accounting firms have constantly evolved and have a dynamic culture to meet the desires of millennials emphasizing the need to invest in millennial employees by helping them get educational opportunities. Furthermore, May et al. (2004) aligned with the findings suggesting meaningfulness and valued work to be the strongest in relation to employee engagement and organizational culture for millennial accountants.
Accounting firms have experienced significant cultural changes over the years, driven by factors such as cost control and risk management (Massel, 2004). Surrounding academia recognized that company culture is a crucial element impacting recruitment and retention of millennial accountants (Dalyaune, 2018) pointing out that culture in organizations, are dynamic and constantly changing. Additionally, Hood and Koberg (1991) investigated the extent to which culture had an effect on accounting service firms separating culture, but found no significant differences among the service departments of accounting company’s rather stressing the importance of a dynamic and constantly evolving organizational culture especially with millennials. Holmes and Marsden (1996) concurred Hood and Kobergs study emphasizing the need for companies to build on their own culture as it significantly impacts employees behaviour and organizations financial performance (Morgan, 1994), & (Deal and Kennedy, 1983). 
However, Creating a workplace culture that appeals to millennial accountants has been identified as a solution for improving retention (Wallach, 1983), & (Deal and Kennedy, 2000). This involves engaging millennials through flexible benefits, nurturing their interests outside of work, providing opportunities for growth and development, and fostering a meaningful work environment (Deloitte [online], 2022b). studies conducted by ACCA and Deloitte (2020), (White et al., 2021a) and Joyce and Barry (2016) all support the idea that creating an appealing culture for millennial accountants involves engaging them through various means. This includes providing flexible benefits and supporting their interests outside of work, offering opportunities for growth and recognition, fostering a meaningful work environment, driving change, and seeking helpful feedback. These studies emphasize the importance of continuous learning, work-life balance, and stability as key factors that attract millennial accountants. 
Furthermore, there are different perspectives on the relationship between culture, employee engagement, and attitudes towards work. Studies such as those by Purcell et al. ([online] 2003), Lucas and Catalyst (2015) and Caseware ([online] 2020) argue that culture and employee engagement are most meaningful when there is a genuine sharing of responsibilities between employees and management on substantive issues. These studies suggest that fostering a culture of shared ownership and involvement in decision-making can positively impact employee attitudes towards work.
In contrast to previous studies, Jennifer and Chatman (1991) examined organizational culture through the lens of person-organization fit, concluding that person-organization fit is a meaningful way to assess how culture influences employee attitudes because values are fundamental at both the individual and organizational levels and can be directly compared. They identified specific factors such as pre-entry interactions with members, participation in firm-sponsored social events, and mentorship as influential in shaping recruits' perception of person-organization fit culture. Findings of Ernst & Young (2021) & Deloitte ([online] 2022b) support Jennifer and Chatman's perspective, having implemented practices such as mentorship programs and firm-sponsored social events into their organizational cultures and reporting positive results in terms of retaining their millennial employees. However, the validity of this finding has been challenged by (Bolton, 2018) and (Chawla, 2020) although their findings align with the previous studies, they suggest that millennial professionals prefer a culture that promotes teamwork, a friendly environment, and leaders who act as mentors and parental figures.
Numerous studies emphasize that culture encompasses shared practices, beliefs, and norms that shape the behavior and actions of individuals within a company (Vien, 2022), (Campbell and Helleloid, 2023), & (Sheridan, 1992). Additionally, Understanding the company’s culture is crucial for hiring the right individuals, and gaining fresh perspectives from new recruits, conducting exit interviews, and reflecting on the firm's founding principles can aid in this understanding (Sharma and Sharma, 2022). 
The literature reviewed highlights two important points. Firstly, company culture plays a vital role in recruiting and retaining millennial employees. Management must comprehend their culture, hire individuals who align with that culture, and adapt to changing circumstances to remain relevant, particularly in the accounting industry (Gemmano et al., 2022). Secondly, engaging millennial employees is essential for cultivating a healthy work environment and culture within accounting companies (Byrnes, [online] 2019) and (Setyawan and Sutawijaya, 2021). Furthermore, Millennial accountants are seen as the future of the profession and the driving force behind innovation and competition (Leelayouthyotin, 2019). By embracing and engaging millennial accountants, organizations can meet their needs, harness their innovation and collaborative spirit, and align their goals accordingly. Zaharee et al. (2018) further indicates that millennial accountants cherish a healthy organizational culture more than pay and stability. 
This literature review on company culture gives an insight to the idea of how employees may be affected by the culture or the firm. Uncertainty exists on how organizations culture affects individual millennials productivity and performance levels (Hagel, 2014). This demonstrates the need for further research into how a culture incorporating engagement, flexibility and balance affects millennial employees in accounting firms (Wilson, 2014) and establish how a dynamic, evolving and good culture can retain millennial accountants.
[bookmark: _Toc136507782]2.6 RETENTION STRATEGIES
Companies globally are facing the challenging task of retaining employees, in the context of economic downturns, the need to retain skilled and productive employees has become more evident (Ferguson et al., 2016). Additionally, Organizations are investing in effective retention strategies, considering factors beyond just increasing pay (Jankowski, 2016). Johnson et al. (2018) study emphasized retaining employees is essential to reduce costs and maintain competitiveness. The challenge on incorporating improved ways to help retention has been broadly discussed and debated (Trees, 2015) & (Durocher et al., 2016). 
Mccabe (2017) and Cho et al.(2009) research emphasize the importance of understanding retention strategies, focusing on factors that influence intentions to stay rather than just intentions to leave. Similarly, Carter et al. ([online] 2018) suggests that improving work quality, company memory, competitive advantage, and reducing training, advertising, and recruitment costs are essential considerations for building effective retention strategies (Radford and Chapman, 2015). However, Retention strategies have evolved over time due to changes in economic and social factors (Bharti, 2022). For many years, attracting and retaining staff were the top two concerns of management at public accounting firms (Brundage and Koziel, 2010), quickly realizing retaining clients was only possible if they had skilled and knowledgeable employees to get the job done, Kumar and Jayesh (2022) emphasized that people should be treated as the greatest asset to establish not only retention but also firms success as losing staff is very costly to firms. 
Surrounding academia on good leadership and management being consistently identified as critical factors for retaining millennial accountants in academic research (Yildiz et al., 2020) and (Keller et al., 2020). However, Corbin (2020) and Fletcher et al. (2018) challenge the emphasis on leadership and management as the primary factors for retention, rather suggesting that learning about recruitment procedures, designing onboarding plans with training and documentation, and incorporating supportive self-care approaches can be more effective in reducing turnover and increasing retention. Additional research by McCabe (2018) and Daniels & Davids (2019)indicates that retention encompasses a broad range of work attitudes that warrant further exploration. Contrasting perspectives suggest that understanding millennial preferences for feeling engaged and fulfilled in their jobs is vital for successful retention in accounting firms (Vien, 2017), (Harris, 2018)& (Calk and Patrick, 2018).
Covid-19 prompted discussions among the International Federation of Accountants regarding strategies for retaining millennial accountants, highlighting the importance of future-proofed skills in predicting challenges and opportunities. The shift to virtual work and the implementation of hybrid work systems became necessary, leading to an increased interconnection between the need to evolve technology, regulations and standards, and technical and professional skills (Accountancy Ireland, 2020). Recent research study by Stewart et al. (2017) indicate that pay and stability are no longer the primary factors for retaining millennials in the accounting industry. Instead, retention strategies now focus on fulfilling work, with career path and growth opportunities being more significant to millennials than pay. Organizations have recognized the need to invest in long-term employee retention strategies (Krishna and Garg, 2022), as they lead to a stronger and more engaged workforce. Furthermore, more recent research emphasizes that leadership and management play a critical role in implementing improved retention strategies for millennial accountants (Graham et al., 2020).
In light of the literature reviewed, several key conclusions can be drawn. Firstly, retention strategies are crucial for the success of organizations and firms. It is evident that these strategies have evolved over time and must continue to adapt to the changing business environment. Secondly, having a retention strategy in place is not enough; organizations must regularly review and improve these strategies to ensure their effectiveness in the face of ongoing changes (Stephens, 2021). Lastly, it is recognized that retention strategies may face limitations during economic downturns (Brundage and Koziel, 2010). However, despite these challenges, it remains essential for organizations to retain their most talented and valuable employees. It is worth noting that there is a lack of research on the specific role and value of leadership and management in implementing retention strategies (DelCampo et al., 2010) and (Tulgan, 2016), This indicates a need for further research to better understand the influence of leadership and management practices on the success of retention strategies, particularly in the context of millennial accountants (Chaudhuri and Ghosh, 2012).

[bookmark: _Toc136507783]2.7 LEADERSHIP 
The impact of leadership styles on the perspectives of millennial accountants within companies was explored in this literature review. Baldiga (2005) highlighted  that recruitment and retention strategies in accounting firms depend heavily on providing positive role models. Boomer (2008) study affirmed the importance of leadership, maintaining that people leave firms primarily due to bad managers rather than the firm itself, emphasizing the significance of quality management and organizational culture in employee retention. Additionally, (Ward, 2023) defined leadership as “the art of motivating a group of people to act toward achieving a common goal”, with an additional definition from (Fisher, 2018) stating that leadership is a practical and essential skill that involves influencing or guiding a group or subordinates within an organization. Research has shown that millennials are particularly motivated by transformative leadership that positively impacts them, their colleagues, and the world in general, as noted by (Singh, 2016) & (Clark [online], 2016). 
Scholars in academia recognize that it is impossible to discuss leadership without considering leadership styles specific to millennial accountants. Burns (1978) developed the transactional and transformational leadership style which utilize leaders' influence to catalyze greater motivation among millennial accountants by communicating an inspiring vision. Chu and Lai (2011) conducted further studies, suggesting a mediating effect between transformational leadership and job performance. Omilion-Hodges and Sugg (2019) further emphasized millennials' preference for leaders who cultivate interpersonal relationships, provide personalized attention, communicate frequently, and listen carefully—a finding that aligns with (Chen and Choi, 2008) study on the need for millennials to have role models. Furthermore, Robbins and Judge (2017) noted that managers should use feedback, appreciation and other non-material rewards to enhance the loyalty and retention of millennial accountants, a sentiment supported by studies conducted by (Obasan and Banjo, 2014) & (Kearns et al., 2015). These studies indicated that incorporating feedback, appreciation, and rewards provided millennial accountants with an intrinsic sense of value and importance, leading to increased commitment to their workplace.
In addition to transformational leadership, it is important to consider the supportive leadership style when examining millennial accountants' preferences. Authayarat and Umemuro (2012) further developed this line of research, highlighting the effectiveness of an interactive and involved leadership style that allows for flexibility. They emphasized the need for firms to offer mentoring and networking opportunities between experienced leaders and less experienced professionals, a view supported by Brundage and Koziel (2010) study which suggested that implementing an interactive leadership style demonstrates a firm's commitment to retaining its valuable employees.
However , the literature review revealed that the majority of research on leadership and millennials is concentrated in business fields, management, and healthcare. Thompson & Gregory ( 2012) & Galdames and Guihen (2022) recognized this gap and stressed the need for significant empirical research focusing on millennial accountants in the workplace and the accounting field. In contrast, alternative existing research suggests that millennial accountants expect their leaders to provide more choice and autonomy, as highlighted by Rio (2019), Furthermore, Hernandez et al. (2018) findings highlighted that companies providing mentorship as well as autonomy, improved the company environment for both millennials and other generations. Millennials are diverse individuals with the ability to view the world from someone else’s viewpoint therefor it is important leaders showcase a high level of emotional intelligence and ability to meet their need to help companies effectively manage and inspire the millennial talent to realize the benefits that come with them (Vallone, 2021) hence making it crucial to consider millennials' perceptions of leadership and their views when conducting this research study.  
[bookmark: _Toc136507784]2.8 WORKPLACE POLICIES
Workplace policies plays an essential role in retaining millennial accountants, who are noted to have distinct expectations, preferences and value compared to previous generations. This review aims to identify key workplace policies that have been scrutinized in relation to recruiting and retaining millennial accountants. Research done in the last decade revealed that workplace policies can positively or negatively impact retention, physical health and job satisfaction (Greenhaus et al., 2006) ,(Glass and Finley, 2002) & (Allen, 2001). This research work focuses on workplace policies including flexibility of work, professional development opportunities, work-life integration and inclusive and diverse work environment.
[bookmark: _Toc136507785]2.8.1 Flexibility.
The term "flexibility" has been widely used in the business world, but it carries various contexts and meanings, as pointed out by Pieroni and Pompei (2008) and Blyton and Morris (1993). In the last thirty years, two distinct types of literature have materialized In relation to flexibility. Lyness and Kropf (2005), Zeytinoglu et al. (2010) and Bailyn et al. (2001) investigates employees ability to have a say in decisions regarding their work schedules and the growing demand for flexible work schedules to attain a better work-life balance and found that the availability of workplace policies that offer flexibility in work hours varies systematically depending on the level and nature of the job, as highlighted by Doellgast and Berg (2018) which aligns with this research objectives. Baltes et al. (1999) emphasized this in a meta-analysis which revealed that policies incorporating flexible work schedules had a positive impact on retention. Additionally, Zeytinoglu et al. (2009) found that companies that adopted flexible work arrangements aligned with the desires of millennials for work-life integration and independence, resulting in greater commitment, job satisfaction, and retention. The nature and size of the workplace also play a significant role in determining flexibility, Chaykowski (2006) suggested that flexible work arrangements were more commonly associated with larger companies, while Houseman (2001) argued the opposite in their study, highlighting that smaller workplaces were more likely to implement flexible work schedules. 
[bookmark: _Toc136507786]2.8.2 Professional development opportunities.
Companies have recognized the increased search and replacement cost associated with millennial talent over the past three decades (BureauofNationalAffairs, 2013) and the accounting industry is not left behind. To address this, they have focused on creating internal labor markets and providing training and development opportunities for career progression and greater paying positions to retain millennial accountants  (Murphy, 2017). In 2004, the landscape of professional learning in the accounting profession changed when the International Federation of Accountants (IFAC) issued International Education Standard 7, which mandated the incorporation of mandatory continuing professional development (CPD) schemes that are input and output-based (IFAC, 2008). Smith and Watkins (2023) in his research highlighted that providing opportunities for training and career development affects employee retention, supported by Hagel (2014) who emphasized the importance of allowing millennial accountants to develop their skills and build their networks, emphasizing the need for companies to provide them with the necessary time and resources. Lindsay (2016) and Kegan and Laskow (2016)further expanded on this, highlighting that prioritizing learning in these areas helps millennial accountants succeed in their current roles, transition into new roles, and pursue longer and more varied careers with their employers. Reviewing existing literature, White et al. (2021b) & Murphy and Hassall (2020) study concluded that companies offering comprehensive professional development programs that include career growth opportunities, mentorship, and training are more likely to retain millennial accountants. De Lange et al. (2015) also emphasized the importance of company policies aligning with millennial accountants' desire for growth, clear pathways for advancement within the company, and continuous learning.
[bookmark: _Toc136507787]2.8.3 Work-life Integration.
work-life integration has become a crucial aspect that should be incorporated into the policies of every company, including accounting firms. Technological advancements, the impact of Covid-19, and societal factors, redefined the borders between personal and work life (Ollier-Malaterre and Rothbard, 2015). Research on how employees intend to manage these blurred boundaries has increased, with studies highlighting the significant costs on company commitments and personal satisfaction associated with the ways in which employees implement boundaries (Dumas and Sanchez-Burks, 2015), (Park et al., 2011), and (Daniel and Sonnentag, 2016). While companies tend to portray work-life integration as a matter of individual employees' free choice, organizational context factors have emerged highlighting significant influence on how employees manage the crossroads of work and personal life (Sonnentag and Bayer, 2005). Organizational culture plays a substantial role in accountants' ability to create boundaries between work and personal life (Thompson et al., 1999) and (McDonald et al., 2005). The study by Foucreault et al. (2018) demonstrated that organizational culture can shape how individual accountants manage their work and life roles. Other studies examined the impact of company leadership on work-life integration (Guillaume and Pochic, 2009) (Favero and Heath, 2012) & (Perry-Jenkins et al., 2017), with results suggesting the need for companies to explore and implement strategies to support employees in achieving work-life integration when acquiring and retaining talented leaders  (Fein et al., 2017). This study does not focus on gender, which could have taken the research in a different direction. However, for millennial accountants, studies by Sengupta and Al-Khalifa (2022) & Westring (2015) concur that workplace policies promoting work-life integration, including childcare support, wellness programs, flexible leadership, and parental leave, positively influence the retention of millennial accountants. By incorporating these policies, companies demonstrate their commitment to supporting employees' family and personal needs, which enhances retention.
[bookmark: _Toc136507788]2.8.4 Diversity, Equity, and Inclusion.
Diversity, equity, and inclusion (DEI) is another work policy that was examined. Diversity climate is defined as shared perceptions of practices, procedures and policies of employees’ that communicate the extent to which encouraging and maintaining diversity is important to the organization (Gelfand et al., 2007). Furthermore, Chrobot-Mason and Aramovich (2013) add to this emphasizing employee’s own experience, employers reward system, management actions and observation of other employees situations contribute to the impression of diversity. Hunt et al. ([online] 2015) study aligned with the above study stressing that accounting companies that participate in developing a DEI corporate culture are more successful, which is not the case for only large companies but also small companies. Additionally, a study by Radley (2020) agreed that employee feeling included led to 56% increase in job performance and 50% reduction in risk of turnover. However, Tysiac (2012) opposed these above studies emphasizing that lack of role models posed a huge barrier among companies as minority representation was a challenging factor with some public accounting firms with 50 - 200 employees reported 96% white talk less of smaller firms. Niemotko (2016) and Ng (2020) study aligns with Tysiac, suggesting that workplace policies should be developed in such a way as that it fosters DEI environment by creating anti-discriminatory policies, employee resource groups and conduct training on diversity if they want to retain millennial accountants. Additionally, Chu and Lai (2011) highlighted that millennials think of diversity with importance and tend to remain at companies they perceive embrace different backgrounds and perspectives in the workplace. Furthermore, Gallicano (2013) emphasized company’s hiring diverse people at all levels was a sure way to show commitment to millennial talent.
From the literature reviewed above, it is apparent that good workplace policies are very important for companies to adopt and implement. Company’s must understand their goals and carefully outline the policies they want to implement ensuring it includes flexibility, work life integration, development opportunities and diversity, equity and inclusion if they want to successfully retain their millennial employees. 
[bookmark: _Toc136507789]2.9 CONCEPTUAL FRAMEWORK
This section focuses on the conceptual framework of the research study and highlights key variables from previous studies that will be used to address the research objectives. Through a review of the literature, a gap was identified in the exploration of organizational context factors such as culture, workplace policies, and leadership styles. To address this gap, the conceptual framework of the study will center on improving recruitment practices for millennial accountants, with a focus on company culture, workplace policies, and leadership styles. 
Company culture refers to the shared values, norms and beliefs within a company that shape the employee experiences and working environment. The study aims to understand the alignment between company culture and the expectations and values of millennial accountants. It will examine the level of commitment, satisfaction, and involvement of millennial accountants to understand the impact on their intention to stay with the company.
Workplace policies incorporate the procedures, practices, and formal guidelines that direct work arrangements, benefits, and employee behavior. The study will focus on the presence of policies supporting flexible work arrangements, personal well-being, and opportunities for professional development through training and mentorship. These policies aim to improve recruitment practices and retain millennial accountants.
Leadership style in the company would also be examined. The behaviours and approach exhibited by leaders in the company would be considered from the perspective of millennial accountants, the importance of a transformational and interactive leadership style to them and how their organization leadership style affects their opinion to remain or leave the organization. The effectiveness of leadership within the company to influence the recruitment process, communication, feedback, mentorship and support would also be examined. Perspective would be gotten from on their preference of leadership style.
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[bookmark: _Toc136505951]Figure 1: Conceptual Framework
Source: Developed by the Author. 
[bookmark: _Toc136507790]2.10 CONCLUSION
The review of literature described in this section carefully provided explanations of the concept of recruitment and its impact on retention. This chapter begins by underlining and considering relevant themes providing an explanation on how they relate to recruitment practices. After detailed and in-depth review of the literature, an organizational context gap was discovered therefore enabling the researcher to focus on factors including company culture, Workplace policies and Leadership styles in an attempt to fill the gap in literature. The researcher was then able to develop a conceptual framework that helped to guide the study by focusing on the structure of the research. It clarifies the concepts used to the describe the research, provides connections and explains patterns found in the research study. 
The literature review and framework will serve as the basis for further enquiry into improving recruitment and retention practices based on company context factors. 
The next chapter examines the methodology used in carrying out the research.



[bookmark: _Toc136507791]CHAPTER THREE
[bookmark: _Toc136507792]RESEARCH METHODOLOGY
[bookmark: _Toc136507793]3.1 Overview
This chapter outlines the methodology used to generate empirical data that will be collected to deal with the study’s research objectives. Research methodology main function is to present logical and tested methods which aids to arrive at trustworthy, original and wholesome solutions to the research question while also attaining the research objectives (Bell, 2005). The methodology is comprised of the research design, strategy, study of population and the  method of data collection used. This chapter also highlights the process the researcher plans to use in analysing data collected from participants as the primary research process. The research onion shown in figure 2 below is adapted for the methodological approach used in the research. 
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[bookmark: _Toc136505952]Figure 2: Adapted from the research onion 
(Saunders et al., 2012)

Four research philosophies exist: Pragmatism, Interpretivism, Positivism and Realism. In this research, the researcher has chosen to use the interpretivist paradigm which takes subjective and qualitative inductive approach. This paradigm is characterized by a mono method, more humanist and focuses on understanding the reasons for phenomena that cannot be explained only by facts. The approach delves into the complex nature of social reality (Saunders, Mark N. K, 2019b). The researcher opted for Interpretivism to obtain results from an intellectual standpoint, aiming to use human understanding and interpretation to enhance knowledge about the topic in a social context and gain in-depth understanding and meaning of the elements and how they improve retention (Chen et al., 2011). As Saunders et al. (2015)  explained, interpretivism is argued to be specifically suited for research in business and management field.
Time horizon explains the available time frame for conducting the study. The cross sectional or longitudinal approaches are the most common approaches. Due to the short time available for conducting the dissertation and the kind of data to be collected, the cross sectional design is adopted for this dissertation.
The study would be collecting qualitative data. This implies that the inductive approach would be applied in analyzing the data collected. This leads to the research philosophy thereby justifying the choice of the interpretivist approach. These approaches and strategies have been applied in previous studies (Carreno, 2020), (Olabode, 2020), (Adesanya, 2020), hence their application in this current study is considered appropriately justified.
[bookmark: _Toc136507794]3.2 Research Philosophy & Approach
Research paradigms play a crucial role in conducting scientific studies as they proffer guidance on how knowledge is gained (Bryman, 2016). The research paradigm encompasses different frameworks used to gain knowledge. The interpretivism paradigm used emphasizes multiple realities existence shaped by social constructs like consciousness, meaning, and language (Lincoln and Guba, 1985) which characterizes the collection of views, experiences and opinions of millennial accountants. Due to social interactions being an ongoing process among individuals, the necessity arises for researchers to use this approach in gaining and understanding of the phenomena and experiences of millennial accountants. By analyzing these narratives and opinions contained in the context of the conceptual framework, valuable insights can be gotten into varying diverse social realities faced by millennial talents (Saunders, Mark N. K, 2019a).
The interpretivist approach is grounded on the theory that reality is subjective, multiple and socially constructed (University of Nottingham, 2020). Unlike the positivist approach which relies on quantitative data collection and analysis for hypothesis testing and generalization of finding (Bhattacherjee, 2012) & (Myers, 2009), the interpretivist approach stresses questioning and observation to achieve a deep and comprehensive understanding of the phenomena being investigated. However, the interpretivist approach has been criticized for potential biases, lack of objectivity and challenges relating to reliability, generalizability, and validity (Salmons, 2016). Despite these criticisms, the interpretivist approach will be used, leveraging on its strengths.
The decision to employ the use of the interpretivist approach Is justified for several reasons. Firstly, it allows the generation of new and deeper insights which align with the research framework and objectives. The study aims to achieve a cause-and-effect relationship and will utilize qualitative data based on the conceptual framework. Additionally, the research adopts an exploratory and analytical approach with an inductive logic seeking to achieve fundamental outcomes. While knowledge exists on the topic, the research purpose aims to make a discovery that would enhance millennial talent retention within the company context.
The qualitative process was selected based on the indications from the elements of the conceptual framework, as the label encompasses a diverse field (Hammersley, 2013). Qualitative researchers often focus on discovering factors that potentially contribute to certain factors by providing detailed description of changes in a small number of cases. The qualitative process ensures the reliability and validity of the project aligns with the relationship structure demonstrated by the conceptual framework. 
[bookmark: _Toc136507795]3.3 Research Strategy & Methods
The research strategy incorporates the actions taken to efficiently gather data, which is an essential feature of the research process (Judith and Stephen, 2014). A well-chosen research strategy ensure high-quality data is collected leading to valuable and comprehensive research outcomes. The chosen strategy should essentially align with the research paradigm which in the case of the interpretivist approach, strategies like semi-structured interviews are most suitable.
Previous studies that investigated improvements in recruitment practices established connections between elements of the conceptual frameworks, recruitment practices and retention. The authors incorporated a mixture of qualitative and quantitative research methods based on their research objectives and type of data required for the study. In qualitative studies, authors predominantly used semi-structured interviews. This choice was motivated by the essentiality of establishing personal contact, the nature of data collection questions, the time needed to complete the process and more importantly, the research’s purpose. The data collected will be made of open-ended questions allowing for probing to add depth and significance to information collected. Additionally, these interviews may discover novel areas not previously considered but are relevant to understanding and addressing the research questions and objectives.
Collecting this specific and targeted data enables the researcher focus on important variables and the intended audience. In the research framework context, which investigates the impact of company context factors on millennial talent retention, obtaining simplified and original data is vital for performing correct analysis and facilitating meaningful discussions. 
[bookmark: _Toc136507796]3.4 Data Collection Methods
The data collection method in the research involved using interviews. This interviews helped the researcher ask diverse millennial employees in accounting firms in Ireland about recruitment practices and their intentions to remain at their firms and collect differing information regarding their experiences, views, opinions and understanding which could be a huge contribution to the research result. No big 4 employee was used for the study as the researcher wanted a more regional sample population used for the study.
Semi-structured will be used incorporating open-ended questions which offer both exploration and a defined structure. The researcher will carefully design and conduct these interviews, asking specific questions accordingly. If necessary, participants will be probed further to gain in-depth results. Relevant literature will be reviewed before interviews are conducted ensuring the inclusion of necessary and specific questions. Furthermore, data collected during the interviews will be analysed to ensure they align with findings from the literature (Miles and Gilbert, 2005).
Explorative studies gathers data centred on subjective experiences and views of different individuals for the purpose of investigating the retention drivers in various accounting companies in Ireland. The researcher would evaluate interpretation of 8 participants consisting of diverse millennial entry level, mid/senior level employees. The participants were accessed through LinkedIn and the researchers personal network of accountants. Messages were sent to each participant via LinkedIn or Via emails and responses were duly recorded. Additionally, the researcher will work towards figuring out if information gathered from participants are consistent with findings from theory identified already by the researcher.
The interview questions are classified into themes based on the literature review content to empirically examine and gain necessary data to complement the empirical research done. The researcher has divided the open-ended research questions into 3 section for a better outline. The table below shows the interview sheet the researcher created to help structure the interview process: 
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[bookmark: _Toc136505953]Figure 3: Interview sheet (Researchers Illustration)
The interview guide contains two sections: Main questions and probing questions which are intended to help the researcher delve deeper into specific areas of the research topic. They will used if participants do not address crucial aspects required for the research in their initial responses. The complete interview guide can be referenced in the Appendix D.
[bookmark: _Toc136507797]3.5 Sources of Data
For this research, the primary data source was gotten from millennial accounting professionals in Ireland. As the study adopts an interpretivist approach, a randomized sample is not necessary. Instead, Judgemental and snowball sampled were incorporated to select participants and collect data. This method ensured highly experienced individuals were included who could provide valuable insights for the study. It also ensured easy access to participants, saved time and minimized costs. Each participant provided verbal consent during the zoom meeting and confirmed consent by signing the informed consent document. Data gathered was then compared with relevant literature to support the findings and synthesize the results.

[bookmark: _Toc136507798]3.6 Access & Ethics
Careful consideration was given to avoid groupthink and negative effects on the study by selecting participants from diverse backgrounds. Ethnical principles were incorporated to address potential ethical issues and prevent harm (Orb et al., 2001). Sixteen millennial professionals were initially approached through referrals and LinkedIn, providing them information on the researcher, topic and questions to be addressed but eventually, eight participants agreed to take part in the research
To ensure ethical standards were upheld, participants were informed and gave permission to be recorded during zoom calls, this was necessary due to concerns on anonymity which created a level of hostility and restriction among some participants. All recordings were securely stored, interview transcripts were typed using the interview guides provided in the appendices. The researcher strictly adhered to maintaining confidentiality, ensuring participants understood the data collection purpose and the questions asked. Only participants within the age range of the millennial generation were included. Participants right to withdraw from the study at any time was also respected, copyright regulations were observed to avoid any harm to participants all of which where the ethical rules strictly adhered to during the process.
Informed consent played an important role in the data collection process as participants received a consent form prior to being interviewed. Priority was placed on the participants understanding of the research goals, associated risks and voluntary participation (Rodham and Gavin, 2006). Identity and privacy of participants were safeguarded and kept confidential throughout the study.

