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Abstract 
 
Talent Management is a topic gaining more attention among businesses and it is one of the most 
important challenges faced by companies worldwide; therefore it should be a top priority for 
managers. Literature states that many organisations are not aware of the issue of Talent Retention 
and that it is the high performers who are the ones end up leaving. Due to that the generation 
Millennials are considered to be a generation with talent and the education needed to take over 
and become the next generation of leaders, it is important to take advantage of them as 
opportunities and factors for success. 
 
One opportunity for companies to both attract talents and thereafter retain them is through 
conducting trainee programmes, however, to successfully execute these programmes, resources in 
terms of money, time and efforts are required. Therefore, in order to achieve the best possible 
return on the resources invested is it crucial to be able to retain the talents after them finishing 
the trainee programme. In order to answer our research question and fulfil our purpose we have 
done a multiple case study and conducted in-depth interviews to gather qualitative data. Our 
sample group consisted of eight representatives, two managers and six trainees, working at the 
two companies sampled. Consequently, our findings show that even without having an outlined 
retention plan, companies can be successful within Talent Retention. Moreover, this research 
acknowledge that good leadership, presence of Psychological Ownership and opportunities for 
challenges and development are the most important factors leading to talents wanting to stay 
within the company, after participating in the company’s trainee programme. 
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1. Introduction 
This chapter gives an introduction to Talent Management and discusses the problem and purpose of this thesis. In 
addition, delimitations of the thesis and definitions of re-occurring terms and concepts are clarified. 

1.1 Background 

Several researchers (e.g. Collings & Mellahi, 2009; Farndale, Scullion & Sparrow, 2010; Meyers & 
van Woerkom, 2014; Schuler, Jackson & Tarique, 2011) agree upon the fact that handling Talent 
Management is one of the most important challenges faced by companies all over the world. Its 
importance partly comes from that well performed Talent Management and can contribute to 
competitive advantage, which is highly requested in today’s market. The concept has gained both 
attention and focus due to different societal factors, e.g. generational changes, higher labour 
mobility and globalisation (Schuler et al. 2011; Tarique & Schuler, 2010; Thunnissen, Boselie & 
Fruytier, 2013). These are also reasons for a shortage of talents, and Dries (2013) argues that 
retaining talents is especially difficult due to the continuous environmental and demographic 
changes. Furthermore, Dries (2013) also claims that organisations should consider Talent 
Management as a mind-set and involve it in the culture of the organisation. Lewis and Heckman 
(2006) claim that Talent Management is a key element in the process of ensuring effective 
performance in doing business. 
 
Talent Management is a branch of Human Resource Management and is defined as “... an 
integrated set of processes, programs and cultural norms in an organisation designed and implemented to attract, 
develop, deploy, and retain talent to achieve strategic objectives and meet future business needs.” (Silzer & 
Dowell, 2010, p. 18). In the end of 1990’s the challenge of attracting and retaining talent grew to 
be one of business executives’ top challenges (Cappelli, 2008). According to Athey and Burnside 
(2007) talent is a scarce resource mainly because of two factors: (1) retirement of the baby 
boomer generation and (2) an increasing lack of skills. This makes it vital to both attract and retain 
the talented, high potential, Millennials who takes over in the generational shift (Dries, 2013; 
Kaye & Jordan-Evans, 2005; Wubbe, 2015). Together with this shift, the amount of trainee 
programmes offered has increased. Companies put a lot of both time and resources on recruiting 
and developing graduates to become future key employees (Cappelli, 2008), and thus graduate 
trainee programmes can contribute to companies’ growth and success (Connor & Shaw, 2008). 
Furthermore, Silzer and Dowell, (2010) state that one simply cannot spend enough time or 
money on talents. However, it is important to consider and to take the long-term and future 
interests of the company into account, making sure that the future interests are met when 
recruiting people approximately two years before actually hiring them (Silzer & Dowell, 2010). 
Relating to this, Tulgan (2009) brings up the problem of people leaving the company directly 
after getting an education. Adding to this, Cappelli (2008) argues about this by considering a 
CEO, within the service industry, stating “Why should we develop people when our competitors are doing it 
for us?” (p. 75). 
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What we find to be interesting is how trainee programmes can be a way to catch the talents early, 
integrate them into the organizational culture, in order for them to more likely be retained. 
Furthermore, it is difficult to pinpoint what makes talents motivated and wanting to stay within 
the company. Thus, to get a better understanding of this is important in order for companies to 
make the most of their invested time, money and efforts, consequently have potential for 
achieving competitive advantage. 
 

1.2 Problem 

Up to this day many researchers agree upon that human capital and talents are key resources for 
businesses’ success (e.g. Ariss, Cascio & Paauwe, 2014; Meyers & van Woerkom, 2014; Schuler, 
et al., 2011; Silzer & Dowell, 2010). The Boston Consulting Group (2007) highlights Talent 
Management as one of the main challenges for organisations, and that it is the area where Human 
Resource Departments in Europe lack most competence. This emphasises the importance of a 
better understanding of the subject, as well as the need for further studies. Furthermore, Kaye 
and Jordan-Evans (2005) states that together with the increasing demand for talents, a new talent 
war is coming – driven by three factors; an upswing of the job market, unsatisfied employees and 
a change in the demographics. Research from the last five years prove that one of the largest 
problems for the Human Resource Managers is how to retain its employees, together with 
identifying key talents and Talent Management (Latukha, 2011). 
 
To continue, with the approaching retirement of the baby boomer generation (born between 
1946-1964) and Generation X (born between 1965-1980), the Millennials (born post 1980) 
(MacKellar, 2014) are coming to fill their positions. In contrast to earlier generations, Millennials 
are considered to have distinctive differences in characteristics and expectations on their work 
environment (Connor & Shaw, 2008; Shaw & Fairhust, 2008). With confidence, independency 
and a group mind-set, Millennials have a desire to climb the stairs of hierarchy and continuously 
look for new opportunities (Burkus, 2010; Eisner, 2005; Shaw & Fairhust, 2008). This requires 
companies to put high emphasis on developing and cross-training their employees, being 
inspiring and creating a pleasant work environment (Kaye & Jordan-Evans, 2005; Wubbe, 2015). 
In addition to this, to keep Millennials motivated and satisfied in the workplace, it is important 
for managers to keep their promises made (Eisner, 2005; McDermott, Mangan & O’Connor, 
2006). 
 
Together with the increasing amount of graduate trainee programmes (Connor & Shaw, 2008), 
the development of the programmes has an important role in meeting the future needs in human 
capital to ensure sustained competitiveness (Khoreva & Vaiman, 2015). Despite the knowledge 
of benefitting from having, and efficiently utilizing, talented labour, there is a lack of theoretical 
foundation to the topic of Talent Management (Festing & Schäfer, 2014). As well as this, more 
research is needed in Talent Retention, especially when the Millennials take over who will have 
significantly different demands from the employer, thus putting higher pressure on organisations’ 
retention strategies. Companies with trainee programmes invest a lot of time, money and effort in 
these new talents – expecting them to be profitable and to be a source of success for the 
company (McDermott, et al., 2006). 
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1.3 Purpose 

The purpose of this thesis is to further explore and extend existing research on Talent 
Management within trainee programmes by addressing perspectives of both managers and 
trainees. Moreover, this research intends to evaluate what companies are doing in order to retain 
their talents after they have participated in the company’s trainee programme; if their strategy, is 
perceived by the trainees in the intended way. Consequently, this thesis will have an exploratory 
purpose (Saunders, Lewis & Thornhill, 2012) aiming at observing and understanding more about 
Talent Management through studying trainee programmes. More specifically, we aim to 
understand what makes Millennial talents motivated to stay within a company after participating 
in a trainee programme and how companies with good retention rates reason when working with 
retention of talents who have participated in their trainee programme. 
 

1.4 Delimitations 

Talent Management is a broad and complex subject, thus we have chosen to only focus on 
retention of talents. The increasing amount of trainee programmes gave us the interest to focus on 
retention after trainee programmes. Additionally, the generation Millennials are entering the 
labour market, and considering them having talent, it is important for managers to take their 
specific characteristics into account when designing and developing their retention strategies. In 
accordance with the time frame and extent of the thesis, we have delimited our research to only 
two trainee programmes, however we have chosen to interview both the programme managers 
and three previous participants in each programme, in order to be able to compare and 
triangulate their points of view. 
 

1.5 Definitions 

1.5.1 Talent Management 

There are several definitions of Talent Management, however, owing to many of them being 
similar, when talking about Talent Management, we have chosen to refer to the definition by 
Silzer and Dowell (2010): “Talent Management is an integrated set of processes, programs and cultural norms 
in an organisation designed and implemented to attract, develop, deploy, and retain talent to achieve strategic 
objectives and meet future business needs” (p. 18). The reason for choosing this definition is because of 
its extensive explanation of the concept and that it includes all parts of the Talent Management 
practices. 
 

1.5.2 Talent Retention 

When discussing Talent Retention we refer to the process of retaining talents, as a branch of 
Talent Management, in the abovementioned definition by Silzer and Dowell (2010). Hence, 
Talent Retention is in this thesis considered as the practices implemented in order to keep talents 
within the organisation. 
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1.5.3 Talent 
In accordance with Meyers and van Woerkom (2014) there are several definitions of the term 
talent. In our research and in the writing of this thesis we have chosen to specify the term talent 
according to their exclusive/developable philosophy. This meaning that talent can be developed by 
anyone with the right foundation for it and given the right training; hence, anyone with the right 
circumstances can become a talent. Talent is thereby latent and an underlying possibility for 
individuals to develop or become (Meyers & van Woerkom, 2014). 
 

1.5.4 Millennials 

There is a lack of a general definition for the generation Millennials among researchers. However, 
the Millennials are most commonly referred to as people born in the year span of 1980-2000 
(Caraher, 2014; Eisner, 2005; Howe & Strauss, 2007; Lytle, 2015; MacKellar, 2014; Shaw & 
Fairhust, 2008), which is also the year-span we have used when referring to Millennials in this 
research. 
 

1.5.5 Trainee Programmes and Graduate Development Programmes 

We believe that it is up to every company, when designing their programmes, to define them, by 
setting their individual goals, purposes and intentions. However, in this thesis all types of 
graduate trainee programmes and trainee programmes with a general purpose to develop and educate 
talents for future employment at a company is referred to as a trainee programme, and its participants 
trainees. Additionally, in some cases these are referred to as Graduate Development Programmes, 
and the participants as graduates, in order to be as accurate as possible and in accordance with 
researchers. Furthermore, for simplicity reasons, the responsible for the programmes are 
hereafter referred to as Managers and the graduates who have participated in a trainee 
programme will be referred to as Participants, Blue and Red for respective company (see more 
about this in section 4). 
 

1.5.6 Psychological Ownership 

We have chosen to define Psychological Ownership in accordance with van Dyne and Pierce 
(2004) and Pierce, Kostova and Dirks (2001). These researches define Psychological Ownership 
as a state of mind within psychology and describe it to be a feeling of possession and belonging. 
When a person has Psychological Ownership of something he will nurture and care for it more, 
showing stewardship and have a certain commitment to it; where it can be a variety of things like 
product, organisation or workplace (van Dyne & Pierce, 2004; Pierce et al., 2001). 
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2. Frame of reference 
In the section Frame of reference we begin by presenting an overview of the concept Talent Management and its 
origin. Thereafter, we introduce the readers to the key challenge of Talent Management as well as present the 
concepts Talent Retention, Millennial Talent, Trainee Programmes and Psychological Ownership. 

2.1 Talent Management 

Recently, Talent Management has gained more attention among companies as well as in academic 
literature, and the concept was previously seen as a branch of Human Resource Management 
(Collings & Mellahi, 2009; Silzer & Dowell, 2010). Lately it has developed into a more specific 
definition – “Talent management is an integrated set of processes, programmes and cultural norms in an 
organisation designed and implemented to attract, develop, deploy, and retain talent to achieve strategic objectives 
and meet future business needs.” (Silzer & Dowell, 2010, p. 18). Additionally, Farndale et al. (2010) 
added to the definition that talent is commonly referred to as human capital. This, including a 
range of competences, knowledge, and personal and social attributes, required in achieving high 
economic performance. This is also in line with the early focus on Talent Management, which 
was considering recruitment for top-management positions, attracting and finding the most 
competent people, and evaluating the factors of success (Ariss et al., 2014). 
 
