
Young Professionals: 
Will They Come? 
Will They Stay? 
Or Will They Go?

WHAT FILENE’S RESEARCH SAYS ABOUT THE 
STATE OF ATTRACTION AND RETENTION OF 
YOUNG ADULTS AT CREDIT UNIONS

R E S E A R C H  B U N D L E



As Millennials and post-Millennials age 
into mature careers, new questions have 
emerged about what they value in their 
work and how organizations can best 
recruit and retain them. We reinterpret a 
cross-section of Filene’s research on 
young adults to understand these 
demographic cohorts’ career expectations 
and workplace motivators. The research 
reveals how credit unions can win top 
young professional talent and strengthen 
the engagement and retention of high 
performers. What drives young 
professionals to take a new job, and what 
shapes their decisions to stay or leave?

Young professionals are not homogenous. 
Millennials (born 1981–1996) are now the 
largest generation in the US workforce, 
and they are historically more diverse.1 
The post-Millennial generation or Gen Z 
(born 1996–present) is on track to be 
even more diverse, along any number of 
other dimensions.2 This diversity is 
reflected in the professional aspirations 
and motivations of young adults. While 
preferences change over time, and we 
expect that as young people age, so too 
will their approach to work, Filene 
research has surfaced some shared 
lessons and general best practices in 
attracting and retaining young 
professionals.
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This curated package of 
Filene research reports 
examines young adults 
in the context of 
attraction/retention 
efforts in credit unions. 
Included are the 
following reports: 

THE LAWS OF ATTRACTION: 
CREDIT UNION RECRUITMENT IN 
A COMPETITIVE LABOR MARKET

ATTRACTING AND RETAINING 
YOUNG, HIGH-POTENTIAL 
EMPLOYEES

DIVING HEADFIRST INTO THE 
(APPLICANT) POOL: HOW 
EMPLOYEE ATTRACTION IMPACTS 
EMPLOYEE RETENTION 
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https://filene.org/learn-something/reports/the-laws-of-attraction-credit-union-recruitment-in-a-competitive-labor-mark
https://filene.org/learn-something/reports/attracting_retaining
https://filene.org/learn-something/reports/diving-headfirst-into-the-applicant-pool-how-employee-attraction-impacts-em
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THE LAWS OF ATTRACTION: CREDIT UNION RECRUITMENT 
IN A COMPETITIVE LABOR MARKET1

F U L L  R E P O R T

To appeal to younger generations when trying to 
attract top talent, employers should identify 
projected career paths and opportunities for 
growth with each job opening. Advertising “exit 
options” may attract high performers who can 
make an outsized impact in a short time period. 
Clearly communicating opportunities to develop 
through coaching from managers and lateral 
experiences across the organization can also make 
a difference.
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https://filene.org/learn-something/reports/the-laws-of-attraction-credit-union-recruitment-in-a-competitive-labor-mark
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ATTRACTING AND RETAINING YOUNG, 
HIGH-POTENTIAL EMPLOYEES2

A survey of credit union young professionals finds 
that they most highly prioritize strong 
management and company culture: organizational 
support for innovation, relationships with 
immediate supervisors, and the attitude of senior 
leaders, in that order. Managers’ ability to set clear 
expectations, help prioritize, and maintain open 
and ongoing communication is crucially important 
to young workers. But don’t overlook 
compensation – 44% of credit union young 
professionals surveyed feel that their 
compensation is lower or significantly lower than 
their peers in other industries. A financial and 
benefits cushion gives young people the freedom 
to pursue meaningful work. 

F U L L  R E P O R T
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DIVING HEADFIRST INTO THE (APPLICANT) POOL: HOW 
EMPLOYEE ATTRACTION IMPACTS EMPLOYEE RETENTION 3

For credit unions that participate in routine 
on-campus recruiting processes, research suggests 
that there may be a benefit to interviewing 
applicants early in the recruiting cycle. This study 
comparing the recruiting outcomes of five 
organizations competing for the same applicant 
pool showed that the later an organization held 
interviews, the lower the quality of the applicants. 

The hiring process sets expectations and plays a 
crucial role in communicating the values and 
culture of employers to potential candidates—and 
keeping them interested. In sum: Don’t assume the 
status quo works. Be explicit and strategic about 
your approach to talent, and incorporate hiring 
and retention efforts into your broader HR 
strategy. 

F U L L  R E P O R T
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https://filene.org/learn-something/reports/diving-headfirst-into-the-applicant-pool-how-employee-attraction-impacts-em


Filene research shows that while young people do 
frequently change jobs, they are motivated by more than 
strictly financial rewards. Instead, young people often 
change jobs in search of purpose and personal growth or 
in response to management relationships and workplace 
culture that better fits their professional priorities. Many 
young people increasingly value pro-social careers in and 
of themselves,7 and many more report that strong manage-
ment—with clear expectations, communication, and lines 
of accountability—is a top motivator. Yet young people also 
report that compensation matters, insofar as it provides 
them with stability and security. In either case, the perks 
associated, in particular, with the Silicon Valley workplace, 
may not be enough.8

Credit unions should not be afraid to embrace their service 
mission and cooperative vision. Many young people want 
more out of their jobs than a paycheck—or even work-life 
balance. Instead, many want work that is fulfilling and 
meaningful, that provides a sense of belonging, or that 
allows them to pursue a pro-social mission. 

Millennials, especially 
women, are more likely than 
ever before to have earned 
a Bachelor’s degree.3

The average Millennial 
worker held 7.8 jobs between 
the ages of 18 and 30.5

But almost three-quarters 
report being unengaged 
or disengaged at work.4

60% say they are open 
to new job opportunities.4

Only half plan to be with 
their current employer 
in a year’s time.4

High percentages of 
young workers, especially 
Millennial men, remain 
outside the workforce.6
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