[bookmark: _Toc136507799]3.7 Data Analysis Methods
Thematic analysis has been selected as the data analysis method for this research study as it aligns with the chosen paradigm and its foundational role in qualitative analysis. Thematic analysis involves the identification and interpretation by the researcher of themes to deeply understand and analyse the qualitative data in relation to the research question (Saunders et al., 2016). This method helped gain deeper comprehension of underlying interpretation and proved to be economical, efficient, pragmatic and feasible. The study adheres to Braun and Clark (2006) framework which is widely recognized as one of the most influential in social sciences. It provides clear, concise and practical structure for conducting thematic analysis while enhancing the usability and effectiveness of the analysis process.
For this research, the researcher used both semantic and Latent themes of thematic analysis to get the explicit meaning of the data based on what the participant said and then identifying and examining underlying assumptions, ideas and conceptualisations to inform the semantic content of the data.  Data would be extracted for semi-structured interviews focusing on millennial accountants employed in Ireland, these would be transcribed verbatim. The researcher will consider only necessary information that contributes to achieving the objectives of this study. Based on this, only significant data from the primary research will be used for analysing data extensively while the unnecessary data will be summarized or omitted totally (Jansen, 2020).
A repetitive coding approach involving at least two cycles of coding was utilized in this research with the possibility of adding more if necessary (Sarkis et al., 2016). Coding helps to divide data into categories and identify themes which aids in uncovering corelations, patterns and insights leading to an initial draft of conclusions (Hashimov, 2015) and (Saldana, 2015). To initiate the coding process, the transcribed interviews will be transferred from Microsoft Word to Excel, where it would be modified for coding. Each interview is expected to last between 35 to 40 minutes. The interviews would be coded with keywords being highlighted to connect them with elements from the literature review. These codes will serve as tags and labels to classify relevant and conclusive information gathered in the study (Nair, 2021). The coding will incorporate different themes based on allocation of the interviews and will then be categorized under logical headings to structure and organize data effectively. Participants names will be assigned codes for privacy and anonymity. The developed themes will be compared with theories from the literature reviewed to proffer and overview of the findings which will be compared to the work of previous researchers.
[bookmark: _Toc136507800]3.8 Conclusion.
The chosen methodology aims to contribute valued insights to academia regarding quality and findings. By using this methodology, empirical research was conducted of the study to discover the effects of company contextual factors on recruitment and retention of millennial accountants. Additionally, the study provides recommendations on strategies to improve recruitment and retention which should be developed to enhance company performance. The subsequent chapter will present a detailed analysis of the data collected.
[bookmark: _Toc136507801]CHAPTER FOUR
[bookmark: _Toc136507802]PRESENTATION AND DISCUSSION OF FINDINGS
[bookmark: _Toc136507803]4.1 Overview
This chapter represents the findings of the qualitative research study in a coherent manner, aligning them with the study objectives, using themes and elements as guiding factors. A total of eight participants were interviewed marking a representation of different accounting companies in Ireland, including both small and large companies. The participants are from diverse cultural backgrounds. The table below provides demographic information on the interview participants. In line with the principle of anonymity, only the initials of names, age, years of experience in the company, previous job switches (if applicable), and job titles were documented to define the population covered by the study. 
[bookmark: _Toc136505622]Table 1: Biodata of Interview Respondents
	S/N
	NAME
	AGE
	JOB TITLE
	EXPERIENCE IN COMPANY
	JOB SWITCH IF ANY

	1
	CK
	26
	Accounts Assistant
	6 months
	Yes

	2
	AE
	27
	Project Financial Manager
	3 months
	Yes

	3
	CA
	27
	Audit Senior
	10 months
	Yes

	4
	AA
	28
	Senior Accountant
	9 months
	Yes

	5
	YO
	28
	Audit Assistant Manager
	8 months
	Yes

	6
	RJ
	30
	Senior Audit Consultant
	1 month
	Yes

	7
	OB
	27
	Accounts Assistant
	1 year & 3 months 
	Yes

	8
	DA
	26
	Senior Accountant
	10 months 
	Yes



The interviews were analysed using the thematic analysis approach developed by Braun and Clarke (2006). It was selected based on its unique characteristics as a method rather than a specific methodology separating it from other qualitative approaches that are associated with specific epistemologies or theoretical perspectives. Not all responses were utilized in analysing the data. Only the most relevant were selected based on assigned codes. 
Step 1: The interviewer carefully reviewed and examined the interview transcripts, reading them repeatedly to become familiar with the content. During this process, the interviewer took detailed notes on the various opinions expressed by the interviewees. 
Step 2: In this step, participants name were turned to initials based on the principle of anonymity, a total of 33 codes were generated using Ms Excel. The researcher was concerned with addressing the research objectives and analysed data with this in mind adhering to the inductive approach of line-by-line coding. The researcher made use of open coding which allowed her to develop and modify the codes as the coding process was being worked through.
	Theme One: Recruitment process influence on millennial accountants
	Theme Two:  Workplace policies.
	Theme Three:  company’s culture awareness & employee engagement  influences on retention.
	Theme Four:  Leadership and relating factors influence on retention.


	· Job Hopping.
· Workload, Work hours, & extra-curricular activities.
	· Promotion opportunities, Development & Rewards impact on respondents’ decision.

	
· engagement of employees & resulting reaction.
· Preferred work environment 
	· Manager feedback & appreciation & influence on turnover intention.
· Turnover intentions


[bookmark: _Toc136505623]Table 2: Themes & Subthemes
 Step 3: Here, themes were generated by combining the 33 codes, therefore, 4 major themes were generated that seemed to relate specifically to the research objectives. These were based on explanations given by participants regarding recruitment practices, motivation, organizations culture and Leadership. 
Step 4:The themes were mainly descriptive as they described patterns In the data relevant to the research objectives. The table below is used to show a breakdown of sub- 
themes discovered from compilation of responses.

Step 5: This included a descriptive explanation of the themes and subthemes and their relationship and contribution to understanding the study’s research objective, done later in this section.
Step 6: As highlighted in the research methodology section of this study, timeframe was a limiting factor and hindered the researcher from undertaking certain checks, however, with the scrutiny and aid of the research supervisor, the researcher ensured that data collected depicted concise representation of attainability.
The analysis and discussions based on themes can be found below:
[bookmark: _Toc136507804]4.2 Analysis of Themes
[bookmark: _Toc136507805]4.2.1 Theme one: Recruitment process influence on millennial accountants.
Recruitment practices play a vital role in company’s success by attracting and retaining employees who can effectively contribute to achieving company goals. The opinions of the respondents regarding their organizations' recruitment processes greatly influenced their decision to accept or reject job offers. An analysis of their responses was conducted to gain a deeper understanding of how the recruitment process impacted their decision-making
CK, described the recruitment process as normal (See Appendix E10), indicating that the company had a well-established structure, he emphasized the importance of the company's willingness to listen to employees' opinions and appreciate their work, reflecting the value placed on the company's culture and system (Appendix E10). This aligns with the findings of previous studies (Arora and Kshatriya, 2017) & (Stewart et al., 2017) which emphasized the significance of meaningful work, appreciation, and listening to employees in recruitment and retention efforts.
Similarly, YO & AE, shared similar views on their company's recruitment process. They highlighted the positive influence of meeting strategic leaders during the recruitment process, which instilled confidence, responsiveness, availability, and proactivity in line with (Graham et al., 2020) study (See Appendix E10). This also emphasized the role of strategic leaders in exemplifying the company's values and culture, leaving a positive impression on potential hires. This finding aligns with Daniels and Davids (2019) research which emphasized the importance of involving strategic leaders in the recruitment process to enhance millennial retention.
On the other hand, CA & DA rejected job offers from a big 4 company due to negative perceptions formed during the recruitment process. Delays in providing feedback and pressure for documentation created a negative impression, leading them to decline the offers, collaborated  by Harkness (2021) suggesting that companies should provide timely feedback and create positive experiences for millennials to increase acceptance rates (See Appendix E12). In contrast, OB had a challenging experience but recognized its value as a tool for understanding the company's day-to-day activities and preparing candidates for future challenges (See Appendix E11). The process also highlighted the company's strict work policies and commitment to finding the right fit for the job, as Harkness (2021) research emphasized the importance of timely feedback and feeling the company's interest in influencing the decision to accept the job.
OB: “it was kind of a factor that made me accept the job because they were able to give me feedback on the next process, I felt they were interested in me, so I thought there was no way I could, invest my skills and experience somewhere else”.
AE: “it made me feel very confident because I know that I had the support that I need from the board, so I have this like straight access to them if I need anything”. I think that's why I choose to work for it all. First, because you can access the board, and you can speak freely to everyone”.
From the above data, it is evident that recruitment process is a major factor that influences a millennial accountants’ decision to accept or reject a job offer. Also, companies must ensure a positive experience for potential hires by communicating properly, including strategic leaders in recruitment process and infusing the day-to-day activities employees would be faced with if they decide to accept this offer to allow the right fit of people in the job.
[bookmark: _Toc136507806]Discussion of Theme One
The importance of a robust and effective recruitment process cannot be overstated when it comes to attracting and retaining the right talent in a company. The success of a company largely depends on its people, and the recruitment process plays a crucial role in selecting individuals who are the right fit for the organization, thereby driving greater achievements (Fletcher et al., 2018) and (Corbin, 2020). Previous studies by Owens-Jackson et al. (2013) and Metzler (2006) emphasized the significance of the recruitment process in aligning the human elements of a company towards success in line with findings on recruitment practices in the literature review within the section. Data analysis, revealed that job hopping, workload, Workhours, Extracurricular activities organized by company, Attraction to company and Brand are important factors that relate to the recruitment practices of company’s and its influence on retaining millennial accountants all of which is highlighted by (Breaugh, 2009) in the literature. Findings from the interviews reflect this however giving an in-depth perspective: 
Job Hopping.
Job hopping has become increasingly common, particularly among millennials, who frequently change jobs to seek new experiences, personal and professional development, and higher compensation (See Appendix E1). Among the millennial accountants interviewed, it was evident that the desire for new experiences, growth, development, and better compensation motivated their job changes. Out of the eight interviewees, seven had recently switched jobs within a year. 
For example, AE initially worked as a period accountant to gain experience but later realized her true passion was in finance. Since her current company did not provide opportunities to pursue her passion, she switched to a new company (See Appendix E1), which aligns with Fischerová and Půbalová (2018) study highlighting millennial talent need to see opportunities for growth otherwise they would switch jobs. Similarly, CA had currently worked for just ten months in her new company because she wanted to gain experience in different areas within the accounting profession . She believed that each job had unique aspects, even though the core audit work remained similar and adhered to international auditing standards. However, OB switched jobs to enhance his accounting experience, secure better compensation, and gain exposure to a different work environment. He was driven by the pursuit of professional and personal growth, as well as favorable compensation, which aligns with Hulett, (2006), highlighting millennials' emphasis on aligning their goals with the company.
CK and RJ relocated to Ireland from their home countries in search of new opportunities and better pay. CK appreciated feeling valued by his employer and having a platform to express his views on work approach, while RJ cited higher pay and recognition of his qualifications in European countries as his main reasons for moving. These findings resonate with the research by Lindquist (2008) which discusses how millennials make decisions and exert effort when they perceive short and long-term benefits from their actions.
AE: “I started working there to get some experience in period accountant. But I found out that I’m more into to finance than accounting, so that's why I decided to change. My previous job didn't have any opportunities in finance. So, I decided to move to a new company, also because I prefer work for the industry than in an accountancy firm”,
Respondents experiences align with previous studies like that of Yeaton (2008) which emphasized that demonstrating the significance of a position, explaining the importance of the tasks and functions performed by the employee, Identifying opportunities to advance, clearly delineating expectations, and Valuing intelligence retained millennial accountants better. Also concurred by DeVaney (2015) who highlighted the need for employers to understand the aspirations and priorities of millennial accountants focusing rather on the job being the right fit for them.

 Workload, Workhours & Time for Extra-curricular activities.
Workload refers to the amount of work and working time expected from millennial accountants. It appears that accounting companies, particularly larger firms, are burdened with hectic workflows, tight deadlines, and overtime work, collaborated by Rasch and Harrell (1990) in the literature. Most respondents described their workload as "hectic" and mentioned working overtime frequently to meet deadlines, despite their companies having specified working hours of 9-5 (See Appendix E2).
DA highlighted that even managers, directors, and partners worked overtime, creating a culture where completing work took priority over other factors (Appendix E2). OB emphasized the stressful nature of accounting work, especially during busy periods like month-end report submissions. Which is further collaborated by Cennamo and Gardner (2008) who noted that the accounting profession was saddled with stressful workload, and working overtime.  
In contrast, CK and AE, who worked in the industry rather than accounting firms, reported having less stressful workloads. Their working hours were more defined and strictly adhered to, allowing them to leave work at the designated time, even if tasks were unfinished fostering better lifestyle (Appendix E2) collaborated by Foucreault et al. (2018) study which showed that company culture can shape how individual accountants manage their work and life roles. 
Additionally, the demanding workload experienced by millennial accountants had a negative impact on their ability to engage in personal activities outside of work (Foucreault et al., 2018). CA expressed scepticism regarding the existence of work-life balance in the accounting industry (Appendix E3), a sentiment shared by DA, OB & AA. They acknowledged that a healthy work-life balance would be more achievable if the company culture supported realistic deadlines although not exactly the fault of companies but rather of clients.
CK & AE: “It's rare like they (her company) have very strict rules. You Do your time, and when your time is off you just leave. it doesn't matter what you must do, you just leave for the next day, because no one will die if you don't do that”. 
The data above indicates that accounting firms should prioritize reducing long working hours, improving work-life balance, and investing in the development and improvement of job satisfaction collaborated by Khavis et al. (2022). These factors are crucial in the recruitment practices of companies, as highlighted by Hermanson et al. (2016). Furthermore, It is important for management to establish effective systems that address job satisfaction, meet employee needs, and make them feel valued and heard within the organization as highlighted by Rio (2019). 
[bookmark: _Toc136507807]4.2.2 Theme two: Workplace Policies
The study examined interviewees' awareness of workplace policies and their impact on retention intentions. The respondents displayed positive awareness of their workplace policies.
For CK, the workplace policies included strict regulations on using phones at work hours except during breaks. He confirmed the policy made him manage his time better and improved his focus (Appendix E3). Additionally, his company support for work-life balance, flexibility, their interest in employees’ weekend plans and encouragement to unwind on Fridays contributed to his positive perception of work. This finding is consistent with (Fogarty et al., 1997), (Almer and Kaplan, 2002) and (Greenhaus et al., 2006) study which noted that companies that support work-life balance, employee wellbeing and flexibility improved employee productivity and overall lifestyle.
CA recognised her team directors influence on their workplace policies. The directors’ efforts to build inclusivity through agile meetings and non-work-related discussions allowed team members strengthen camaraderie and learn on each other’s culture (Appendix E13) highlighted by Holmes & Marsden (1996) study encouraging companies to build on their own culture due to its impact on employees behaviour and financial performance. The company also had strong policies on health insurance, summer closing time of 3pm on Fridays and generous maternity leave policies including adoption and surrogacy. They also demonstrated a strong support for well-being, work-life integration, and gender inclusivity collaborated by Byrne et al. (2012).
Furthermore, AM, showed strong sense of awareness on his company’s policy on work-life integration and professional trainings emphasizing the importance in his work experience. Similarly, DA chose her company intentionally due to its policies supporting work-life integration, physical & E-trainings, diversity, equity, and inclusion (Appendix E8) collaborated by Allen (2001).
CA: “My director does her best make sure that we feel included, she does her best to have, Agile meetings, calls not about work, but a new way for us to learn about each other’s culture so we can bond off work and it gives us the camaraderie that we need so the policy is inclusive”. Also, “health insurance, summer closing time to close at 3pm on Fridays, a very amazing leave policy for women’s, maternity leave with pay, you don't have to work a year before you get leave. you can get surrogacy or adoption leave, I think it’s amazing also, they are very it gender inclusive”.
From the above data, interviewees perspective of their workplace policies although differing, aligned with literature reviewed. The respondents account shows that their respective workplace policies implement work-life integration, flexibility, professional development and diversity and inclusion. This finding is consistent with studies Glass and Finley (2002) which support the positive impact of such workplace policies on retention.
[bookmark: _Toc136507808]Discussion on Theme Two.
Good workplace policies are an important factor in millennial accountants’ retention, the extent to which these policies align with their own values and provide good experiences for them determines how they carry out their tasks efficiently and effectively while also impacting their retention intentions (Zeytinoglu et al., 2009). For most of the interviewees, they were very aware of their company’s workplace policies, and this had a positive effect on their opinion, feelings, and intentions to stay in their companies. This aligns with Baltes et al. (1999) whose study reflected how flexible work arrangement policy incorporated in companies aligned with millennials’ desire for work life balance and independence, and led to greater commitment, Job satisfaction, and retention.
Furthermore, White et al. (2021b) and Murphy and Hassall (2020) study collaborates the finding in existing literature that company’s offering comprehensive professional development programs including career growth opportunities, mentorship, and training are more likely retain millennial accountants along with (De Lange et al., 2015) while (Sharma and Sharma, 2022) posits that workplace policies should be developed in such a way as that it foster DEI environment by creating anti-discriminatory policies, employee resource groups and conduct training on diversity if they want to retain millennial accountants.
AE: “the company are very good in terms of policies and procedures, and to have a healthy environment, because, there's a lot of things that impact industry and our employees. The work is very hard because it is a manufacturing company, so we need to bring our employees to believe in the company and in Ireland. So, the company has these policies of well-being, and to motivate us, to have a life after work, to do, some to do activities”.
Findings from the interview highlights how promotion, rewards, and development impacted interviewees decision to stay of leave their companies. These findings are explained below in the sub-theme:
a. Promotion opportunities, Development & Rewards impact on respondents’ decision.
To improve recruitment and retention of millennial accountants it was discovered from interviews that promotion, development, and rewards were crucial factors. The value of all these factors to companies is very essential as ACCA BT/FBT Examining Team (2023) highlighted the need for jobs to have the scope to enrich millennial accountants, and must be challenging enough. When asked how company’s providing all of these factors impacted the interviewees decision, AE emphasized that growth opportunities was important in her decision to stay at her job, expressing that she if she didn’t feel the potential for growth, she wouldn’t remain in the same position for her life time (Appendix E16). Her main reason for staying was influenced by her company’s provision for professional advancement and development which Lindsay (2016) highlights in her study.
Companies offering rewards as a form of encouragement also had a significant impact on millennial accountants. DA mentioned she received monetary rewards, monthly recognitions when she performed exceedingly well and shoutouts (Appendix E15). The company helped with utilities and general welfare due to inflation all of which showed the company’s recognition of employees’ efforts and added to a positive work experience highlighted by Robbins and Judge (2017) in their study. The same was seen in OB as he felt his company wanted the best for him by supporting his personal development and career growth (Appendix E16). Also concurred by CK, RJ and AM.
CK: “it has trained me to be confident, it has trained me to be able to amplify my views confidently. So, I will say it has trained me and me remaining in this company is the training has gone a long way to encourage me to remain in this company so I can gain more experience”. 
The findings from data align with the importance of promotion, development, and rewards in improving retention of millennial accountants as indicated in the literature reviewed (Vien, 2017); (Harris, 2018); (Calk and Patrick, 2018).  The interviewees accounts emphasize these factors positively impacted their decisions to stay at the jobs.