Researchers agree upon Talent Management being one of the most important challenges faced by 
companies worldwide. This because well-executed Talent Management can contribute to 
competitive advantage, commonly requested among businesses today (e.g. Collings & Mellahi, 
2009; Farndale et al., 2010; Meyers & van Woerkom, 2014; Schuler et al., 2011). The increased 
attention and focus on Talent Management, as well as shortage of talent, is due to several factors 
in society, e.g. generational changes, higher labour mobility and globalisation (Schuler et al., 2011; 
Tarique & Schuler, 2010; Thunnissen et al., 2013). Additionally, these environmental changes 
have a large impact on the differentiated need for talent quality, quantity and characteristics 
(Thunnissen et al., 2013). Dries (2013) concurs with this and claims that retaining talents is 
especially difficult due to the continuous environmental and demographic changes. Lewis and 
Heckman (2006) add to this, that Talent Management is a key element in the process of ensuring 
effective performance. Furthermore, Dries (2013) argues that organisations should consider 
Talent Management as a mind-set and incorporate it in their corporate culture. Consequently, this 
makes it difficult for both managers and organisations as a whole to let Talent Management 
permeate the business practices (Dries, 2013). 
 
The concept Talent Management and its focus has also been criticised. This, by claiming that it is 
a concept gaining attention merely for its fashionable sense, used by business schools and 
consultants, and that it is neither legitimized or has emerged from established theories (Dries, 
2013; Iles, Preece & Chuai, 2010). Lewis and Heckman (2006) add to this by claiming that many 
organisations does not want to define what Talent Management means to them, because they 
only use the term talent for attention in employer branding. Additionally, some argue that there is 
a lack of a specific definition and theoretical foundation of Talent Management and many 
researchers view upon it differently. This makes it difficult for managers to adapt their leadership 
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and knowing what to do when handling their employees (Collings & Mellahi, 2009; Lewis & 
Heckman, 2006; Silzer & Dowell, 2010; Thunnissen et al., 2013). 
 
To continue, Talent Management is often used for gaining competitive advantage over 
companies who are not familiar with the concept or its practices. Adding to this, high-performing 
talents are considered to be the main source for competitive advantage, and organisations that 
strive for achieving competitive advantage are required to lay focus on managing their talents 
(Chambers, Foulton, Handfield-Jones, Hankin & Michaels, 1998; Silzer & Dowell, 2010). Meyers 
and van Woerkom (2014) contribute to this reasoning by claiming that employing people with 
talent is a part of winning the war for talent, which in turn leads to acquiring and maintaining 
competitive advantage. This is in line with Thunnissen et al.’s (2013) reasoning that efficiently 
making use of talents should be the main focus for managers. Additionally, as reported by Boston 
Consulting Group (2007) Talent Management is one of the five key challenges faced by 
European Human Resource Managers and one of the areas with a great lack of competences. 
 
In order for firms to succeed on the market, effectively handling Talent Management challenges 
is key. Being prepared to face new challenges as well as adapting in accordance with their 
development is therefore of high importance (Schuler et al., 2011). According to Thunnissen et 
al. (2013), in today’s emerging markets, to “get the right people in the right place at the right time” (p. 
1745) is one of the largest challenges companies are facing. Also, Cappelli (2000) discusses the 
fact that an organisation does not only need to attract talents but also put a lot of emphasis on 
retaining them, in order for them not to be attracted later on by another employer. 
 

2.2 Talent Retention 

Cappelli (2008) mentions that in the end of the 1990’s the challenge of attracting and retaining 
talent grew to be at the top of the list of challenges faced by business executives. Allen, Bryant 
and Vardaman (2010) adds to this by claiming that employee retention is a critical issue for many 
organisations and managers, and that the cost of retention usually exceed 100% of the annual 
salary for the position. Adding to this, employee retention is defined as “An effort by a business to 
maintain a working environment which supports current staff in remaining with the company. Many employee 
retention policies are aimed at addressing the various needs of employees to enhance their job satisfaction and reduce 
the substantial costs involved in hiring and training new staff” (BusinessDictionary, 2016). Further 
regarding the issue of retaining talents, according to Chambers et al. (1998) not many 
organisations are realising the existence of a retention problem, and that the high performing 
people, the talents, are the ones ending up leaving. 
 
There are several reasons for why it is hard to retain talents; one of them can occur due to 
managers having different beliefs in why talents leave than what is actually true. For example, 
managers commonly believe that talents decide to leave due complicated job tasks, only wanting 
practical experience, too low salary or the fact they do not understand or cope with the company 
culture. However, the more correct reasons why they leave are not enough challenging job tasks, 
lack of personal development, no international career possibilities and low compatibility with 
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colleagues, i.e. companies make a difference between trainees and employees (Cappelli, 2000; 
Latukha, 2011). 
 
Allen et al. (2010) also see differences and misconceptions regarding why talents leave; the most 
common misconception is that employers have paid their talents too little money as an incentive 
to stay. However, the researchers further argue that the most common reasons why talents leave 
are dissatisfaction of integration with colleagues and a lack of perception of training and 
development in the future. In addition to this, Bartram (2012) argue for promoting future 
development and training before the talents start looking in other directions. The reasoning 
behind this is, not only are they dissatisfied, but also the fact that there is always another 
organisation willing to pay more, in both salary and bonuses (Cappelli, 2000). Additionally, 
Bhattacharya, Sen and Korschun (2008) state the importance of having common goals and values 
between the organisation and the talent to create a stable relationship and a motivation to stay. 
 
Wubbe (2015) argues that retaining talent should be a top priority for managers and that this 
should be accomplished by having a transparent work environment, with open communication 
and meetings on a regular basis. Also, the practice of cross-training and enabling employees to 
practice different roles within the company are important factors in the process of Talent 
Retention. Additionally, keeping employees challenged, daring to evaluate their performance, 
discuss goals as well as taking feedback into account in decision-making motivates employees and 
contributes to their retention (Wubbe, 2015). Furthermore, Kaye and Jordan-Evans (2005) stress 
the importance of retaining talents through three areas of emphasis; “(1) Focus on employee 
development, learning and growth, (2) Cultivate a style that inspires loyalty, and (3) Create a work environment 
that people love” (p. 12). The first area implies that the company should find ways to develop the 
employees and identifying opportunities. This can be done through innovative and challenging 
work-tasks and by offering a mentor or coach. The second area, the researchers suggest, can be 
exercised through asking the employees what they value in their work and by giving feedback and 
rewards. Moreover, in order to create a work environment that people love, Kaye and Jordan-Evans 
(2005) propose that the company should give the employees space as well as promote openness 
and enable the employees to discuss freely about their ideas, experiences and opinions. 
 
Another aspect of Talent Retention is the term Talents on hold, which Cappelli (2008) describes as 
when successfully retaining talents but putting them on hold in positions that they are 
overqualified for; due to the organisation not having enough top- or specialist positions for their 
talents. This may lead to that the talents choose to work for a competitor instead; as Cappelli 
(2008) also refers to talents as “inventory that can walk out the door” (p. 4), occurring when an 
organisation educate too many talents than needed. This becomes a dilemma for organisations, 
because educating talents who are not needed implies educating them for your competitor. 
Similarly, educating too few talents means that you end up with having to hire them from 
elsewhere. Reason being that there is a time and resource heavy procedure to hire someone of 
high calibre, and at the same time, that you are not certain about his or her abilities and if they fit 
into the company culture, compared to developing your own talents. Therefore would a so-called 
just-in-time mind-set regarding talent development be in good use, where you calculate and 
forecast the number of talents needed for the future (Cappelli, 2008). 
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2.3 Talent 

The term talent originates from the ancient Greeks and biblical times where it was first used as a 
measurement of weight and money, and later on became an expression for a person’s innate 
abilities. Moreover, in today’s society, when someone has innate abilities within a specific area 
this person is instead identified as gifted. Consequently, in organisations, the term talent is used 
when describing a person with abilities in a certain area as well as a whole group of individuals 
(Silzer & Dowell, 2010). However, there are several ways of defining a talent and different 
opinions regarding talent being something innate or not (Meyers & van Woerkom, 2014). 
Sonnenberg, van Zijderveld and Brinks (2014) add to this and claims that the definitions of talent 
will, over time, continue to change together with our ever-changing environment. 
 
According to Athey and Burnside (2007) talent is a scarce resource mainly due to two factors; 
retirement of the baby boomer generation and an increasing lack of skills. Therefore it is 
important to both attract and retain the talented, high potential, Millennials who will take over 
after the baby boomer generation (Dries, 2013; Kaye & Jordan-Evans, 2005; Wubbe, 2015). 
Silzer and Dowell (2010) reinforce the importance of talents by stating that talents are the largest 
factor for an organisation's success or failure. They also argue that people are the most important 
part of the organisation, and it is more crucial to have the right people than the right strategies. In 
addition to this, people are considered critical for a company’s survival and consequently, 
integrating Talent Management into the company’s strategy is crucial. 
 
Moreover, talents do not flow through the organisation naturally; a company is required to make 
use of them in be best possible way. Therefore, building a talent pipeline, with high-performers 
who are able to fill top positions, is crucial for conducting successful business (Ariss et al., 2014; 
Silzer & Dowell, 2010). Collings and Mellahi (2009) claim that developing a talent pool with high 
performing and prosperous people, that in the future can fill these positions is highly important; 
which also stress the importance of talents. Also, the fact that having and developing a talent 
pool, is argued to contribute in achieving sustainable competitive advantage. The researchers 
further argue about the importance of differentiating between strategically performing employees 
and not strategically performing employees. What Collings and Mellahi (2009) argue is based on 
that strategic and essential job tasks should be accomplished by high potential employees, in 
order for the organisation to maximize the benefits of their operations. Ariss et al. (2014) agrees 
upon this and add that organisations should encourage work motivation and exceptional 
performance to make the best use of their talents; also in order to avoid a high employee 
turnover. 
 

2.4 Millennial talents 

According to Burkus (2010), Millennials are considered to be a generation with talent, and by 
having the education needed, they are ready to take over and become the next generation of 
leaders. As Millennials are entering the job market, joining the Traditionalist, Baby Boomers and 
Generation X, more studies has been conducted regarding the differences between the 
generations. Researchers argue that having knowledge and a clear understanding about the 
differences between the generations, about what motivates employees, and what their work-
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environmental preferences are, is of high importance in the process of recruiting, training and 
retaining employees (Downing, 2006; Shaw & Fairhust, 2008). 
 
Most commonly, Millennials are referred to as everyone born between the years 1980-2000 
(Caraher, 2014; Eisner, 2005; Howe & Strauss, 2007; Lytle, 2015; MacKellar, 2014; Shaw & 
Fairhust, 2008). According to Shaw and Fairhust (2008) and Connor and Shaw (2008), 
Millennials have different characteristics and expectations on their work environment from the 
previous generations. Specific characteristics of the Millennials are independency, confidence, 
self-reliance, socially activeness and entrepreneurial with a group mind-set. Millennials want to 
have a clear structure and get directions, however, at the same time they prefer to make their own 
decisions with freedom and flexibility (Burkus, 2010; Eisner, 2005; Shaw & Fairhust, 2008). More 
specifically, according to a study published in Harvard Business Review, 87% of Millennials 
prefer flexibility and being able to choose times and places to work (Burkus, 2010). In addition, 
keeping what is promised is essential in order not to make Millennials feel disappointed, 
dissatisfied or unmotivated to work; Millennials need to be able to make a difference, get their 
voice heard and feel that they are contributing to the better (Eisner, 2005; McDermott, Mangan 
& O’Connor, 2006). With their work-to-live mind-set, the Millennials are considered to be a 
generation likely to refer to their occupation only as a requirement in order to make a living; 
thereby, keeping the Millennial workforce motivated and satisfied is an essential task for 
managers (Eisner, 2005; Tulgan, 2009). In contrast to this, Alsop (2008) claims that Millennials 
will join a specific organisation because they want to and not because they are required to do so. 
 
Moreover, there is a constant need among Millennials to climb the stairs of hierarchy and a 
continuous lookout for new opportunities. Being frequently connected to the digital world, 
streaming information, entertainment and socialization, Millennials have a need for speed, having 
meaningful tasks and to face challenges in the workplace (Eisner, 2005). Fenenbock (2015) adds 
to this by claiming that when Millennials are being recognized and “share a sense of belonging” (p. 
28), they perform at their best. Despite being raised around social stress factors, concerning 
everything from school performance to parental divorces, Millennials are told and believe that 
they can do anything (Eisner, 2005). In addition to this, to keep Millennials motivated and 
satisfied in the workplace, it is important for managers to keep their promises made (Eisner, 
2005; McDermott, Mangan & O’Connor, 2006). Furthermore, in order to train and manage the 
Millennial employees effectively, it is important that one takes the generational-specific 
characteristics into account; building personal relationships with them is as important as 
challenging, recognizing and rewarding them (Allerton, 2001; Eisner 2005). Also, Fenenbock 
(2015) argues that within three years, 91% of Millennial employees are foreseen to leave the 
organisation; therefore, in order to retain these young professionals it is important for 
organisations to offer education and development programs for the talents. 
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2.5 Trainee programmes 

According to Connor and Shaw (2008), the amount of trainee programmes offered by companies 
has increased. Conducting trainee programmes is contributing largely to companies’ growth and 
success. In today’s society, companies are putting significant investments in time and resources 
on recruiting and developing graduates and talents to become future key employees. In addition 
to this, companies must find new, unconventional ways for recruiting and retaining employees 
(Cappelli, 2008). Sturges and Guest (1999) add to this by discussing the importance of not only 
conducting a trainee programme, but also managing it effectively – in order to get the most out 
of it and the best possible results. Hence, making the company a preferable place to work for the 
graduates, and consequently increasing a company’s retention rates. Furthermore, Silzer and 
Dowell (2010) state that one simply cannot spend enough time or money on talents. 
Nevertheless, it is important to consider the long-term interests of the company; this because 
when recruiting people approximately two years before actually hiring them, one has to take the 
future of the company into account (Silzer & Dowell, 2010). 
 