b. Preferred work environment.
Work environment greatly impacts interviewees productivity as discovered from analysis of interviews. Cennamo and Gardner (2008) supports the finding, they noted that the working environment of a firm had a direct effect on recruitment and retention . A great work environment is created from healthy work policies implemented by companies.
Interviewees had different preferences for work environment type. CK stressed the importance of a work environment that made him happy including factors like flexibility, provision of office lunches and competitive salary (Appendix E4). His preferences align with Hermanson et al. (2016) & Smith (2010), studies emphasizing accounting firms improving work-life integration to successfully recruit and retain millennial talent.
AE, on the other hand valued a supportive and autonomous environment as it allowed employees have control over work and decision making which improved job satisfaction (Appendix E4) collaborated by by Chan et al. (2016) on millennial accountants expectations of more choice and autonomy given by their leaders. CA stressed the significance of an inclusive work environment where everyone had a voice and was respected leading to collaborative solving of problems collaborated by Cutler (2015) . 
Meanwhile, AM preferred a more challenging environment that supports his professional development (Appendix E4). RJ, YO, and BO preference were a friendly, stress free & inclusive environment as they desired a workplace that made them feel values, included and comfortable (Appendix E4). This aligns with Glass and Finley (2002) who posits that companies must understand their goals and carefully curate their workplace policies to include flexibility, work life integration, development opportunities and DEI to retain their millennial talent.
CA: “everybody can listen to everybody, and everybody understands that everything can't be done the same way. So, everybody has their own opinion that everybody's airing. And then based on all of that, we come up with a solution that just makes me happy, because it means everybody has a voice”.
Overall, the respondents’ preferences of their preferred work environment align with the literature reviewed (Hattke et al., 2017). Companies must understand their goal and carefully curate their work environment to include these factors to improve recruitment and retention of millennial talent.
[bookmark: _Toc136507809]4.2.3 Theme Three: company’s culture & influence on retention.
Company culture is linked to employee engagement and retention of millennial accountants. Company culture is the values, attitudes, shared workplace beliefs that gives a reflection of the written and unwritten rules people in a company must follow. The analysis of interviews provided insight into the influence of culture on the experience and decision of interviewees.
AE described her company’s culture as one that values client feedback, well-being and work life balance (Appendix E13) which aligns with white et al (2021) and Joyce and Barry (2016)  findings emphasizing the importance of a culture the above. For AM, he had previous experience from working in a big 4 firm and noted his current company’s culture was less toxic when compared (Appendix E13). RJ also emphasized a supportive culture in his company while YO’s company culture promoted well-being, mental health, and work-life balance (Appendix E13) collaborated by (Oshagbemi, 1999). These accounts show how important caring and supportive cultures attracted and retained millennial accountants collaborated by Lucas and Catalyst (2015) that fostering genuine support, care and sharing responsibilities on important matters positively impacted millennial talent.
AE: “having good policies and procedures including policies of well-being, motivating employees to have a life after work, they value their client’s opinion very much because they always ask for feedback on the work, they have a good feedback channel with all the employees, Even the Cfo has a channel with the bottom line”. 
Wallach (1983) found that a retaining culture in accounting firms was one that was more innovative and supportive which improved job satisfaction, retention and recruitment practices in the firms when incorporated. Just as AM’s culture which was one that supported personal and professional growth, encouraging everyone to help each other. The positive influence of culture on personal and professional aspects of millennial accountants lives were revealed in the interview as CK & OB mentioned their company’s good culture helped discipline them, encouraged open-mindedness, speaking up, collaborations and achieving personal and career goals.
CA’s impression of her company’s culture reflects it encourages a sense of belonging and familial atmosphere, incorporating fun, collaboration and passion of which these grounded values made employees feel like they belonged (Appendix E13). This aligns with Holmes and Marsden (1996) study emphasizing how company culture influences employee behaviour, financial performance and retention.
From the above data, it is clear that interviewees perspective of culture falls in line with literature reviewed. The concept of cultivating an attractive culture for millennial accountants by actively engaging them is supported by ACCA and Deloitte (2020) and  culture is a powerful tool for every company Deloitte (2019) and it is important that millennial accountants feel they can resonate with their company’s culture, see positive growth and development both personally and professionally and see innovation and support. 
[bookmark: _Toc136507810]Discussion of Theme Three.
The value of a good company’s culture cannot be overemphasized in terms of attracting and retaining the right talent in company’s because the success of a company depends largely on its people. Based on data analysis, it has been discovered that engagement of employees is an important factor that relates to the recruitment practices of company’s and its influence on retaining millennial accountants.
a. Employee Engagement.
To understand the degree to which employees were invested cognitively, emotionally, and behaviorally towards positive outcomes of their companies, employee engagement was assessed in interviews. To interviewees, employee engagement meant different things but most importantly, interviews showed that accounting firms’ implementation of engagement of millennial employees encouraged a healthy work environment (Byrnes, 2019) & (Setyawan and Sutawijaya, 2021). 
From the interviews, CK, AE, RJ, OB & DA noted this, that their companies had several activities outside of work which encouraged team bonding, health, leisure and relaxation which were good reflections of their company’s value and which encouraged them to be more productive for the company (Appendix E17). Furthermore in generating millennial accountants commitment through employee engagement, their company’s had clear principles which reminded employees constantly to make use of activities provided to them for their own wellbeing collaborated by Purcell et al. (2003) and Lucas and Catalyst (2015). The best way this is done is by making participation compulsory from Partners down to trainees in the company. They set aside certain days for team bonding and building exercises, mentorship, health and wellbeing exercises, colleagues lunch or dinner parties and encourage a hybrid system of working to enhance millennial accountants commitment and loyalty. This is concurred by Ernst & Young (2021) & Deloitte (2022b), having incorporated certain factors like mentorship and firm-sponsored social events in their company’s culture recorded amazing results in retention of millennial employees in their organization. 
YO: “I think with the activities. They have a lot of activities. I mean CSR, they have opportunities to join groups and other things so yeah, you're not Just there like there are things for you to do that are not work”.
In general, the data analysis revealed that accounting firms prioritizing employee engagement creates an environment where employees feel supported, motivated and valued as collaborated by (Vien, 2017); (Harris, 2018); (Calk and Patrick, 2018). Activities that promote well-being, team bonding, and a sense of belonging encouraged a healthy work environment and improved satisfaction and productivity which further strengthens commitment and retention of millennial talent.
[bookmark: _Toc136507811]4.2.4 Theme Four: Leadership and relating factors influence on retention.
Employee turnover rate is significantly related to leadership type in companies as Boomer (2008) maintained people leave firms primarily due to bad managers rather than the firm itself. Millennial accountants prefer certain leadership styles as it not only influence their behaviours but also influence their intentions to stay in their company’s. All the interviewees stated they preferred a flexible manager than a micromanager citing different reasons why (Appendix E19). As Omilion-Hodges and Sugg (2019) research found that leadership and management were critical for implementing the drive for improved retention strategies for millennial accountants.
CK stressed the importance of having autonomy and freedom in planning his time and making decisions indicating the value of leaders who allowed him take ownership of his work, trusting him to get the work done (Appendix E19) collaborated by (Bolton, 2018). AE also preferred a flexible manager, influenced by her past experience working as an assistant and feeling the need to make her own decisions which aligns with Baldiga (2005) findings that interactive and flexible leaders achieve better results. Additionally, CA expressed her dislike for micromanagers, she vales having enough time to finish tasks and detests close supervision (Appendix E19) which align with Graham et al. (2020) who argued on the need for managers to understand millennial talent work preference and style to effectively manage them.
CA : “I definitely don't like a micro manager, I detest it, I want the flexibility to do what I want to do when I want to do it. I like when I have adequate time to do tasks”. 
From the above, it was revealed by respondents that a flexible manager made a significant impact on them feeling responsible and having autonomy which increased their productivity. Flexibility allowed them work in a way that aligned with their strengths and work preference which fostered a positive workplace and decreased turnover intentions, aligning with Authayarat and Umemuro (2012) emphasizing an interactive, involved leadership style allowing flexibility was more effective. Also, this finding tried to fill the gap in literature recognized by Thompson and Gregory (2012) and Galdames and Guihen (2022) on the lack of research on leadership and millennial accountants.
[bookmark: _Toc136507812]Discussions of Theme Four
a. Manager feedback & appreciation & influence on turnover intention.
Feedback and appreciation are essential in keeping millennial accountants loyal and committed to their companies as noted by (Robbins and Judge, 2017). it creates an attachment between the company and the employees, allowing employees fulfill their own needs for self-actualization and satisfaction. It is important for managers and leaders to provide feedback and appreciation for better retention (Joyce and Barry, 2016).
From literature reviewed, it was noted that feedback and appreciation could come in the form of shoutouts/recognition at work, monetary incentives, increase in salaries, handshakes, trust, etc. (et al., 2011). From interviewees, it was discovered that these served an important role in influencing millennial talent turnover decision collaborated by Obasan and Banjo (2014) emphasizing that feedback, appreciation and non-material rewards were essential in retaining millennial accountants(Appendix E20). 
Most interviewees associated good feedback, communication, and appreciation as their reasons for either leaving their former companies or remaining in their new companies (Appendix E20). Just as Kearns et al. (2015), explained that managers incorporating feedback, appreciation and rewards provided employees with an intrinsic feeling of value and importance which kept them committed to the workplace. 
AM: “Feedback would be a very important consideration. Of course, if I don't work well with my managers and my superiors, and if I’m not receiving the feedback which I think I deserve, then there's no reason for me to stay here. I mean, that's a very big consideration”.
Managers and leaders must incorporate and prioritize the attributes of providing feedback to improve the retention rate of millennial accountants (White et al., 2021c). By doing this, leaders create an environment where millennial accountants feel motivated, supported and valued enhancing their satisfaction and strengthening their commitment to stay in the company collaborated by (Chen and Choi, 2008).
b. Turnover intentions.
It was important to access turnover intention of millennial accountants interviewed for the study to get a clearer understanding and highlight the importance of the above themes studied as Cho et al. (2009) findings suggested that examining factors influencing intentions to stay and intentions to leave was important, highlighting that higher intentions to stay increased employee retention significantly as recruitment and retention were two pies in a pod. Of the eight interviewees, six responded yes to having thought of leaving their company within the time frame they had worked for their companies (Appendix E22). 
CA, YO & DA cited their reasons as having a hectic workload and concurred that if their companies solved the workload problems by employing more people, they were very happy to remain employed working for the company (Appendix E22 & E23) collaborated by Stewart et al. (2017) findings that retention strategies must include fulfilling work and good working schedule as the key since career path matters to millennials.
CA: “busy season is not the easiest time. Every time I go into busy season, I start to think of leaving”.
YO: “Yes, everyday yes, I have. I mean at the beginning thought of leaving immediately because I was just frustrated with the processes, and their way of audit”.
CK, OB, & AM cited their reasons for wanting to leave as searching for better compensation, growth and development, they also agreed that they were happy to remain employed with their current employers if they got an increase in their salaries and got promoted as they deserved because they loved their companies (Appendix E22 & E23) aligning with (Mccabe, 2017), (Vien, 2017); (Harris, 2018) research, for accounting firms to be successful at retaining millennials, they must understand that millennials like to feel engaged and fulfilled at the jobs they do and are most likely to leave if they don’t feel this way about their jobs (Calk and Patrick, 2018).
[bookmark: _Toc136507813]4.3 Summary of Research Findings
To summarize the research findings, a comprehensive overview was conducted, highlighting the major outcomes and their alignment with the research objectives. The primary focus of this study was to enhance the retention of millennial accountants in Ireland, and in order to accomplish this, four specific research objectives were identified. The findings of the research have effectively addressed these objectives. Below is an explanation of how the research findings correspond to the study's objectives.
[bookmark: _Toc136507814]R O 1: To assess how significantly recruitment process influence millennial accountants decision to accept job offers.
Findings highlighted that the interviewees were significantly influenced by the recruitment process of their companies which had a direct impact on their choosing to accept or reject job offers as collaborated by (Owens-Jackson et al., 2013). Negative opinion caused by inadequate communication, lack of key leaders involved in the recruitment process and other factors led respondents to reject offers gotten from big 4 accounting firms for example collaborated by Graham et al. (2020) research which emphasized that leadership and management play a vital role in the implementation of enhanced recruitment and retention strategies tailored specifically for Millennial accountants.
Conversely, positive experience which influenced positive feelings of respondents swayed their acceptance of the job offered. For example AE accepted the job offer because “it made her feel good”. Aligning with Smith (2010) research noting that positive or negative recruitment experience had a significant influence of millennial accounts decision to accept or reject job offers. Furthermore, creating and impacting good experiences and feelings in millennial accountants produced valuable results for company’s enabling them employ the right fit for the jobs as (Hattke et al., 2017) emphasized.
Based on findings from interview data analysed and the literature referenced above, it is obvious that the research objective consideration was quite substantial in addressing the extent to which recruitment process influenced millennial accountants decision making extensively. The use of existing literature to support the findings further strengthens the argument on the significance of creating positive recruitment experiences for attracting and retaining millennial talent.
[bookmark: _Toc136507815]R O 2: To Explore millennial accountants perception of the organisational context factors. 
For this objective, it was evident that interviewees had a positive perception of the company’s culture and believed it strongly aligned with their own personal values which aligns with (Wilson, 2014). They emphasized the importance of feeling a sense of belonging in the workplace, particularly as individuals from diverse ethnic backgrounds and cultures. This finding is supported by Deloitte (2022b) research, which emphasizes creating a workplace culture that appeals to the needs of millennial accountants can help solve retention issues. They also highlighted a collaborative culture was important as some interviewees believed their company could do better in fostering a more collaborative environment. They emphasized teamwork as an essential motivational factor for them. An area of improvement emerges for companies who should consider incorporating strategies that enhance teamwork and collaboration to retain millennial talent as highlighted by Yeaton (2008) who suggests that encouraging group work and collaboration is a reliable way to retain millennial accountants.
For workplace policies, all interviewees had a positive mindset regarding this but suggested that it could be better improved especially the work-life integration aligning with (Khavis and Krishnan, 2021) research. They all sounded pleased with their company’s efforts at fostering professional development opportunities, indicating that companies are making efforts to support growth and advancement of their employees aligning with (Murphy and Hassall, 2020). However, they were not so impressed with benefits and suggested on companies to improve on this aspect especially with the rising cost of living crises currently as DA noted 
“the cost of living is increasing and people are being affected by inflation I feel like there should be a mix and match to review compensation, this in the sense that they look after their employees in this phase especially because all of these things would affect the comfort of their employees”.
Also, leadership style in most interviewees companies leaned towards the supportive and transformational style which is valuable as Boomer (2008) study affirmed, emphasizing that individuals tend to leave companies due to poor management rather than dissatisfaction with the company itself. They all believed strongly that a more flexible, supportive and transformational leadership approach allowed them flourish in their performance at work collaborated by (Bolton, 2018) & (Chawla, 2020). Most of them saw their leaders as role models and this generally had a positive impact on their decision to stay in their jobs, aligning with Logue (2017) and Graham et al. (2020) research on how a good leadership style encouraged commitment, satisfaction, and growth.
This objective adequately presents findings that highlight the positive perception of company’s culture and its alignment with personal values, the need for improved collaboration strategies, the value of supportive and transformational leadership and importance of improving work-life integration and benefits. These finding are supported by relevant research, providing a comprehensive understand of millennial accountants perception in these areas.
[bookmark: _Toc136507816]R O 3: To assess the relationship between company context factors and millennial accounts values.
Based on literature reviewed and interviews conducted, it was discovered that Company culture, workplace policies and Leadership styles had a staunch alignment and with millennial accountants values which influenced their decision to stay in their respective companies as Glass and Finley (2002) findings highlighted over the last decade. Based on this finding it is evident that companies focus should include implementing actual work-life balance policies, create positive work cultures, provide professional development opportunities and encourage a more supportive and transformational leadership style, aligning with Guillaume and Pochic (2009) and Sonnentag and Bayer (2005) research which suggests accessing these company context factors as they could affect millennial accounts decisions. By addressing these organizational context factors, companies have a higher chance to retain their millennial talent in the aggressive and driven job market.
The literature reviewed and interviews conducted indicate that the above factors had important roles in millennial accountant retention. It also underscores the need for companies to prioritize the above factors to create a supportive and appealing work environment that meets the needs and values of millennial talent.
[bookmark: _Toc136507817]R.O. 4: To Identify measures to improve recruitment practices & retention strategies based on the perception of organizational context factors.
In analyzing the interviews, several measures for improving recruitment practices and retention strategies were identified, It was found that companies should prioritize delivering a positive candidate experience throughout the recruitment process, which includes keeping candidates informed, providing timely feedback, and addressing their questions and concerns, aligning with previous research by Carpenter (2013) emphasizing the significance of candidate experience in attracting top talent. Interviewees highlighted that companies were able to streamline several aspects of the recruitment process including scheduling interviews and communicating with candidates all of which led to enhancing positive experiences of candidates. Strategic involvement of leaders during the recruitment process and emphasizing the company's culture were also highlighted as important factors. This helped millennial accountants assess their fit within the company and gain an understanding of the leadership structure as Miles and McCamey (2018) stressed that understanding these touchpoints were crucial for creating an improved recruitment practice. This finding throws more light to DelCampo et al. (2010) and Tulgan (2016) study which highlighted a lack of research on the specific role and value of leadership and management in implementing retention strategies.
AM stated “they should maintain the culture, and you know to get more feedback from their employees in terms of their expectations and their personal needs”, 
Regarding retention strategies, acknowledging and rewarding millennial accountants' achievements, both informally and formally, was found to strengthen engagement and intention to stay, aligning with Obasan and Banjo (2014) and Kearns et al. (2015) which emphasized the importance of feedback, appreciation, and rewards in fostering employee commitment and loyalty’ Listening to employees to understand their expectations and values, providing supports during this time of existing financial crises (Appendix E24). Providing career progression and growth opportunities also emerged frequently in interviews as evident in the literature reviewed (Murphy and Hassall, 2020) and (De Lange et al., 2015), the interviewees valued their company’s ability to show them a clear path for career advancement, investments in their training and development of new skills, providing mentorship programs as well as encouraging them to participate in industry events by hosting some themselves to advance connections and professional growth (Deloitte, 2022b).
Additionally, companies need to showcase their work policies, including work-life integration measures enforcing the implementation of this from higher to lower level employees, hire more people to reduce workload and hours (Appendix E24), a collaborative culture, meaningful work, and alignment with millennial accountants' values (ACCA and Deloitte, 2020), (Pettifor, 2019) and (Ackerman, 2016), Highlighting successful initiatives and programs related to diversity, equity, and inclusion was also crucial in shaping employees' impressions and fostering long-term commitment and retention (Chrobot-Mason and Aramovich, 2013), (Gelfand et al., 2007) and (Radley, 2020). 
[bookmark: _Toc136507818]4.4 Conclusion
This chapter provides a comprehensive analysis of interview data linking existing literature to support findings. The research methodology from chapter three was applied throughout. The recruitment process was discovered to have huge impacts on millennial accounts decision as regards job offers. Positive experiences fostered acceptance while negative experienced resulted in rejections. Job hopping was rampant, motivated by the desire for new experiences, higher compensation, and growth. Challenges with workload and work-life balances were faced commonly especially in larger firms.
Respondents n the study showed positive awareness and views of their company's policies, particularly those related to flexibility, phone use, diversity and inclusion, and work-life integration. The preferred work environment varied, with support, happiness, and challenge emerging as significant factors. A company culture that supported continuous learning, stability, work-life balance, and well-being was seen as crucial for retention. Employee engagement, including activities like team bonding, health, leisure, and relaxation, reflected the company's values and contributed to a healthy work environment. Companies that prioritized employee engagement had positive outcomes in retaining millennial talent. Regarding leadership, flexible leaders who emphasized autonomy and decision-making authority were preferred over micromanagers. Non-material rewards, appreciation, and feedback were also essential for retention. Managers who fostered a sense of importance and value improved employee commitment. 
The research objectives were substantially addressed in relation to the influence of the recruitment process on millennial accountants' decision making. The study also examined the positive perception of company culture and its alignment with personal values, the relationship between company culture, workplace policies, and leadership styles with millennial accountants' values, and the impact of recruitment practices and retention strategies on their decision to stay in companies. The findings were supported by references to existing literature.
 However, due to the limited time period covered by the dissertation, the broader implications of these findings, such as long-term effects on employee engagement and retention, could not be fully determined. Further investigation is needed to provide a comprehensive understanding of the significance of the these for millennial accountants in Ireland.
In addition, this research presents a unique contribution to the existing literature by examining the enhancement of recruitment practices specifically tailored to the company context factors from the viewpoint of millennial accountants in Ireland. While many findings align with previous research, such as the importance of fostering a positive candidate experience, improving collaboration and company culture, implementing supportive and inspiring leadership styles, and providing continuous feedback and appreciation, this study uncovered new insights from the perspective of millennial accountants. New findings include the integration of innovation and technological advancements into recruitment practices, proper creation and highlighting of workplace policies that promote genuine work-life integration, flexibility, and diversity and equity. The next chapter of this research provides a comprehensive conclusion that consolidates the key findings and implications derived from the study.
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CHAPTER FIVE
[bookmark: _Toc136507820]CONCLUDING THOUGHTS ON THE CONTRIBUTION OF THIS RESEARCH, LIMITATIONS & SUGGESTIONS FOR FUTURE RESEARCH. 
[bookmark: _Toc136507821]5.1 Implication of the Research Findings for the Research Questions.
This study aimed to improve recruitment and retention of millennial accountants in Ireland. Despite the availability of various research on improving recruitment and retention of employees, this study identified a major gap in existing studies, as most academic analysis on the recruitment and retention such as works of (Metzler, 2006), (Mccabe, 2017) , and (Zaharee et al., 2018) focused mainly on improving these practices generally thus examining it based on employees in other sectors. This research, however, investigated improving recruitment and retention strategies from millennial accountants perspective emphasizing on company’s contextual factors and its influence on retention. To achieve this, the research posed three research questions focusing on the impact of company context factors (Culture, workplace policies and leadership styles), the perception of these millennial accountants regarding these factors and strategies to align these company context factors with millennial accountants values and preferences for improved retention. These questions were drafted in relation to Cho et al. (2009), Chaudhuri and Ghosh (2012), Mccabe (2017) & Obasan and Banjo (2014) who noted that company factors could affect retention strategies highlighting the importance of further study.
The analysis of interview data exposed a significant relationship between company's contextual factors and the recruitment practices and retention of millennial accountants. Positive experiences during recruitment, including strategic leadership involvement and showcasing workplace policies, influenced the acceptance of job offers and improved commitment and satisfaction among millennial accountants. Therefore, accounting companies should prioritize improving candidate experience, involving strategic leaders, and highlighting workplace policies to attract and retain millennial accountants.
In relation to millennial accountants' perception of contextual factors and their decision to stay with their companies, the findings emphasized the importance of aligning personal values with the company's context factors. Additionally, fostering a diverse and inclusive environment, enhancing teamwork and collaboration, improving work-life integration policies, and implementing transformational and supportive leadership styles.
Furthermore, companies need to integrate technological advancements, offer constructive feedback and recognition, provide clear career progression paths, mentorship programs, and invest in training and development. Creating positive work environments, seeking employee feedback, and aligning workplace policies with millennial accountants' expectations and needs are also important factors contributing to recruitment and retention. Neglecting these contextual factors could obstruct a company’s ability to retain its millennial workforce.
[bookmark: _Toc136507822]5.2 Contribution and Limitation of Research 
[bookmark: _Toc136507823]5.2.1 Contributions.
This research contributes to understanding contextual factors influence on improving current recruitment practices and retention of millennial accountants in Ireland. In the plethora of literature published to date on the topic, only strategies to improve recruitment practices and retention in general are discussed also highlighting the negative effect of improving them. However, this research findings provide an in-depth understanding of company’s context factors, how they influence perception of millennial accountants which have never been researched in-depth in Ireland. Consequently, this research would play a contributing role to accounting companies in Ireland in implementing improvements to their culture, workplace policies and leadership style with the aim of improving both their recruitment practices and their retention of millennial accountants.
[bookmark: _Toc136507824]5.2.2 Limitations.
The study aimed to achieve high validity and reliability, but some limitations emerged due to the sample size and time constraints. Accessing participants posed a challenge because they were busy with work and exams, this resulted in a smaller sample size than initially planned. Only eight millennial accountants eventually agreed to participate, and none were from the big 4 firms, limiting the generalizability of findings.
Additionally, during the analysis stage, the researcher realized that some questions in the interview guide were unnecessary, while important questions about workplace policies were omitted which impacted the depth of data on workplace policies.
Furthermore, the time limit and small sample size restrict the ability to essentially capture evolving preferences and expectations of millennial accountants. It is important to recognize that these factors could change over time and companies should adapt to these changes to ensure accurate results and improve recruitment success and turnover rate.
In summary, while the findings support previous research, the limitations of sample size, access to participants, and potential changes in millennial accountants' expectations and preferences over time should be considered for future studies in order to enhance the validity and applicability of the findings.
[bookmark: _Toc136507825]5.3 Recommendations for Practice.
The findings of this study highlight the importance of accounting companies in Ireland improving their recruitment and retention strategies for millennial accountants. To improve company contextual factors, several recommendations are provided:
Firstly, it is crucial for accounting companies to embrace technological advancements and innovation based on findings from research objective one, supported by (Arora and Kshatriya, 2017) in the literature. Implementing these changes can improve work processes and make firms more competitive (Phillips, 2022). However, companies may face challenges in applying and implementing these recommendations such as resistance to change and limited funds. Overcoming these obstacles requires clear communication, effective change management strategies, training support, and proper prioritization of resources.
Secondly, continuous and timely feedback, annual reviews to access their values and recognition are essential for millennial accountants, aligning with (Yeaton, 2008) study in the literature, based on findings on research objective two in the data analyzed. Companies should incorporate positive employee experiences during recruitment. Recognizing their achievements, both formally and informally, is recommended. However, shifting the company culture and creating a collaborative and positive work environment may be challenging to implement, especially if there are long-established hierarchical structures. Company-wide commitment is necessary to drive this positive change.
Thirdly, companies should encourage flexible, inspiring, and supportive leadership styles that foster career progression and growth which aligns with Robbins (1996) and Chen and Choi (2008) research emphasizing the need for millennials to have role models. Investments in training and development, mentorship programs, and participation in industry events are vital (Baldiga, 2005) & (Authayarat and Umemuro, 2012). However, some leaders may resist these changes and struggle to provide continuous feedback due to time constraints or lack of skills which questions the applicability of the recommendation. Overcoming these challenges requires showcasing the benefits of these initiatives, providing training for managers, and gaining leadership buy-in.
Lastly, companies should endorse a dynamic, everchanging, collaborative culture, create a positive work environment, and integrate work-life balance policies by ensuring the enforce implementation from highest to lower level employees. Also, they need to hire more people to cut down on workload and work hours, (Hood and Koberg, 1991), (Holmes and Marsden, 1996), (Reyes et al., 2019), and (Khavis and Krishnan, 2021) study supports these findings in the literature linked with research objective four, emphasizing on providing employees with assistance to explore internal switches influenced job satisfaction positively. Clear communication of workplace policies, aligning the company's purpose and values with those of millennial accountants, and holding managers accountable for policy implementation are crucial. Allen (2001) research aligned with this finding. However, implementing impactful workplace policies effectively may still face bottlenecks. It is essential for companies to promote policy usage, provide clear guidelines, and hold leaders accountable for their implementation.
Despite improvements in recruitment and retention practices, the job market remains highly competitive, there exists a cost of living crises which makes things financially hard, and millennials have numerous opportunities. Companies must continuously adapt their strategies to meet the evolving expectations and needs of millennial accountants based on challenges they face (Favero and Heath, 2012) and (Smith et al., 2017). This requires strategic planning, stakeholder engagement, commitment to positive work environments, and effective communication. It is an ongoing process that requires evaluation and adaptation to remain relevant in the ever-changing business world.
[bookmark: _Toc136507826]5.4 Recommendations for Future Research.
Based on the limitations of this research, the following recommendations are proposed for further research;
I. further research can be conducted using quantitative analysis which involves using a larger sample size and includes millennial accountants from big 4 firms. Questionnaires and statistical tools could be utilized to achieve a wider range of responses regarding company contextual factors which will enable more generalized findings and enhance the validity of the research.
II. Convert the research findings into hypotheses and compare them to specific population, such as Generation Z. The differences and similarities between the two generations can be investigated to gain a deeper knowledge of experiences and perspectives.
III. Further research can be conducted based on longitudinal studies i.e. studying different samples over a longer time period to draw data and make comparisons to essentially test the reliability and validity of this finding.
[bookmark: _Toc136507827]5.5 Conclusion and Reflections.
In concluding this research, it is important to note that Companies contextual factors are very important in improving their recruitment and retention generally and of millennial accountants. Although this research focused on context factors, companies must ensure they continuously change with the industry trend not just focusing on culture, workplace policies and leadership styles. Companies must also ensure they adequately improve these factors along with other company factors.
This research effectively achieved its objectives by discovering how to improve recruitment and retention of millennial accountants in Ireland based on company’s context factors, therefore noting that these factors have direct relationship and strong influence on recruitment and retention. Company’s should carefully outline their goals and consider contextual factors, individual preferences and implement the recommendations and strategies pointed out in this study as they can significantly enhance performance, satisfaction, engagement, commitment and retention decisions of millennial accountants for company success. The appendix contains further references to evidence of findings and recommendations.
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INFORMED CONSENT FORM 

I.	Research Study Title:  IMPROVING CURRENT RECRUITMENT PRACTICES FOR RETENTION OF MILLENNIALS TO ACHIEVE ORGANIZATIONAL SUCCESS
II.	Clarification of the purpose of the research

The aim of this research is to Improve current recruitment practices for retention of Millennial employees to achieve organizational success. This dissertation seeks to establish if recruitment practices can be better improved and will serve as a way of investigating the link between recruitment practices and retention of millennial employees. The aim of recruitment practices is to identify the right candidates with ingenuity whose ultimate goal is ensuring efficient individuals are hired. Furthermore, through a combination of your participation and the latest research into Retaining Millennials, this research will add to body of academic understanding of Human Resource management. 
III.	Confirmation of particular requirements as highlighted in the Plain Language Statement

This project involves taking part in semi-structured interviews.  The interviews/survey responses will be recorded and seek to gather information on your experience of Millennials in Accounting industry. Questions are directed towards your thoughts on the experiences with jobs and the motivation from those jobs as well as the drive to leave these jobs. I estimate the interviews/survey will take no longer than 40 minutes to complete. 
I do not anticipate any risk to participants as a result of participation in this Research Study.
The objective of this Research Study is to gain new knowledge that will enable proper understanding of recruitment practices effect on retaining Millennials and help to improve recruitment practices for organizations. This study may, therefore, be of benefit to you by providing you with the opportunity to contribute to body of knowledge on Retaining Millennial employees in organizations so that you and or society may benefit.

Audio tapes/Survey data will be destroyed on the successful completion of this master’s degree in full compliance with GDPR regulations.  

Every attempt will be made not to interfere with normal business operations, as the interviews will not be conducted at month or quarter end.

Participant – please complete the following (Circle Yes or No for each question)

Have you read or had read to you the Plain Language Statement		Yes/No
Do you understand the information provided?			     	Yes/No
Have you had an opportunity to ask questions and discuss this study?    	Yes/No
Have you received satisfactory answers to all your questions? 	     	Yes/No
Are you aware that interviews will be audiotaped?			Yes/No
IV.	Confirmation that involvement in the Research Study is voluntary
Involvement in this Research Study is voluntary.  Participants who decide to take part may withdraw from the Research Study at any point.  There will be no penalty for withdrawing before all stages of the Research Study are complete.   
V.	Advice as to arrangements to be made to protect confidentiality of data, including that confidentiality of information provided is subject to legal limitations 
Every effort is made to ensure the confidentiality of the participant. Participant names will not be recorded, as all participants will be assigned a code. Where used, recorded interviews/survey data will be downloaded to a password-controlled computer, typed transcripts/survey results are held within password-controlled documents. Participant biographical details and or mention of other persons will be omitted in the final report. Confidentiality of information provided is subject to legal limitations.
VI.	Participant Signature:
I have read and understood the information in this form.  My questions and concerns have been answered by the researcher, and I have a copy of this consent form.  Therefore, I consent to take part in this research project.
Participants Signature:								
Name in Block Capitals:	O. O.
Witness:				D. A.
Date:							4th May 2023
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APPENDIX A: IMPROVING CURRENT RECRUITMENT PRACTICES FOR RETENTION OF MILLENNIALS ACCOUNTANTS IN IRELAND

GRIFFITH COLLEGE DUBLIN

Plain Language Statement
Introduction to the Research Study
Research Study Title:  IMPROVING CURRENT RECRUITMENT PRACTICES FOR RETENTION OF MILLENNIALS TO ACHIEVE ORGANIZATIONAL SUCCESS
II.	Details of what involvement in the Research Study will require

This project involves taking part in semi-structured interviews.  The interviews/survey responses will be recorded and seek to gather information on your experience of Millennials in Accounting industry. Questions are directed towards your thoughts on the experiences with jobs and the motivation from work. I estimate the interviews/survey will take no longer than 40 minutes to complete. 
III.	Potential risks to participants from involvement in the Research Study (if greater than that encountered in everyday life) I do not anticipate any risk to participants as a result of participation in this Research Study.
IV.	Benefits (direct or indirect) to participants from involvement in the Research Study
The objective of this Research Study is to gain new knowledge that will enable proper understanding of recruitment practices effect on retaining Millennials and help to improve recruitment practices for organizations and increase the retention rate of millennial employees. This study may, therefore, be of benefit to you by providing you with the opportunity to contribute to body of knowledge on Retaining Millennial employees in organizations so that you and or society may benefit.
V.	Advice as to arrangements to be made to protect the confidentiality of data, including that confidentiality of information provided is subject to legal limitations 
Every effort is made to ensure the confidentiality of the participant. Participant names will not be recorded, as all participants will be assigned a code. Where used, recorded interviews/survey data will be downloaded to a password-controlled computer, typed transcripts/survey results are held within password-controlled documents. Participant biographical details and or mention of other persons will be omitted in the final report. Confidentiality of information provided is subject to legal limitations.   
VI.	Advice as to whether or not data is to be destroyed after a minimum period 
Audio tapes/Survey data will be destroyed on the successful completion of this master’s degree in full compliance with GDPR regulations.  
VII.	Statement that involvement in the Research Study is voluntary
Involvement in this Research Study is voluntary. Participants who decide to take part may withdraw from the Research Study at any point. There will be no penalty for withdrawing before all stages of the Research Study are complete.  

If participants have concerns about this study and wish to contact an independent 
person, please contact: 

Dr Garrett Ryan
Graduate Business School
Research Committee
Griffith College
South Circular Road, Dublin 8, Ireland
 
Phone:  + 353 1 416 3324
Email: garrett.ryan@griffith.ie
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RESPONDENT 1.
I: Perfect. So thank you so much for agreeing to this interview with me. So the interview is on improving recruitment practices to improve retention of millennial accountants in Ireland, and also in the accounting industry. So just first of all, I would like to find out just if you could state your age?
RAE: I'm 27
I: perfect. And what's your country of work?
RAE: I am working in Ireland.
I: perfect. Thank you. So much. So this interview is not going to take more than 35 to 40 min of your time, you know, we're just gonna run through. And yeah, that's it. So basically I would just like to get your opinion and understand your views. We just basically be having a conversation. But we will focus on on your experience, your opinions, and what you think of feel about this topic right now. Yeah. okay.
I: just to get your Verbal consent. Would you like to participate in this interview?
RAE: Yes, sure. Okay. 
I: So now we're going straight to the question. So can you please state your job role and just give a brief description of what it entails?
RAE: at the moment, I am a Project financial manager.so I work with Budget. I deal with the all the financial part of appropriate from the start of the project to the to the the stage of completion. And yeah, basically is this budget forecasting? And yeah, all the Financial stuff? 
I: Yeah, that sounds very interesting. And how long have you worked with your company presently?
RAE: with this company that i'm not i'm working now. It's the 3 months and I was in a in a you know, an previous company in an accountants role so.
I: And can I ask what made you decide to leave your previous company?
RAE: because I started working there to get some experience in period accountant. But I found out that I i'm more into to finance than accounting, so that's why I decided to to change they they didn't have any opportunities in finance. So I decided to to to move to a new company, and now so because I prefer work for the industry, then to a accountancy firm. And at the moment I'm working for industry
I: Yeah. Oh, that's nice. Okay. So how hectic like, how stressful would you describe your workload as?
RAE: well. We have periods like some times of the month and the year we have more. It's like business seasons. but it's not that in this company. I think the environment, the whole company environment is make my work less stressful because I was in the same in that similar situation in Brazil. where I was under a lot of stress, because the environment was very heavy, was very hard to work in there, and even though the work, the the work itself. It's not too hard. It's something that I'm: I'm capable to do. But the environment influence, impact on on your stress level. I think.
I: Yeah, I understand. Okay. And in your company now, how often do you work beyond just specified working hours?
RAE: Never. It's very. It's rare like they have very strict rules. You Do your time, and when your time is off you just leave. it doesn't matter what you have to do, you just leave for the next day, because no one will die if you don't do that
I: perfect, and are you able to pursue your interests, eg. Do you have time for your family, your friends, you know time for sports, leisure activities. Does your company does working on it? Does it allow you for this?
RAE:  Yeah. They encourage us to to have a hobby like to, just to do sports and to have something that we are interested about. For example, i'm now i'm interested in playing tennis. So, my my director, he really encouraged us to to have a hobby and even conversations like in the in the break room. We go in the back room, and we start conversation about what you do on the weekend. What do you do as a sport? What's your hobby? So they they really encourage us to to have a hobby, and they support apart from work
I: perfect. And also I would ask, what made you interested in the accounting Field?
RAE: Well, I would like if I didn't say money. I think everyone everyone is interest in money, but I guess since I was a child I always work with. I like work with finance, and my mom, my mom, used to say that I could sell everything. I I like numbers and I did math in college, and I also regulations and well, the accounts Field is not much. My interest is more like finance, but I like regulations too. I like audit and tax tax. I think tax is liken for me. It's my passion. I love taxations, and I like to know which kind of tax regulations each country has, and to know more about it. I think i'm frozen. Am I frozen? 
I: I can hear you. No.
RAE:  I'm: sorry. So yeah, I I decided I think I was. I I like because I like work with regulations and numbers, and I like work for corporate. So something that made me to his account
I: perfect, and how how easy would you say it was to secure this job? You have right now?
RAE: It is very secure in terms of that. They are satisfied with my work. I feel that they they really you are really happy with my performance. However, if you talk on the industry at the moment, I'm. In the metal and manufacture industry and because of sustainability. And all this environmental crisis and climate change and and and supply chain impact supply chain crisis. So everything impacts the business very much because it's a high risk industry. So I know if at the moment we are, we are suffering a lot of challenge like we are trying to go with the regulations with sustainable regulations. So I think the fields, the the industry it's gonna be. I don't know it's gonna have something. Something's gonna happen in this field because of the all this crisis. But yeah, I feel secure in my work. Apart from this, the industries, the very impact to the environment. But I feel very secure.
I: perfect. And Do you think this is a steady career path for you?
RAE: sorry?
I: Do you think this is a steady career path for you to house like? Do you think this is a carrier path you're going to follow on into the future?
RAE: Yes, yes, that's for me, and for the future My plan, like I really like finance. I want to stick with finance, and maybe the project management, financial production, management and yeah, and maybe like for like long term future. I'm planning to teach finance and accounting. So that's it.
I: Are they good promotion opportunities in the industry, or at your Job?
RAE: Yes, in the in the it is like for the moment I am in like in a good position at the which is what i'm waiting to take, and i'm planning to to go for that route. So yeah, it's. The next step is by it's Cfo.
I: perfect and does the company offer any rewards for you like is that Are they trainings or career development, or work life, balance, or remunerations, just like more money? Do they offer like rewards for you?
RAE: Well, they what they have is we. They invest on our knowledge like if we're if he wants to be. For example, if he wants to be a project manager because I don't have project manager qualifications. I only have financial qualifications So if I want to do that, they they they will give me all the the course they will fund everything for me. Yeah, that's kind of things they they do have What else they have. Well, they have promotions, like, if you. if you are good like, if you're if you're sure that you have knowledge and skills for the job they don't have. They hire internally, like they don't, do they? The first do internally hiring? Then they do externally hiring So I think it's it's really good, because I I have some experience with other companies that prefer to hire someone outside. than give an opportunity to the ones that are inside. Yeah.
I: Okay. Now, I would also ask what attracted you to this company right now.
RAE: right now. First of all. No, the first. It's like the main thing that I chose this company was the environment and the manager. Because I think my I have like 4 steps, manager, environment, locations, and money like money, is the last one you know it doesn't matter what you want. If you are, if you are not in a good environment company, if you don't have a good manager nothing is gonna happen. So. Yeah, like my my superior, my senior, he's very good. So I i'm very happy. That's that's the main thing. I choose this company
I: perfect, and your company's brand. Is it a big brand, or is it a small brand? Is it the big firms, the big small company?
RAE: It's a small company. However, they are in business for 51 years, so they're very old Irish. They're They're very Irish, so they're an Irish Company and Irish manufacture. But they are in business for 50, 51 years they still they. This is more because they don't do very much advertisement. They are more local but now they're growing. They're growing, and they're growing very fast.
I: Perfect! And how important is the company's brand to you Personally?
RAE: it is important. Not very much, not very much. But it is important for me to have like to work for a firm that is recognized in the market. Like It's not my priority. At the moment I have another. I have something else like to think about, not just the brand, but I think it is important not just for me, but for the company as well to be recognized in the market But as I said, it's not my priority. I would rather work for a small firm that is not very much a popular in the market, and be with in a good environment with a good manager than work for a big firm that it's well known, but doesn't provide the good manager and environment that I'm. Looking for.
I: perfect. So now we will be moving on to just questions on the recruitment practice of the company. So to ask was the recruitment process difficult or easy?
RAE: No, it wasn't difficult, this could like they post the the job opportunity on linkedin. And indeed. the first thing I did. I applied on Linkedin, and then I noticed that the man, the the manager that had posted the opportunity he he went to check my linkedin. Then he called me. We did a first interview on the phone. Then we arrange an interview face to face and in that second the interview he asked like day to day questions like operational questions like what I'm going to do in my day to day. Then the he gave me a project and he asked, like some, what what would I do? What was my like? What strategy would build to manage that project? And yeah, then the second, the third one I met the director, and that was it.
I: And how did the recruitment process make you feel about the company?
RAE: It made me feel good because I had the opportunity to meet, like the board, which was very important, because i'm in finance field. It's very important because you are dealing with money and budget and forecasting. So you need to feel the companies to know the company really well, and that is not a better person to know in the company than the director. so I it made me feel very confident, like very supportive, because I know that I had. I have. I have the support that I need from the board, so I have this like straight access to them if I need anything. So it made me feel maybe I I think that's why I choose to work for it all. First, because you can access very. You have access to the board, and you can speak freely to everyone
I: perfect. So now, just, you know, to speak on motivation. What motivates you to go to work every day? Is it the nature of the job? Is it your work task? You know just what motivates you?
RAE: What motivates me? I think it's my I don't know I I wants to be. I want to be there. You know I want. I love what I do. and I want to do that every day, and makes me happy What I see when I see a project starting, and then finish, and then I see the work I have done. It makes me feel satisfied. So it's make me happy and my professional life is very important for me So I really like being in this corporate environment and dealing with projects and making things and getting things done. So I think that's that's what motivates me. 
I: And is there anything about the job that makes you feel not motivated?
RAE: Yes, like Sometimes that is some work I need to do with the stakeholders so, and some of them are not motivated as I am. So that's the hard part you need to bring everyone to our page. so we can work all together. which is like very hard, and sometimes you are not in that in the very good mood. So we just get the supplier that is not interested in your project, and does not even care. So they delay to to to give you what you waiting for. So this kind of things bring, bringing all the stakeholders to be engaged to what you were doing. So this is the hardest part, and make me sometimes make me feel I want to give up, 
I: I understand. And how important is it for you to feel motivated about your job now?
RAE: it's very important like it's the the main thing. If it like. you spend more like 70% of her life, you know, working like you, you just I. I spend more than 70% of my life working. So this? If if my workplace is not bringing me like joy, what like? Why would we bring me joy? You know. That's I think it's the main thing. If you need to feel safe, you need to feel happy and in your workplace, because otherwise you won't. Do your best.
I: And you said, you are the manager right now?
RAE:  yes, I'm the manager
I: Do you have? Maybe? Do you have, like other people higher than you in the chain, in your chain of command?
RAE: Yes, yes, that's it's me. I'm the financial project manager. Then we have the Operation Manager, but he's like the same line as me, and then we have the this, our superior with your senior and then we have the Board director, so the Superior. He is like the cfo, of the company. So I myself and the operational manager. We respond to him. and then he reports to the Board.
I: perfect. And what role do these, you know this chain of command. What role does it play in your motivation?
RAE: This? Well, it makes me want to be him makes me mean. We want to be him, because I see, like he, he, he! He really good like he's really really good he is. He's like he is very good in bringing us to the project like in engaging us and motivating us to to do our work and I think he's very passionate about what he does. So when he, when you are very passionate about something. You you make everyone around you what to do and be you so it's very important for me. He he's very. He's a model that I am calling.
I: Well, that's amazing. It's always nice to have like good. You know people ahead of you that motivate you.
RAE:  Yeah, yeah, exactly.
I: What kind of environment, what kind of work environment makes you feel the most productive and satisfied?
RAE: the one that I have now like. I have freedom to do to to make decisions. I am I? I need to have that freedom to make decisions because I trust in myself, and I want the company to trust myself as well that I am just choosing for the best. So I have it now. I can make decisions. I can make strategies which is very important for me, and I have support like if I am in doubt about something that I don't know, or i'm not used to. I can ask the director anytime or the me my manager anytime they they they're very supportive. So this environment, we it's really important for me, and it's very good.
I: perfect. Okay, so we're going to move on to your just questions, on your organization's, culture, your company's culture. Now, how has your company's values? You know. including maybe, effective communication, the operational system, the leadership. You know, healthy work, environment. How has it affected you personally and also just in carrying out your work duties daily?
RAE: Well, the company. They are very good in terms of policies and procedures, and to have a a healthy environment. because, as I said before, there's a lot of things that impact industry so or our employees. The work is very hard because it is a manufacturer So we need to bring our employees to to believe in the company and and in Ireland. It's really hard to get a very a good  employees, like very skilled, high skilled employees. So the company has this policies of well being, and to to motivate us, to to have a life after work, to do, some to do activities, and what else? Well. I think they are very good in motivations for the employees and in terms of values. The company they I I well, i'm there for 3 months, but I noticed that they value their their clients opinion very much. because they always ask for feedback on the work. They have it by writing. They have an email. They have a channel with all the employees and the the company and myself, the Hr. Even the Cfo has a channel with the the the bottom line. So they they all interact to each other and the client. So the client for them. They they they have like they they do a great value for the clients like. When they deliver projects they they they keep like doing follow ups for like 3, 2 weeks doing, follow up to see if they worked done was great. Work was fine. If they they have any questions about the work done. This part really impressed me, because I never see some. Some companies doing that kind of attention to their clients like it's a really good, really good policy with their clients and motivating employees as well to to do their best in yeah.
I: perfect. So you love the feedback. Basically you love the feedback you get, you know, from everyone in the company?
RAE: Yeah, Yeah
I: perfect. So I would also ask, do you think your personal and professional development is important to your company?
RAE: Oh, yes, it's very important, because, like feel the industries change all the time, so I need to to challenge myself and and to improve myself all the time. I think it's very, very important,
I: perfect, and who takes responsibility for your development?
RAE: This is the HR part, so they have. They. They motivate us because every time that there is an opportunity in the company. They they try to bring the person that is already in there to do a training, to do courses, to specialize themselves, and maybe apply for that position.
I: And how does this make like? How how does this make you feel about your intention to? Maybe, you know, just leave the company or stay in the company. How does their support for your development?
RAE: This is I. Well, I think this is the main thing, because if I didn't feel that I have an opportunity to grow. I wouldn't be there because I I wouldn't stay in the same position for the rest of my life. I want to grow and as the company offers chances for growth, growth, yeah, to grow, I I think that's that's the main thing that I choose to stay, because I know that I can. I can be more. I can participate more. And I have a passion for that.
I: And okay. So what would you say engagement at work Looks like to you engagement in terms of being, and that will look like, is it just working more like doing your task, having time to chat with your colleague like, what is engagement? What is really engagement to you?
RAE: The engagement? Oh, well, I have my hour, my work hours, but we always do like we do breaks in the morning. Then we do lunch, break. Then we have another break in the afternoon, and they they They encourage everyone to go to the kitchen and having the break, the the breaks in the kitchen with everyone else, and like to have a chat to do something. It's different, because I had an experience in Brazil where we used to eat in your desk. So they did encourage us to go to the kitchen and and have a dinner, and interact and talk and and have a chat And also they have regular meetings every week. They have meetings so it's up. It's a big like it's. It's your option to be there or not. You can choose, but they have meetings every week just to talk about support to talk about your personal life. So if you're interested in some sports as well, because the company they they they they They found some tennis court and and golf club. So yeah, they have this membership which is great. Yeah.
I: perfect. That's that. Sounds like a very nice company culture. Very, very well, yeah, very much. Encourage you guys to know have leisure time together, as you know, colleagues, that's really good.
RAE: Yeah, it's a very nice.
I: I know you said you you love the fact that you get feedback from you know just the people higher up in the chain. And you also said you like the freedom, you know just the freedom to do your work. You know freedom to do things you know, just at your own time. But just to know you doing this thing so just to ask. Why do you prefer to have freedom to do your work? Why do you like, You know? There, sometimes you may have someone on top to chain who micro manages you, who is always on your neck to do your job. But now you have the freedom. So why do you prefer having this freedom to do this, to do your job?
RAE: because I think it's related to my past experience. I was for a long time working with someone else as an assistant, so I spend like 3 years in train me 3 years in training position, then then 3 years in assistant. So now I feel that it's time to make my own decisions. Sometimes I see some some things that they are not seeing, and I like to be to to have a view of the the whole picture so I know that I am very good at getting working done and take good decisions, so I feel that now it's chance. It's my my chance to to show that I can make good decisions. Yeah.
I: perfect. That's good. And you said You know, when you were an assistant, you know you had. You were working with people so working with those people. Did it make you? Did it make you want to leave the company, or did it make you want to stay? Obviously you have let the company. But was it like a deciding factor for you to, you know? Move on?
RAE: Yeah, my manager. Yeah, the management, as I said, the management was everything for me like he. The person that there was there was I was working with. he wasn't engaging me to to to get like his position. For example, he was making me leave instead of improve myself, to to grow.
I: yeah perfect. So just to ask. Have you ever had the thoughts of leaving your company? You're in now of like you said you've been there for 3 months. But have you ever talked like just you know?
RAE: no 
I: perfect
RAE: I am very happy there for a moment
I: Perfect and for your last company you left like. So it's been 3 months since you've been working here. So you've left you. Let that company. So what was the main reason you left the company to work at this one?
RAE: The I didnt want to work for accounting firms because we had many clients, and we are not a specialized in anyone. So in accountancy firm you have, like many industry, many type of clients. But you don't really have the the contact with your client You, you don't have this interaction with your clients, and you are not specialized in his field in their field. So that's why I went to this, because I like to be masters in something to know a lot about something I don't like to know like a lot about different things. I like to be like focus on one field and to interact with my client, because I know that once i'm with the client once I'm there, I understand, and when I see the big picture I can, I can make better decision.
I: So today we have talked about, you know. Just job satisfaction, motivation. Your company's culture, you know, their way of engaging you as an employee you know just the leadership in the company, and you know, retention. So of all this factors mentioned, which has been the most influential in your decision to remain at your work place?
RAE: to remain?
I: Yes, to remain to stay at your company in the company?
RAE: So, I think, is basically the environment like the the the chance to grow and the support from the manager. So I, If I had to summarize. I would say that management, environment, and plans to grow is the main. The main thing that can retain the the If you don't if you hire someone. But if you don't give any opportunity to grow. they will leave. One day one day they will leave, if that's for sure, because they need to see that they have, They have opportunities, and they can grow in the company
I: perfect. Thank you so much, Anna, for agreeing to these interviews. Also to ask you you have any recommendations, you know, any extra comments just to make in respect of improving recruitment practices to retain. We as millennials. Do you have any other comments you would love to add just in general.
RAE: Well, I I would like to thank you for for the interview that was lovely I would like. I I like expressing my my point of view and well done for your work. It's very interesting, and it's really necessary, because I see that there's a lot of problems in this area, and they cannot. They cannot retain the the employees, because I think it's because they don't offer it much. It's not all about money and company has. This is still having this culture of thinking about money. They think that the the employee is there just because of money. So that's why they leave. If someone I offer more money, they go for more money which is not because we are working for not just for money, for culture, for for having this this experience to make decisions for growth. So we are there to make the company grow and to grow with the company. You know it has to be mutual. So yeah, that's it.
I: That's fine. Thank you so much, for the you. You know you've killed the interview Questions: I really and yeah, basically thank you so much for your time. Thank you. And good luck on your thesis. Thank you. Bye.
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1. Length of time working with company & reason for job switch if any
 Perfect. And how long have you worked in this role? And with this company? (Respondent 1_Account Assistant_11)
 I would say about six months now. (Respondent 1_Account Assistant_12)
 Okay. Is there a particular reason why you've worked for them for just six months? (Respondent 1_Account Assistant_13)
 It's because when I came to Ireland that's how long I've been like, when I came to Ireland, I didn't find the job immediately. But when I found the job, it has been six months since I found the job. So, I will say a reason for why I've stuck with them. So far I have seen they appreciate what you’re doing, and they give you a lending (Listening) ear to what you want to what are your views about the job and how you do your job. (Respondent 1_Account Assistant_14)
 Yeah, that sounds very interesting. And how long have you worked with your company presently? (Respondent 2_Project Financial Manager_11)
 with this company that I’m not I’m working now. It's the 3 months and I was in a in a you know, a previous company in an accountant’s role so. (Respondent 2_Project Financial Manager_12)
 And can I ask what made you decide to leave your previous company? (Respondent 2_Project Financial Manager_13)
 because I started working there to get some experience in period accountant. But I found out that I I’m more into to finance than accounting, so that's why I decided to change they didn't have any opportunities in finance. So, I decided to move to a new company, and now so because I prefer work for the industry, then to an accountancy firm. And at the moment I'm working for industry (Respondent 2_Project Financial Manager_14)
 perfect. And how long have you worked with your company presently? (Respondent 3_Audit Senior_14)
 one year in June, so that means 10 months (Respondent 3_Audit Senior_15)
 perfect. And were you also working in an accounting in an accounting role previously? (Respondent 3_Audit Senior_16)
 Yeah. (Respondent 3_Audit Senior_17)
 perfect (Respondent 3_Audit Senior_18)
 I worked in audit 4 years ago. (Respondent 3_Audit Senior_19)
 perfect. So, what would you say was the main reason or reasons you decided to leave your previous company? (Respondent 3_Audit Senior_20)
 It was a mix of things. (Respondent 3_Audit Senior_21)
 Okay? (Respondent 3_Audit Senior_22)
 It was. I was trying to get experience in a different area, right? So, I'm. I primarily worked in banking and so audit of commercial banks, sorry financial services rather. So, Banks, insurance, pension. that's basically what I do, mostly banks. And then there wasn't much to know you know most of it right? So essentially it was just moving to do something different than pure banking and then getting the experience of something of a different environment. Right? So, I worked in Nigeria 4 years, and then I've been here less than one year, and I can tell you that even though we are doing the same audit. we're working with the same international standards on auditing it's different with a different experience entirely. So that's kind of what I was aiming for. When I moved right so yeah. (Respondent 3_Audit Senior_23)
 perfect. And how long have you worked with GT? (Respondent 4_Senior Accountant_13)
 9 months (Respondent 4_Senior Accountant_14)
 Okay? And were you also working in an accounting role previously? (Respondent 4_Senior Accountant_15)
 Sorry. (Respondent 4_Senior Accountant_16)
 Were you also working in an accounting role before you joined Grant Thornton? (Respondent 4_Senior Accountant_17)
 Yes (Respondent 4_Senior Accountant_18)
 Perfect Okay And what made you decide to leave your previous role? (Respondent 4_Senior Accountant_19)
 Well, it's mostly on personal considerations since I have more colleagues working here in Ireland compared to my previous work, so I decided to transfer here. (Respondent 4_Senior Accountant_20)
 Yeah, perfect. And how long have you worked with your company presently? (Respondent 5_Audit Assistant Manager_7)
 8 months (Respondent 5_Audit Assistant Manager_8)
 8 months perfect. So, were you working in an accounting role like? Have you always been working in an accounting role even before you joined this company? (Respondent 5_Audit Assistant Manager_9)
 Yeah. previously I was with Deloitte for about 4 years (Respondent 5_Audit Assistant Manager_10)
 perfect and what made you decide to leave Deloitte to work with this company? (Respondent 5_Audit Assistant Manager_11)
 it was the offer of working with an international firm and getting new experience, basically you know why. (Respondent 5_Audit Assistant Manager_12)
 Yeah, that's fine. So, you have a very impressive. You have a very impressive experience in the accounting industry just to find out what was the main reason why you left your previous role? (Respondent 6_Senior Consultant_14)
 my previous role basically I was working in industry at that time, and basic reason was just to moving abroad. If I was at Pakistan. Obviously, I was getting less paid over there, and most of the time I used to consider myself like I'm having a qualification which is having more worth in European side countries. So, that's the basic reason for me for me to move abroad and that's why, when I was moving, I brought. so, I have to leave that job opportunity. So, in my country you can say we were paying. We were getting paid less. That that was the basic reason and that was a demotivating factor for me. So, I left that organization due to, you can say financial aspects. (Respondent 6_Senior Consultant_15)
 perfect, and you said you've worked in, and you know you worked part time in the company here, so what made you leave the role. Why didn't you integrate into just full time? Why did you leave the part Time role? And then, you know move to a different company? (Respondent 6_Senior Consultant_16)
 it was? It was basically some regulatory problems because I I’m not a citizen of Ireland right now. So, when I moved here, I was on Stamp 2, which is applicable in Ireland, so I was legally allowed just 20 hrs in a week. So that's the core reason behind that. like I was just only responsible to work 20 hrs in a week. and even apart from that. that was just only to manage my living expenses. and I just joined that audit form, and for Irish experience as well. Otherwise, my basic objective was to get a full-time position after completing my qualification, which was like masters in accounting and finance, and I I just join full time role right now. And that's that. That was the reason due to legal matters. Legal issues. (Respondent 6_Senior Consultant_17)
 perfect. And how long have you worked for your company? (Respondent 7_Accounts Assistant_19)
 in a year and, 3 months now. (Respondent 7_Accounts Assistant_20)
 perfect, and before you worked for this company, were you also working as an accountant in in in a firm like all the company or an organization previously? (Respondent 7_Accounts Assistant_21)
 Oh, yeah, I was working at coin base. I was. I was in the Payment Department. I was the payment department. we dealt on making sure payments go through, making sure that I’m helping customers refunds or if they have issues with balances in their accounts or generally helping them resolve operational issues and making sure their card are in order and working as well. (Respondent 7_Accounts Assistant_22)
 perfect. So, what would you say was the main reason why you left your job at Coinbase? (Respondent 7_Accounts Assistant_23)
 It basically was because I was in the I wasn't it. I was in like probably the Treasury department, like the payment department, I wanted to go into more like something in my career. I felt an assistant accountant in ulster bank was a place that would expose me more to my field. like you know, the accounting and finance industry. It will expose me more there and the package they came with that was what made me change jobs. (Respondent 7_Accounts Assistant_24)
 perfect. And how long have you worked with your company? (Respondent 8_Senior Accountant _10)
 currently less than a year, July this year would be 1 year so let’s say about 10 months. (Respondent 8_Senior Accountant _11)
 perfect. And were you working as an accountant in your previous role before you started working in this company? (Respondent 8_Senior Accountant _12)
 Yeah. So, I was working as an accountant, so I've always been an accountant all my life right, so that was the first job and that was the first thing I was introduced to after university so yeah to be fair I've always been an accountant. (Respondent 8_Senior Accountant _13)
 and what made you decide to leave like your previous role for this one? (Respondent 8_Senior Accountant _14)
Okay, Yeah, I think. Just open to more greater opportunities right yeah and I was reached out to on LinkedIn, where I was at the time, I felt like I needed more exposure, more opportunities, so greater roles and more challenges right, so that was a part of the reason why I moved and yeah basically yeah because the accounting framework and all of that is similar, just maybe few things, few regulatory guidelines you may have to read up on, but the procedure and the methodology are the same accounting all over the world yeah.
2. Workload description & Length of working hours
 That's nice. Okay, so how often do you work beyond your specified working hours at this job? (Respondent 1_Account Assistant_15)
 Partly because I used to do studies and work, I used to go in on the weekends to cover up for the days that I missed during school. But like other than that I when I'm currently working Monday to Friday, so apart from that I never used to go on the weekends to work extra hours. And it's a nine to five job. So only one or two days that you can go like extra 30 minutes on the job is a lot but other than that it's basically nine to five Monday to Friday. (Respondent 1_Account Assistant_16)
 Yeah. Oh, that's nice. Okay. So how hectic like, how stressful would you describe your workload as? (Respondent 2_Project Financial Manager_15)
 well. We have periods like some times of the month and the year we have more. It's like business seasons. but it's not that in this company. I think the environment, the whole company environment is making my work less stressful because I was in the same in that similar situation in Brazil. where I was under a lot of stress, because the environment was very heavy, was very hard to work in there, and even though the work, the work itself. It's not too hard. It's something that I’m capable to do. But the environment influence, impact on your stress level. I think. (Respondent 2_Project Financial Manager_16)
 Yeah, I understand. Okay. And in your company now, how often do you work beyond just specified working hours? (Respondent 2_Project Financial Manager_17)
 Never. It's very. It's rare like they (her company) have very strict rules. You Do your time, and when your time is off you just leave. it doesn't matter what you have to do, you just leave for the next day, because no one will die if you don't do that (Respondent 2_Project Financial Manager_18)
 Perfect. Thank you. And how hectic or stressful Would you describe your workload as? (Respondent 3_Audit Senior_24)
 (Laughs) So because I'm in again, financial services, still but just different branch. So here. So, while in Nigeria, I did primarily banking here, I've done like leasing companies, and then Spvs. So, in financial services industry, it means the timeline for audits is usually 31st of march, because most of them have the 31st of December deadlines, and then they have to report their regulators by the 31st of March, or to their group company by the 31st of March, or 30th of April that kind of thing so essentially once it's October. November between November and March. You are in a race against time? Yeah. Doing everything possible to meet up with everything. So those are like the busiest times of my life. And then once it's summer? and Grand I can end up closing work at 5, and I go out, and yeah (Respondent 3_Audit Senior_25)
 perfect. And how often do you work beyond your specified working hours? (Respondent 3_Audit Senior_26)
 are my working hours specified? So yes, there are specified but I work overtime a lot of the time, so between November and March, April. You can do that at least 4 times a week. Okay, no, let me not exaggerate, you can do that at least 3 to 4 times a week. You can do that every day of the week in short, in January or February. You’re doing it every day of the week in November. You're doing it every day of the week. Alright, so. But like between those months, you can't do it at least 3 times. With a sprinkle of the weekend included but after that like once you're in May. It's not as common any longer, except you have, like you really tight deadline but once it's may, it's not as common. So, between may and Septemberish, Octoberish. Yeah, it's not that common. If you're doing it, then there's really something happening. I think it's really a big deal. (Respondent 3_Audit Senior_27)
 nice. I like how you said with a sprinkle of the weekend. (Respondent 3_Audit Senior_28)
 Sometimes you have to work the weekend (Laughs), but like That's the good thing about this is, it's not. it’s not. what's the word? It's not. It's not compulsory. Right? It's not Forced down your throat that you have to work on the weekend. What is forced down your throat is that you have to meet up with your target. How you want to meet up with your target is your business. If you want to wake up early, close late, That's all you right. But in Nigeria you're probably forced to work the weekend as well, But Nigeria has its own peculiarities that kind of made that important. Yeah. (Respondent 3_Audit Senior_29)
 perfect. So how would you describe your workload? As would you say it's stressful, would you say it's not stressful, Would you say it's hectic? (Respondent 4_Senior Accountant_21)
 It's hectic. (Respondent 4_Senior Accountant_22)
 Okay? And how often do you work beyond your specified work hours? (Respondent 4_Senior Accountant_23)
 Well, it's the norm. I mean, it's usual that I work outside my office hours and on the weekends. Okay, yeah. (Respondent 4_Senior Accountant_24)
 perfect So how would you describe your workload as would you say it's Hectic? Or would you say it's not so hectic? (Respondent 5_Audit Assistant Manager_13)
 it, I think it is hectic depending on the period. like currently it's busy season so every client is trying to sign their financials so its hectic currently on about 7,9 or 10 jobs so it can be hectic and sometimes it’s like a bit calm. (Respondent 5_Audit Assistant Manager_14)