McDermott et al. (2006) conducted a study, examining graduates satisfaction levels after being 
recruited by organisations. As a result, they claim that for the highest levels of satisfaction, 
graduates want their work to be stimulating as well as challenging and that opportunities for 
development are of high importance. McDermott et al. (2006) conclude that the average level of 
satisfaction is lower among graduates working in an organisation with a graduate development 
programme than among those who are working at an organisation without this kind of 
programme. However, McDermott et al (2006) also claim that if the expectations of the 
graduates are not met, and if the promises made are not kept, the result of less satisfied graduates 
should not come as a surprise. Additionally, both McDermott et al. (2006) and Connor and Shaw 
(2008) claim that when developing a trainee programme one has to assess the purpose of the 
programme as well as take the expectations of the graduates into account. Further, the 
researchers conclude that it appears to be a challenge for organisations to understand these 
expectations. This is in line with Sturges and Guest (1999) who adds that efficient management 
of graduate development programmes is important in order to retain the graduates. 
 
Despite the lower satisfaction levels, McDermott et al. (2006) states that, in general, conducting a 
graduate development programme does not have to imply negative effects. Offering 
opportunities for both training and development is important in the whole process, from 
attracting to retaining graduates (Connor & Shaw, 2008). Thereby, in order to avoid any negative 
affects, McDermott et al. (2006) suggest that the graduate development programmes should not 
include expectations of future career progress and that there should be a clear and honest 
communication between the graduates and the programme managers. In addition, the 
programme in general, needs to be in line with a general corporate graduate policy including the 
management’s responsibility to operate at different levels. Thus, the researchers emphasise the 
importance of development of graduate development programmes as well as using it efficiently 
(McDermott et al. (2006). Graduates are considered to have a desire to develop and improve 
their professional abilities, thus, advance for future employability. Moreover, Tulgan (2009) 
brings up the problem of people leaving right after getting an education. Cappelli (2008) agrees 
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on this by considering a statement by a CEO within the service industry; “Why should we develop 
people when our competitors are doing it for us?” (p. 75). 
 

2.6 Psychological Ownership 

Psychological Ownership is a state of mind – the state when individuals feel that something is 
theirs, either material or immaterial (van Dyne & Pierce, 2004). This sense of possession can be 
linked to different psychological states, such as attitude, commitment and belonging. According 
to van Dyne and Pierce (2004) discuss the importance of Psychological Ownership for positive 
employee work behaviour. This is in line with Pierce et al. (2001) who argue that there are three 
different roots to Psychological Ownership, (1) Home, (2) Self-efficacy and effectance and (3) Self-identity, 
explaining why it occurs. Firstly, Home refers to that a person can develop a certain sense of 
possession through the need of a home and a sense of belonging; this can be family, 
neighbourhood, organization or a community. Secondly, Self-efficacy and effectance is when a person 
needs the feeling of self-justification and the sense of having a skill. This can develop a feeling of 
possession when the feeling of control and influence over something is present. Often more 
complex work tasks enhance this feeling, compared to more routinely executed work tasks; it 
stimulates and challenges the skill-set and creates a feeling of competence. Thirdly, Self-identity 
appears when a person can get the feeling of possession and Psychological Ownership through 
having a clear sense of themselves; to identify who they are, one can make use of the 
organisational values and believes (Pierce et al. 2001). 
 
Pierce et al. (2001) further describes the different routes, hence, the ways to reach or strengthen 
Psychological Ownership: Control, Knowledge and Self-investing. When a member gains more Control 
over an object they have the feeling of an extension of themselves. This can refer to control over 
projects, products or to the workplace in general; thus, also feel responsibility for achieving good 
outcomes and results. The feeling of being the cause of something can raise the feeling of 
efficacy, whilst the opposite occurs if control over something is lost. Another way to reach a 
higher level of Psychological Ownership is to feel a stronger association to a product, 
organisation or workspace. To continue, the more Knowledge and information about something 
the more the member will feel a deep connection to it. Therefore is it important for a company 
to educate their employees about the organisation’s goals, missions and objectives. Employees 
can also gain more knowledge through working with different work tasks and keep getting new 
tasks within their expertise. Finally, will the Self-investing play a role, if a member invest their time, 
effort, skills and ideas into something, and their connection to it will rise and thereby strengthen 
the feeling of becoming one with it. This will increase their own feeling of responsibility towards 
it and the willingness for good results, as well as the feeling of ownership. Owing to this, tasks 
that require more skill, creativity and higher education are more likely to create the feeling of 
ownership among the employees. 
 
Adding to previous research Pierce, Kostova and Dirks (2003) investigate on the subject of 
Psychological Ownership and find possible impacts on organisations. Starting with the positive 
traits Psychological Ownership can have; the sense of having a certain skill, being able to 
influence and having the feeling of this is mine can lead the employees to care about, and nurture, 
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both the relationship with the company and the work itself. It can also imply that they are more 
reliant to maintain, protect or enhance their work, as an extension of themselves; this can result 
in a higher sense of responsibility and thus personal sacrifice and voluntary activities for the 
overall well being of the company. However, personal sacrifice and increased feeling of 
responsibility can cause a dysfunctional personal life and overall stress if they feel the need of 
continuing improvement. Another negative effect of a strong Psychological Ownership is 
alienation and dysfunctional groups; if one or two members want to keep full control over a 
project or a product, the aforementioned has a possibility to occur. Conclusively, if it comes to a 
forced separation the affected may try to sabotage or stalk. However, Pierce et al. (2003) argue 
that these negative effects are more likely if the Psychological Ownership develops from self-
efficacy and effectance.  
 

2.7 Reflection on literature review 

The theoretical framework and previous research discussed above provide a basis for 
understanding Talent Management and how Talent Retention can be applied to trainee 
programmes. As of today, there is a gap in the literature and no specific way for how to retain 
talents through trainee programmes; this intrigued us to study the topic further and thereby our 
research questions: 
  

° What makes Millennial Talents motivated to stay within a company after participating in a trainee 
programme? 

 
° How has the trainee programme influenced the trainees to become more committed to their work and 

thereby choosing to stay within the company? 
 
We believe that Psychological Ownership can help us to understand both Talent Management 
and trainee programmes better. More specifically we believe that the Psychological Ownership 
lens can help us in our research to understand why talents choose to stay within an organisation 
after participating in a trainee programme. For instance, we may see some correlation or 
similarities between how the routes of getting Psychological Ownership and how the trainee 
programmes are structured, since there are some traits of Psychological Ownership that are 
beneficial for an organization. Additionally, we might see how the trainee programmes has 
influenced the talents to be more committed to their work and how education and gained insight 
of the company leads to a feeling of Psychological Ownership and thereby a decision to stay for a 
longer period. 
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3. Method and Data collection 
This chapter discusses our philosophy of methodology; it presents how and why we collected the data as we did, as 
well as our method in analysing the data to reassure it will fulfil the purpose of the study. 

3.1 Methodology 

Saunders et al. (2012) argue that the reason for conducting a research is to gain insights of a 
problem in a systematic way with the aim to increase knowledge. However, in order to conduct a 
research, it is crucial to know the difference between method and methodology. Saunders et al. 
(2012) further state that methodology is the underlying beliefs and assumptions of the researchers 
and authors, who later determine the method used. In contrast to method, which refers to the 
practical way of gathering and analysing data, methodology is related to how research should be 
executed, taking assumptions of theories into consideration. 
 

3.1.1 Research philosophies 

In order to properly execute the research with a clear purpose and strategy, insights regarding 
suitable research philosophies are necessary. Bryman (2012) and Saunders et al. (2012) explore 
two main philosophies of methodology – positivism and interpretivism. Positivism as a concept is 
hard to outline in precision since it is used in different ways by different researchers. Despite this, 
positivism is based on the hypothesis on which theory is built, to observe and study the reality by 
collecting data and search for correlation and consistencies within the research. Interpretivism, 
on the other hand, is based on the observation of the human behaviour and their social life, 
which focuses on emotions and values. A fundamental directive of the interpretivism philosophy 
is to not generalize people’s thoughts through the researchers making assumptions (Bryman, 
2012; Saunders et al., 2012). When conducting a qualitative research, as this one, it is usually 
connected with interpretivism, whereas a quantitative research is linked with the positivism 
philosophy (Saunders et al., 2012). We made use of interpretivism since our research questions 
are complex and include emotions and values. We conducted a qualitative research in order to 
gain deeper knowledge in the area we wish to investigate. Furthermore, us being Millennials, and 
thereby cannot be separated from the group of investigation, is another reason for us to apply the 
philosophy of interpretivism. 
 

3.1.2 Research approaches 

Once the research philosophy is clarified, the researcher should explore the different approaches 
regarding how to achieve the stated purpose (Saunders et al. 2012). Saunders et al. (2012) has 
identified three different approaches: deductive, inductive and abductive. Regarding the deductive 
approach, the researchers begin by developing a theory and thereafter continue by building a 
hypothesis that in a later stage is tested. The inductive approach starts with data collection and 
thereafter the theory is built upon the findings of the data as well as the analysis. Considering the 
last approach, abductive, is a combination of the two aforementioned approaches, where facts 
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and data are gathered in order to explore patterns or themes in order to develop a new theory or 
add to existing research. When using an abductive approach one may start with a theory and 
thereafter draw a conclusion; however, one can also start in the other end, beginning with 
observation followed by finding suitable theories (Saunders et al., 2012). Our research combines a 
deductive approach, where we demonstrate a theoretical foundation with some assumptions 
from existing research, with an inductive approach, where we find a gap in previous literature on 
Talent Management retention strategies in Trainee Programmes with two case studies. Hence, we 
made use of an abductive approach. 
 

3.2 Research Method 

When conducting a research there are two methods that are most commonly used, quantitative 
and qualitative research. In a quantitative research the data collection consists of quantity, e.g. 
simple counts and data, such as scores and prices. In contrast to this, the qualitative data refers to 
non-numeric data and can consist of responses on a questionnaire or an in-depth interview 
(Bryman, 2012). In this thesis we made use of qualitative research, through interviewing, as we 
find it to be a suitable method in order to answer our research question. 
 

3.2.1 Case study 

According to Robson (2002) a case study is “a strategy for doing research which involves an empirical 
investigation of a particular contemporary phenomenon within its real life context using multiple sources of 
evidence” (p. 178). Furthermore, Eisenhardt (1989) state that qualitative research is a great strategy 
when focusing on understanding the dynamics present within single settings. A case study 
strategy is appropriate for researchers with the aim to gain a deeper understanding in a particular 
subject as well as the context of a research. Additionally, a case study has the ability to generate 
answers to why-questions as well as what and how, mainly used in exploratory research (Saunders et 
al. 2012). Furthermore, Yin (2014) analyse several methods, e.g. surveys, experiments and case 
studies, in order to determine an appropriate method for ones’ study. The result show that case 
studies is an applicable method when: 
 

> Why, what and how-questions are addressed by the researchers. 
> The researchers have limited control over the event. 
> The purpose of the study is to increase in-depth and extensive knowledge within a real-

life phenomenon. 
 
Furthermore, Bryman (2012) argue that there is a trend to connect case studies with qualitative 
research, since a case study design often use methods such as observations or unstructured 
interviewing. In addition, Collis and Hussey (2014) claim that conducting a case study, as research 
method, is usually associated with interpretivism. One negative aspect that both Bryman (2012) 
and Yin (2014) outline in their researches is that investigators may delude themselves in believing 
that it is possible for a single case study to yield findings that can be applicable more generally. 
 



	 15 

 
Since our aim with this study is to gain insight of the real-life phenomenon of Talent Retention 
and as we conducted an exploratory research, we found that a case study method was suitable for 
our research. Also, due to us not having any deeper connection to the companies studied we 
have little or no control over the trainee programmes. We wanted to have the ability of asking 
open-ended questions, with why, what and how questions, in order to gain a better relationship 
with the respondents and to have the ability to find underlying meanings behind statements 
made. Hence, without suggesting a certain answer, the respondents were given the opportunity to 
answer the questions in their own terms (Bryman, 2012). 
 