 perfect. And how often do you work beyond your specified working hours? (Respondent 5_Audit Assistant Manager_15)
  during busy season, every time but other days, I am good (Respondent 5_Audit Assistant Manager_16)
 Okay. So, since you've started, would you describe your workload? How Would you describe your workload? Would you say stressful? Or would you say it's not? (Respondent 6_Senior Consultant_20)
 It's like a top in audit firms, so that I’m really impressed with this organization they have well structured. well organized structure, and I'm. Very much impressed by their professionalism and the way they are doing for their employees, especially within their core values. The most important value is fun at work. So, they are. They are working on this thing and so far, I’m happy to join this organization, and considering about my workload right now, I’m just like getting the trainings, the basic trainings. And I would like to say here like that this is a major difference. If you are joining a big 4 or big 10 audit firms, they will give you proper training and understanding before starting your proper role. (Respondent 6_Senior Consultant_21)
 While considering my previous jobs, even I worked in other audit firms as well. over there. They will not even provide you proper inductions. Proper trainings. You are not even familiar with the culture and with the environment. But this is the difference. Within these audit firms, like top, 10 audit firms. They are providing you proper inductions, proper trainings, proper awareness with the culture, with the environment. So, I would like to say, this one is impressive as compared to my all-other job experiences. (Respondent 6_Senior Consultant_22)
 perfect. So, do you work beyond your specified working hours? Have you worked beyond your specified working hours, like even if it's not this role in now like in previous rules. How often did you work beyond You've specified working hours? (Respondent 6_Senior Consultant_23)
 Most of the times in audit firms, they used to say there is no limit to working hours. normally, they used to say, like you have, I’m sorry to say. But not only they used to say, you have 8 hrs working shift. but in audit firms. Mostly it would be, I would like to say, 10 to 12 hrs, and during audit season you can say sometimes you have to stay late night over there as well, so there is no limit over there. While considering industry within industry, you are very specific. You will have proper holidays. You will have proper 9 to 5 job structure. Even sometimes you have occasionally sittings late sittings just because of any late or delay in your working structure. But apart from that, industry is more comfortable as compared to the audit firm structure. But I would like to say, like audit firm is going to make you properly as a qualified accountant due to workload due to time pressure. you would be able to manage multiple things will become a multitasker person in within the audit firms. While in industry you will get more comfortable roles, and you would be more specific to just only one job descriptions or 2 job prescriptions, and you will not explore too many opportunities for yourself. but for a qualified accountant and someone who is a professional accountant. In my recommendation you must have to join Audit, firm, no doubt working hours are more. But you will learn more about that. (Respondent 6_Senior Consultant_24)
 Perfect? So, in ulster bank, how would you describe your workload as, would you say, it's stressful or not stressful (Respondent 7_Accounts Assistant_25)
 yes, it's, as an accountant, you would, you'll get familiar with the word stressful, you know, because mostly usually the end of the month. When we need to submit reports usually gets busier then. But I’m on the normal day to day basis it's like. You know you have work to do like you would always have something to do, something in your hands basically but mostly during month end that's when you have to like to multitask because I mean you have deadlines. If you understand what I mean (Respondent 7_Accounts Assistant_26)
 Yeah, perfect. So how often do you walk beyond your specified working hours? (Respondent 7_Accounts Assistant_27)
 depends on the depends on the client. And sometimes the manager. Usually make the request. It's not like a command. It's more like a request; I mean like can you take extra hours to work on this or something like that. And it’s something that usually only happen at months end when we have deadlines to meet. (Respondent 7_Accounts Assistant_28)
 perfect. So how hectic, like how stressful or not, would you say your workload is? (Respondent 8_Senior Accountant _16)
 Hmm. Okay. I don't know how to go about that Because, okay, First of I moved because I forgot to mention. I was tired of the work; it was really draining and time consuming. You barely have time for yourself. and the thing here is sometimes, the fault is from our client. Because most of them have statutory obligations to publish their accounts or to prepare their accounts, so the pressure is on the accountant that they are using at the time to get the financials done and like management would push those pressures into the accountants, the clients’ accounts, their deadline, and all those things. And again, the client might be stalling in giving us information’s to carry out the audit and the probably their response is actually very slow. At the end its close to the deadline so you must then work overtimes, and you are putting more pressure and trying to get this work done, in the end you are stressed and all those things. So, moving here I was thinking that it would be less of the stress, but I feel accounting is accounting literally everywhere in the world. The same stress I was going through back home is the same stress I am going through here, but before I moved, I think I was not informed, I was thinking I was coming to a greener pasture but there's nothing greener to be honest and it’s just very stressful and very overwhelming for me here. I think the more you go, to be fair even the more you go higher, you still very stress, even the manager and directors, you see them working overtime, working late and all of that so it feels like that's the work and you have to get the work done irrespective of anything right. So that's just it. It could be very stressful. But we have the slack and busy season right, so it literally depends again as we have few slack periods, but the busy period is actually more than the slack period and during busy period you forget there's even any slack period in the year because you are working round. Even the slack period sometimes you may be doing a project that's very stressful so yeah. (Respondent 8_Senior Accountant _17)
  so how often do you work beyond your specified working hours with your very stressful schedule? (Respondent 8_Senior Accountant _18)
 I don't know to be honest. How often do I do that? Working overtime is like the lifestyle to me. Because I work, I don't know, the thing is so the company I currently work with, they don't put pressure on you besides telling you to log out, don't stay late, don't do that, but you know that you have a lot of things pending and you know the deadlines so, it’s just you being proactive and trying to be like ok this is the deadline, let’s be realistic here. So most times they are not being realistic with the fact that they would be like oh don't work weekends, don't  do this and that, but you know if you don't do all this extra time or overtime, you might not meet the deadline and at the end, you would be the one taking the major blame, that means you are not managing the project effectively right. And for me again, I am a very, how would I say it, I like to work weekends and late at night because I feel like the distraction is lesser and I concentrate more so I could, I have to be online from 9 to 5 but  literally after 5 is when I really concentrate fully at 100% capacity to work so yeah, I don't know if I have answered your question?(Respondent 8_Senior Accountant _19)
3. Time for extra-curricular activities
 Perfect and okay, so are you still able to pursue your interests on this job that is Do you still have time for your family, your friends, sports leisure activities? (Respondent 1_Account Assistant_17)
 Yeah, I will say so. Because it's a nine to five. If you get off five, you can easily go to gym you can easily talk to your friends you can easily go for a night out or notably during the weekend. Also, you have the weekends to yourself so that you can fully enjoy the weekends to yourself. And since there are 21 paid holidays in a year, so you also get that and for example, if you have a bank holiday, you don't go to work on that day. So that's extra-long weekends for you or any other celebration that's during the week you don't go to work. And I will say the work balance is good because also you have like a one-hour lunch break on which can like it's your personal time so you can talk to your friends or your phone you can leave and go for a walk so far you return within that one hour. So, I say the balance is okay. If you do it to yourself. Yeah, (Respondent 1_Account Assistant_18)
 perfect, and are you able to pursue your interests, e.g. Do you have time for your family, your friends, you know time for sports, leisure activities. Does your company does working on it? Does it allow you for this? (Respondent 2_Project Financial Manager_19)
  Yeah. They encourage us to have a hobby like to, just to do sports and to have something that we are interested about. For example, I’m now I’m interested in playing tennis. So, my director, he really encouraged us to have a hobby and even conversations like in the in the break room. We go in the back room, and we start conversation about what you do on the weekend. What do you do as a sport? What's your hobby? So, they really encourage us to have a hobby, and they support apart from work (Respondent 2_Project Financial Manager_20)
 Okay. And with your like with the hectic schedule like that’s do you have, are you able to still pursue your interests that’s do you have time for family, friends, you know, sports going to the gym, leisure time? (Respondent 3_Audit Senior_30)
 honestly, not really but I've been told it's because I don't balance things well. because I do have a director that manages to go to the gym in the office at least twice a week and she has a gym at home, and she goes as often as well but when I talk to people that are within like people on my level. I think it's kind of like a consensus that it's difficult to make time for all those things, especially as I said between November and April right. and that's just because you have a deadline, you're trying to meet most times you are awake working, so it's kind of counter product for you to be working out and sleep and having just 4 hours of sleep or working out. And yeah, not eating. Where you are surviving on junk and coffee. It’s kind of doesn't it doesn't give you the effect that you are looking for do you understand and I'm an overthinker, so I can't go out. And be thinking about work. I won't enjoy myself. So, I rather just not Go, and then just finish the work and know okay, I finished it that maybe I could rest at home. Maybe I don't get to go out of. I would have like an extra hour of sleep or an extra hour of whatever I want at that point in time, so I don't think it's the easiest thing to balance but I’m looking forward to this summer period so that I can have fun. And then really go back to the gym. so yes (Respondent 3_Audit Senior_31)
 Yeah. But I guess based on work life balance it should be like, balanced all true. It shouldn't be like okay from November. (Respondent 3_Audit Senior_32)
 I don't think that I don't think that there's such a thing as work life balance in the accounting industry I think that at every point in time one knows that one would suffer. right? okay. So, one of the best things for me about being in the financial services sector is that I know that in the summer You have that time. I feel like that's the only time you can balance things. Well, I think, as an auditor in financial services I have written off November to March, or April, I've written it off as I don't expect any form of balance during that period. So, I don't maybe again. That's why I don't strive for it you get so I feel like at one point one is going to suffer, so in that period family was probably suffering. And then hobbies and stuff and then in this period. Maybe I can get the balance, it now even depends on. You know the kind of jobs that are on ground, and how everything is for me that's what I think. (Respondent 3_Audit Senior_33)
 And are you able to, you know, have time for other interests with these working hours, with this hectic working as like, do you still have to for time for family friends, you know, sports leisure activities? (Respondent 4_Senior Accountant_25)
 Yeah, yeah. we still make time. But yeah, yeah, yeah, actually. during weekend usually I work Saturday or Sunday, and then one day would be for other errands. Yeah. So, I still have time for personal stuff. (Respondent 4_Senior Accountant_26)
 And are you able to still pursue your interest and your likes, including maybe, time for family and friends, Time for sports, you know, leisure activities just hanging with your friends and stuff? (Respondent 5_Audit Assistant Manager_17)
 I think. Yes, because the company's culture promotes that, I mean just last week we had like a party to take some of the stress off. So, they promote you having a work life balance so yeah, I have the chance to do that (Respondent 5_Audit Assistant Manager_18)
 perfect. And with this schedule around the audit firms that's hectic. Were you able to pursue your interests? Do you have to have time for family and friends or sports, you know your leisure activities you like to do. Did you have time for this when working with these audit firms? (Respondent 6_Senior Consultant_25)
 yeah, like within, like top audit firms they have proper, because I was not involved in the top audit firms previously. I just joined right now, and my other colleagues who are working in the top firms at that time, while I was working in a small firm. so, within the small form it was a hectic culture. You are getting away from your family. You have to give sometimes Saturday and Sunday during audit season, to your workspace and the due to load of work. You are not able to enjoy your family life. You are not able to enjoy with your friends at that time. while working within our industry. You have these kinds of opportunities; you will have more time. You can. You have less burden on yourself? So, this is the difference between industry and auditing roles or audit structures. (Respondent 6_Senior Consultant_26)
 okay. And are you able to like, pursue your interest? Does? Do you still have time for family or for friends, or, you know, for the gym or leisure activities with work? (Respondent 7_Accounts Assistant_29)
 I mean as an accountant, it could be quite stressful, but family very important so I try to maintain the work life balance, you know, and have time for My family as well, like I said, the extra issues comes in during, at month end, it doesn't come in all the time so basically it’s not as easy because of like I said you always have work in your hands. But like I said I try to maintain the work life balance as well. (Respondent 7_Accounts Assistant_30)
 Yeah. So are you still able to, you know, pursue your interests with like. Do you still have time for family, friends, like sports or the gym? Leisure activities? Do you still have time for that with your schedule? (Respondent 8_Senior Accountant _20)
 Yeah. So, everything is just about management right, what I get to do is I do my work, I try to set everything in my calendar, I try to set time to eat, gym, set time for all of these things so I don't get carried away by the work. I constantly remind myself that this work would never finish, you can't finish it in a day, so you have to balance all of these and try to make sure that there is no lag in anything. It’s not just the work you put you 100% on, you put 100% in everything so I try to ok if I go to work today, I go to the gym when I’m back if I have the capacity I can gym during work. But just to be clear, I don't have to work overtime, that's when I have a lot of things and probably the clients had delayed in providing supporting documents or the necessary documents that we required for the audit. So that could make us work overtime. That could make us work tediously to meet the deadline but there are times you just get to do your normal 9 to 5 hours; no overtime and you'll probably meet your deliverables as well. So yeah, I just try to balance everything up and make sure nothing is lagging and yeah that is. (Respondent 8_Senior Accountant _21)
4. Preferred work environment type
And I would also ask what kind of work environment makes you feel the most productive, happy, and motivated? (Respondent 1_Account Assistant_59)
Yeah, I would say you asked three things Yeah. So (Respondent 1_Account Assistant_60)
yeah. (Respondent 1_Account Assistant_61)
 So for productive I'll say work environment that will make me feel productive is the one that has given the tasks at hand I know what to do I know where I want to go and where I am so I know what I have to do and the checks that are to see that to ensure that I'm productive .work environment that will make me happy it will be a work environment that renumerates me well pays me well and is flexible so me being hybrid maybe and also them providing food at work that will make me happy also and the one that will make him motivated will be probably the one that makes me motivated is the one that will make me also happy so guess that's the same thing more hybrid more office relationships to be like office to be more easy-going for example, food at work as long as many companies are now implementing that and also hybrid workplaces and more social events at work. So yeah. (Respondent 1_Account Assistant_62)
 What kind of environment, what kind of work environment makes you feel the most productive and satisfied? (Respondent 2_Project Financial Manager_60)
 the one that I have now like. I have freedom to do to make decisions. I am I? I need to have that freedom to make decisions because I trust in myself, and I want the company to trust myself as well that I am just choosing for the best. So, I have it now. I can make decisions. I can make strategies which is very important for me, and I have support like if I am in doubt about something that I don't know, or i'm not used to. I can ask the director anytime or the me my manager anytime they they're very supportive. So, this environment, we it's really important for me, and it's very good. (Respondent 2_Project Financial Manager_61)
 perfect. So, what kind of work environment makes you feel the most productive and satisfied? (Respondent 3_Audit Senior_76)
 I think I want to be. I feel like an environment. That is the word is there, it’s just not coming that is open. and I can't think of the word. It's not coming. You know where you have people. and everybody can listen to everybody, and everybody understands that everything can't be done the same way. So, everybody has their own opinion that everybody's airing. And then based on all of that, we come up with a solution that just makes me happy, because it means everybody has a voice. That is heard Right? I don't want to be the person who can't air their opinions. I like that everybody can add their opinions, and we can all together decide that. Okay. we've heard your opinion, but this is why it doesn't work, however, in this situation, it might work, and then it makes me feel like i'm a part of what is going on and i'm a part of the greater good, yeah, I don't know the word for that but that just gives me joy. (Respondent 3_Audit Senior_77)
 that's good. So, what kind of work Environment makes you feel the most productive and satisfied? (Respondent 4_Senior Accountant_57)
 Well. I enjoy a more complex environment like handling the complex areas instead of just handling, you know, vouching I don't like that and of course the rewards like what really motivates an employee, I mean every employee that if there's an incentive if there's an incentive in performing well. So, if the performance is constantly. you know positive then of course, promotion should be expected. So yeah, those would be the motivators. (Respondent 4_Senior Accountant_58)
perfect. And what kind of work environment makes you feel the most productive and satisfied. (Respondent 5_Audit Assistant Manager_48)
a work environment that is calm and is free of stress yes. (Respondent 5_Audit Assistant Manager_49)
perfect. So, what kind of work Environment makes you feel the most productive and satisfied? (Respondent 6_Senior Consultant_69)
 I think so. Like. If you have a good culture within the organization, like a friendly environment. not a hectic culture, and if you have a good and strong bonding with your managers, and if you are discussing everything with your managers like on day-to-day basis in informal meetings, then in even in informal meetings and gatherings as well. So, this type of culture is more impressive to start your working carrier or at your job structure. (Respondent 6_Senior Consultant_70)
 perfect. So, what kind of work environment makes you feel the most satisfied and productive? (Respondent 7_Accounts Assistant_61)
the place of inclusion, where there's respect, where there's integrity. (Respondent 7_Accounts Assistant_62)
 perfect. So, what kind of work environment makes you feel the most satisfied and productive? (Respondent 8_Senior Accountant _44)
 Okay, I think a less intense environment and the people. If I feel less intense and the people are approachable, I think it’s a good place to be especially for me because I’m coming from a place where I was not comfortable with people and I am coming to a place I know nobody so for me to settle in well, people have to be approachable, people have to be good, they have to be nice to each other. If I see that oh the people are approachable, I learn faster and I am not afraid to approach anyone when I am finding it hard to get work done. If people are nice, I can reach out to people and I get good response. So, I feel a very approachable people and a place that from the top to bottom, there is a tiny line between everyone, that is everyone is approachable even to the very top I can walk up to anyone and say sorry I just need to inquire about this, not where there are a lot of protocols. Not Like if I want to meet my partner, I would be scared that I’m doing something wrong do you understand. I think that's one thing with my former company like you could literally talk to anyone, could literally meet anyone even if it was you're first day at work and meet a top person and say this and that and they would reach out to you, they would like help you out, you understand, they would help you solve the problem in their best capacity and yeah I think that's a good place to be. A more relaxed environment, a more erm for growth, a place where you see growth as a priority to them, the people’s growth is a priority to them and an environment where, what's the word now? More opportunities, you would be open to more opportunities yeah. (Respondent 8_Senior Accountant _45)
5. Ease of getting job (APPLICATION & SELECTION)
Yeah. Perfect. So how easy was it for you to secure this job you are in right now? (Respondent 1_Account Assistant_23)
 Because it really had, I would say, very tough when I was, I did loads of interviews, like a did. I think I submitted over 12 job applications did like three interviews or four before getting this job. So, I'll say it was tough. Like, partly because of experience wise, since I'm like, entering the field like detail, you don't have experienced what I've experienced, but like you must believe in someone to start and gain that experience. And it was tough, but thank God, we got the job. (Respondent 1_Account Assistant_24)
 perfect, and how easy would you say it was to secure this job? You have right now? (Respondent 2_Project Financial Manager_25)
 It is very secure in terms of that. They are satisfied with my work. I feel that they are happy with my performance. However, if you talk on the industry at the moment, I'm. In the metal and manufacture industry and because of sustainability. And all this environmental crisis and climate change and supply chain impact supply chain crisis. So, everything impacts the business very much because it's a high-risk industry. So, I know if at the moment we are, we are suffering a lot of challenge like we are trying to go with the regulations with sustainable regulations. So, I think the fields, the industry it's going to be. I don't know it's going to have something. Something's going to happen in this field because of all this crisis. But yeah, I feel secure in my work. Apart from this, the industries, the very impact to the environment. But I feel very secure. (Respondent 2_Project Financial Manager_26)
 So how easy was it for you to secure this job? You're in right now. (Respondent 3_Audit Senior_38)
 It wasn't the easiest, there was a lot of rejection. I almost gave up. Okay, I think. from when I decided that I wanted a new job. It wasn't the easiest process. I basically got lots of rejections. A little bit of crying a little bit of everything because it felt like, okay, so are my not good enough at all. Yeah. But then when I finally had this interview. It wasn't, it wasn't difficult. I just had one interview. and they were like oh, I think you're good enough. I'm and they started processing for me to come in. So yeah. I mean it was the other process. It was the process before I got it was the entire process before I actually got this interview. That was difficult. (Respondent 3_Audit Senior_39)
 Okay, so no, you were saying so. Where we stopped was you were saying it was the process before (Respondent 3_Audit Senior_40)
 Yeah, the interview. That was difficult. It was the whole searching for the job that was difficult but the moment I got this interview. It was fine. it didn't take a while. I wasn't stressed at all rather it was perfect. (Respondent 3_Audit Senior_41)
 I understand you so. How difficult or easy was it for you to secure your job right now? The job you're in. (Respondent 4_Senior Accountant_29)
 Sorry, what was the question again? (Respondent 4_Senior Accountant_30)
 how easy or difficult was it for you to secure this job at Grant Thornton? (Respondent 4_Senior Accountant_31)
 Yeah, it was. It was just a single interview. because before I transferred here in Ireland. I was in the Philippines. And yeah, it was just a single interview by my direct there by my direct that my line director so and then the Hr. After I passed the interview, the Hr Prepared all the required documentations. Yeah. So, it was pretty easy. But I don't know. I mean I'm. I have no idea how many other applicants were there, what were the other considerations? But for me I was hired for just after one, one, after just after one interview. So yeah, I don't know if it that's easy or hard. (Respondent 4_Senior Accountant_32)
 Perfect! Nice. So how would you say it was getting this job you have now, would you say it was easy, or would you say it was difficult? (Respondent 5_Audit Assistant Manager_21)
 I think the recruitment process was easy but the other part of trying to process the documents and the permit to switch countries was probably the hard part and longer part, but the recruitment process was basically easy. (Respondent 5_Audit Assistant Manager_22)
 perfect. So, was it easy for you to secure this job, or was it difficult for just for you to get this job you're doing that? Was it easy, or was it? (Respondent 6_Senior Consultant_31)
 Do you mean by getting this job? (Respondent 6_Senior Consultant_32)
 Yes (Respondent 6_Senior Consultant_33)
  obviously like here in Ireland right now. Competition is a bit hard right now. So, getting a senior level position. it's really hard even getting like a training contract right now is getting hard due to like. A lot of people are here right now. So, this is a core reason. And when I was doing my interviews. So, I was having one session of interview then second one, and obviously you have some tasks as well that you need to complete. So obviously the there is some struggle behind that you must catch these opportunities with your efforts and with your analytical skills and after appraisals you will get these kinds of opportunities. So, I would like to say nowadays it's a bit hard. (Respondent 6_Senior Consultant_34)
 yeah, okay. And this your job you got now, how easy, or difficult was it to get this job? (Respondent 7_Accounts Assistant_35)
 It's actually very difficult very difficult. I'm someone that came in from abroad with different experiences, and most jobs in accounting demands experience. Accounting is a field that demands experience. So, there were certain limitations and restrictions including visa issues and lack of Irish experience in accounting. So, it was a hustle because you had to prove yourself to be beyond the limits that you could do the job. You had to be very good at the job. It's not easy because they were certain limitations like I said. 8 out of 10 jobs you apply for they ask for proper Irish experience in accounting industry, so it’s mostly experienced based and for someone who came in through the master’s route, you wouldn't have those years and experiences in your cupboard. So, it was actually a hustle and is very tough but you have to keep trying to put yourself at an advantage to perform the tasks. (Respondent 7_Accounts Assistant_36)
6. Promotion opportunities
 are the promotion opportunities Good. Yeah. In your firm? (Respondent 1_Account Assistant_27)
 I'll say, I'll say so but also, I'll say yes. And no cause. Yes. Because it's, it's a small, I'll say yes, because the person that I was, I took over the job from, she was kind of retiring. So also, the person, like, the senior person next to me is also kind of like, almost retiring. So, if maybe I'll have the expertise and the experience where there will be I'll also take her job, but like that is if I have the expertise and have like advanced my skills. And I will also say no, because it's a small company, so it doesn't have a lot of opportunities for managerial. So, it's like, only three people in the accounting field for the company, a small company. So, I'll say yes and no, but like, maybe more career opportunities outside the company. (Respondent 1_Account Assistant_28)
 Are they good promotion opportunities in the industry, or at your Job? (Respondent 2_Project Financial Manager_31)
 Yes, in the in the it is like for the moment I am in like in a good position at the which is what I’m waiting to take, and I’m planning to go for that route. So yeah, it's. The next step is by its Cfo. (Respondent 2_Project Financial Manager_32)
 perfect. So, are the promotion opportunities in your industry good? (Respondent 3_Audit Senior_50)
 you know. I don't think they're doing. I don't think they're bad. I've been here a year and have witnessed two promotions. Yeah. okay, it's yearly. Hmm. (Respondent 3_Audit Senior_51)
 perfect, and are they? Are there promotion, opportunities. good promotion opportunities in your phone. (Respondent 4_Senior Accountant_35)
 Yeah. Yeah. Regarding that, I would say yes. because I’m now eligible for the next promotion cycle. And I am expecting for a promotion. (Respondent 4_Senior Accountant_36)
 So, are they good promotion opportunities? (Respondent 5_Audit Assistant Manager_25)
 I really hope so but yes from the last promotion cycle, we saw the amount of people that got promoted so it makes you know there's room for growth. (Respondent 5_Audit Assistant Manager_26)
 perfect. And are there good opportunities for promotion in your firm now? (Respondent 6_Senior Consultant_37)
 promotions like I didn't get. (Respondent 6_Senior Consultant_38)
 so, does your firm have good promotion opportunities that is, is it going to be, you know, easy for you to get promoted? And you know, just (Respondent 6_Senior Consultant_39)
yeah, on my induction day I just got this information. As I told you, I just joined by this week, but within the Induction they have proper Cpd planning like continue professional development planning. They have proper career counselling. They have proper mentoring structure over there. Even if you are facing problems at your work, you will get a mentor over there you can get these kinds of facilities. You will get involved yourself with other activities like extracurricular activities as well. They will help you, and this is the most impressive thing as well and obviously they have a well-organized plan proper. They have proper software’s which are going to evaluate your performance during your work. So, which is impressive thing for me right now (Respondent 6_Senior Consultant_40)
 Yeah. And does your company offer like good promotion opportunities? (Respondent 7_Accounts Assistant_39)
 Yes, they do. everything depends on you and your performance, they probably evaluate performances quarterly or every six months, so you are rest assured that if the opportunities come out for promotion, you would get a slot. (Respondent 7_Accounts Assistant_40)
 Okay, I understand. So, are there good promotion opportunities in your firm? (Respondent 8_Senior Accountant _26)
 Yeah, I think, I think there are a lot of opportunities we have like different departments and different opportunities here and there, you just must like to keep looking out for the publications probably on LinkedIn, their website, some blogs as well. So yeah, they are always spaces for auditors, so that is another thing again, you'll always find a job, it's only if you don't want to work. It’s a job that always needs capacity because as people are coming in, people are actually leaving as well so and again like I said, because they already have the exposure, all this small firms really want An auditor to come and be head of their departments, be the CFO cause you have a lot of exposure and can deal with different clients and they can apply those knowledge they have gathered and do better in the industry unlike if you're employing someone that has only done one thing for a long time but an auditor has a lot of exposure, a lot of job opportunities here and there so just gathering all those knowledge together you'd be like a very good person to be part of the management staff right. So yeah I think there are a lot of opportunities for you, at least that was what brought me to the country as well even before I left, there were a lot of opportunities like I got different offers and I had to select some so I feel like yeah just know what you are doing and be dedicated and I think if you are at the top of your game, definitely, you'll always see opportune cities out there, good ones for you to negotiate on.(Respondent 8_Senior Accountant _27)
7. Attraction to company
 Perfect. Okay. So, what attracted you to the company and the position that you're in? (Respondent 1_Account Assistant_29)
 What attracted me to the company was, it's a different, it’s not the normal accounting firm, it's real estate management. So that's a different kind of gravy of widgets, it's good to have lots of experience and diverse experience. So that's what attracted me. So, and, to this specific role is as accountant’s assistant is basically the starting role. And like, from the beginning, at least, it will give me the basics of what accounting is, and I'll get to know first-hand of what account assistants do. And the colleagues are good. The person who referred me to the job was also a former student of my college. So, there was a handy to see someone who has gone through the same system flourish in that company, so and he recommended saying, it's a good place. So that's what led me to do that job. (Respondent 1_Account Assistant_30)
 Okay. Now, I would also ask what attracted you to this company right now. (Respondent 2_Project Financial Manager_35)
 right now. First of all. No, the first. It's like the main thing that I chose this company was the environment and the manager. Because I think my I have like 4 steps, manager, environment, locations, and money like money, is the last one you know it doesn't matter what you want. If you are, if you are not in a good environment company, if you don't have a good manager nothing is going to happen. So yeah, like my superior, my senior, he's very good. So, I I’m very happy. That's the main thing. I choose this company (Respondent 2_Project Financial Manager_36)
 what attracted you to the company and this position right now? (Respondent 3_Audit Senior_54)
 If I tell you why I was attracted (Chuckles). yeah. it was. it wasn't anything dramatic. To be honest, it was just. It was just. I was looking for an international experience. and this came up and it fit all the requirements which is. be an audit in your job, to be willing to pay me at least 46k basically. and be in the financial services, because I wasn't about to come out starting here from the beginning, learning something, and then struggling the whole, so it wasn't anything serious, and it met the requirements, so I picked it (Respondent 3_Audit Senior_55)
 Okay. So, what attracted you to Gt? (Respondent 4_Senior Accountant_39)
Well, since this is not a job application, i'll be honest. It's just I I wasn't exactly aiming for Gt. It's just that it's the available opportunity at that time. So I applied. Yeah, but it won't actually really matter to me if it's Gt. Or Kpmg or Ey or Deloitte. It's just the available opportunity at that time. But now that i'm in Gt: I would say. it's a good decision, I mean no complaints, No regrets. Yeah.
 So, what would you say attracted you to this company and the position? (Respondent 5_Audit Assistant Manager_29)
 I don't think I was attracted to the company, for me it’s just another day in an audit firm but for the position I mean it was a higher position from what I was doing before it’s a no Brainer. (Respondent 5_Audit Assistant Manager_30)
 perfect. So, what attracted you to your company that you're working at right now? (Respondent 6_Senior Consultant_41)
 Professionalism and their core values which I had mentioned earlier, like integrity and fun at work. which is more impressive, like they consider their employees as a family and they used to say, like you guys are working for us, and your most of the time is going to be spent in the firm within the office, so we have to give you some return. So, these are the things which makes it more impressive. And apart from that, as I said earlier, like learning opportunities and your professional development opportunities. These are the impressive things. (Respondent 6_Senior Consultant_42)
 Nice. So, what would you say Attracted you to the company? (Respondent 7_Accounts Assistant_43)
 their reputation first. It was their reputation and the company's culture, the diversity and inclusion, and the commitment to help its people. (Respondent 7_Accounts Assistant_44)
Okay? So, you know how you said you had different offers, but you chose this one so, what was the main reason why you chose this company? (Respondent 8_Senior Accountant_44)
Okay? Okay, to be clear and be factual, it’s the compensation, the money, benefits and also their workalike balance right, because looking from where I was coming from, I really wanted like a more relaxed place  but actually that expectation was not met  I feel like they are all not relaxed , you just have to find your relaxation yourself and just make yourself happy because everyone of accounting is generally stressful. I was thinking it would be less stressful abroad, but I feel like it’s just the same everywhere and I feel like there's no blame to the management like I said it’s just that there are a lot of work to do. It’s just like normal, you're coming to do something that someone has been doing for years and you're just using 3 months to do it so there's no way the pressure wouldn't be a lot and a lot of things to cover and conclude on. Yeah, I think compensation is part of one and their work life balance like I said, I see that they have a lot of things, extracurricular things aside from work that they do almost every week, they post a lot of things they're doing like races, so a lot of things that they do which makes you feel good. The fact that there is a lot of work, so they try to just ease the pressure on their employee to know that they really care about them, and they look after them yeah, make them feel more relaxed so yeah, that was why I chose them. (Respondent 6_Senior Accountant_45)
8. Company Rewards & Importance 
 And does the company offer any rewards including maybe training in career development? extra hours for you know, just for work life balance any other deals or any rewards in general. (Respondent 1_Account Assistant_31)
 apart from them paying for your qualifications, the I’ll say. One time the director gave us tickets to one of these Dublin City tour was the Jameson, no, the Guinness house tour. So, one time the director bought tickets for that. And there was a time he also brought tickets, they wanted to support a local golf charity event by like a (Respondent 1_Account Assistant_32)
 So, you were saying something about the golf event? Charity? Yeah. (Respondent 1_Account Assistant_35)
 One time, they also wanted to sponsor local golf charity event but like no one in the office knew how to play golf. So, I accept the director. So, no one like conjoined him to go and do it. So, I'll say they are supportive of extracurricular. (Respondent 1_Account Assistant_36)
 That's nice. That's nice that and that says to you a lot. Does. Does that, like does that matter to you a lot, the fact that the company, you know, just supports work life balance, supposed leisure activities, is that something that really matters to you? And yeah, (Respondent 1_Account Assistant_37)
 it does a lot. When current space where mental health is a big thing, too, in the workspace, being in the right state in the right state of mind to be able to carry out a job without having lots of negative thoughts that can impact your work. So having something to not to distract yourself, but also to just drive the negative thoughts and how to relax and rewind is a good thing. So, them encouraging such activities and giving you a weekend, like, also in the office on Fridays, they ask, like they kind of like ask, what are your plans for the weekend? Like they're interested to know, what are your plans for the weekend? they just want you to rewind and relax a bit, So that's a big thing for me. (Respondent 1_Account Assistant_38)
 perfect and does the company offer any rewards for you like is that Are they trainings or career development, or work life, balance, or remunerations, just like more money? Do they offer like rewards for you? (Respondent 2_Project Financial Manager_33)
 Well, they what they have is we. They invest on our knowledge like if we're if he wants to be. For example, if he wants to be a project manager because I don't have project manager qualifications. I only have financial qualifications So if I want to do that, they will give me all the course they will fund everything for me. Yeah, that's kind of things they do have What else they have. Well, they have promotions, like, if you. if you are good like, if you're if you're sure that you have knowledge and skills for the job they don't have. They hire internally, like they don't, do they? The first do internally hiring. Then they do externally hire So I think it's really good, because I have some experience with other companies that prefer to hire someone outside. than give an opportunity to the ones that are inside. Yeah. (Respondent 2_Project Financial Manager_34)
 So, does your company offer any rewards in like? Do they offer training, career development work life balance, you know, just whatever you know, different companies have different things? (Respondent 3_Audit Senior_52)
 they try. They certainly try. So, they do have training regularly. I have to give that to them. They have health insurance They have summer closing time. Something like that. So, I’m closing by 3 Pm on Fridays during the summer, they have a very, very, very, very amazing leave policy for women very amazing. So, if you, if you resume at my company today May 1st and You need to be on maternity leave on Monday. May 9. You get your 3, 4 months, 6 months maternity leave with pay for like you don't have to work a year before you get anything you can get surrogacy or adoption leave, so their policies around maternity leave all this kind of things parental leave, I think that's what they are called. I think it’s amazing and they help do you understand. And they are very it gender inclusive they are called? No. what's it called? Oh, gender. And yeah, they support like different, every gender yeah, I think that's very nice of them as well, they are really clear in how everybody relates. They're very supportive of that as well so yeah. I think they are really trying their best. (Respondent 3_Audit Senior_53)
 That's nice. So does the company offer any rewards in general like do they offer trainings, career development. Work life balance? Just any form of that? (Respondent 4_Senior Accountant_37)
 Well for trainings, Yeah, there are constant trainings to update us on the new accounting and regulatory standards for the work. Life balance, I think, even though it's still busy here. It's much better than, compared to my previous firm in the Philippines, since it's much busier there. Yeah, I have more work, life, balance here. But of course, like what I said earlier, I still work beyond office hours if really have you know, tight deadlines. But in general, it's much, there in in general. I could say that there's really more work life balance here than compared to my previous employee. Employer Sorry. (Respondent 4_Senior Accountant_38)
 perfect. And does the company offer any rewards like training career development, work life balance? (Respondent 5_Audit Assistant Manager_27)
 Yeah, they are always training, always training it’s just to ensure you do the trainings, there are always opportunities for training (Respondent 5_Audit Assistant Manager_28)
perfect. And does the company offer any rewards like training career development, work life balance? (Respondent 6_Senior Consultant_29)
yeah, on my induction day I just got this information. As I told you, I just joined by this week, but within the Induction they have proper Cpd planning like continue professional development planning. They have proper career counselling. They have proper mentoring structure over there. Even if you are facing problems at your work, you will get a mentor over there you can get these kinds of facilities. You will get involved yourself with other activities like extra-curricular activities as well. They will help you, and this is the most impressive thing as well and obviously they have a well-organized plan proper. They have proper software’s which are going to evaluate your performance during your work. So, which is impressive thing for me right now. (Respondent 6_Senior Consultant_30)
 Yeah. And they also offer any rewards like. Maybe, you know, career development, trainings, work life balance, all those kinds of things. Do they offer any of those things? (Respondent 7_Accounts Assistant_41)
 for instance, if you came into the company part qualified, they would assist you in getting your ACCA to be qualified. If you are looking to get into a course that grows your career, they can assist you with the financial cost. So yes, it’s something that is nice as well in the company. (Respondent 7_Accounts Assistant_42)
 good. So does your company offer like any rewards in general, like training, career development, Anything for work, life balance? Does the company offer rewards like this. (Respondent 8_Senior Accountant _28)
 Yeah, yeah, I think in that aspect, they really try because before moving yeah part of why I chose them was when I got multiple offers, I chose them for their work life balance because they try to like do a lot of extracurricular activities and fun activities to do like football, maybe go hiking, a lot of trainings, like we do trainings like that's even part of my stress because we do a lot of trainings which is good like they are a lot of trainings recorded trainings you can go back on, physical trainings where they bring in external expatriates to come coordinate that and there are E-learnings also, if you recently just completed a project, you could have a dinner with your team members, so yeah do a lot of summer parties, yeah they do a lot of things, like both things related to work and not related to work so in that aspect they try to make the work life balance be actually fair. And they also do shout outs, so every month they do shout out in the sense that if you perform well, probably you've done really well this month, so your manager can give you a shoutout and I think it’s the HR role now would send global email to all members of the firm saying this amount of people have been given shoutout for the month as they performed well and we are here to just encourage them and appreciated them and all that and I think the give like 100 Euros or so, so there's monetary value to that as well as the fact that you're being recognised and people can see that you're actually doing well. So, I think that if you see you are being appreciated publicly, I think that is a good thing and is a good morale for you to continue doing what you know how to do best and be focused on your work. Yeah. (Respondent 8_Senior Accountant _29)
9. Brand type & effect on decision to work with company.
 Yeah. Perfect. Okay, so does your company's brand. Does it matter to you? Like does it matter with, you know, when you decided to work for this company, when you decided to apply to this company. And now that you're in the company, like, is the brand something that is important to you? (Respondent 1_Account Assistant_39)
 Yeah, I would say yes. But like, again, this company is a small company, it's not that big of it. But I will say generally working for a company that has the same values as you as the same principles, you wouldn't want to be working in a company that goes against your goals, that, basically their principles and your principles don't align, because there will be a conflict of interest. But yeah, I will say, it matters big time even being their ambassador, because if you work for a company, you're basically the ambassador. And you, everything you do represents what the company is, and what the company is, represents what you are as a person, so you wouldn't want that picture to be a different picture. So, I'll say, yeah, it does matter. (Respondent 1_Account Assistant_40)
 perfect, and your company's brand. Is it a big brand, or is it a small brand? Is it the big firms, the big, small company? (Respondent 2_Project Financial Manager_37)
 It's a small company. However, they are in business for 51 years, so they're very old Irish. They're very Irish, so they're an Irish Company and Irish manufacture. But they are in business for 50, 51 years they still they. This is more because they don't do very much advertisement. They are more local but now they're growing. They're growing, and they're growing very fast. (Respondent 2_Project Financial Manager_38)
 Perfect! And how important is the company's brand to you Personally? (Respondent 2_Project Financial Manager_39)
 it is important. Not very much, not very much. But it is important for me to have like to work for a firm that is recognized in the market. Like It's not my priority. At the moment I have another. I have something else like to think about, not just the brand, but I think it is important not just for me, but for the company as well to be recognized in the market But as I said, it's not my priority. I would rather work for a small firm that is not very much a popular in the market and be within a good environment with a good manager than work for a big firm that it's well known but doesn't provide the good manager and environment that I'm. Looking for. (Respondent 2_Project Financial Manager_40)
 perfect and how important is the Your company's brand to you personally? (Respondent 3_Audit Senior_56)
 not very. (Respondent 3_Audit Senior_57)
 okay (Respondent 3_Audit Senior_58)
 I understand the place of the company's brand in the market and how it affects my opportunities as well. But I don't think that's what I was looking at when I moved. or anything. So that's why I said, not very so. I get all these things, but it was. I don't think it's really important to me personally that's just it. (Respondent 3_Audit Senior_59)
perfect? And did the company's brand matter to you in the deciding to work for this company? (Respondent 4_Senior Accountant)
Yeah, but it won't really matter to me if it's Gt. Or Kpmg or Ey or Deloitte. It's just the available opportunity at that time. (Respondent 4_Senior Accountant)
 perfect? And did the company's brand matter to you in the deciding to work for this company? (Respondent 5_Audit Assistant Manager_31)
 Yeah, it did, they are one of the top audit firms, so it did. (Respondent 5_Audit Assistant Manager_32)
 perfect. And did the company brand, you know, just influence your decision to work for this company to apply to this company did the brand influence you? (Respondent 6_Senior Consultant_43)
 Yeah, Brand itself is like a big one. So, it is. It is like impressive. (Respondent 6_Senior Consultant_44)
did the company brand, you know, just influence your decision to work for this company to apply to this company did the brand influence you (Respondent 7_Accounts Assistant)
their reputation first. It was their reputation yes. (Respondent 7_Accounts Assistant)
nice, so did the companies brand matter to you at all in deciding to work for the company? (Respondent 8_Senior Accountant _32)
 Yeah, I think so. Because I was coming from a big 4 and I was like I can’t go below like the top 6. I think they are part of the top 6, so that matters to me like for now for my goal, so I feel, for a young accountant or someone who is less than 10 years in their career, the brand is a good thing to watch out for. It's not just the compensation but that was part of it because both are just the same in terms of brand are on the same par so I can't use that to judge. It's only if maybe I was working with a lower brand, then I can be like ok yeah, I am picking this. If they are the same so what else differentiates them and to be clear in terms of compensation, it’s just slightly different because most of the accounting firms, they do like market survey as they mostly pay almost the same because they check the other people in the industry what they are paying as well. So let’s say like it’s just literally very little difference when you compare the salary so you have to look out for what you really want, the brand, are there good people to work with, is it a relaxed place to work with and then let’s say they are all top 4 for instance, you are looking out for ok yeah do this people care about their people, is it a relaxed place to work in, how are the people? Because the people really matter as well. If you are working in a big place and the people are not nice, it may make my work difficult. Something that is easy, the people you work with may make it difficult, but something that's hard, if you're working with nice people, it may make it less intense in the sense that they appreciate what it is you do and they make things easier for you, they are understanding, you can come out and tell them if you are sick, you can make it known to your boss who can give you Time off unlike some firms that you can't even. Like when I just resumed, usually when you are less than 6 months into the firm, you can't take sick leave but yeah people I work with are really nice and I was ill, and I needed to take sick leave before 6 months and usually if I do this, I think I wouldn't be paid for that month or that day but yeah I had a good relationship with my manager and they approved my taking it and they wrote to the director to say this person should not be deducted in salary so yeah, all this people actually look out for you and all of that. So, it's not just about the name sometimes, it's the people because if you go for the name and the work is killing you then. But yeah, that is it. I think the name mattered actually. (Respondent 8_Senior Accountant _33)
10. Ease of recruitment process
 Perfect. And was the recruitment process easy or difficult? Just for you to you know, come into the company, the recruitment process? (Respondent 1_Account Assistant_41)
 when I my CV to the application, person who was recruiting, then I didn't hear from them for a bit, let's say a week, then I texted the person who was recruiting and asked them, I didn't hear from you guys, did you go on with the process? And they were like, the directors are still reviewing your CV or like, it's respectful. So, after that, the shortly after a week or so they gave me a call saying we'll schedule your interview for a certain date. No, it was like, the next day. So, they scheduled my interview, my interview took around one hour, it was an online interview. They basically asked my experience, which I told them, I didn't have it so, but I walked a way around it and how soon can I start and what are my salary, we discussed all those things and how I wanted to upskill myself and keep myself competitive in the industry. And then after that, the next day, they offered me the job. And that was it. So, it was kind of waiting. And you know, these when you're waiting, you're always anxious, you don't know what to expect. Yeah. But it took close to two to three weeks, just for the process from applying to getting the job. So, you would say it was basically normal? Not difficult, not easy, but let's just say the normal process. Yeah, I would say the normal process. (Respondent 1_Account Assistant_42)
 perfect. So now we will be moving on to just questions on the recruitment practice of the company. So, to ask was the recruitment process difficult or easy? (Respondent 2_Project Financial Manager_41)
 No, it wasn't difficult, this could like they post the job opportunity on LinkedIn. And indeed. the first thing I did. I applied on LinkedIn, and then I noticed that the man, the manager that had posted the opportunity he went to check my LinkedIn. Then he called me. We did a first interview on the phone. Then we arrange an interview face to face and in that second the interview he asked like day-to-day questions like operational questions like what I'm going to do in my day to day. Then he gave me a project and he asked, like some, what would I do? What was my like? What strategy would build to manage that project? And yeah, then the second, the third one I met the director, and that was it. (Respondent 2_Project Financial Manager_42)
 Okay? And how would you describe the recruitment process that you would say. Was it easy, or was it difficult? Recruitment process, as in you know, after you had been selected for the job. (Respondent 3_Audit Senior_60)
 it was not. It was easy. I just took. There was a call, and we discussed the offer. and I sent in my details, and it had to be processed and they kept in touch. It took a while but that was mostly because I was waiting for my Visa. I had to wait a while for my Visa and my work permit but yeah it was seamless. (Respondent 3_Audit Senior_61)
how would you describe the recruitment process that you would say. Was it easy, or was it difficult? Recruitment process, as in you know, after you had been selected for the job. (Respondent 4_Senior Accountant)
Yeah. So, it was pretty easy. But I don't know. I mean I'm. I have no idea how many other applicants were there, what were the other considerations? But for me I was hired for just after one, one, after just after one interview. So yeah, I don't know if it that's easy or hard. (Respondent 4_Senior Accountant)
Yeah, that's fine, you know. Basically, it's just your own experience. (Respondent 4_Senior Accountant)
Perfect! Nice. So how would you say it was getting this job you have now, would you say it was easy, or would you say it was difficult? (Respondent 5_Audit Assistant Manager_21)
 I think the recruitment process was easy but the other part of trying to process the documents and the permit to switch countries was probably the hard part and longer part, but the recruitment process was basically easy. (Respondent 5_Audit Assistant Manager_22)
 So, for this company that you're working now, the recruitment process. Would you describe it as difficult or easy? (Respondent 6_Senior Consultant_45)
 I was just going on a senior level position. So, I think so. For me. LinkedIn is the best platform. so, they like, choose me from LinkedIn profile not from a normal group and process. So, they approach me like their Hr person, approach me to a LinkedIn platform. so, I would like to say it is difficult right now, as I said, like now nowadays, like opportunities, are getting reduced within the Irish market as well. like the recruitment process is proper, like based upon You can say analytical skills as well. You will have 2 or 3 interviews, and after securing those ones you will get the job opportunities. So, I would like to say.it is a bit difficult process. Yeah. Yeah. (Respondent 6_Senior Consultant_46)
 Yeah. So, to get this to get this job now at ulster bank, was it easy. The recruitment process for the job? Would you describe it as easy or difficult? (Respondent 7_Accounts Assistant_45)
 I would say it's difficult, because the first, it’s like in 3 stages, the first stage is getting to know about you, behavioural questions, then the second is technical questions, there's a test you have to do at a certain time and you have to finish and then the next stage is with senior managements as well, they ask about your thoughts on diversity and they ask about different things as well so it’s quite challenging but it’s part of the learning curve.(Respondent 7_Accounts Assistant_46)
 Thanks. So, for the recruitment process, I know you said you were contacted and LinkedIn. But apart from being contacted on LinkedIn, was it an easy process, or was it a difficult one? (Respondent 8_Senior Accountant _34)
 Okay. I wouldn't say it was easy or hard. I think easy or hard would be relative compared to whoever is being interviewed or whoever is the interviewer. Because majorly, after the first interview with the recruiter, then you talk to the manager, then you talk to the director. I think most of the questions are the things you do day to day so if you know what you do it's something that you would be able to answer. So because accounting is relatively the same everywhere aside that there would be like some standards that may be different but I feel like though since they were recruiting from Nigeria, they would ask based on the general approach and all of that so the interview wasn't difficult at all it was just seamless just like them trying to find out if you actually know what you're doing , are you fit for them to sponsor you, do you think you can perform and yeah they just used like a 1 week. To be honest interviews online is not a good measure of knowledge or a good measure of a person being fit for the job, so I feel like that's just the. Majorly even if this person cannot express him or herself, you can't say let me just employ the person and see how he or she does on the job. So, I feel like that's just it for them to cut people off. If you really know what you do, you should be able to express yourself and do all of that so yeah, the interview wasn't a bad one. (Respondent 8_Senior Accountant _35)
11. Opinion of Respondent based on Coy recruitment process.
 So, what opinion did the recruitment process give you of the company? (Respondent 1_Account Assistant_43)
 Opinion? Yeah. Like (Respondent 1_Account Assistant_44)
 how did the recruitment process make you feel about the company? (Respondent 1_Account Assistant_45)
 If I'm to think of it, again, as they said, the opinion was like they are a small company, which are hands on, so the directors are kind of occupied that it didn’t to take a very short time to complete the interview. So how, since I got into the company, I realized the directors are always busy handling the day-to-day business. So, scheduling an interview was like, out of their normal day business, so which took a bit of their time. So, I would say the opinion I got from the whole interview process, this is a small company who they need all hands on deck from the moment go, and even joining the company, that's what I got. (Respondent 1_Account Assistant_46)
 And how did the recruitment process make you feel about the company? (Respondent 2_Project Financial Manager_43)
 It made me feel good because I had the opportunity to meet, like the board, which was very important, because I’m in finance field. It's very important because you are dealing with money and budget and forecasting. So, you need to feel the companies to know the company well, and that is not a better person to know in the company than the director. so, I it made me feel very confident, like very supportive, because I know that I had. I have. I have the support that I need from the board, so I have this like straight access to them if I need anything. So, it made me feel maybe. I think that's why I choose to work for it all. First, because you can access very. You have access to the board, and you can speak freely to everyone (Respondent 2_Project Financial Manager_44)
 And what opinion did the recruitment process give you about the company? (Respondent 3_Audit Senior_62)
 I think I was still excited about it coming through because I I'd also gotten another offer. and it had taken, and it had taken them over a month to communicate. So, they have communicated it took them a month to communicate to whether I had passed the interview or not. it took them another maybe 3 weeks or a month to say I had passed the interview and then it's time for you to send in your documents or something and then when they finally communicated it was You need to do it now. You can't do it now. You can't come in, and I’m like you wasted my time. Why do you think that you would get my answer now? so. I was grateful for my company because it was. It showed you the difference between the both of them right, and this was a bigger brand. To be honest and they would do this? It was so annoying. Well, yeah, so I think I really like that absolutely. It was a win for them it was a plus in their corner (Respondent 3_Audit Senior_63)
 Nice to know. And how did the recruitment process make you feel about the company this after you had the interview? And then your interview with the line manager. How did it make you feel about the company?			(Respondent 4_Senior Accountant_41)
 Well. my first impression was that everybody everybody's nice. That's and yeah, yeah, every everyone is nice. That the line director, the Hr. Yeah, that's the impression that I that I felt the, they're all nice. And yeah, yeah, I think that that would be the best description I could give that they're all nice, and it left a mark because, of course, nobody wants to work for a firm for toxic people right. So, the mere fact that the impression that they left during the interview during the entire onboarding process that they are nice people. That's a huge consideration. (Respondent 4_Senior Accountant_42)
perfect. So, you know, you said the recruitment process was easy, just like as you said so. What opinion like? What impression did it give you the company? The recruitment process being easy? (Respondent 5_Audit Assistant Manager_33)
 it gave me the impression that they were going to be easy to work with because they were readily available to like to answer your questions and then it gave me the sense that they are proactive. (Respondent 5_Audit Assistant Manager_34)
 Perfect. So how did it? Recruitment process for your company right now? How did it make you feel about the company like? What impression about the company? Did it give you? (Respondent 6_Senior Consultant_47)
 like during interviews? (Respondent 6_Senior Consultant_48)
 Yes, during the interview. You know. What impression did it give you were they Nice? Did you feel like. Oh, this would be a good company to work with just things like that. (Respondent 6_Senior Consultant_49)
 like this is the falling under top 6 audit firms in the world, so I was familiar with it. And when I get the opportunity from this phone and I I just searched like I was also aware of this from and their basic structure as well previously. But after that I have searched on Google as well. I have to read out their proper information about their turnover about their employ structure, about their different branches in the world, as well about their different branches in Ireland, about their different services. So, it helps me during interview as well, because when they ask this question from me, like, what do you know about our firm structure, and why you are going for this firm. So, at that time. I was aware of these things, and even I was aware of this from previously as well, because it's in top 6 audit firms. So, the I would like to say, yeah.it is like what I can say is during interview you. I was. I was prepared for this thing as well. (Respondent 6_Senior Consultant_50)
 perfect. So, you had a good impression about the company? (Respondent 6_Senior Consultant_51)
 exactly like I was well prepared previously about the structure, about the environment about the information basic information which I was able to get from my friends and like I was having few information. That's why I was confident in interview as well Yeah. (Respondent 6_Senior Consultant_52)
 Yeah. And what opinion did you process the recruitment process give you about the company? (Respondent 7_Accounts Assistant_47)
 it gave me the inside that The company really wants people and probably are really looking for people that can do the job like as they give me, it's like it's also what it's basically what you'd be doing your day to day activities there in the role and the role is a tough one and tough it’s a tough process but it’s something that is preparing you for the task ahead. So, it made me feel that the company has tight policies, and they were trying to get in the right person for the job. (Respondent 7_Accounts Assistant_48)
 perfect? So, what opinion did they in? Did the recruitment process? Give you about the company? (Respondent 8_Senior Accountant _36)
Okay, and what was the opinion? Ok so like when I was having my interview, I wasn't tensed, I wasn't put under unnecessary pressure, even when the director was talking to me, I didn't feel like it was a director because she was so simple, so easy and it made me understand that obviously they cared about my wellbeing, asked about my day to day, so it was really a relaxed one so I wasn't feeling like I was talking to a total stranger because the way the conversation was flowing made me know the person is a nice person so I can't lie a part of why I chose this place was because of the interviewers I had that interviewed me, there were super nice. They were nice not in the sense of not asking hard questions, but they were listening, they were relaxed, made me feel comfortable, were able to answer my questions so yea that was what I saw, and I felt yeah this is a good place to be especially because the people that interviewed me were those I was going to work with. I was like if these are the people I would be working with then why not. So that played a major role as well because if I had a bad experience, I wouldn't have taken the offer. I would have reconsidered somewhere else. (Respondent 8_Senior Accountant _37)
12. Recruitment process effect on decision to accept Job.
 Okay. And would you say the process this recruitment process was the deciding factor in accepting this job? (Respondent 1_Account Assistant_47)
 Yeah. To be honestly, I will say, no, like, if this process was a bit if this process was a bit different, I will have still taken the job because that was the only offer, I had at the time. So yes, like I'll say no, like, it didn't really matter. (Respondent 1_Account Assistant_48)
would you say the process this recruitment process was the deciding factor in accepting this job? (Respondent 2_Project Financial Manager_45)
I think that's why I choose to work for it all (Respondent 2_Project Financial Manager_45)
 That's great to know. And was it a deciding factor in accepting or rejecting the offer they gave you? (Respondent 3_Audit Senior_64)
 Yeah. it was actually I. I really liked the people that interviewed me. I like how they answered my questions because again I was coming from a good place. My former company was a good place. I would not like the culture there was. It was not the best right. but it was good enough for that place. and so, I wasn’t about to do less than that I was not going to do that, so I like how they related with me it showed that even though I was coming from a different country. I won't come there, and not feel okay. I wouldn't come there and must struggle. Obviously, there's a little struggle, because I will be working in a new place right, so it showed that they were open and then the diversity that they write on their website. It wasn't just for writing’s sake they understood what diversity is about. so yeah, it was a plus. (Respondent 3_Audit Senior_65)
 perfect. And was this process being the process like a deciding factor for you in choosing to accept this job? (Respondent 4_Senior Accountant_43)
 What process? (Respondent 4_Senior Accountant_44)
 the recruitment processes. Was it a deciding factor for you in accepting this job? (Respondent 4_Senior Accountant_45)
 when you say recruitment processes? Is it the HR recruitment? (Respondent 4_Senior Accountant_46)
 Well, it could be. It's not the main reason, I mean, Of course, the main reason why I accepted the job is on the job opportunity itself and the offer, of course, like the salary package, the progression, the career, progression, and promotion as well as the industry. I'm handling. It's just an added bonus that it was an easier hr process because the people are nice, but I don't think that would be the deciding factor because just that's just a small part of the picture, if I might say. (Respondent 4_Senior Accountant_48)
 perfect. And did it influence your decision to accept the offer? (Respondent 5_Audit Assistant Manager_35)
 actually, yes it Did (Respondent 5_Audit Assistant Manager_36)
 So, did the process. Was the process a factor that made you decide to work for the company? (Respondent 6_Senior Consultant_53)
 The process sorry? (Respondent 6_Senior Consultant_54)
 the recruitment process they didn't make You did it give you, you know, the motivation to work for the company? (Respondent 6_Senior Consultant_55)
 As I told you like, I was aware of this company previously. But yeah, during that 2-time process. In my first interview they told me something like, after all the discussion they told me about the firm structure, few policies, and about the training opportunities and professional development opportunities as well. So, they define these things over there in my first interview. and as I told you I was impressed by this from previously as well. I was having knowledge about this from, but obviously during interview I get more information, and when they define few, few, few more things which were having in my mind. Like few questions I was raising in my mind, and they just cleared those questions for me at that time and I was very confident at that time, like it was my wish to start my role with them (Respondent 6_Senior Consultant_56)
 yeah. and was the process of deciding factor in accepting or rejecting the job offer? (Respondent 7_Accounts Assistant_49)
 The process it was it was, It was kind of a factor that made me accept the job because they were able to give me feedback on the next process, I felt they were interested in me, so I thought there was no way I could, invest my skills and experience somewhere else. (Respondent 7_Accounts Assistant_50)
was the process of deciding factor in accepting or rejecting the job offer? (Respondent 8_Senior Accountant _37)
so, I can't lie a part of why I chose this place was because of the interviewers I had that interviewed me, there were super nice. They were nice not in the sense of not asking hard questions, but they were listening, they were relaxed, made me feel comfortable, were able to answer my questions so yea that was what I saw, and I felt yeah this is a good place to be especially because the people that interviewed me were those I was going to work with. I was like if these are the people I would be working with then why not. So that played a major role as well because if I had a bad experience, I wouldn't have taken the offer. I would have reconsidered somewhere else. (Respondent 8_Senior Accountant _37)
13. Company’s culture
 So, would you say it is important for your company to incorporate these values into their culture? It's an important culture for them. (Respondent 1_Account Assistant_67)
 Yeah, it's an important like, since it's a small company, maybe they'll scale up into a bigger company in the future, but like, this is what the small things that matter that make them retain their employees and retain their customers that personal touch. So, I'll say, yeah, it's high time the incorporating to their company, if even if they grow bigger in the future, (Respondent 1_Account Assistant_68)
perfect. Okay, so we're going to move on to your just questions, on your organizations, culture, your company's culture. Now, how has your company's values? You know. including maybe, effective communication, the operational system, the leadership. You know, healthy work, environment. How has it affected you personally and just in carrying out your work duties daily? (Respondent 2_Project Financial Manager_62)
 Well, the company. They are very good in terms of policies and procedures, and to have a healthy environment. because, as I said before, there's a lot of things that impact industry and our employees. The work is very hard because it is a manufacturing company, so we need to bring our employees to believe in the company and in Ireland. It's hard to get a very a good employee, like very skilled, high skilled employees. So, the company has these policies of well-being, and to motivate us, to have a life after work, to do, some to do activities, and what else? Well. I think they are very good in motivations for the employees and in terms of values. The company they I well, i'm there for 3 months, but I noticed that they value their client’s opinion very much. because they always ask for feedback on the work. They have it by writing. They have an email. They have a good feedback channel with all the employees and the company and myself, the Hr. Even the Cfo has a channel with the bottom line. So, they all interact to each other and the client. So, the client for them. They have like they do a great value for the clients like. When they deliver projects, they keep like doing follow ups for like 3, 2 weeks doing, follow up to see if they worked done was great. Work was fine. If they have any questions about the work done. This part really impressed me because I never see some. Some companies doing that kind of attention to their clients like it's a really good, really good policy with their clients and motivating employees as well to do their best in yeah. (Respondent 2_Project Financial Manager_63)