3.2.2 Single and multiple case studies 

Researchers outline two different varieties of case studies, single and multiple case studies 
(Bryman 2012; Saunders, Lewis & Thornhill, 2009; Yin 2014). A single case study is used when 
the aim is to gain deeper knowledge of a case, for example one specific organisation. The second 
type of case study, multiple case study design, is used when two or more cases are examined, with 
the aim to identify similarities and or differences. Researchers argue that a multiple study is a 
reliable research strategy, but it is also more time-consuming than a single case study (Bryman, 
2012; Saunders et al., 2009). Yin (2014) argues that if you do two cases or more, the chances of 
doing a great case study are higher than if you do a single-case design. In addition, the researchers 
of the case study will gain analytic benefits when doing more than one case, as well as generate a 
more influential conclusion. 
 
We made use of a multiple case study with two different companies within the same sector in order 
to find similarities and differences in how companies, working in the same sector, successfully 
retain their talents after conducting a trainee programme. Another reason for us using two cases 
was in order to reduce the risk of generalisation and to not put “all eggs in one basket” (Yin, 2014, 
p. 64). The companies in this study are called Company Blue and Company Red, where one 
manager and three former trainees represent each company. 
 

3.2.3 Interviews 

Interviewing is the method of primary data collection where a sample group are asked questions 
in order to gain insights of the participants’ actions, thoughts and feelings (Collis & Hussey, 
2014). Bryman (2012) presents several different types of research interviews, however, the one 
that is mainly used in survey research is the structured interview. A structured interview, also called 
standardized interview, aims to provide all interviewees the same context of questioning. The 
goal of this interview type is to easy identify similarities and differences in the answers, and the 
questions are usually closed or closed ended. Saunders et al. (2009) present two additional types 
of interviews, unstructured and semi-structured. To begin with, unstructured interviews are 
argued to be the most informal type of interview. This method is usually used when a qualitative 
study is conducted, when the case of follow-up questions may arise during the interview. The 
semi-structured interview on the other hand, is a mix of structured and unstructured interviews, 
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and is commonly used in studies like this one. The questions are usually both standardized 
questions like age, gender and title but also open-ended questions with the aim to receive diverse 
answers, in order to make a more qualitative contribution (Saunders et al., 2009). 
 
We found it most suitable to make use of semi-structured interviews in order to answer our 
research question, as we believed interviews would yield the best results for our purpose. This 
method allowed us to vary the sequence of our questions and we had the latitude to ask follow-
up questions to the responses (Bryman, 2012). It also allowed us to encourage the interviewees to 
give more in-depth and elaborated answers (Saunders et al., 2009). However, we found that in 
order to ask suitable follow-up questions we considered it important to have a deep knowledge in 
our research topic. Therefore, in order to receive the best outcomes from our interviews we 
made sure to have deepened our knowledge in our research topic before conducting the 
interviews. In addition, semi-structured interviews allowed us to have a theme of questions that 
we wanted to cover, even though we could vary the questions slightly from interview to 
interview. 
 
Bryman (2012) emphasises the importance of having a flexible approach when conducting 
interviews in a qualitative research; this is especially important when using the semi-structured 
type of interview. A flexible approach implies that the interviewer not only need to be attentive 
and responsive to the interviewees’ reasoning, but also to ask relevant follow-up questions to 
interesting points mentioned. Flexibility also refers to being able to vary the sequence of 
questions and clarifying long and complex answers. In addition to this, dealing with locational 
and audio-recording issues are also important parts of flexibility one need to take into account 
when conducting an interview (Bryman, 2012). Also, considering audio-recording equipment, one 
important point to bare in mind is that if one turns off the recording equipment in the end of the 
interview, and the interviewee continues to elaborate on the topic or add something, these 
statements may be missed out on. In order to avoid such losses one can take notes as a 
compliment to the audio recording (Bryman, 2012). We chose to conduct our interviews by 
telephone for both locational and economic reasons. By recording the whole phone call, we 
avoided the aforementioned issue, and thereby eliminated the risk of losing important 
information in the end of the interview. 
 
According to Bryman (2012) telephone interviews are both easier to administer as well as when it 
comes to keeping an objective view. Firstly, conducting an interview by telephone minimizes the 
travel costs, since both the interviewer and the interviewee are able to be at any location. Also, by 
recording the interview the interviewer has easy access to the answers, which is highly beneficial 
for the interviewers in order to be as accurate as possible towards the result. However, one needs 
to pay attention to that the data is treated cautiously and all confidentiality is agreed upon in 
beforehand. Moreover, through conducting an interview by telephone the interviewers avoid any 
answers being affected by the characteristics of the interviewer, such as ethnicity, body language 
or class (Bryman, 2012). 
 
In this thesis a sample group of eight interviewees were chosen; two of the interviewees are 
trainee programme managers at two of the largest companies in the Nordic finance sector. The 
other six interviewees have participated in the trainee programme at one of the two companies. 



	 17 

The companies were chosen firstly on the condition that they have a trainee programme, and 
have had for at least 5 years. The reason behind this is that we wanted the companies to have 
conducted their programme more than twice, and in order to be able to evaluate the programme 
managers reasoning behind the programme development. In addition, through initial contact 
with the programme managers, we knew in beforehand that both companies had good retention 
rates, which enabled us to evaluate the differences and similarities between the companies’ 
successful work with retention. Furthermore, the companies were chosen due to their 
attractiveness as an employer. The attractiveness was evaluated through Universum’s (2016) 
Employer Attractiveness Rankings, where both companies are ranked as top 20 among Business 
Students in Sweden. Finally, through conducting interviews with both the managers and 
participants of the trainee programmes, we were able to triangulate the interviews together with 
theory and previous research. The majority of the interviews were held in Swedish since the 
interviewees are native Swedish speakers; enabling them to elaborate more freely and to be more 
comfortable during the interview. During the transcription process the interviews was translated 
into English in order to facilitate for writing of the results and analysis of this thesis. Moreover, 
all quotes are also translated into English, whereas we, as the authors of this thesis, acknowledge 
that some inconsistencies may be apparent; however, these have been avoided by having all 
quotes approved by the interviewees. 
 

 

3.2.4 Question formulation 

According to Bryman (2012) an important aspect to consider when conducting an interview is 
how to formulate the questions. There are many general rules and techniques when conducting 
an interview, however, there is no right way to do. Saunders et al. (2009) claim that it is crucial to 
evaluate the approach of how to ask questions during an interview in order to get the best results 
from the semi-structured interviews. The researchers further present three types of questions one 
may use when conducting semi-structured interviews, open, probing, and specific and closed questions. 
 
Firstly, open questions generally foster richer answers and these kinds of questions often begin 
with what, how or why (Saunders et al., 2009). The second type, probing questions, is similar to 
open questions in the sense that they also include the phrases what, how or why; however, these 
kinds of questions are more directed and lead to further revealing information (Dale, Arber & 
Procter, 1988). Probing questions are commonly used when the interviewees struggle to 
understand the questions and need further information in order to answer (Bryman, 2012; 
Saunders et al., 2009). Furthermore, specific and closed questions are in line with the questions 
used in a structured interview, where the questions are aiming to gain either specific information 
or to distinguish different opinions. However, according to Bryman (2012), one must bare in 
mind that these types of questions might result in biased answers since the questions may be 

Interviewee: 
Manager 

Blue 
Manager 

Red 
BlueA BlueB BlueC RedA RedB RedC 

Date: 2016-03-07 2016-03-09 2016-04-04 2016-04-06 2016-04-07 2016-04-04 2016-04-07 2016-04-11 

Duration: 1:11:24 0:57:03 0:21:08 0:26:53 0:17:25 0:30:28 0:13:26 0:16:54 
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leading. We made use of open questions due to the fact that it allowed the interviewees to 
elaborate their answers as well as describe their point of view more freely. 
 

3.3 Data Collection 

In order to answer our research questions and meet our objectives, it is often beneficial to re-
analyse data that already have been collected for other purposes. This kind of data is known as 
secondary data, and combined with primary data it is a useful source in the research process 
(Saunders et al., 2009). When collecting our secondary data we made use of citation pearl growing 
(Smith, 2012), and we started with a few articles in order to identify key terms and further 
references to find additional documents. The sources we used in our secondary data collection 
were primary online databases such as Primo, Google Scholar and Web of Science. We have also 
used the physical library of Jönköping University to find books and other printed documents 
useful for our research. In order to find relevant documents we used brief searching to grasp an 
overview of Talent Management and Talent Retention. Furthermore, as we made use of citation 
pearl growing we searched for relevant references in the articles we had found. We ran these 
articles through Scopus in order to see the number of citations, which we used as an indicator for 
relevance and reliability. 
 

3.4 Quality Criteria 

Within a case study there are four quality tests: construct validity, internal validity and external 
validity, and reliability (Yin, 2013). Regarding construct validity, it is crucial for the researchers to 
define the subjects of study and connect them to the original purposes of the research’s research 
question. Furthermore, researchers must also make use of credible sources of evidence in order 
to collect data; internal validity concerns how well a research is conducted, and to what degree 
you are able to confirm that no other variables except the one studied caused the result. External 
validity, on the other hand, is to what extent the results of a research can be generalized to the 
world as a whole. Lastly, reliability concerns the consistency of the researches measures, and to 
what extent a research yields the same result when the trials are repeated (Yin, 2013). 
 
We increased the validity of our research by using triangulation where we compared the multiple 
data sources to find patterns to control bias and establishing valid propositions (Golafshani, 
2003). Triangulation is defined as “a validity procedure where researchers search for convergence among 
multiple and different sources of information to form themes or categories in a study” (Creswell & Miller, 2000, 
p. 126). Since we made use of previous literature as well as searching for contradicting answers 
among the managers and the trainees it helped us to confirm the validity. Additionally, reliability 
is confirmed through triangulation, by generating coherent results from all interviewees leading to 
a reliable conclusion. 
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3.5 Method of Analysis 

Saunders et al. (2009) argue that after conducting an interview, it should be transcribed in order 
to facilitate the process for analysing the data. Transcribing implies that the audio recording is 
word-to-word typed down, everything said by both the interviewer and the interviewee, including 
the tone of the person saying something. The process itself is highly time consuming; thereby 
Saunders et al. (2009), suggest doing the process as soon as possible after the interview is held, 
this in order to avoid heavy work being postponed and piled up. During the transcription process 
it is not only important to keep track of who is stating something, but also to preserve the 
anonymity of the interviewees (Saunders et al., 2009). 
 
After we had transcribed the interviews we began to make use of the pattern-matching logic, 
which is one of the most accustomed techniques for a case study analysis (Yin, 2014). Bryman 
(2012) and Saunders et al. (2009) argue that there is no standard procedure for analysing 
qualitative data; however, the pattern-matching logic is one of the most frequently cited 
approaches and also the most widely used when it comes to analysing qualitative data. This logic 
compares the patterns that is based on the findings from our case study, with a predicted one 
that we made before we collected our data. Moreover, Eisenhardt (1989) presents the concept of 
within-case analysis with the aim to become familiar with each case before applying the pattern-
matching logic. We conducted our within-case analysis by outlining all eight interviews separately, 
thereafter compiling the results from each case when beginning our cross-case analysis and 
finding themes and patterns. The cross-case analysis was done by comparing and finding 
differences as well as similarities between the two cases, in order to find additional patterns and 
themes for the analysis (Eisenhardt, 1989). Furthermore, since we used an abductive research 
approach, we evaluated our theoretical framework of Talent Management, in order to see if our 
findings could be analysed with this framework or if we should present an additional theory. Due 
to seeing signs of the Psychological Ownership, we felt it was relevant to add this theory in our 
frame of reference in order to use it in our analysis. 
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4. Empirical findings 
In this section we include all data collected from our interviews with the Programme Managers and the former 
trainees. Firstly, the interviews are presented one by one, which represents our within-case analysis; secondly, we 
conduct a cross-case analysis to see the themes and patterns appearing similarly in both companies. All interviewees 
are anonymous and thereby, the companies are referred to as Company Blue and Company Red. Moreover, 
respective Programme Manager is referred to as Manager Blue and Manager Red; and their trainee programme 
participants; BlueA, BlueB, BlueC, RedA, RedB and RedC. 
 

 

4.1 Company Blue 

Company Blue operates in the finance industry as one of the largest companies in its sector. The 
company is mainly doing business in the Nordic countries, i.e. Norway, Sweden, Finland and 
Denmark; however, they are active in countries all over the world, e.g. Lithuania, Latvia, U.S., 
Great Britain, Singapore and Russia. With more than 11 million private and half a million 
corporate customers, the company works within several different business units and offer all 
types of financial services and products, such as retail banking, insurance and pension (Manager 
Blue, personal communication, 2016-03-07). 
 

4.1.1 Manager Blue 

Manager Blue has had the position as Programme Manager for the trainee programme since 
October 2015 and refers himself as “quite new to the company” (Manager Blue, personal 
communication, 2016-03-07). Manager Blue has ten years experience with HR as main area; 
Manager Blue discusses that he has been working internationally for several years, which has 
given him a broad and differentiated experience from a manager's point of view. He is 
responsible for the overall structure and design of the programme as well as understanding how 
the company can create value, and benefit from delivering the trainee programme. When asked, 
Manager Blue acknowledges himself to know a lot about Talent Management and “...could speak 
for hours about the topic” (Manager Blue, personal communication, 2016-03-07). Manager Blue 
emphasise that for any organisation, Talent Management always starts with strategy and the 
market. According to him, Talent Management is the processes and tools, organisations use to 
develop the talents with typical capabilities related to talent. It does not only emphasise 
recruitment, you need to understand the talents needs as well as what the company require in 

INTERVIEWS 

Company 
Blue 

Manager Blue Blue  A Blue B Blue C 

Company 
Red 

Manager Red Red A Red B Red C 



	 21 

order to succeed with their strategy. Company Blue consider Talent Management to be a 
complex and comprehensive concept, however it is considered an important mind-set in order to 
target the market and external talents to succeed with the company strategy. In general, Company 
Blue defines Talent Management as “Access to the right people, with the right skills, at the right time, in the 
right form” (Manager Blue, personal communication, 2016-03-07). When asking about Talent 
Retention in the organisation, Manager Blue argues that the concept is tricky and includes several 
different processes. When working with retention, Company Blue puts most emphasis on the 
leaders and the engagement that the leaders create; they have guidelines, work with performance 
management systems and have different processes for retention. However, there is no specific 
retention plan and it all comes down to the leadership culture as well as to the process of 
analysing how the talents perform and develop. Moreover, Company Blue does not consider 
themselves having a problem with retention and claim that they have a good retention rate. 
Manager Blue describes a talent to be someone with consistent high performance, who has the 
potential for high complexity and thereby achieves increased responsibility. More specifically, at 
Company Blue, one becomes defined as a talent when delivering results above targets two years 
in a row and has the individual mind-set to want to know, learn and stretch themselves. 
 
Manager Blue is aware of who the generation Millennials are, however not about any specifics. 
Millennials orient themselves differently from the market; they want to be developed, challenged 
and respected. They stress the importance of development of the programme, adding more 
interaction between the trainees and other employees. Manager Blue knows that they are a 
generation of people who wants to make an impact on the business, be challenged and respected. 
The trainee programme at Company Blue is a two-year programme, founded in 2001, with the 
purpose to ensure a future sustainable pipeline of talents. According to Manager Blue, this is 
achieved through two approaches, either to buy talents from the market or to grow into the 
market. Company Blue has decided to meet the future needs by taking high-potential students 
and developing them into young professionals. Moreover, the trainee programme has different 
profiles, such as finance and IT and even though the company operates in several countries the 
programme is only conducted in Norway, Sweden and Denmark; each year, around 160 
graduates are accepted with a vast majority of Nordic students. 
 
With the programme’s on-going development, Company Blue has matured their thinking of what 
value it should bring. They are continuously making both internal and external changes, keeping 
the ever-changing environment in mind. For instance, today, the programme has less seminars 
than in the beginning and instead more in-action and reality-related work. Additionally, Manager 
Blue tells us that there is less lecturing and more interaction and integrative work, resulting in 
challenges and instant feedback. In addition, the programme has developed in accordance with 
the requests from the generation Millennials, however, the changes are not directly nor 
specifically related to the generation and this is more of a coincidence. 
 
To be accepted to the programme, in addition to the basic requirements such as having a 
Master’s degree, English language skills and passing an ability test, Company Blue also have a 
grade minimum. However, Manager Blue mentions that a good student does not have to make a 
good employee or a talent professional. Since the recruits are students, they do not have much 
experience and thereby it is important to assess people’s potential and learning abilities. People 
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who are ambitious, can cope with change and work in teams are desired for the trainee 
programme at Company Blue, in order for the talents to be a part of the corporate culture. Being 
accepted to the trainee programme at Company Blue means that you are openly employed; there is 
no time limitation and the trainee programme offers you job experiences from day one. At 
Company Blue there is no rotation around the company; the trainee is instead positioned as an 
employee at the company, guided with seminars, mentors and training, whilst working at a 
specific position. Thus, the trainees are promised an employment, and given the opportunity for 
self-development. 
 
At the end of year one in the trainee programme at Company Blue, the trainees are given 
mentors. Manager Blue emphasises the importance of feedback; that it is critical and crucial for 
everyone, both to receive it and to give it in a good way in order to achieve the greatest benefits, 
also when it comes to the mentors helping their trainees to develop and for the trainees to 
understand what they want to improve. This is an area for adjustments and improvements, 
according to Manager Blue; to come up with a more structured way to conduct the mentorship 
and to give feedback is both important for the involved in the trainee programme and for future 
development of leaders within the company. Furthermore, during the trainee programme the 
trainees have the responsibility to first and foremost perform in accordance with their job-tasks’ 
targets and actively participate in their seminars, and they are also asked to participate in 
employer branding activities. 
 
After participating in the trainee programme, the graduate and the manager together decide what 
the next step for the graduate is; many become specialists within different areas and others 
become compliance and middle managers. According to Manager Blue, all graduates are offered a 
preferred job after participating in the programme and through seeing the trainee programme as a 
type of employment, the only difference between participating in the programme and a regular 
employment is that there is less training and seminars. To continue, being an interesting 
organisation, challenging the employees and offering good and diverse career opportunities are 
factors that Manager Blue considers to contribute to the motivation of the graduates to stay 
within the company. In contrast to this, Manager Blue has full understanding of the whole value 
chain and that the graduates may be curious to explore other alternatives. This is a challenge for 
the managers and their leadership, and Company Blue works with, and avoids this, through being 
specific in their recruitment processes, and already in the beginning finding out the graduates’ 
areas of interests. 
 
By calculations Company Blue are aware of their recruiting situation from a long-term point of 
view. They know in beforehand their need for talent and can thereby educate the exact number 
of people; consequently not wasting money on educating people they do not need nor will have 
to put on hold. However, when asked, Manager Blue would rather prefer to educate a bit too few 
people than too many in order to maximise their effective use of resources. Company Blue 
measure their retention rates, and even though they do not want to entail any statistics, they do 
not recognise themselves as having a problem with retention. Of course people leave the 
company and if this occurs during the trainee programme, they are following up with the 
graduates to be able to take action if there are commonly occurring reasons for this, however, 
these are mostly personal reasons. 
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4.1.2 BlueA 
BlueA graduated in Spring 2011 from his Master studies in Management and started the trainee 
programme the following autumn. When BlueA finished the trainee programme he applied for 
two jobs within the organisation and was offered a third one. BlueA has worked as an office 
manager for two years and has now changed division in the organisation. BlueA says that he did 
not expect that kind of advanced role but he felt well prepared for the position after participating 
in the trainee programme. BlueA’s overall opinion of the trainee programme corresponded to his 
expectations, but he also felt that he wanted more of some and less of other parts. However, 
what BlueA appreciated the most was that he had the possibility to influence his own 
development and responsibilities. He also had the expectation that he would gain an overview of 
the organisation and to learn “a little bit of everything” (BlueA, personal communication, 2016-04-
04). In addition, he expected to develop and extend his current network. When BlueA talks about 
his development he claims that he could have developed more during his year in the trainee 
programme, however, it was up to himself. When asked if BlueA recognise himself as a talent, he 
did not hesitate with his answer; it was a clear yes. The reason for this was that BlueA got a lot of 
attention from his managers and the Human Resource Department. Furthermore, BlueA did not 
feel that he had to perform on a high level to keep the talent label; he argues that it is more about 
a mind-set.  
 
BlueA did not feel a need to leave the company to seek for other opportunities after the trainee 
programme, since he got great offerings; however, he felt that if the company had matched his 
urge for development, he would consider looking for opportunities outside the company. 
Nevertheless, BlueA did not feel any obligations to stay within the company; even though 
Company Blue had invested a lot of time and money on him, he did not feel any pressure to stay. 
BlueA sensed that he became more valuable to the company after participating in the trainee 
programme, compared to colleagues who had not. When asked about what motivated BlueA to 
stay within the company he argue that he got motivated subsequently, that he had a chance to 
develop his skills and knowledge, he got challenged and also encouraged by managers and 
colleagues. BlueA valued his co-workers and his current as well as future managers; he further 
argues that both managers and colleagues are a large contributing factor for him to stay within 
the company. Furthermore, BlueA put high value in the mentorship provided; he had one mentor 
that helped him in his development and learning process during the program. 
 

4.1.3 BlueB 
In spring 2011, BlueB graduated from her Master studies within Corporate Finance, and the 
following autumn she began the trainee programme. When BlueB finished the programme, she 
was offered a job within the organisation, however not the job that she preferred. Discussions 
with her superiors lead to another job offering, which was in line with BlueB’s preferences; BlueB 
worked with credit analysis for three years and has now advanced even further within the 
company. The trainee has participated in several in-house trainings and was recently offered 
leadership training. The offer was not anticipated from BlueB since she has never considered 
herself as the leader type. However, she values the challenge and the fact that she got 
recommended, and thereby she is intrigued and interested in taking the offer. 
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Considering the expectations of the programme, Company Blue did not meet all of BlueB’s 
expectations. BlueB argues that the company offered a great overview of the organisation as well 
as motivated her to stay within the company. However, she sensed that the main problem was 
that the programme was not well structured and that you were responsible for your own 
development. BlueB argues that it was confusing when she was given a lot of options but still not 
getting a clear view of its intentions; “it is great that I have a lot of options to choose between, but I did not 
understand what all options were?” (BlueB, personal communication, 2016-04-06). However, through 
committed leadership, the company helped the participant to find the right way. Furthermore, 
BlueB expressed her criticism and got the impression that the company took it into account and 
made improvements after her opinions, for the future of the trainee programme. 
 
BlueB started to feel recognized as a talent, a feeling that she described as chosen and special, after 
the recruitment, which was rather intense and incurred several processes. The participant said 
that she, as a former-trainee, feels that the managers view upon her differently, in comparison to 
her colleagues who have not participated in the program. When talking about promises, BlueB 
says that she was promised “everything as well as nothing” (BlueB, personal communication, 2016-04-
06), referring to the somewhat diffuse structure of the programme. Moreover, in the beginning of 
the programme the participant followed other people in the organisation and did not feel as 
important, but after a while she got responsibility of her own projects that later on got 
recognized by the upper management. She felt that they valued what she had done and that it was 
of importance to the organisation. Furthermore, the interviewee feel committed to the company, 
since they are working with operations that she values and is intrigued by. However, owing to the 
fact that the organisation is complex, BlueB feel less connection to the organisation as a whole 
but more to the specific local area where she operates. 
 
The overall mentorship is one of the factors that contributed to BlueB’s willingness to stay within 
the company, since they offered great coaching and motivation. Another factor is that the 
company offered a suitable position for the participant, both in terms of skills and goals. 
Furthermore, when choosing to stay, BlueB felt that the overall work environment was appealing; 
the participant says that she somehow felt that she wanted to give the company a chance since 
they had given her the chance with the programme and educated her. However, if BlueB had not 
been enjoying the atmosphere and the work environment, she would have considered looking for 
other options outside the organisation. 
 

4.1.4 BlueC 
BlueC graduated in the year of 2000 and joined the trainee programme that autumn. At that time, 
the programme was a one-year programme and it was divided into different departments and 
projects. After finishing the programme the participant had a continuing dialogue with her 
manager and was thereby able to get a preferred position. Nowadays, BlueC is a manager within 
the online department. BlueC’s goal after the trainee programme was to get a more permanent 
position since the trainee programme positions were spread out in different divisions. Her overall 
opinion regarding the programme was good, and the participant emphasises the fact that the 
structure fostered a broad view of the company as well as of several divisions of the organisation. 
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BlueC also thrive when being in charge of her own development and being able to choose her 
own career-path. Adding to this, the many possibilities for development, both personal and 
career-wise was more than BlueC had expected; the interviewee underlines the meetings and other 
occasions where it was possible for the trainees to extend their network, which later on has 
become vital in her career. However, regarding both networking and development, BlueC 
discusses that it was a lot up to one self to want and to be driven towards what you want to do 
and become, in order to make the most out of the trainee programme. 
 
The overall good work environment, work tasks, and good colleagues and managers, was part of 
the main reasoning and factors behind staying with the company. Furthermore, BlueC has always 
had an open dialogue with her managers if she felt disconnected to her work. Thanks to her 
network and colleagues, she never felt obligated to stay within the company but she felt a sense 
of belonging – thanks to her network and colleagues. The participant also states that “knowledge 
and experience is not always most important, drive is.” (BlueC, personal communication, 2016-04-07). 
BlueC definitely see herself as a talent and feel recognised as a talent by Company Blue, which has 
helped her to advance during her time at the company; much thanks to having developed an 
extended network through the trainee programme and having a great reputation. Lastly, BlueC 
states that “you always need to perform at your current position, and if you do not – you will not develop further” 
(BlueC, personal communication, 2016-04-07); meaning that even though the company recognise 
you as a talent, you still need to perform in order to keep that label and develop for the future.  
 