 understandable. So, we're going to move on to Your companies, work culture? So how? How is the work, culture in your company. How would you describe the work culture in your company now? (Respondent 3_Audit Senior_78)
 it's not the worst. Well, I think it's based off of your team by team, I mean, like, yeah, based off of your team, based on your director because we are kind of like we kind of have like directors who head teams. So, I think it's based off of how your director is. That's how you would enjoy the culture. That's how you would see the culture of the firm right. So, for me. My director does her best make sure that we feel included. She. I think that she, has seen this divide that I have seen that there's some of us that are like, she has seen that. so, she does her best to have meetings like all these what they call them, Agile meetings. stand up calls and they are not about work. Just something for us to find something in common or learn something about some somebody's culture and learn something about anything. just a new way, so that we can bond off of work and it gives you the camaraderie that we need so the culture is its inclusive You know how I said. I want a place where you can listen? Where We can have everybody's opinion. I think to a large extent. They do that in my team. All right. Sometimes and that's part of the reasons. Why, I said i'm gradually integrating into all these things. Because I can see it coming together. So, the culture of the firm is good enough. There's the whole. There is not a lot of divides between this person is the most senior and this person is the most junior so. You have to do this task, or you can’t do this or no, so everybody does. What needs to be done to move ahead. Obviously there tasks that must be done by the junior and there are tasks that not must. But can only be done by a junior and can only be done by a senior person but there is no strict divide. I could walk in anywhere and say hello to anyone and ask for anything I need, and I would get it. I will get an explanation, for why I cannot get it. Everybody is kind of seen like on the same level everybody sits on the same floor. there are no special offices. My partner sits across. depending on where you sit anybody can sit anywhere. He sits just behind me, I can turn around and say Hey Collins, I need this, and he would give me an answer or send somebody to help me. That kind of makes it easy for you to talk to everybody or to mingle around. So yeah, as I said, the culture not the worst. (Respondent 3_Audit Senior_79)
 perfect. And how would you describe your Company's work Culture? (Respondent 4_Senior Accountant_59)
 GT, I think Gt. Is a very good company. It's not a I would say it's not. It's not as toxic as the big 4 firms. If yeah. So, because we are still growing. And I would say there's because I. I've been too big for firms, and I know the politics involved and the how would I say it? Toxicity of the work environment due to the volume or yeah volume of accounts and all that so thankfully. Gt Isn't there yet and hopefully, GT won't be like that as well. (Respondent 4_Senior Accountant_60)
Okay, that's fine. And how would you say your company's values which includes, like communication in the company, the operational system, the leadership, the work environments, which is like Basically, the culture. How do you say it has affected you personally and in carrying out your duties at work? (Respondent 5_Audit Assistant Manager_50)
I would say that the company's values like depending on what they like for us, like what I said before, the company promotes work life balance, so it helps me know that they don't expect me to like kill myself. There is room for break, and, like I said they come up to you and say oh Hi! How are you doing, hope the work is not too much and stuff so yeah, It Just makes me know that. Well, they can be nice. (Respondent 5_Audit Assistant Manager_51)
 perfect. So, from what I've got, and you've said, you know the company has a good culture, and obviously they are very much, you know, interested in your personal development and from your managers? (Respondent 6_Senior Consultant_71)
 If they are motivating you if you are, if the culture is something like supportive culture. You can say, then, obviously you would love to work in the in these kinds of environments. (Respondent 6_Senior Consultant_72)
 perfect. So how would you describe your company's culture right now? (Respondent 7_Accounts Assistant_63)
 My company's culture is erm, It's nice, very great place. It's the place where you could grow where you could go in your ideas, personally, and in experience as well, it’s a place where everyone is encouraged to help each other, grow and be better at what they do. It’s a great place and has a very good culture (Respondent 7_Accounts Assistant_64)
 So how would you describe your company's culture? (Respondent 8_Senior Accountant _46)
 I don't know if I have an answer to that (Laughs) like culture? In what aspect? (Respondent 8_Senior Accountant _47)
 so, how would you describe their values or the environment, their communication system. the leadership in the company, the work environments, just? (Respondent 8_Senior Accountant _48)
 Yeah, okay. I think the culture is pretty good. Just that I've not really like, like for instance let’s say language barrier now, is part of it and the fact that I am working in an international firm with different people from different countries, so yeah, I’m coming from a place where probably you don't have that kind of diverse people so yeah you have to understand that this is it, so you have to be open to learn the way things are done here, and ask questions if need be, so I feel the culture, the leadership is very good, like I said earlier, the partners are approachable , you can meet anyone, you don't feel less of yourself, you don't feel like you can't talk to this person. You can talk to anyone so far what you're asking is reasonable, so I feel they have like a very good culture, people here are more relaxed, they make you feel welcome at any point, and they make you feel important as well. So yeah, I think the culture here is very good and yeah. (Respondent 8_Senior Accountant _49)
14. Effect of company’s culture on personal & work life
 Okay, so how has your company's values effective communication, operational systems of values including in effective communication, operational system, efficient leadership in a healthy environment affected you personally and in carrying out your work duties? (Respondent 1_Account Assistant_63)
 So I will say, personally, it affects me like for example, when I'm at work, obviously like can't receive phone calls from friends they can't be engaged in friends because I'm doing work so my personal life I know how to balance to do them after work or during my breaks and to a great length but I also enjoying it because it keeps me busy. You are enjoying what you do and keeping yourself occupied is also sometimes good to yourself, so you're not empty and not having lots of time to thoughts because you're doing your work. And I'm improving my career. So, I know this is without necessarily stone to kick start my career, which I'm grateful for that. And I'm appreciative of what I'm doing. And hopefully it pays off in the future. (Respondent 1_Account Assistant_64)
 perfect and how has the like? How has your company's values, including effective communication the operational system. the leadership. healthy environment. How has it affected you personally in carrying out your duties at work? (Respondent 3_Audit Senior_80)
 effective communication? (Respondent 3_Audit Senior_81)
 effective communication, the operational system. efficient leadership. You know healthy work environment. How has it affected you personally? In Carrying out your duties at work? (Respondent 3_Audit Senior_82)
 I think I think I take all the things for granted these days, because now that you point it out, I struggle to see. I struggle to say oh this is what is spectacular. and I think that that's just says. I’ve worked in very good organizations and very good companies for most of my working years, right? Because I have taken all of this for granted to be honest and personally, I think the best things for me for the company is how the values of my company are fun, collaboration or collaborative, grounded, and passionate, and I'm missing one. I don't remember the last one but, when you listen to all of this. it kind of means that it kind of shows you the kind of it shows you the kind of company that it is. Because why is fun one of your value system? Why is passionate one of them? But it shows you that they are doing their best. And to be honest. that's all we they do. They're doing their best to make sure that we feel like we're a family. to make sure that we feel among. We feel like we're part of the company like where we're in the fabrics of the company, we are part of the company and. I think that in the operational system they actually built up like a very good system that works and they're doing a good job of following through with it, because it's one thing for you to have all of those values in place And It’s another thing for you to actually follow through with people and personally I like the grounded value because again it reemphasizes what I've said I like which is that, everybody or everybody is somebody right, just because you are a trainee doesn't mean that You can’t walk up to the partner and ask a question or say what needs to be said fine. So, I think that does a lot for me mostly again, I think, because of where I'm from. It's not the easiest thing to do where i'm from to just walk up to partner to say you want something not even a partner setting, I mean like in a societal setting, so it doesn't make it easy for you to integrate so yeah, personally. I feel like the best of the values is grounded I think that's the one that resonates the most with me you're on mute. (Respondent 3_Audit Senior_83)
 So how would you say the company's Culture has affected you personally, and you know, just in carrying out your work duties? (Respondent 4_Senior Accountant_63)
 Yeah. So, like I said earlier in GT. I would say, there's a more work life balance. Yeah. And based on well, in my in my opinion, because I think some employees are also much busier than me. So, but for me personally this the culture. If you're on leave that day then No one will bother you, of course, so that's good. And you could plan your annual leaves ahead, and it's all that easy to have it approved. since everybody respects your personal time and all that. So, I think that would be a good working environment. (Respondent 4_Senior Accountant_64)
 yeah. And how has this culture affected you personally like? How has it, you know, developed you more personally in just in your life personally? And then in carrying out your duties at work? (Respondent 7_Accounts Assistant_65)
 it has helped me, knowing that it has helped me in different ways. It has helped me realise it’s good to be open minded, it’s good to speak up, share your ideas, work together as a team to achieve more so that goes a long way in terms of my life and personal career goals as well. (Respondent 7_Accounts Assistant_66)
 And how would you say the culture has affected you personally? in your personal life, and personally in carrying out your duties at work? (Respondent 8_Senior Accountant _50)
 That's fine. Hmm. Okay. I think before now I used to have a lot of anxiety for work, in the sense that I’m always like scared that I need to get things done and here I feel like most people here are very relaxed, like relaxed doesn't mean they are not performing their tasks, like something that looks like should be burning, and they would just be calm and I’m like hmmm you guys are chilled when I’m panicking and they would be like oh no don't worry and they are very irrespective of what is happening they make you feel relaxed because they say you always have to be in the right state of mind to actually do the task so I think that is one thing I appreciate that they are doing even if for instance, I noticed here that most time they have out of office dinner are done mostly on Thursdays and I be like where I’m coming from, they do these things on Friday after work like I mean why would you do this on Thursday and they go like oh yeah so that on Friday you could have plans with your family and I’m like that's actually a valid thing because they don't want to intrude as you might have plans and they don't want to distort your plans so they are being considerate to say that ok yeah, you first that Is putting the employee first before them, they make you feel like you're being put first, make you more comfortable before they make any decision and even when they go out on Thursday, on Friday, they would still continue working that's to tell you that ok this work would not finish like lets us enjoy ourself, we would come back from where we stopped meanwhile me I’m thinking if I go out on Thursday, I’m not coming to work on Friday, like I would literally leave them there and in the morning, they are the first to actually start the work the next day, so you can actually work hard and actually play hard at the same time. So, I feel that is what I am trying to understand here that as much as you have a lot to do, you still try and relax your mind as well, so they do things that would take their mind off work and but for me I can't combine that cause where I’m coming from, you rather work so yeah (Laughs). I think that is the things here about them that I’m still trying to understand. (Respondent 8_Senior Accountant _51)
15. Professional & personal Development 
 Perfect. Do you think your personal and professional development is important to your company? (Respondent 1_Account Assistant_65)
 Yeah, absolutely. They keep asking you, when are you doing professional exams? When do you plan to finish them? Because they are interested to have qualified people and who have skills. And your personal they ask you what charity events do you participate in? On a personal level? How's your week, like they care about you as a person? Also? (Respondent 1_Account Assistant_66)
 perfect. And are they opportunities or support for your personal and professional development, (Respondent 1_Account Assistant_69)
 opportunities for support? (Respondent 1_Account Assistant_70)
 and support or support for your personal and professional development? (Respondent 1_Account Assistant_71)
 Yeah, as I say, they pay for your professional exams. For personal, maybe they don't have the cycle to work Initiative, or the gym plan initiative that some companies do that pay for their employees, gym or that cycle to work scheme where you can buy for your bicycle, and you can be paying off slowly without being taxed. That is tax efficient, tax deductive, but other than the personal loans, the professionals they support you more. And the give you a company car if you're driving, and the so that that can be on a personal level, because they can fuel your car to the to the worksite if you're going for work related thing. (Respondent 1_Account Assistant_72)
 perfect. So, I would also ask, do you think your personal and professional development is important to your company? (Respondent 2_Project Financial Manager_66)
 Oh, yes, it's very important, because, like feel the industries change all the time, so I need to challenge myself and to improve myself all the time. I think it's very, very important, (Respondent 2_Project Financial Manager_67)
 perfect. So, do you think that your personal and professional development is important to your company? (Respondent 3_Audit Senior_84)
 Yeah. I think it is. (Respondent 3_Audit Senior_85)
 And are there opportunities or support for your personal and professional development provided by your company? (Respondent 3_Audit Senior_86)
 Yeah. (Respondent 3_Audit Senior_87)
 perfect. So, do you think your personal and professional development is important to your company? (Respondent 4_Senior Accountant_65)
 My personal yeah, I mean I would say that would be important for every company I mean especially for services firm them like GT. And all accounting firms like. Of course, they are. Their investment is in their people. So personal and professional development should be their priority to focus. Yeah, but specific for Gt I would say that that that is the case that of course, their people are important to them. (Respondent 4_Senior Accountant_66)
 and there are opportunities and supports for this development? Yeah? (Respondent 4_Senior Accountant_67)
 yeah, through trainings, through incentives. Yeah, through work, life balance. So that that is how an employee would feel that they are people, or they are important to the company. (Respondent 4_Senior Accountant_68)
 perfect. And have you benefited from the opportunity or support your company gives? Yeah, Like, have you benefited from this opportunity or support for personal and professional development? (Respondent 4_Senior Accountant_69)
 Yeah, Multiple times I would say (Respondent 4_Senior Accountant_70)
 okay. And do you think your personal and professional development is important to your company? (Respondent 5_Audit Assistant Manager_52)
 Yes, I think it is. (Respondent 5_Audit Assistant Manager_53)
 do they provide opportunities or support for your personal and professional development? (Respondent 5_Audit Assistant Manager_54)
 yeah, they do. They give you trainings to attend and asides that, they also pay for up to I think 2 or 3 of your professional certifications that you hold which I really like. Yeah. (Respondent 5_Audit Assistant Manager_55)
 And have you benefited from any of these supports? (Respondent 5_Audit Assistant Manager_56)
 Yes, they paid for 2 of my professional certifications which were a lot so yeah, I have benefitted (Respondent 5_Audit Assistant Manager_57)
 and in your company now are there opportunities or support for your personal and professional development that you know about? (Respondent 6_Senior Consultant_73)
 exactly Cpd conduct opportunities they have. They have proper carrier development paths as well. They will obviously on my induction day, and they told me like, if you are going for any other qualification. They are going to pay your fees as well. They are going to support you financially as well. So, I would like to say Yes, they are motivating that implies, for your betterment. And for the carrier growth as well (Respondent 6_Senior Consultant_74)
 perfect. And have you benefited from any of these supports or opportunities? Yet no, yes? (Respondent 6_Senior Consultant_75)
 i’m just i'm a new joiner in it, but obviously that that we are going to pay your ACCA subscription fees, membership fees, and considering other legal requirements like they have applied for my working for my work Visa fees as well, for my work permits as well. So far, they have cooperated financially as well. (Respondent 6_Senior Consultant_76)
 Yeah. So, I remember like previously in the interview. You said the company pays for, you know, your ACCA Exams or any other exams like that, if you're interested, so is this something the company encourages you personally to do. And maybe also, you know, just for that colleagues or your or other employees do they like support? (Respondent 7_Accounts Assistant_67)
 Yes, like I said, it's a place of inclusion and there's support so you know. They like from time to time send emails and ask you, or you have one on one chats with your manager once every month at which they ask you what are your goals, what are the certifications you'll like to do and that where your ACCA can come in, or your CPA can come in , that's where other certifications you think can help you in your career can come in and then you would have to push it for them to approve the help. them up to like. You have one on one child which your money that every once every month. (Respondent 7_Accounts Assistant_68)
 perfect and have you benefited from the opportunity or support your company gives? (Respondent 7_Accounts Assistant_69)
 Yes, they help me pay for so two of my ACCA papers. (Respondent 7_Accounts Assistant_70)
 Okay. So, do you think you professional and personal development is important to your company? Because I know you said they, they do a lot of trainings, for you? (Respondent 8_Senior Accountant _52)
 yeah. So, I think professional and personal development is very important to them and the fact that I think if you. Aside the trainings, that they give to each specific role and department, you have different trainings and if you think you need a specific training to do, you can actually reach out to your manager, tell them you want to write an exam, there are general exams maybe ACCA and CFAs that the firm would actually pay for you to do or probably something for CFA which is mostly for finance guys and you want to write it, they can actually approve it. If you reach out for any other exam or any kind of training, that would add to your personal with and professionally because if your personal growth is being harnessed, indirectly, you would produce good results at work cause you're more exposed and knowledgeable. So I think here it’s just to speak out and let them know ok this is what I want to do and they would support you the way they can so I think yeah they look into that a lot and they make you get updated because that's one of the things with accounting, new regulations, new standards, new publications and framework all the time so they make it known, they conduct trainings and all of that so yeah I think it’s a good thing. (Respondent 8_Senior Accountant _53)
 nice. Have you benefited from any of these opportunities or support your company gives? (Respondent 8_Senior Accountant _54)
 Yeah, I think I've got a shoutout like more than once so they gave me money and they did monthly recognition as well and because of the inflation, they give you some money to help you for your utilities and just for your general welfare, the trainings and personal trainings as well that I reached out to my manager and they are ready to assist me with it and pay for it.(Respondent 8_Senior Accountant _55)
16. Impact of personal & professional development on Respondents decision to remain in company.
 So, what impact has career development and training by a company had on your decision to remain at this company or leave this company? (Respondent 1_Account Assistant_75)
 So apart from them, giving me the basics of let's say, the software that we're using, which is QuickBooks, I'll say they have trained me how to manage clients, how to talk to clients, how to position yourself in a way that when you feel when you go to annual general meetings, they usually insist to you that you're the one in control, and you're the one who knows more information than what other people in the room know. So, it has trained me to be confident it has trained me to be to amplify my views. confidently. So, I will say it has trained me and me being retaining in this company is the training has gone a long way to encourage me to remain in this company so I can gain more experience. And if when the time comes where I feel like I'll be more outside will happily not happily, I will pass my concerns to them and say I feel like there's more opportunities outside and that for so far, so good, and I'm more than happy to remain in it. (Respondent 1_Account Assistant_76)
 And how does this make like? How does this make you feel about your intention to? Maybe, you know, just leave the company, or stay in the company. How does their support for your development? (Respondent 2_Project Financial Manager_70)
 This is I. Well, I think this is the main thing, because if I didn't feel that I have an opportunity to grow. I wouldn't be there because I I wouldn't stay in the same position for the rest of my life. I want to grow and as the company offers chances for growth, growth, yeah, to grow, I I think that's the main thing that I choose to stay, because I know that I can. I can be more. I can participate more. And I have a passion for that. (Respondent 2_Project Financial Manager_71)
 Excellent! And how have you been impacted by your company's support for your personal and professional growth? (Respondent 3_Audit Senior_92)
 how have I been impacted? It has been different to work in a company that supports your personal and professional goals right. As I said because you have to make all these you have to put up these goals at the beginning of the year, it kind of gives you a clearer idea of what you set out for the year, and you also give your manager a clear idea of what you want to achieve right. So, it makes it easier for you to pick up this goals that you have set up and abide by them or go through these goals. So personally, I like the clarity that comes with the fact that I know that I have support of my company, and I can achieve all of these goals, and I wanted to say that there's also the fact that you can get like what's it called financial support? If you need it. You can get like extra days of leave if you need it, because you're going to study and it doesn't come out of your It Doesn't come out of your normal leave hours, your normal leave entitlement. (Respondent 3_Audit Senior_93)
 Yes. So yeah. okay. And how has this? Has this had an impact on your decision to remain or leave your company. This you know? (Respondent 3_Audit Senior_94)
 No, it doesn't have an impact, if I want to leave, I will still leave Okay, I think what the answer is. It does have an impact, but not a significant impact. because it just means that if I have something that I want to achieve, and I know that my company supports me and necessary, I will wait it out and once i'm done, I could leave, so while it has an impact, It's not the most significant thing (Respondent 3_Audit Senior_95)
 And does this have any impact on your decision to maybe remain at your company, or maybe leave the company? (Respondent 4_Senior Accountant_71)
 Yes, of course. because if I felt like GT. Is not a good company, then I would have left already. but what, from what I've experienced so far in my 9 years. Sorry in 9 months here I would say this could be. I could stay much longer with Gt. (Respondent 4_Senior Accountant_72)
 and has it. Does this have an impact on your decision to remain or leave? (Respondent 5_Audit Assistant Manager_58)
 oh yes. because I don't think other audit firms pay for two. They just pay for one. So, I think the fact they pay for two may be one of the main factors that would influence me to stay with them long term. (Respondent 5_Audit Assistant Manager_59)
 perfect. So that's good. So, with all this, this good culture, you know, just as good learning, environment and you know, support. You get. Has This had an impact on your decision to remain? in the company. (Respondent 6_Senior Consultant_79)
 Yeah, exactly. Because culture is good. People are friendly. It's professionalism, environment over there and learning growth as well. You have a proper appraisals like appraisal are going to be done by software’s which is more good thing. You have everything, every information within the organization which is going to be tackled by other third parties as well like HR is going to review your performance along with your managers along with their feedback as well. And apart from that, you have software as well who are going to monitor your performance on daily basis. So, which is impressive, like. let's say, if you are not having a good relationship with your manager, and he is not providing any feedback about you, and you will not get any chance of promotions job promotions. But if you have this AI technology as well like some software and other people who are appraising your performance as well. So, this is like you can say a good, good, good thing. (Respondent 6_Senior Consultant_80)
 perfect! And did this have an impact on your decision to remain in the company or leave the company? (Respondent 7_Accounts Assistant_71)
 yes, it made a great impact because I thought this way I could. It’s a place that wants good for me, a place that would support me in terms of my career in terms of being a better person. (Respondent 7_Accounts Assistant_72)
 nice. And has this had an impact on your decision to remain in your company or leave your company? (Respondent 8_Senior Accountant _56)
 Yeah, it has because I feel like they care about each and every one of us right, and that is what drives me more to remain, I don't want to be where I don't belong, I don't want to be where I feel lost, I don't want to be where I don't feel like is a family so yeah I think that they feel like they can't do it alone, they need me and we all get the work done and produce quality work. So, I think yeah, they make everyone feel valued and so yeah, I think that maybe it. So, when I remember that there is a lot of work and work is stressing me, I remember oh I have good people that really appreciate what I do I think that's what motivates me to want to stay in the company. (Respondent 8_Senior Accountant _57)
17. Company’s Engagement
 Yeah. Okay. So, I would ask also, what does engagement look like to you? Do you have any examples of when you felt engaged or disengaged at work? So, what does engagement look like to you at work? (Respondent 1_Account Assistant_77)
 engagement to me would be like them asking me my opinion. You know them asking me, what do you think we should do? For example, when we were implementing, we're moving our systems to online systems, because this is they are having the kind of like, desktop systems we're moving is to OneDrive engaging in a way that they asked to me, which of the properties we manage? Do we think should we move fast to the online system? Because I'm the one dealing with the properties? Day to day in so I know better off so them asking me what do you think we should move faster? No, which one? Do you think we should move it to online systems, that's I will say it's a big hand of them, engaging the accountants and doing a lot give them in giving them a listening ear. And, as asking them to be more reducing their footprint and reduce their carbon emissions. The Office let's say is going Online, OneDrive saving us on paper, that was one of the projects we implemented in the office. And basically, it shows us the employees who suggested it to them, and they heard our voice. So yes, engaging, is quite frequently, they give us a lending ear. (Speaker 1) Perfect. So okay. How important is feedback from your manager to you? hmm, I would say feedback is good. And especially for a person like me, that takes positive criticism where I know where I need to improve where I was, I was underperforming, I need to improve my performance. So, feedback is good for you if you take criticism positively. So, my manager is kind of a person who is also a black and white, if you're on the wrong, he'll call you out. If you're on the right, he will compliment you. Of which it keeps you in check to understand what you're doing. If you’re doing it correctly or wrong. So, I'll say yeah, it's a good thing to get the get the feedback to get it from the feedback from the director or your manager. Yeah. (Respondent 1_Account Assistant_78)
 And okay. So, what would you say engagement at work Looks like to you engagement in terms of being, and that will look like, is it just working more like doing your task, having time to chat with your colleague like, what is engagement? What is really engagement to you? (Respondent 2_Project Financial Manager_72)
 The engagement? Oh, well, I have my hour, my work hours, but we always do like we do breaks in the morning. Then we do lunch, break. Then we have another break in the afternoon, and they encourage everyone to go to the kitchen and having the break, the breaks in the kitchen with everyone else, and like to have a chat to do something. It's different, because I had an experience in Brazil where we used to eat in your desk. So, they did encourage us to go to the kitchen and have a dinner and interact and talk and have a chat and also, they have regular meetings every week. They have meetings so it's up. It's a big like it's. It's your option to be there or not. You can choose, but they have meetings every week just to talk about support to talk about your personal life. So, if you're interested in some sports as well because the company, they found some tennis court and golf club. So yeah, they have this membership which is great. Yeah. (Respondent 2_Project Financial Manager_73)
 perfect. That's that. Sounds like a very nice company culture. Very, very well, yeah, very much. Encourage you guys to know have leisure time together, as you know, colleagues, that's good. (Respondent 2_Project Financial Manager_74)
 Yeah, it's a very nice. (Respondent 2_Project Financial Manager_75)
 perfect. So how does your company keep? How does the company keep you feeling engaged as an employee in the company? (Respondent 3_Audit Senior_96)
 engaged? (Respondent 3_Audit Senior_97)
So okay, so are they like. Yes, they give you work, but like also, are there like other activities. That's you know. Just do in the company. That also makes you feel like, oh, okay, I like to, you know I like working for my company like oh, we have this, we have these. (Respondent 3_Audit Senior_100)
 my company does have a lot of those activities. But does it really engage me not really. I always see mails, there's always something currently there’s the Gt. 5K Marathon race in September. There was a bake off 2 weeks ago, there was a culture day, there’s a sustainability drive there is a charity drive, there was a time where they kept bees at the office in City Center, and then they gave out the honey to people that answered some questions about sustainability and environmental reporting in my units. We have, like an away day. I think, twice. So, we have an away day in august, September before busy season starts after busy season there's a after busy season party, There’s a Christmas party, there's another away day like a summer party. have I said there's cultural day? there's cultural day. And that's important because there were people from different cultures or different counties with different cultures there was a quiz one time. I can't remember why there was a quiz there's international women's day celebration they organise together that with the insurance company that we use, they organize like little health checks. Okay. for that. I think that was in February. So now there's like a nutrition drive in the next few weeks. maybe. Next week I can’t remember, there's going to be like people coming in to talk to you about your nutrition, how to walk around. they're going to do like chair massages for people as well Oh, we have like a what they call it in our lunchroom we have like a game space. It's the video games, ping pong and there's like a Relaxation room on some floors so you can just book it, and then be in there for, like. I think, on hour. That's the max you can book. There are a lot of things that they tried to do but do they all work for me? No. But yeah, some of them are exciting to be a part of to be honest, I can't say that I haven't been excited for some but yeah, they do try their best one man’s meat is another man’s poison? So maybe the ones I enjoy the other people don't enjoy (Respondent 3_Audit Senior_101)
 so, what would you enjoy the most like one would make you feel engaged? (Respondent 3_Audit Senior_102)
 What would you call the most? (Respondent 3_Audit Senior_103)
 Yeah, what would your company do? That will make you feel engaged. (Respondent 3_Audit Senior_104)
 that is not money? (LAUGHS) (Respondent 3_Audit Senior_105)
 Okay, you, that's nice. (Respondent 3_Audit Senior_106)
 We have to be okay. Let me say money. I honestly don't know what they are going to do that is not money because I can't think of what they are doing that I don't think another company cannot do right but at the end of the day the greatest motivator is money. But I can say that we work are doing. They do try, I enjoy some of the parties, I won't, I won't say that I don't. I enjoy. I enjoyed some of the parties, too. (Respondent 3_Audit Senior_107)
 Okay. (Respondent 3_Audit Senior_108)
 or maybe if they were more concentrated. if they were more considerate with timing during the busy season. but then it is not within their control. well, it's within their control, if they hire more people. So yeah, maybe they should hire more people. Yeah. (Respondent 3_Audit Senior_109)
 perfect, and you know just apart from you performing your daily task, your daily work task. How does your company keep you feeling engaged at work? (Respondent 4_Senior Accountant_75)
 Well. I would say by I would say, i'm lucky enough to be given the best accounts here in GT so that would be a huge factor. Why, I continue to be interested in the work that I do here. Yeah. So yeah, a person. So that's personally. That's for me. The quality of the work that's given to me or the current accounts (Respondent 4_Senior Accountant_76)
 so apart from like your work you do which obviously engages you. How else does your company keep you feeling engaged? How else does your company Keep you feeling engaged at work or with your job generally? (Respondent 5_Audit Assistant Manager_62)
 I think with the activities. They have a lot of activities. I mean CSR, they have opportunities to join groups and other things so yeah, you're not Just there like there are things for you to do that are not work. Yeah. (Respondent 5_Audit Assistant Manager_63)
 yeah perfect. So, you know how, apart from like the fact that you do your job at work. How else does your company keep you feeling engaged at work? (Respondent 7_Accounts Assistant_77)
 There are a lot of weekly games, like sometimes within or during the week or the month. We could just go out, hang out to have some dinner or lunch you know, get to know each other more. That helps (Respondent 7_Accounts Assistant_78)
 nice. So, you know, apart from you working and you know performing your job, how else does your company keep you feeling engaged with work and with your job? (Respondent 8_Senior Accountant _60)
 they do a lot of activities that I don't even go for but they have like different things they do for different days, they could bring in someone to talk to us about work life balance, or on how to achieve your goals, like different things at different time, so one time we went to one place called escape room so yeah I really liked that because it’s something that requires the mind and it’s like a mind game like I don't know it just makes you feel more relaxed and helps you think outside the box right so they  do a lot of things. (Laughs) I can't even remember all the things from the top of my head but they like constantly do things they try as much as possible to do other things that are not work related to make you feel comfortable yeah and they are really open to suggestions, if you think that there are things you want them to do, you could actually talk to them, you manager or the committee involved and they would consider it. So yeah, they just want everyone to be very comfortable and say that oh yeah, they are the best and to show that they are the best in what they do. (Respondent 8_Senior Accountant _61)
18. Importance & Influence of feedback on decision to remain at company.
 And this feedback, and you know, that you get from your manager, and obviously verbal appreciation, and you know, just acknowledgement from them. Has it in any way? Does it influence your decision to remain at the company? Or, you know, just leave the company? (Respondent 1_Account Assistant_79)
 Yeah, definitely. It can influence if you get feedback, that's always negative, that's always undermining you, that's always putting you on the wrong end. Yes, you might be wrong, but they might be appropriate way of improving that. So, if you're always getting someone giving out to you, every time someone like, always undermining you, or someone always seeing you not valuing the person you are, yes, it can influence you to leave the company. And as per now, let's say the feedback that I've been getting is good, which that encourages me to see that my work is appreciated. And I will want to remain in this company. (Respondent 1_Account Assistant_80)
 perfect. So, you love the feedback. Basically, you love the feedback you get, you know, from everyone in the company. (Respondent 2_Project Financial Manager_64)
 Yeah, yeah (Respondent 2_Project Financial Manager_65)
 I know you said you love the fact that you get feedback from you know just the people higher up in the chain. And you also said you like the freedom, you know just the freedom to do your work. You know freedom to do things you know, just at your own time. (Respondent 2_Project Financial Manager_76)
love the fact that you get feedback from you know just the people higher up in the chain. (Respondent 2_Project Financial Manager_76)
 perfect. That's good. And you said you know, when you were an assistant, you know you had. You were working with people so working with those people. Did it make you? Did it make you want to leave the company, or did it make you want to stay? Obviously, you have let the company. But was it like a deciding factor for you to, you know? Move on? (Respondent 2_Project Financial Manager_78)
 Yeah, my manager. Yeah, the management, as I said, the management was everything for me like he. The person that there was there was I was working with. he wasn't engaging me to get like his position. For example, he was making me leave instead of improving myself, to grow. (Respondent 2_Project Financial Manager_79)
 So okay, that's fine. Okay. So, moving on. What role does your partner or manager play in your job in a sense of how important is feedback from your manager to you? (Respondent 3_Audit Senior_110)
 very important. it’s the driving force, it’s a motivating factor because how do I say this now? It's important that you get feedback to know how you're doing to know how you can progress to know if you're progressing to know if you're doing something right. So yeah, I think that's very significant. (Respondent 3_Audit Senior_111)
 perfect. so. How important is feedback from your manager or your partner to you? (Respondent 4_Senior Accountant_77)
 of course, it is very important for me, I mean. Why would I? I mean, it makes me want to work even better. I mean. if I feel like my hard work is not being appreciated. then, of course, why would I even? Why would I even perform Well, I then, I just, you know do the bare minimum. But since there is a good you know, there's a good I am being incentivised with a good performance, then through feedbacks. And yeah, all that. Then I I would say that is very important to me. (Respondent 4_Senior Accountant_78)
 Okay. So, you know how you talked about feedback. How feedback is important to you from your how you would like to get feedback from like your superiors. How important would you say Feedback is to you from your manager? (Respondent 5_Audit Assistant Manager_64)
 Yeah. Very important because that's the only way I can grow. (Respondent 5_Audit Assistant Manager_65)
 perfect. So now you talked about your company having input and feedback. So just to ask how important is feedback from your manager to you? (Respondent 6_Senior Consultant_81)
 Right now. I'm not able to say about the feedback from my manager, because I just joined by this week. So far, my manager is nice and apart from my basic job opportunities and the job environment he is friendly person. So, I think so in future I would have a good bonding with that person (Respondent 6_Senior Consultant_82)
perfect. So, you know you’ve worked in previous roles. So, in your previous roles was there ever a chance where you got feedback from, you know just those higher in the command? (Respondent 6_Senior Consultant_85)
 So yeah, sorry I didn't get you. (Respondent 6_Senior Consultant_86)
 have you? You know you've worked in other roles. Yeah. Yup. So, have you got some feedback from? You know managers? Maybe your managers in other roles, or maybe your seniors in other roles were there to get feedback. Okay? And how important was that for you in those roles? (Respondent 6_Senior Consultant_87)
Still like, I would like to say like now I was getting good feedback. I was having a good reputation at working environment. I was punctual every time. Wherever I did my job I was doing my best. I was giving my 100, so my managers were totally like You can say they were happy with my working structure, however I would, I would like to tell you about my first job, in which I was facing my problems, due to the behaviour of one of my managers. So, at that time I just faced a problem because of ego in You can say in that person. And it was a small firm. So maybe at that time I just face these kinds of problems. But after that I never felt something wrong. (Respondent 6_Senior Consultant_88)
 perfect. And you know just this problem you faced with that manager. Did it influence your decision to leave the company? (Respondent 6_Senior Consultant_89)
 exactly at that time. I just thought like i'm just getting a useless person here, and I'm I don't want to argue with this person, and due to the behaviour of that person. I thought many times to leave the organization, but later I discuss this thing with the Hr And with the partner over there and things are getting sorted at that time. (Respondent 6_Senior Consultant_90)
 Yeah. perfect. Okay. So, do you receive feedback from your manager, or you know, from your teammates, is feedback, something that is, you know, encouraged in the company? (Respondent 7_Accounts Assistant_79)
 Yes, so like I said. you, you always have these one-on-one meetings with the manager twice in the month or once where during the discussion he tells you, he evaluates your performance, and he tells you where you need to improve and encourages you. (Respondent 7_Accounts Assistant_80)
 And how important is this feedback to you personally as an individual employed in the company? (Respondent 7_Accounts Assistant_81)
 it’s very important to me, because as you know, we are all humans and we make mistakes, we don't know it all, so feedback is good to push you towards the right path and cover your patches. It corrects you where you are doing wrong and that helps a lot in life and in your career as well. (Respondent 7_Accounts Assistant_82)
So, the feedback you get from your manager, does it affect your intention? Does it affect your reason to remain in the company, or to leave the company? (Respondent 7_Accounts Assistant_85)
 Yes, it does, if it’s a place that does not encourage me. I'll have to leave. Like I said, it’s a place that encourages me to grow my career, grow my personal needs as well so it’s, I’ll say yes, it has made me decide to remain in the company. (Respondent 7_Accounts Assistant_86)
 so how important is feedback from your manager to you? (Respondent 8_Senior Accountant _62)
 Oh, okay, and I think I hope I don't know how I can forget that. But yeah, I think that's one of their things here. So yeah, from where I was coming from, feedback wasn't necessarily a thing, but here they could literally give you feedback maybe everyday not every day, I'm exaggerating but like it’s very important so they really want to be in the know here, so they see no reason why they shouldn't get or give formal or informal feedback and it could be done informally or formally because we use a platform called workday where you can actually give feedback to those working with you all of that you can give feedback there and you could make it like informal feedback saying to the person oh I think you should do this or that so yeah they always encourage feedback a lot, like constantly. They make sure you get feedback when you're done with a project, they make sure you get feedback from those you work with and it's really well. Its helps in decision making during promotion and all. So, if they gather all the feedback and see they make decisions with that so yeah, I think they look out for feedback here. It's a thing here so I'm trying to get used to that too. To be giving feedback because its important (laughs). (Respondent 8_Senior Accountant _63)
So, to what extent? Does this feedback from your you know, manager, their appreciation, and their support for your jobs. To what you know, extent Does it affect your intention to remain at your job or leave your job? (Respondent 8_Senior Accountant _62)
Hmm. I think their feedback. So, it's 2 ways, right? So, they give you feedback, they give you a recommendation that what you can do better and so, with the feedback. If you feel like the feedback does not, how would I say it. If you feel the feedback is not factual, and you don't want on that. You can actually have that discussion with your manager and tell them how you think you did in the parts you disagree with yeah and stuff like that so I think the regular feedback gives you more clarity on what you're doing and shows if you're on the right path especially if you're getting like a positive feedback, you know that ok yes, this people appreciate me and they see me with feedback. And even if it's bad, if you're ready to like to learn, they don't condemn, they see it to be very how would I say it now? Very constructive, they tell you where you went wrong and how you could go about it next time, even though it's communicated, it's relaxed and not in an unpleasant manner or something that is not bad. So yeah, this would help you know if to remain in the firm or not. Cause they give you constant feedback and you know where you are, not that you're just working and no one is communicating and you don't even know if you're doing the right thing, you don't even know if you still belong there as they could just sack you tomorrow. But if you get feedback constantly, you know ok I may be sacked tomorrow so but yeah if you're getting feedback, you can know if you're in a good space or if you need to do better. That's why I said its formal or informal. You don't have to wait for when it's promotion time or the mandatory time to get feedback. Maybe like promotion is in 6 months, you must work for 6 months and get feedback unlike here, where you've worked for maybe 2 months, you can ask for feedback before so that you can use the remaining 4 months to improve on yourself before the mandatory feedback which could even affect you to make you stay or not. So before you get there, you can be getting feedback so that you can have time, have a progressive measure for what you are doing, you can work on yourself goal, you don't have to wait till when it’s really that time to get feedback because if you wait till that time, it might be too late to amend so yeah I think that's it. (Respondent 8_Senior Accountant _65)