4.2 Company Red 

Company Red operates all over the world with private customers as well as Swedish corporate 
customers, as one of the largest companies within the bank and finance industry. The strategy of 
Company Red builds upon three principles; developing and establishing long-term relationships, 
growing within areas of strength and being flexible in their operations (Manager Red, personal 
communication, 2016-03-09). 
 

4.2.1 Manager Red 

Manager Red has worked as a Programme Manager for the trainee programme at Company Red 
since September 2014. Manager Red explains that her work begins after the trainees have been 
recruited and she has an overall responsibility for the programme to be line with the company’s 
goals with it. In addition, Manager Red is also mainly responsible for keeping the programme 
updated to the current needs of the market and to conduct follow-up activities with the trainees, 
both during and after the programme. 
 
Manager Red has some knowledge about Talent Management, however Company Red has a 
specific department that works with Talent Management, employer branding and performance 
management. Company Red has a new division, called Global Talent Review with the purpose to 
create a talent pool for the future. This is a previously unprioritised area, but now seen as 
important for the future and therefore a restructure of Company Red’s vision for 2025, is in 
progress. Manager Red discusses the on-going digitalization, that new products and being able to 
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deliver world-class service to all customers requires the right people with the right competences. 
Moreover, Company Red does not have a specific retention plan but looks upon retention to be a 
result a good working environment, continuous development, rewards and benefits. According to 
Manager Red, Company Red does not have a problem with retention. 
 
When discussing who is defined as a talent, Manager Red describes it as someone with the right 
conditions and potential for development and becoming a high-performer. Manager Red 
continues by saying that it is mostly about having a desire to become a talent and that anyone can 
become a talent or specialist within a certain area. Furthermore, when discussing the new 
generation Millennials, Manager Red is familiar with the generation and their different priorities 
in life. She also mentions that Millennials have high ambition for performance; however, also 
want to have a life outside of work. When it comes to development of the trainee programme no 
specific characteristics of the generations are taken into account other than the previous 
participants expectations and opinions. According to Manager Red, the trainee programme at 
Company Red is conducted in order to recruit young, talented and high performing employees, 
with education and new points of view, to become future leaders and specialists. Additionally, the 
one-year trainee programme was developed in the 80’s, and the structure it has today has been 
the same since 2006. Regarding the development of the trainee programme, Manager Red says 
that their greatest focus lies on fulfilling the expectations of the trainees and taking their feedback 
into account. 
 
Each year, Company Red has 24 spots to be filled with new graduates. The trainees requested for 
the programme are people with potential and a goal to become future leaders. They are required 
to have an academic degree and to be fluent in English. Also, what is looked for are people who 
are humble, curious, driven and with an eager to take initiatives and solve problems. 
Furthermore, Manager Red emphasises the importance of that all promises made should also be 
kept. They promise their trainees the programme as a twelve-month probationary employment 
period and after the programme, if the trainee has performed well, he or she may be offered to 
continue the employment at the same position. As a result, there are no promises for the trainees 
to continue their career at Company Red after the programme but there is always a possibility to 
apply for internal vacancies within the organisation. 
 
During the programme, Manager Red explains that the trainees have almost the same 
responsibilities and benefits as a regular employee. However, with extended education about the 
company as a whole, and privileges to through own initiatives explore different parts of the 
company. After the trainee programme, Manager Red conducts follow-up activities with their 
trainees in order to evaluate the trainee programme and find out their opinions as well as what 
areas need improvement. Manager Red intends to build a relatively close relationship with the 
trainees. She aims to build a relationship that the trainees cannot have with their higher 
executives who mostly focus on evaluating performance. Manager Red wants to build trust and a 
relationship where the trainees are able to discuss how things are going during the programme as 
well as career opportunities after the programme. In general, Manager Red states that the trainees 
are supposed to be ambassadors for both the company as well as the programme, and therefore 
their expectations should be met in order for them to feel that they can and want to represent the 
company. Manager Red further discusses that the trainees are given great opportunities to 
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influence their individual development and to give their inputs on the programme. However, no 
examination of the trainees’ expectations is done and Manager Red presumes that most 
expectations are met during the programme. 
 
Moreover, Manager Red stresses the importance of all trainees getting an employment after 
participating in the programme. Company Red aims for the trainees to become friends and not to 
compete with each other. Additionally, during Manager Red’s years as the Programme Manager, 
it has never occurred that a graduate wishes to leave the company during the trainee programme. 
Manager Red further claims that it is extremely rare that people leave the company after 
participating in the trainee programme and if it were to happen, it is of high importance that they 
conduct follow-up activities with the trainees and take measurements against any promises not 
kept. When discussing motivation, Manager Red believes that the graduates are motivated to stay 
within the company by having several opportunities for development and through being driven, 
they are able to make the most of their year as a trainee as well as their following employment. 
Moreover, when it comes to performance, this is measured yearly through so called Performance 
Development Discussions, where you evaluate previous goals and put up new ones. 
 

4.2.2 RedA 

RedA graduated from his Master studies in Business Administration in 2014 and was accepted to 
the trainee programme the same year. After completing the programme RedA started to work 
with business development and competitive intelligence. When RedA introduced his opinion of 
the program he was very positive and felt satisfied of the outcome. The reason for his choice of 
trainee programme was that it is a well-developed programme that excludes unnecessary 
activities; he also stressed the fact that he did not want to be a guinea pig and thereby liked the 
fact that the programme is well-established since a couple of years back with a good reputation. 
When applying for the programme, RedA did not have high expectations of the programme; 
therefore, everything he experienced can be seen as exceeding his expectations. The interviewee 
knew from before that it would be training and development and that he would have the chance 
to work internationally; all those expectations were met. RedA also felt content and satisfied with 
the programme, due to that he did not have to compete with his colleagues, they all had a specific 
position from the beginning. RedA felt that his managers were open, they all took time to 
welcome the trainees and developed a customized schedule. RedA further argue that the managers 
he met were curious and saw the trainees as a factor of success. He also felt that he got the 
possibility to extend his network, which he believes was the most important part of the 
programme. Additionally, the need for challenging tasks was vital in order for RedA not to look 
for other opportunities. However, the programme provided customized career-paths for all 
trainees, which RedA put a great value in. When we asked if RedA consider himself as a talent, he 
explained that he is in the talent pool, which to him means that the company value him as a 
talent. 
 
RedA argued that the reasons for why he got motivated to stay were the great range of work tasks 
as well as the excellent leadership provided by his managers. RedA also emphasised the fact that 
he felt appreciated, which motivated him to work even harder. The fact that he almost could 
choose his own schedule, which gave him a great work-life balance, also motivated him. He feels 
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that the company always kept their promises and as long as the promises were kept, RedA did not 
feel the need to leave the organisation. RedA also claims that since the organisation had invested a 
great amount of money and time on him, it would not feel morally right to leave. 
 

4.2.3 RedB 
RedB participated in the trainee programme in 2014-2015 and thereafter began to work within the 
department that she preferred, a position that she received with help from her manager. 
However, she already knew where she was going to end up since the process was clearly outlined 
at the end of the trainee programme. When asked about her overall opinion of the programme 
she was positive about both the company and the programme. RedB mentions that you grow to 
be a part of the company and the graduate programme was overall very good; she says that there 
is a lot of responsibility on taking own initiatives on what you want to see, learn and experience – 
but all opportunities are there. She did not have high expectations on the programme but was in 
the end very satisfied. What was most surprising to RedB was the amount of time spent on 
personal development, which turned out to be very useful. The programme has in some ways 
helped her to see more of the organisation and opened some doors but in the end she did not 
feel more of a talent than anyone else in her department, everyone is very skilled in what they do. 
When asked about whether or not RedB feel recognised as a talent she hesitated before 
answering: “No, or they say that I am in the talent pool, but I do not know the details about that” (RedB, 
personal communication, 2016-04-07). 
 
The reasoning whether to stay with the company or not after the trainee programme was simple 
for RedB; the decision to stay was due to the fact that she liked the company as a whole, she 
throve at work and that her colleagues taught her a lot. RedB emphasises the fact that her co-
workers are really bright; she has a lot to learn from both her peers and the company itself. When 
asked if she felt any obligations to stay within the company, RedB answered, “it is more of a want to 
stay, not an obligation” (RedB, personal communication, 2016-04-07). However, RedB emphasises 
that if the salary was not in line with her expectation she would have looked for other options. 
RedB did not have the impression that the company felt that she was required to stay; therefore, 
she did not have that expectation on herself either. 
 

4.2.4 RedC 

RedC participated in the programme during 2014-2015 and after the programme he was offered a 
job that was preferred and somewhat anticipated. RedC’s overall view of the programme was very 
good. He describes it as, together with a group of other people like you, newly examined and in 
around the same age span, you both learn a lot as well as having fun on the way. RedC says that it 
can be difficult and a lot of work, but “you do it together and it is a great experience” (RedC, personal 
communication, 2016-04-11). Furthermore, the organisation offer a broad overview of the 
company and at the same time getting good internal as well as external training, such as 
leadership training. The time spent on your own department is about ⅓ of the year, then some 
weeks of training, one month abroad and thereafter the remaining time focus on bonding and 
trying to gain as much insight as possible in other departments. Therefore is it not much time to 
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have own projects or to take certain responsibilities in your department. This is why RedC felt 
that he did not gain much responsibility early on. However, today after the programme he feels 
that he has some influence in the company. Also, according to RedC, how much responsibilities 
you take, depends a lot on yourself, since you decide and plan your own time – for instance you 
get more projects done if spending more time in your own department. 
 
Considering the expectations of the programme, RedC was well aware of what was going to 
happen and his expectations were well met, some even exceeded. An example of this that RedC 
mentions is the time and resources that the company had put into the programme; everything 
from mentorship and facilities, to the energy put on the trainees and all opportunities given – 
which fostered a loyalty to the company. Furthermore, RedC did not feel obligated to stay after 
completing the programme; however, he felt integrated and as a part of the company, which 
contributed to his motivation to stay. Also, he states that “they have put an effort in me, then I should 
put an effort in them” (RedC, personal communication, 2016-04-11). When asked if RedC feels like a 
talent his answer was clear – “Definitely!” (RedC, personal communication, 2016-04-11). RedC 
explains that the company saw the trainee as a factor to success and everyone was supportive and 
wanted to help the trainees in developing further. RedC never felt that there was any reasons to 
leave the company since they had spent a lot of money and time on him, and since he had 
dedicated one year to build a good base of both knowledge and network, he was satisfied and 
wanted to stay with the company, he had been well integrated and had the feeling of belonging. 
Lastly, RedC emphasises the great work environment and that he feeling of having several 
possibilities to make a great career.  
 

4.3 Cross-case Analysis of Empirical Findings 

When looking at both company cases we see mostly similarities; the most apparent is found 
within the leadership factor. The Programme Manager for Company Blue explicitly states that 
they focus on engaging leadership to get the trainees motivated. In line with this, BlueB said that 
it was a bit of confusion going on in the beginning of the programme, however, with help from 
good mentors and leadership, she felt that she could figure out how to continue her career in the 
right way. Moreover, trainees from Company Red also emphasise the good leadership and that it 
was one of the contributing factors to stay after finishing the programme. RedC states that he 
really felt that the leaders made them feel that they were the future of the company and thus a 
future factor to success. Furthermore, all trainees except RedB, state when they felt some sort of 
recognition as talents, they got attention, felt special and again looked upon as a vital resource to 
the companies’ future. RedA discussed that one of the reasons to stay and give the company a 
chance was the fact that they had spent a lot of time, money and resources on him. Furthermore, 
RedB said that he was really surprised by the amount of effort put into the programme, this may 
again lead to the feeling of being chosen and special, also in line with BlueB’s reasoning.  
 
When asking about reasons to stay with the companies after participating in the programme, we 
received several different answers. However, the most common contributing factors were the 
atmosphere, colleagues and the ability to grow and be challenged in the company. To continue, 
BlueA, BlueB and RedC extend to this when telling us that they had the feeling of being trained for 
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a job and that they had received good personal training, specific job training and a good overall 
knowledge about the company. Also, considering the companies offering every opportunity for 
development, some of the trainees discuss that it is their own responsibility to make use of these 
opportunities and forming a feeling of a general well being at the workplace contributed them 
staying within the company. 
 

5. Analysis 
In this section we analyse the empirical findings together with previous research in our frame of reference. 
 
To see what motivates the talents to stay within the company after participating in their trainee 
programme, we need to find how the programme managers reason when working with retention 
of their trainees, as well as what the talents request and desire, in order to become and stay 
motivated at the workplace. Furthermore, we need to find out how these two correlate and apply 
to reasoning within Talent Management, Talent Retention and Psychological Ownership. 
 

5.1 Working with Talent Retention 

Chambers et al. (1998) discuss that organisations are not aware of the problem with Talent 
Retention and the challenge of retaining high-performing people; this is not in line with our 
findings. When evaluating our findings, more specifically the interviews with the programme 
managers, both Manager Blue and Manager Red looks upon Talent Management and Talent 
Retention to be highly important and almost vital parts of the organisation. However, none of 
the companies claim to have a specifically developed or defined strategy for retention. Despite 
this, neither Company Blue nor Company Red state that they have a problem with retention; we 
consider this to indicate that there must be something that they are doing right – even without an 
outlined strategy. Considering the undefined strategies of both companies all three areas of 
emphasis, (1) Focus on employee development, learning and growth, (2) Cultivate a style that inspires loyalty (3) 
Create a work environment that people love, presented by Kaye and Jordan-Evans (2005) are apparent. 
 
Firstly, Focus on employee development, learning and growth we believe is evident in Company Blue 
through giving their trainees every opportunity for development and by having more in-action 
work and less seminars; the trainees get to “learn-by-doing” and are challenged through new and 
creative work-tasks. In addition to this, the trainees at Company Blue are offered to spend time at 
the company’s locations abroad and they are also given a mentor or tutor. To continue, 
considering Company Red this area of emphasis is also apparent through several opportunities 
for development, such as offering the trainees to design their trainee programme individually. 
Also, the trainee is given every chance to enrich their work rotations through different 
departments and locations, only if having a driven and curious personality that makes good use 
of the opportunities. 
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Secondly, emphasising feedback and giving the trainees, and all employees for that matter, a reason 
for loyalty is the second area to focus on when it comes to retention (Kaye & Jordan-Evans 2005). 
This is done similarly by both Company Blue and Company Red through keeping an open 
communication and having a mind-set with continuous feedback and tutoring. Additionally, by 
having a dialogue regarding expectations and areas of improvement the companies enable for 
discovering and improving the current factors for motivation and loyalty among the trainees, as 
well as the future development and success of the trainee programmes. In addition to this, 
according to the interviewed trainees at Company Blue, offering opportunities for development 
and a pleasant work environment are the factors that have contributed to BlueA, BlueB and BlueC 
staying within the company after the programme; hence, being loyal to Company Blue. 
Comparing with the participants of Company Red’s trainee programme, the main reasons for 
their loyalty and staying within the organisation is excellent leadership, differentiated work tasks, 
a feeling of belonging and having a good work-life balance. This is in line with the area creating a 
work environment that people love (Kaye & Jordan-Evans 2005); all trainees in both Company Blue 
and Company Red describe their colleagues as smart and driven, and say that having a pleasant 
and inspiring work environment in general, leads to a general well-being amongst the employees 
at the workplace. 
 
As Collings and Mellahi (2009) argue about the importance of developing a talent pool, both 
companies also mention this as an important aspect. This is in line with the purpose of both 
trainee programmes is, in general terms, to recruit and educate high-performing people for the 
future of the company; hence, to build a sustainable in-flow of talented future leaders, specialists 
and talents. Moreover, Manager Red discuss about their new focus on the future need for talents, 
as a part of Company Red’s new vision for 2025. Additionally, Company Blue’s calculations 
regarding their future need for talents indicates that they are aware of their situation, thus not 
putting any talents on hold nor educate less than needed and thereby adapt after the just-in-time 
mind-set presented by Cappelli (2008). Considering both companies’ emphasis on recruiting and 
building a talent pool, we believe that this is not an issue for neither of the companies and that 
both Company Blue and Company Red are recognising the importance of having a talent pool. 
 
As aforementioned, Talent Management is one of the most important challenges companies, all 
over the world, are facing (Collings & Mellahi, 2009; Farndale et al., 2010; Meyers & van 
Woerkom, 2014; Schuler et al., 2011) and through our findings we believe that both Company 
Blue and Company Red recognise this challenge and its importance. When discussing Talent 
Management in general terms, Manager Blue defines the concept as “access to the right people, with the 
right skills, at the right time, in the right form” (Manager Blue, personal communication, 2016-03-07) 
which is very much in line with Thunnissen et al. (2013) arguing about Talent Management being 
about to “get the right people in the right place at the right time” (p. 1745). The importance of Talent 
Management is also highlighted through Company Red’s new vision and their newly developed 
division Global Talent Review, which works specifically with talents. Both companies’ focus and 
emphasis on Talent Retention, we believe has led to successfully retaining their trainees, even 
though neither of the companies have an outlined strategy. In addition, by being two of the 
largest companies within their industry, we consider that great Talent Retention may have 
contributed to their top positions. In line with Collings and Mellahi (2009), Meyers and van 
Woerkom (2014) and Schuler et al. (2011), competitive advantage can be reached through well-
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performed Talent Management, which also can be seen as a factor towards Company Blue and 
Company Red’s success. 
 
In accordance with the reasoning of Alsop (2008), that Millennials choose to work for a certain 
organisation because they want to and not because of any requirements, keeping the trainees 
motivated and satisfied is highly important. Similarly, Cappelli (2000) considers the importance of 
not only working with attraction but also retention of talents. By both Company Blue and Company 
Red, being in the top 20 in Employer Attractiveness Rankings (Universum, 2016) and being 
successful in retention, together with their increased attention and focus on retention, the 
companies are in line with Cappelli’s (2000) reasoning. 

5.2 The importance of good leadership 

As Wubbe (2015) argues about evaluation of performance and that discussions about goals and 
feedback contribute to motivation and retention, this is confirmed by all interviews with the 
participants. In general, all six participants hint about that good leadership leads to a better 
working environment, and challenges together with rewards contribute to employees thriving at 
the workplace. An example of this is shown in BlueA’s response, where he tells us that he 
becomes motivated to work and to stay at Company Blue, when being challenged and 
encouraged by mentors and leaders; he puts a high price on his future managers and during the 
trainee programme he had a mentor that helped him develop and learn. Also, RedC discusses that 
the many opportunities and the leadership coaches was a positive surprise to him and even 
though he did not feel any obligations to stay, this led to him being loyal to the company in 
return. 
 
Furthermore, in line with Collings and Mellahi (2009), Lewis and Heckman (2006), Silzer and 
Dowell (2010) and Thunnissen et al.’s (2013) reasoning’s about the difficulties in knowing how to 
adapt one’s leadership when handling different employees; this is first and foremost noticeable in 
the interview with Manager Blue, where he emphasises the importance of feedback; an area 
always with ability for improvements. According to Manager Blue, a more structured way for 
mentorship and feedback is needed for the future of Company Blue. To continue, both 
companies give the trainees every opportunity for development, and offer all conditions needed, 
but the rest is up to the trainee, being ambitious and driven towards one’s own progress. In line 
with this, BlueB who talks about the difficulty to know what one wants to do and states, “it is great 
that I have a lot of options to chose between, but I did not understand what the options are?” (BlueB, personal 
communication, 2016-04-06). However, through providing with committed leadership, Company 
Blue helped her to find the right way. These reasoning give us the impression of that, high focus 
on feedback as well as guidance are important factors of Talent Retention. 
 
Considering the relationship between the managers and the trainees, Bhattacharya et al. (2008) 
discuss the importance of establishing a stable relationship between the organisation and the 
employees. In addition, Allerton (2001) and Eisner (2005) argue that when it comes to 
Millennials, it is highly important to build personal relationships in order to keep them motivated. 
This is in line with Manager Red’s leadership style, creating close relationships with the trainees 
and making them feel comfortable with talking to her about anything from job satisfaction to 
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their future career. Similarly to Allerton (2001) and Eisner (2005), Manager Red believes that 
having a close, personal relationship with the trainees helps their personal development and 
motivation. This is confirmed by RedA who emphasises the importance of having a good 
relationship with one’s manager; RedA also tells us that during the programme all managers were 
open, welcoming, curious and always there to help. 
 

5.3 Organisational belonging and commitment 

Van Dyne and Pierce (2004) describe Psychological Ownership as a state of mind; that a person 
can feel commitment or a certain sense of possession; this can be either material or immaterial. 
We believe that the Psychological Ownership felt from employees, in this case the trainees, can 
have a positive impact on retention after the programme. This is one of the reasons for a 
company to strive for Psychological Ownership among their employees. Also, that they feel more 
responsible for the outcomes, thus, nurture the relationships with both the company and the 
work itself is another reason for companies to work with Psychological Ownership among their 
employees. When looking at the roots to Psychological Ownership and the routes to strengthen it, 
we can see one reason for why trainee programmes work out well in regards to this. Starting with 
the roots to Psychological Ownership, Home - Pierce, Kostova and Dirks (2003) explain this as the 
feeling of belonging and having a home. In our findings, all of the interviewed trainees tell us that 
one of the reasons for choosing to stay is because of the work environment; they all liked their 
work environment in general, with emphasis on having intelligent colleagues as well as good 
leaders. 
 
Moreover, when being recognized and when sharing a sense of belonging, one performs at their 
best (Fenenbock, 2015). Looking at the results from our interviews, BlueB claims that she felt 
recognised as a talent directly after being recruited and during the whole trainee programme. 
Similarly, RedC states that he definitely felt recognised as a talent and was given proper education 
and the possibility to experience all parts of the firm. However, BlueC adds to this that it is 
important that one keeps in mind that you cannot live on your merits forever and it is important 
that you keep up with good results and excellent performance. This is in line with the other two 
of Pierce et al.’s (2001) roots to Psychological Ownership, namely Self-efficacy and effectance and Self-
identity. These states emerge with a person’s desire for the feeling of self-justification, influence 
and identification with the organisation. This is recognised in our findings where the trainees all 
indicate on feeling chosen both for their skills and their personalities. Even though RedC, states 
that there was not much time for own responsibilities, initiatives and projects during the trainee 
programme; afterwards he feels that he has influence over the organisation due to being given the 
trust of making own decisions. Moreover, BlueB gives sign of Self-identity through talking about 
the feeling of a stronger connection to the company and identification with the company when 
the organisational values are similar to her personal values. Adding to this, several of the 
interviewed trainees state that they feel recognised as a talent by their company, e.g. BlueA, BlueB 

and RedC. 
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Considering the three ways to strengthen Psychological Ownership: Control, Knowledge and Self-
investing, we see all these three to some extent among the employees who have participated in the 
trainee programme. The trainee programmes at both companies are almost contributing to these 
factors by default, through offering opportunities for development, education and enabling the 
trainees to take own initiatives. The first route to gain more Psychological Ownership is Control; 
most of the trainees told us that they have the freedom and opportunity to control and design 
how they want their trainee programme to be structured. For instance, in the beginning they are 
able to choose a path, which area they want to operate within. Some of the trainees explain that 
much of their development has been their own responsibility, together with support and 
guidance from mentors, managers and colleagues. They are obligated to participate in general 
training and seminars, also some time abroad, which they themselves can come with suggestions 
on where they want to go; other than that they are pretty much in charge of their own 
programme. Hence, they are responsible for making contact with other divisions, set up visits to 
see other parts of the company, and to take initiatives for own projects. The majority of the 
trainees appreciate this, however, it requires that you like being in charge of your own choices 
and having different options for development, as well as some knowledge about what you want 
to do. BlueB brings up an issue considering this; talking about that she would have preferred the 
programme to be more structured. Despite this, having both freedom and control contributes to 
Psychological Ownership. As Burkus (2010), Eisner (2005), Shaw and Fairhust (2008) all discuss, 
Millennials are a generation that want structure and directions but freedom and flexibility at the 
same time. This makes it a challenge for the programme managers, to develop and conduct a 
structured programme with flexibility for own ideas and decisions. In our findings we can see 
that Manager Blue and Manager Red take on this challenge by developing the programmes 
indirectly after the generation Millennials, who requires flexibility, and through gathering 
feedback from previous and current participants the programme managers deal with this. 
 
To continue, the second way to increase the level of Psychological Ownership is through 
Knowledge. It is apparent that the trainees have a constant flow of education throughout the trainee 
programme, which has led to deeper feelings of connection to the organisation. All of the 
participants mention the importance of development, which of course is a crucial part of the 
trainee programme; they are participating to be trained into a job. In contrast to this, later on in 
the programme, some of the participants highlight another part of their development; they are 
surprised by the amount of money and time spent on their personal development. This is 
apparent in both companies we have studied, and this extends the trainees ability to excel their 
skills and careers. Moreover, some of the trainees discuss that they gained more insight in the 
company than they expected to do; this, through being able to move around and see different 
departments of the company. 
 