19. Preferred Manager type & reason
 Perfect. And would you say you prefer your manager to micromanage you always like be on your you know, your neck to complete tasks, just reminding you constantly or would you prefer your manager to be flexible and allow you to do things at your own time, but still manage you? (Respondent 1_Account Assistant_81)
 yeah, I’ll say the second one where you be flexible, but also manager, knowing that what you know, where you're your own boss, but also under someone else, where, you know, if you do your work correctly, and get the work done, you have, like, your boss will be happy with you. And just being in self-control you as a person. It's like being on a leash, so you can roam around, but also, again, you're on a leash, so you can't go far away. But you have the freedom to do what you want and not someone on your neck all the time. (Respondent 1_Account Assistant_82)
 So why would you say you prefer your manager to be more flexible? Yeah, more flexible, (Respondent 1_Account Assistant_83)
 yea, the second one (Respondent 1_Account Assistant_84)
 why would you prefer them to be more flexible? (Respondent 1_Account Assistant_85)
 Oh, well, will they prefer them to be more flexible? Oh, because if every time the person is on your neck to do this to do this, sometimes the pressure can get into you, and you can forget other things and even do things in a in a haste and like not do it correctly. Because the manager is always there and he doesn't give you the comfortability if you're Sometimes you don't want to make mistakes, and not all of us wanting to be perfect sometimes can be imperfect. So having your own freedom having yourself to plan your time and knowing what to do is a great important. Yeah. (Respondent 1_Account Assistant_86)
Why do you prefer to have freedom to do your work? Why do you like, you know? There, sometimes you may have someone on top to chain who micromanages you, who is always on your neck to do your job. But now you have the freedom. So why do you prefer having this freedom to do this, to do your job? (Respondent 2_Project Financial Manager_77)
because I think it's related to my past experience. I was for a long time working with someone else as an assistant, so I spend like 3 years in train me 3 years in training position, then then 3 years in assistant. So now I feel that it's time to make my own decisions. Sometimes I see some things that they are not seeing, and I like to be to have a view of the whole picture, so I know that I am very good at getting work done and take good decisions, so I feel that now it's chance. It's my chance to show that I can make good decisions. Yeah. (Respondent 2_Project Financial Manager_77)
 perfect. So would you saying so, how do you prefer your manager to manage you or your partner in the sense of. Would you prefer a manager who micromanages you always on your neck, just to get task done Or, would you prefer a manager That's flexible, you know. Just allow you do things at your own time, but still ensures that you get the work done. (Respondent 3_Audit Senior_112)
 I definitely don't like a micro manager, I detest it, I want the flexibility to do what I want to do when I want to do it. I like when I have like adequate time to do tasks, for example for example lets set store up before the engagement, that this is due at this time or this is not due at this time and then let’s revise it as we get information, or as we get more updates from the client get. So, I don't want a situation where someone walks up to me and says oh, I need you to give me this thing tomorrow. Excuse me. Why do you think that that's the only thing I have to do so? Something I learned to do is to ask what's the most important thing for you. so that I don't start with what I think is the most important thing. But that's not the most important thing for you, maybe because i'm not aware that you have a report that you need to prepare with the information i'm going to give you so. I'm just working with what I think it's the most time sensitive. Meanwhile you have something else that you need, and then I don't get that information on time, and then obviously, i'm upset because I need to do it overnight or something. So yes, I learned to always ask what's most important for them. so that I’m able to meet up with deadlines but I don’t not enjoy being micromanaged (Respondent 3_Audit Senior_113)
 So, would you prefer a manager who Micromanages you, who is just, you know, always on your neck to like, get your work on, or would you prefer, like a flexible manager who lets you have your freedom and your autonomy, but also just ensures you, you know, get your tasks done? (Respondent 4_Senior Accountant_81)
 well. Personally, I don't like a manager who will micromanage me because I do I? I am confident that I can do my job. Well, but it also depends on of course on the Hmm. Yeah, yeah, By the person you're asking for me personally. So yeah, Personally, I don't like someone who micromanages a team. but I think I could be that for other people. But yeah. (Respondent 4_Senior Accountant_82)
 okay. So, you don't like someone who micromanages you what you think you could be a micromanager? (Respondent 4_Senior Accountant_83)
 Yeah. Yeah. Because I mean generally, I don't think anyone would want to be micromanaged, right? I think you agree with that. But there are just some employees. If you don't do that, then they won't, be able to provide the required work output, the required quality and the while meeting deadline. So, it's just that it's not that people would want to micromanage other people, so that it is. It is essential for you to for you, you know, for the team to accomplish deadlines to be done with the required quality. So yeah, so sometimes it's just you just have to do it. (Respondent 4_Senior Accountant_84)
 That makes sense. So, do you prefer a manager who micromanages you? Or a flexible manager? (Respondent 5_Audit Assistant Manager_70)
 I prefer a flexible manager because I'm flexible myself, but I also prefer a manager that tells me what they expect. So, if you are not going to be flexible like we just need to know ok. This is what I want, but I prefer flexible please. (Respondent 5_Audit Assistant Manager_71)
 Nice! So why do you prefer the manager to be like this to be flexible? Or tell you what they want you to do? (Respondent 5_Audit Assistant Manager_72)
 because I like to believe I am independent, and I feel like I get my work done very quickly and easily. So, I just think that being flexible basically gives me room to do my thing. instead of like being on my neck every time Yeah, I don’t need you to be on my neck. I would do my job (Respondent 5_Audit Assistant Manager_73)
 perfect. So now would you prefer it? Would you prefer a manager who is flexible, allows you do your job? Or would you prefer one who micromanages you who is not just on you on you on your neck to like get tasks done? (Respondent 6_Senior Consultant_91)
 Sorry I didn't get your question properly? (Respondent 6_Senior Consultant_92)
 Okay. So, would you prefer a manager who is flexible? That is the manager who lets you, you know, do your work at your own time. And then just but he still like, or she still, you know, just make sure you get the work done? Or would you prefer a manager who micromanages you? That's someone who always who's always on your neck to get things done to get you work on. So, what kind of manager would you prefer? (Respondent 6_Senior Consultant_93)
 Yeah, I would. I would prefer a manager not too lenient as well. I would, I would recommend, like the person should be professional. He should not be too lenient. He should not be too friendly as well. He must have to maintain level of professionalism. and obviously, but that person should have to be a kind of a person who motivates your team. He you have to act like a team player like a manager should have to be a good leader. I would like to say so if I would prefer these kinds of people. So, if he's going to motivate you, if he's going to help you under difficult situations, if he's going to understand your difficult situations. So, I would like to prefer that kind of. (Respondent 6_Senior Consultant_94)
 So how do you prefer your manager to manage you?  Do You prefer someone who allows you flexibility to do your work? Or do you, prefer Someone who micromanages you just ensures you're doing your job always like? (Respondent 7_Accounts Assistant_87)
 I like someone that allows me to do the correct thing than someone that's always on my neck because it makes me nervous. (Respondent 7_Accounts Assistant_88)
that's nice. So, would you prefer a manager who micromanages you like is always on you to get work done or would you prefer a flexible manager? (Respondent 8_Senior Accountant _66)
 I think I’ll prefer a flexible manager because I don't want someone that would micromanage me because the way I work I need little or no supervision to work, I know how to get things done when its necessary so I don't want someone to tell me what to do because I know my job and I work toward that right and get things done and also really like if you have a particular way you want it done, just let me know so I don't want to get things done thinking I am done with it to my perfection but you think otherwise because there are people that want it done their way like in university, some managers want you to give them information the way they transferred the knowledge to you. Here if you give them the way they transferred it to you they won't even appreciate it, they want you to think outside the box to add your own content add your own thoughts to it and stuff like that so yeah it depends. If you're working with a new person, ask them do you have any expectations, what are your expectations, is there a particular way you want things done so you know the style the person likes and the style of communication or of how they want it presented right so yeah it depends on the individual. But I like to be very flexible, with work and yeah. (Respondent 8_Senior Accountant _67)
20. Impact of Managers correspondence with Respondents decision to remain or leave the company.
 So, what extent would you say your managers communicating engaging in the relationship, you know, appreciating you and their support affects your intention to leave or stay at the company? (Respondent 1_Account Assistant_87)
 Yeah, the intention of let’s say. As millennials, we will also cherish our time being appreciated our value, the salary we receive, so us talking with them, the salary renumerations, the salary review, us having those conversations with them and us, having them a personal touch with their managers is a big part of asking, of making us want to remain in the company or leave. But so far, I'll say it's good. Everything, because six months, they still reviewed your salary, and they can increase their salary after six months, depending on your qualifications, also, on your level of work. So, I will say it's a big part. (Respondent 1_Account Assistant_88)
perfect. That's good. And you said you know, when you were an assistant, you know you had. You were working with people so working with those people. Did it make you? Did it make you want to leave the company, or did it make you want to stay? Obviously, you have let the company. But was it liking a deciding factor for you to, you know? Move on? (Respondent 2_Project Financial Manager)
Yeah, my manager. Yeah, the management, as I said, the management was everything for me like he. The person that there was there I was working with. he wasn't engaging me to get like his position. For example, he was making me leave instead of improving myself, to grow. (Respondent 2_Project Financial Manager)
 perfect. So, to what extent would you say your partner or your manager's you know feedback communication with you, relationship? and appreciation and support affect your intention to stay or leave the company? (Respondent 3_Audit Senior_114)
 to a large extent. It's exciting to feel appreciated and it's exciting to feel like you are needed. So, the more you feel like you are needed the more I feel like I’m needed, the more I feel like i'm appreciated, the more I feel like i'm useful the longer I want to stay (Respondent 3_Audit Senior_115)
 perfect. And to what extent does your manager feedback. You know the relationship you have with them, their appreciation, their supports. To what extent does it affect your intention to remain at the company that's to stay on, or to leave? (Respondent 4_Senior Accountant_79)
 That would be a very important consideration. Of course, if I don't work well with my managers and my superiors, and if i'm not receiving the feedback which I think I deserve, then there's no reason for me to stay here. I mean, that's a very big consideration. (Respondent 4_Senior Accountant_80)
And you know just the fact that you get feedback from your managers, your relationship with them appreciating you and supporting you. How much Does it influence your decision to stay or leave the company like, remain, or leave the company? (Respondent 5_Audit Assistant Manager_66)
Hmm. That's a very important part of the work. I think that if I'm not getting feedback or if you don't feel like you're being appreciated then you will become frustrated right? Whether you like the place or not, you would move. I just like that, in my company. There's room to get feedback at every point in time, and you can go to the portal and request feedback, and you get that given to you. (Respondent 5_Audit Assistant Manager_67)
perfect. And you know just this problem you faced with that manager. Did it influence your decision to leave the company? (Respondent 6_Senior Consultant_89)
 exactly at that time. I just thought like i'm just getting a useless person here, and I'm I don't want to argue with this person, and due to the behaviour of that person. I thought many times to leave the organization, but later I discuss this thing with the Hr And with the partner over there and things are getting sorted at that time. (Respondent 6_Senior Consultant_90)
So, the feedback you get from your manager, does it affect your intention? Does it affect your reason to remain in the company, or to leave the company? (Respondent 7_Accounts Assistant_85)
 Yes, it does, if it’s a place that does not encourage me. I'll have to leave. Like I said, it’s a place that encourages me to grow my career, grow my personal needs as well so it’s, I’ll say yes, it has made me decide to remain in the company. (Respondent 7_Accounts Assistant_86)
 So, to what extent? Does this feedback from your you know, manager, their appreciation, and their support for your jobs. To what you know, extent Does it affect your intention to remain at your job or leave your job? (Respondent 8_Senior Accountant _64)
Hmm. I think their feedback. So, it's 2 ways, right? So, they give you feedback, they give you a recommendation that what you can do better and so, with the feedback. If you feel like the feedback does not, how would I say it. If you feel the feedback is not factual, and you don't want on that. You can actually have that discussion with your manager and tell them how you think you did in the parts you disagree with yeah and stuff like that so I think the regular feedback gives you more clarity on what you're doing and shows if you're on the right path especially if you're getting like a positive feedback, you know that ok yes, this people appreciate me and they see me with feedback. And even if it's bad, if you're ready to like to learn, they don't condemn, they see it to be very how would I say it now? Very constructive, they tell you where you went wrong and how you could go about it next time, even though it's communicated, it's relaxed and not in an unpleasant manner or something that is not bad. So yeah, this would help you know if to remain in the firm or not. Cause they give you constant feedback and you know where you are, not that you're just working and no one is communicating and you don't even know if you're doing the right thing, you don't even know if you still belong there as they could just sack you tomorrow. But if you get feedback constantly, you know ok I may be sacked tomorrow so but yeah if you're getting feedback, you can know if you're in a good space or if you need to do better. That's why I said its formal or informal. You don't have to wait for when it's promotion time or the mandatory time to get feedback. Maybe like promotion is in 6 months, you have to work for 6 months and get feedback unlike here, where you've worked for maybe 2 months, you can ask for feedback before so that you can use the remaining 4 months to improve on yourself before the mandatory feedback which could even affect you to make you stay or not. So before you get there, you can be getting feedback so that you can have time, have a progressive measure for what you are doing, you can work on yourself goal, you don't have to wait till when it’s really that time to get feedback because if you wait till that time, it might be too late to amend so yeah I think that's it.
21. Most influential decision to remain OR LEAVE company.
 So today, we have talked about job satisfaction, motivation, you know, your organization's culture, your engagement as an employee, and you know, just the retention strategy and leadership of your company. Now, of all these factors mentioned, which, which would you say has been the most influential in your decision to remain at your work? (Respondent 1_Account Assistant_89)
 I would say the most influential is the work environment and the type of managers you have. So having a good work environment or having good managers is a key thing that i value as you don't want to work in an environment that's toxic, that doesn't value you and your manager that doesn't value your work, or anything that you do. So also, that what ranks for me is the work culture and work environment and the management. work culture being the people you work with and the type of work you do. And the managers being the people who manage it. (Respondent 1_Account Assistant_90)
 Perfect and for your last company you left like. So, it's been 3 months since you've been working here. So, you've left you. Let that company. So, what was the main reason you left the company to work at this one? (Respondent 2_Project Financial Manager_84)
 The I didn’t want to work for accounting firms because we had many clients, and we are not a specialized in anyone. So, in accountancy firm you have, like many industries, many type of clients. But you don't really have the contact with your client You, you don't have this interaction with your clients, and you are not specialized in his field in their field. So that's why I went to this, because I like to be masters in something to know a lot about something I don't like to know like a lot about different things. I like to be like focus on one field and to interact with my client, because I know that once i'm with the client once I'm there, I understand, and when I see the big picture, I can, I can make better decision. (Respondent 2_Project Financial Manager_85)
 So today we have talked about, you know. Just job satisfaction, motivation. Your company's culture, you know, their way of engaging you as an employee you know just the leadership in the company, and you know, retention. So, of all these factors mentioned, which has been the most influential in your decision to remain at your workplace? (Respondent 2_Project Financial Manager_86)
So, I think, is basically the environment like the chance to grow and the support from the manager. So, I, If I had to summarize. I would say that management, environment, and plans to grow is the main. The main thing that can retain the If you don't if you hire someone. But if you don't give any opportunity to grow. they will leave. One day one day they will leave, if that's for sure, because they need to see that they have, they have opportunities, and they can grow in the company (Respondent 2_Project Financial Manager_89)
 perfect. Okay. So now of all the factors we've mentioned today which includes job satisfaction, motivation, just your organisations culture engagement, leadership. The company's retention Strategy. Which of this would, you say has been the most influential in your decision to remain at your workplace? (Respondent 3_Audit Senior_116)
 honest answer is none of the above (Respondent 3_Audit Senior_119)
 So, if it's not this one. So, what is your like? What is your What has been the most influential decision to remain at your workplace? Okay. 		(Respondent 3_Audit Senior_120)
 I think that for now. it’s Still the reason why I moved. I wanted the experience. so, I need to get that experience and I don't think I have it yet. so, I feel like the moment I think that I have it. Then Any of these factors can now come into play for now I don't have it so that’s what's driving you So the moment I feel like, oh, yeah, I have like good knowledge of the Irish work culture, work experience, audit industry experience. I think that's when any of these other factors that we have mentioned would now come into play for me. And then at that point it would be. I think, what will now be important if i'm thinking about it would now be the company's culture right and my managers feedback. So those are the 2 that will now come into play, and then the company’s engaging activities, for those 3 would now come into play. But primarily. Now that's not What it is for me.  Well, the moment I feel that way, what I will be looking for will be a company that can match either of those 3 for me (Respondent 3_Audit Senior_121)
What has been the most influential decision to remain at your work, place? (Respondent 4_Senior Accountant_87)
  Most influential? (Respondent 4_Senior Accountant_88)
 So, what has influenced you the most, let's say, is it job satisfaction? Is it motivation? Is it the culture? Is it engagement, you know. Is it the leadership? (Respondent 4_Senior Accountant_89)
 Yeah, I would say it's a mixture of several things. Yeah, first would be yeah, like the things you mentioned. Motivation. I'm Being motivated to work through incentives. Work life, balance in here, in work life balance in the in this company as well as well as a good. glad engage with, like all the client engagements that i'm receiving. So, I would say I like the level of complexity of my clients and the accounts that i'm handling. That's also a motivation, because if I feel like i'm not learning any more with the things that I am doing here, then then that would be consideration to, you know to maybe find something that would. That would be more that would offer learning to me. Yeah And of course the pay. Yeah, it's part of the motivation. (Respondent 4_Senior Accountant_90)
 perfect. So basically, today we've talked about job satisfaction, motivation, your organizations cultural, and employee engagement, and then leadership and retention, strategy. So which of this would, you say is most influential for your decision to either remain at your work, place, or leave your work, place. (Respondent 5_Audit Assistant Manager_74)
 I think job satisfaction (Respondent 5_Audit Assistant Manager_75)
 okay for you personally also? (Respondent 5_Audit Assistant Manager_76)
 Yes, job satisfaction (Respondent 5_Audit Assistant Manager_77)
 perfect. That's fine. So now, today we have talked about, you know Job, satisfaction, your motivation, the cultural, employee engagement and retention, strategy and you know leadership. So, what has been most influential to you in your decision to maybe leave your previous job rules also remain, you know, just at your previous job rules, or to remain at your company? (Respondent 6_Senior Consultant_95)
so far as I told you earlier, like, I was happy with my previous role as well back in my home country. But the only problem was financial aspects, and due to that problem. I just came abroad and if i'm talking about the previous roles, I was having good relationship with my managers every time I was getting a good response from them, because, as I told you like I always try to perform my best. So, some of the time, like. Obviously, you have problems with your seniors. You might get some demotivating factors as well in your life. So, while just considering about my last job. the only reason was because I have to move abroad, and at that time I was getting demotivated just because of my financial structure, because I was getting paid less over there, and I was having more opportunities in like European side countries. So that makes me encourage like to move abroad. Otherwise considering about the culture or the structure of the organization in which I was working last time at my home country. That was also similar to this form in which I have joined recently. They were also having career path opportunities. They were also having like such kind of a culture which motivates him twice and there was no dominant person over there like you are having small teams, and you are responsible for your on task. and your performance was getting appraised like properly. So, I was not having such kind of problems in that organization as well. (Respondent 6_Senior Consultant_95)
 perfect. Okay. So basically, today we've talked about like your job satisfaction, your motivation, the culture, how they keep you engaged as an employee, their retention strategy, and the leadership in your company, so which has been the most influential decision to remain at your workplace, if not any of these, then which what is your what? What has influenced you? The most to remain? (Respondent 7_Accounts Assistant_89)
 I think, its. like I said, the company's culture, and the willingness to help me develop as a person. (Respondent 7_Accounts Assistant_90)
 perfect, so Today we have talked about job satisfaction and motivation on your company's culture, your company keeping you engaged as an employee. Their retention strategy, and leadership, so which would, you say has been the most influential decision to remain at your work, please. What has influenced your decision the most and if not any of these then what has really impacted your decision the most to remain at the company? (Respondent 8_Senior Accountant _68)
 I think its job satisfaction yeah, the fact that I am happy with what I do, and I am satisfied right with my profession and my goal in general yeah, its job satisfaction for me and probably compensation. (Respondent 8_Senior Accountant _69)
22. Thoughts of leaving company recently & reason for thoughts
 Okay, and now, just ask, have you ever, you know, just thought of leaving your company? (Respondent 1_Account Assistant_91)
 Yeah, I have. (Respondent 1_Account Assistant_92)
 And, okay, so what would you say? Is the reason main reason would you say, is the work life issues or promotion? Or a combination of reasons? Or what would you say is the main reason that makes you want to think of leaving or makes you want to leave your company. (Respondent 1_Account Assistant_93)
 As I said, my work is kind of far from my place. So why leave so what made what has made me sometimes think of leaving is finding a job closer to my place or where I live, or finding that job that has a hybrid where I go maybe to the office, twice a week, or once a week? And, maybe what made me think of leaving is sometimes greener pastures, if I see some opportunity that pays better, and I know my workplace cannot match that salary, but sometimes I that's what makes me makes me think of leaving. Yeah, yeah. My like, nothing to do with the bosses or my work environment. It's good, but just couldn't be better outside. (Respondent 1_Account Assistant_94)
 yeah perfect. So just to ask. Have you ever had the thoughts of leaving your company? You're in now of like you said you've been there for 3 months. But have you ever talked like just you know? (Respondent 2_Project Financial Manager_80)
 no (Respondent 2_Project Financial Manager_81)
 I am very happy there for a moment (Respondent 2_Project Financial Manager_83)
 perfect. So, have you ever thought of leaving your company? (Respondent 3_Audit Senior_122)
 numerous times (Respondent 3_Audit Senior_123)
 okay. So, what was it that made you have this thoughts? (Respondent 3_Audit Senior_124)
 as I said, busy season is not the easiest time. Every time I go into busy season I start to think of leaving so I think, for most of the time it was just the thought of busy season every time I was working until 3am, and waking up by 6am, again it was every time I was trying my best to complete something in or have me turnaround time of one Day When I know that typically I would actually use 3 days on it, right? So Busy season was my greatest motivator. It was the greatest motivator for me to get another job. yeah but, other than that, I think it was. Yeah, I think that was it majorly. every time I thought of busy season, I always thought of getting a new job. But what are the odds that I would go somewhere else that doesn't have busy season. So (Respondent 3_Audit Senior_125)
 perfect. So, have you ever had thoughts of leaving your company now? (Respondent 4_Senior Accountant_91)
 right now? No. Yeah, no. But if someone would offer me double the salary that's a huge motivation but right though I am very happy here (Respondent 4_Senior Accountant_92)
 Okay. And if Gt. Can match whatever salary is offered. that is higher, would you remain at Gt? (Respondent 4_Senior Accountant_93)
 Yeah, yeah, definitely. I mean if another company offered double in the salary, and Gt. Would offer the same salary for me to stay that I would definitely stay. (Respondent 4_Senior Accountant_94)
 perfect. So, have you ever thought of leaving your workplace in the last 8 months since you started Work? (Respondent 5_Audit Assistant Manager_78)
Yes, everyday yes, I have. I mean at the beginning thought of leaving immediately because I was just frustrated with the processes, and their way of audit. So, I thought, oh my God, maybe I should just go back to Deloitte. Since I'm very much aware of what they do there but I mean it has gotten better. so, I think less about leaving. (Respondent 5_Audit Assistant Manager_79)
 perfect. So basically, you would say it was the work. It was the work situation, like the way of the work that made you want to leave. (Respondent 5_Audit Assistant Manager_80)
 Yeah. (Respondent 5_Audit Assistant Manager_81)
 perfect. So, I know this question is going to it's not going to really apply to you because you just started this new job. But have you ever thought of like leaving your company? (Respondent 6_Senior Consultant_97)
 this one or previously. Yeah, previously. Obviously, I thought, my, when you are getting demotivated, due to financial aspects, mostly, as I told you like, with the culture of the organization, I was okay with the behaviour of people, with the behaviours of my managers. I was always okay with those person except for my first role and, as I told you, I was having some arguments with my manager due to his behaviours, due to his ego at that time I thought to leave my job, and after then that if I left a job I only left just because of if I was getting a good opportunity in terms of financial aspects like, let's say. if you are getting paid less in one organization and you are getting a better. (Respondent 6_Senior Consultant_98)
 perfect. Have you ever had the thoughts of leaving your company? (Respondent 7_Accounts Assistant_91)
 Yes, i'm looking. I mean there is always going to be a better place. So yes if the opportunity for like a financial accountant comes out like. you know a higher like level, then yes, I would need to move. (Respondent 7_Accounts Assistant_92)
 And if your company can provide you with that promotion, that higher level in your career, would you remain with the company, or would you still leave the company? (Respondent 7_Accounts Assistant_93)
 If they can provide it, then yes, I would remain in the company (Respondent 7_Accounts Assistant_94)
 Nice. Have you ever thought of leaving your company now? (Respondent 8_Senior Accountant _70)
 No, but change is constant (laughs) (Respondent 8_Senior Accountant _71)
 Okay. So why do you say change is constant? (Respondent 8_Senior Accountant _72)
 yeah, normal now change is constant. That's what I can really say, but no I've never had that thought but change is constant because if at any point I feel like I'm not growing or I'm not attaining my personal goals, I'm not seeing or getting more opportunities , I'm not seeing any personal development in general so yeah I think to be fair the firm has a lot of opportunities out there so you just have to be like get yourself involved and participate in them right. But yeah, I don't see myself leaving because I feel like welcome and ok because of the people and the culture but yeah. (Respondent 8_Senior Accountant _73)
23. Company’s provision for reasons to leave company.
 Okay, perfect. Now, I would also ask you, like you said, you know, if they could match the salary or greener pastures now, what measures do you think your organization, or your company can take to increase the likelihood to remain at your job? Yeah. (Respondent 1_Account Assistant_95)
 As I said, the world is going digital. So, if things can be more digital, let's say having a hybrid, a hybrid type of job where I can go twice a week. I can work thrice a week from home and twice in the office because I say needs. We're trying to implement it actually; we're trying to go online instead of doing everything is on desktop. We were trying to put it on one drive. So, if you put it on Drive, that means you can access it from anywhere if you have the internet and that will mean hybrid is possible. So that kind of encouraged me to stay with them. And, them having a competitive salary that’s almost similar to they're not competitors, but the industry level. So that would be a good way of retaining their employees. (Respondent 1_Account Assistant_96)
 That's for you not employees for you, basically? (Respondent 1_Account Assistant_97)
Oh, yeah, for me. Yeah (Respondent 1_Account Assistant_98)
 So basically, if no busy season, then you're fine with your company, you’re ok to remain at the company? (Respondent 3_Audit Senior_126)
 yeah perfect. It won't be so bad. (Respondent 3_Audit Senior_127)
 So, do you think there any measures your company should take to increase the likelihood of you remaining at your job? (Respondent 3_Audit Senior_128)
 employing more people so that busy season is bearable and more money but if have more people on a serious note Now If we have more people then there are more people on the job. It means that i'm not spending. I don't have to work those long hours. Recently, I came up with a project that I was working on, and I was working on 3 companies, with the same deadline and the same people. I was working on it with a trainee. so essentially, I was doing it by myself. So, imagine if we had more people and there were two other people on it with me and each of us had one of those, I wouldn't have had to have sleepless nights. Everything would go smoothly, because each person has one that each person has one trainee to look through the work with them, so it'll be easier to manage. I would not have thought of quitting in the last 2 months. However, I have thought of quitting like 5 times in the last 2 months, because it was just a lot like juggling the 3 of them at the same time so yeah more people would help. (Respondent 3_Audit Senior_129)
 perfect. So do you think there are any measures your company can take to, you know. Just increase the likelihood of you know you remaining in your company apart from increasing your pay. You think there any measures they need to; you know. Just implement? (Respondent 4_Senior Accountant_95)
 Well, I think 2 of Well, well, if I'm going to think about it, you think the most important considerations would be. Yeah, the first one would be pay, and next would-be career progression. So, if a. As long as the sorry, so someone just chatted me. So, the team. Okay. So as long as I think that the people who are going are being promoted or progressed along the ranks is fair, and they deserve it. Then I then that would be. That would be a that would be great, I mean because, like what I said in in some, especially for big 4 firms, the bureaucracy and the politics would just so to more deserving people being passed on the promotion, and those who are the favourites will be promoted. so that would be a big let-down. But in here as long as i'm, seeing that the progression is fair and really based on merits. Then then that would be good. That would be great. Yeah.			(Respondent 4_Senior Accountant_96)
 So, do you think there any measures that your organization can take to increase the likelihood of you remaining at your job? (Respondent 5_Audit Assistant Manager_82)
 Yes. (Respondent 5_Audit Assistant Manager_83)
 like what measures do you think? (Respondent 5_Audit Assistant Manager_84)
 erm, I think that they just have to like I said before, like appreciation is very important, don't ignore the work I’m doing. I'm doing good work here, then also career progression very important. If I don't feel like I am progressing in my career, then it means that I have to leave. I’m not saying dash me progression but rather recognise what I am doing. (Respondent 5_Audit Assistant Manager_85)
 perfect. Okay. So, do you think there are any measures that should be taken by your organization except, apart from? You know all these things we've discussed that will increase your likelihood of remaining at the at the company? (Respondent 7_Accounts Assistant_95)
 Yeah, I think they should maintain the culture, and you know to get more feedback from their employees in terms of their expectations and their personal needs. (Respondent 7_Accounts Assistant_96)
 So, do you think that there are any measures your company should take to increase the likelihood of you know you remaining at your job or not just you, but, like your other colleagues, or as employees generally. Do You think that there are any other measures that should be taken by the company? (Respondent 8_Senior Accountant _74)
 To be honest yeah, first off, managers must make people comfortable, right? Which I think my company is already doing but there's still space for them to try to get better and not relent and not lose that. And also, I think compensation is good, the fact that inflation is increasing every day, the cost of living is increasing and people are being affected by inflation I feel like there should be a mix and match to review compensation, this in the sense that they look after their employees in this phase especially because all of these things would affect the comfort of their employees right so there shouldn't make salary compensation static in the sense that they shouldn't just stick to paying levels certain amounts. They should always get an adjustment like quarterly to the reality of things it should follow reality because we know today that same money is not enough to serve the purpose of the same vale the next day due to cost of living crises and economic factors happening around the country right, so they should make it more realistic and more factual and it should be specific to the region where you work for instance, if I work In Dublin, and someone else works in cork, we know renting and cost of living in cork is kind of lower there compared to Dublin which is high and things are more. It should be used as a measure like ok if you're staying in this city, your salary should be higher because at the end if they carry out general survey, they would be like yeah, after expenses and all, what someone in the city has left should be the same as what someone living in cork should have. But if they pay the same amount and the person is staying in a different city it wouldn't be  fair to the person because me staying in Dublin would pay more money on things than someone staying in cork so I feel like they should increase compensation to make it realistic and it might have been realistic at the time when it was set but it should be reviewed constantly as often as possible. It might not even be salary, it could be like they give a voucher for electricity or utility just like random and make sure that their employees are constantly comfortable and focused on work and not thinking of what extra things they could do on the side that would pay their bills right cause in the end when they don't focus on work, it would affect their productivity especially If what they are given does not cover their cost of living at the end their mind and everything gets distracted and the don't give full capacity to their employers. So, I think yeah, they should look after that and make sure that their employees are very comfortable and ready to work. (Respondent 8_Senior Accountant _75)
24. Recommendations on recruitment practices for own company & on topic generally
Perfect now. So, thank you so much for agreeing to this interview. Just also, would you like to make any recommendations or concerning recruitment practices for your company? Or do you know, just to improve retention generally? (Respondent 1_Account Assistant_99)
 Yeah, I'll say for additional comments is this for the hrs. or anyone managing the managing employees, for them to retain them is having annual meetings with the employees or the employer having an annual meeting with you to discuss what you value? And what you need to in what you need to improve you in your company, just basically annual reviews with your employees to feel what are they doing best? And how can it be improved? Or what do you think we was done wrong in the fleet in the park in the past and can be improved in the future? So that's, that's, again, having a listening ear to your employees and having a closer relationship is a good thing. Yeah. (Respondent 1_Account Assistant_100)
 So that's all you would say? Yeah. (Respondent 1_Account Assistant_101)
 Yeah, that's what I will say. (Respondent 1_Account Assistant_102)
Do you have any recommendations, you know, any extra comments just to make in respect of improving recruitment practices to retain. We as millennials. Do you have any other comments you would love to add just in general. (Respondent 2_Project Financial Manager_90)
 Well, I would like to thank you for the interview that was lovely I would like. I like expressing my point of view and well done for your work. It's very interesting, and it's necessary, because I see that there's a lot of problems in this area, and they cannot. They cannot retain the employees because I think it's because they don't offer it much. It's not all about money and company has. This is still having this culture of thinking about money. They think that the employee is there just because of money. So that's why they leave. If someone I offer more money, they go for more money which is not because we are working for not just for money, but for culture, for gaining this experience to make decisions for growth. So, we are there to make the company grow and to grow with the company. You know it must be mutual. So yeah, that's it. (Respondent 2_Project Financial Manager_91)
would you like to make any recommendations or additional comments on the topic of you know, recruitment practices of your company, or to improve retention of you know. employees at your company? (Respondent 3_Audit Senior_130)
 they should just employ more people. Everybody would be happier that way. I think that their recruitment process, the process itself. It's really good compared to some of like, as I said, compared to the other company I got a job with compared to some of the other processes that I've been through. Yeah, because primarily they communicated like so well. The other people have like serious problems with communication. So, it doesn't make you want to work because you feel like. if they can do this to me That's not in the company, when i'm in a company how would they treat me? Okay. (Respondent 3_Audit Senior_131)
would you like to make any recommendations, or you know, just additional comments on the topic of recruitment practice on the recruitment process of your company or to improve retention rates. Do you have any comments, or (Respondent 4_Senior Accountant_97)
 No because the onboarding part really is great. I mean. They even paid for my ticket, and they provided one-month free accommodation. So, I can. I can. You know I can. I can actually request for more. because that's and they, the Hr. Would are really kind. HR people really Kind? So yeah, I So I can’t think of something to improve. Maybe the visa processing process but that's out of their hand. I mean it's on the Irish Embassy since I only had issue on the delays in the visa processing process or the visa processing. But that's the Hr. That's out of control of the Hr so yeah, I can. I can think of anything else to improve here in Gt. In Gt. Hr. (Respondent 4_Senior Accountant_98)
Would you like to make any recommendations, or would you like to make any additional comments on the topic of recruitment practices of your company, or to improve retention. (Respondent 5_Audit Assistant Manager_86)
 Hmm. I think that they are doing well. To be honest. I mean I really think they are doing well; I don't have any comments for them. I mean the person who reached out to me like directly, like it was an agent. I think it was an agent They contracted reached out to me once. Asides that I think the company itself is doing well regarding the recruitment practices and all of that, so I don't have any comments. (Respondent 5_Audit Assistant Manager_87)
do you have any recommendations or additional comments on this topic of You know how to improve recruitment practices for companies to improve retention of millennials? (Respondent 6_Senior Consultant_101)
 You are going fine right now, and you have almost. You have all those relevant questions, and I don't want to say anything which is wrong here right now, like you have almost all the relevant questions. (Respondent 6_Senior Consultant_102)
Do you have any recommendations or additional comments on the topic of recruitment practices of your company, or, you know, just to improve retention of millennial accountants in general? (Respondent 7_Accounts Assistant_97)
 I would say I would say, give everyone a chance in terms of the accounting industry. That's the accounting market is a very tough one. It's a place I feel Visa status or race shouldn't be an issue. If there's the willingness and capacity to do the job, they should be given an opportunity. Sometimes we have limitations, like I said, but of not given the opportunity. More people should be given opportunities (Respondent 7_Accounts Assistant_98)
Do you have any recommendations or additional comments on the topic of recruitment practices of your company, or, you know, just to improve retention of millennial accountants in general? (Respondent 8_Senior Accountant _5)
 Yeah, to be honest, I think it's a good one and a good topic to talk on because accounting or auditing in General could be very tedious. and I think even with the fact that the AI is getting very, very involved in most things Now is taking more jobs. But I don't think an AI can take over an accounting job, because it requires, like mental work, I don't know I Don't know how to put it in words, but I think it requires someone to get the work done and it could be very tedious. I feel it should be talked more on and see how the workload can be reduced for accountants because sometimes it's really very tedious and the compensation is not that great and see how to walk with. Can. (Respondent 8_Senior Accountant _5)
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