Finally, we argue that the trainees themselves are responsible for the last contributing factor for 
increased Psychological Ownership, Self-investing. By committing fully to something increases the 
feeling of possession; the trainees clearly committed themselves to the companies when 
participating in one or two years of extra training and education, in addition to their finished 
university studies. As RedB answers when asked why he chose to stay at Company Red, “ I was 
trained for this”; he clearly felt that he gained a certain set of skills. As Pierce et al. (2001) argue 
about this that time, effort, skills and ideas put into something is the main idea behind the Self-
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investing part of Psychological Ownership. Furthermore, we believe that the majority of the 
trainees felt committed to the companies by investing time and effort during the trainee 
programme, thereby we believe that the trainees had every reason to stay. RedC said that he had 
dedicated one year to this and also had gained the set of skills needed for the job after the 
programme. However, Pierce et al. (2001) says that these things should strengthen the feeling of 
responsibility; despite this, RedC mentions that he did not have time for taking responsibilities for 
own projects during the programme itself but now after the programme he feels both 
responsibility and influence. In contrast to this, he later on mentions that the trainees had the 
responsibility of visiting other departments and to that extent their own development, which we 
have seen among other of the interviewed trainees as well. Considering this, we believe that as 
long as the participants have the opportunity for own initiatives, it does not have to be taken 
advantage of in order for the trainees to be content; one may be satisfied only by having the 
opportunity, and not necessarily having to exercise it. 
 
Consequently, our findings show that all trainees interviewed possess feelings of Psychological 
Ownership. This through both unintended, organisational factors in general, (e.g. colleagues) and 
through excellent performed leadership. Also by managers enabling the trainees to freely design 
their trainee programme through offering several opportunities and challenges. One can also 
reason that the Psychological Ownership is only felt towards the trainee programme itself and 
not to the company as a whole. However, we believe that since the trainees are treated very 
similar to the other employees, we do not see a difference between Psychological Ownership 
towards the trainee programme and the company. In addition, among any of the interviewed 
trainees, we do not see any appearance of the negative effects from Psychological Ownership, 
presented by Pierce et al. (2003), e.g. sabotage, alienation or stalking. 
 

5.4 Factors leading to retention 

Allen et al. (2011), Cappelli (2000) and Lathuka (2011) discuss the misconceptions and 
differences in reasons for the difficulty of retaining talents. The researchers’ reasoning are not in 
line with the results from interviewing the participants of the trainee programmes at Company 
Blue and Company Red. In general, all participants have somewhat alike reasons for staying, as 
well as the factors contributing to their motivation and inspiration to stay, although some small 
differences are apparent. For the most part, the participants are emphasising on leadership, being 
challenged and having opportunities for development, and some participants also add that having 
a good work-life balance is important. Another reasoning expressed by Cappelli (2000) is that 
there is always another organisation willing to offer the employees more in salaries and rewards. 
However, this is not convincingly shown our findings, where only one of the interviewed trainees 
mentions that salary is a motivating factor and can be a reason to choose one company instead of 
another. 
 
Cappelli (2000) and Lathuka (2011) argue that one reason for why the challenge of Talent 
Retention occurs is that the managers and the talents have different views upon their reason for 
leaving. However, in our findings we have found that the managers and talents have the same 
perception on what makes the talents motivated to stay with the company after participating in 
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the trainee programme. Furthermore, Allen et al. (2010) and Bartram (2012) argue that the most 
common reason for talents to leave is that they do not feel integrated with their peers as well as a 
lack of development. BlueA, BlueC, RedB and RedC, who all claim that one reason for them to stay 
within the company was that they felt encouraged and integrated with their colleagues and 
managers, show evidence on this. However, BlueB further discusses that she felt a lack of 
integration during the beginning of her trainee year but that she later on began to enjoy the work 
environment. Furthermore, BlueA, BlueC, RedA and RedB all discuss that the fact of having a 
chance for development is a vital factor for wanting to stay within an organisation. RedA further 
emphasise that if he had found his tasks challenging he would look for other opportunities 
outside the company. Also, RedB states that she felt surprised on how much the company 
invested in her personal development, which contributed to her staying at Company Red. 
 

6. Conclusion 
In this chapter we include a discussion on how the purpose was comprehended, an overview of the main findings of 
our study and the conclusions we can draw from this, hence answering our research questions. 
 
The purpose of our research has been fulfilled, by studying two trainee programmes, we have 
gained insight and further evaluated what Company Blue and Company Red are doing in order to 
retain their trainees, as well as evaluated what has contributed to the trainees wanting to stay 
within the company. Our main finding is that both companies are working with retention in quite 
similar ways in order to make the trainees satisfied and motivated to stay within the company. In 
addition, having good leadership and close relationships between managers and trainees, 
contribute to a good work-environment where everyone feels comfortable and thrive; thus, 
motivated to stay and work within the company for a longer period of time. Also, despite not 
having an outlined retention plan or strategy, both companies are successful in their retention of 
trainees. 
 
Furthermore, our research has resulted in answering our two research questions: 
 

° What makes Millennial talents motivated to stay within a company after participating in a trainee 
programme? 

 
° How has the trainee programme influenced the trainees to become more committed to their work and 

thereby choosing to stay within the company? 
 
We have come to the conclusion that Millennial talents become motivated at work and more 
committed when thriving at the workplace, thus, choosing to stay within the company. Moreover, 
through conducting a trainee programme companies can work with Talent Retention by 
integrating the trainees in the company culture and making them feel commitment and belonging. 
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According to previous research, there are both misconceptions and different reasons and 
explanations for why talents leave (Cappelli, 2000; Latukha, 2011). This is not in line with our 
results, which show that the reasons for staying within a company are quite similar among the 
trainees at both Company Blue and Company Red. Furthermore, it also shows that both 
managers’ assumptions are in line with the actual reasons for the trainees’ choice for staying. 
When it comes to the new generation Millennials, there seem to be a natural development of the 
trainee programmes after the generational shifts, and no specific evaluations or details about the 
Millennials are taken into account. Furthermore, analysing through Psychological Ownership we 
can see that this is an important aspect and that a feeling of belonging, possession and 
commitment is evident among the trainees in both Company Blue and Company Red. However, 
we believe that by working more actively with Psychological Ownership (Van Dyne & Pierce, 
2004; Pierce et al., 2001; Pierce et al., 2003) both companies can achieve greater results within 
this and thereby improve retention. 
 
In general, both Company Blue and Company Red see the trainees as talents and thus factors of 
success for the organisation. Furthermore, the trainees are given every opportunity for 
development and through education, leadership and guidance, able to go as far as they want 
within the company. We can also see that many of the factors which has led to the trainees 
wanting to stay within the companies is somewhat connected to being motivated and a general 
well being among the former trainees and employees. Additionally, we do not see any significant 
differences between the two companies when it comes to working with retention and what has 
led to the trainees wanting to stay within the company after participating in the trainee 
programme.  
 

7. Discussion and recommendations for further research 
The last section of the thesis discusses the outcomes’ contribution to existing literature, limitations as well as 
recommendations for further research. 
 
This thesis contributes to existing literature by filling a gap in the field of Talent Management. 
Our study contributes to foster a greater understanding of what makes Millennial talents 
motivated to stay within a company – after participating in their trainee programme. 
Furthermore, this research will be of value to both companies who have a problem with 
retention of talent and to those who do not recognise this problem. In addition, it will be of value 
for all organisations having a trainee programme, looking for how to make the best use of it 
when working with Talent Retention. Even though our research is focused on the finance sector, 
we believe that the findings and suggestions can be of value to all companies within the service 
sector. 
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7.1 Suggestions for further research 

Our study gives suggestion on what further research should lay focus on in order to increase the 
understanding of Talent Retention in terms of Psychological Ownership. Since this is one of the 
few researches within this particular topic, we find our study as a stepping-stone to a more 
universal study on Talent Retention within trainee programmes and a possibility to support or 
reject our findings. In our research we can see what companies who are successful within Talent 
Retention are doing, and the presence of Psychological Ownership among the former trainees at 
the studied companies. Therefore, we suggest for further research to examine companies having 
problems with Talent Retention with focus on the relation with Psychological Ownership. 
Moreover, in our findings we can see that factors contributing to Talent Retention are connected 
to motivation and thereby we suggest that further research could include motivational theories 
and see its impact on Talent Retention. Due to the limitations of this thesis, more research can 
also be done examining other companies as well as companies in other industries.  
 

7.2 Limitations 

As previously presented, we made use of only two case studies within one industry. This may 
have resulted in making assumptions and generalisations of these two cases and companies. 
When conducting our interviews we started by explaining the area of study and the purpose of 
our research to our interviewees, we did not ask leading questions, but there might be a 
possibility that they were aiming their answers in order to fulfil our purpose. Furthermore, we 
used the Psychological Ownership lens when analysing the results of retaining talents after a 
trainee programme; however, there could be other theoretical lenses to apply. The fact that we 
chose to limit our research to one theory together with previous research of Talent Management 
might have limited our study. We distinguish the limitation of generalising our results and analysis 
since we only interviewed six trainees, which only covers a small fraction of all participants in the 
trainee programmes. Also, we only collected data from companies within the Nordic finance 
industry; thereby we acknowledge the limitation of business students as trainees and if a larger 
range of companies within different industries had been sampled other results may have been 
found. Although we could grasp patterns in our sample group we cannot completely discourage 
the likelihood of other thoughts and ideas possibly being excluded. Lastly, this research focused 
on Millennial talents and if other generations were interviewed we might have received a different 
result. 
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Appendices 
In this part we include our interview guidelines and questions used for collecting the results. 

1.1 Appendix 1 – Interview guideline, Programme Manager 

The interview questions were sent to the interviewee approximately one week before the 
interview date, with reservation for minor changes and with information about that follow-up 
questions also will occur. 
 
First in the interview, the interviewee was thanked for participation in the interview and directly 
after we agreed upon recording the phone call. After this, a small conversation about complete 
anonymity and confidentiality was held and the interviewee was given the opportunity to not 
answer a question. The interviewee was thereafter given the opportunity to ask any questions 
before the interview started. 
 
PART 1 – General questions 

°       In what industry does the company operate, and where (geographically)? 
°       What is the size of the company? (Countries you operate in and number of employees) 
°       What kind of position do you have? What are your main responsibilities? How long 

   have you worked with this? 
°       What do you know about Talent Management? 
°       In general, how does the company work with Talent Management? 
°       Does the company have a specific strategy for retention - a retention plan? How is this 

   structured? 
°       Would you say that the company have a problem with retention? Why, why not? 
°       How would you describe a talent? 
°       What do you know about the generation Millennials? 

  
PART 2 – The trainee program 

°       What are the goals, purpose and intentions of conducting the trainee program? 
°       When and why did the company start the program, and how was it started? 
°       How has the program been developed since start? 
°       What does the future of the program look like? 
°       How many do you hire for the program? 
°       Who is accepted to the program? - What are the main requirements and characteristics 

   needed? 
°       Do you make any “promises” to the trainees before starting the programs? If yes, what 

   are those? 
°       What kind of responsibilities do the trainees have during the program? 
°       Do you conduct any follow-up during and after the program? Mentorship/feedback? 
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PART 3 – The trainees 

°       How would you describe the career-path of your trainees? 
°       What type of relationship do you target with your trainees? 
°       Are the trainees ensured employment after the program? How? Specific positions? 
°       Do you offer every trainee a job, preferred of the trainee? If not, what happen to those 

   who are not? 
°       Do you take into consideration, the expectations of the trainees? (Before, during and 

   after the program) How? 
°       Are the trainees integrated with the other employees during/after the program? 
°       Does it happen that trainees leave during the program? If yes, why? 
°       Does it happen that trainees leave the company after the program? If yes, why? 
°       What do you believe motivates the graduates to stay within the company? 
°       How do you measure performance among your trainees? 
°       How do you handle the fact that the trainees are in the beginning of their career, and 

thereby maybe desiring to try “a little bit of everything” - thereby maybe “look for new 
opportunities”? 

 
After the interview, the interviewee was thanked for his or her time, given the possibility to add 
inputs or comments, and finally given the opportunity to take part of the results. 
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1.2 Appendix 2 – Interview guideline, Trainee 

The interview questions were sent to the interviewee approximately one week before the 
interview date, with reservation for minor changes and with information about that follow-up 
questions also will occur. 
 
First in the interview, the interviewee was thanked for participation in the interview and directly 
after we agreed upon recording the phone call. After this, a small conversation about complete 
anonymity and confidentiality was held and the interviewee was given the opportunity to not 
answer a question. The interviewee was thereafter given the opportunity to ask any questions 
before the interview started. 
 
  

°       Please present yourself shortly. 
°       When did you participate in the program? 
°       What was your overall opinion of the trainee program? 
°       Do you feel recognized as a talent? What do you think has contributed to this? 

 
°       What were your expectations before starting the program? What were you promised 

   through the program? 
°       Were the expectations fulfilled? Were the promises kept? 
°       What were your alternatives after finishing the program? Positions to choose between, 

   moving on, trying something else? 
 

°       How has your career path been since you participated in the program? 
°       What is your position today? 
°       Did you get a preferred job after the program? If no, what was your option? Leaving, or 

   being put “on hold”? 
°       What motivated you to stay? Other reasons than “just having a job”? 
°       Did you feel any obligations to stay within the company, after them putting time and 

   effort in you? 
°       When did you feel like you gained influence or was of higher importance to the 

company? 
  
 
After the interview, the interviewee was thanked for his or her time, given the possibility to add 
inputs or comments, and finally given the opportunity to take part of the results. 
 


