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Abstract
• Banking sector typical culture and norms

• highly regulated industry

• filled with standard operating procedures to comply with

• Resulted in challenges in sustainable organization retention and acquisition of 
information technology talents.

• Customary practice for organizations to invest substantial time, resources, and 
finances in conducting annual employee survey.

• The need of comprehending the elements that shape employee’s beliefs, 
attitudes, intention, and behaviors (Ajzen, 1991) and as well as an understanding 
of how organizational practices and culture (Denison et al., 2004) can either 
enhance or hinder employee engagement and satisfaction. 

• The purpose of this study was to adopt the DDMT for Sustainability model (Lam & 
Lee, 2024) and embracing this model (Lee et al., 2023) to better understand the 
information technology (IT) workforce attitudes toward the banking industry. 

• The outcome of this study surfaced the workforce personas, across Singapore, 
Thailand and Vietnam, and their distinct approach to work (Lee, 2015). 2
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Research design

Stage 1

• Stakeholder interviews 

• Objective: Align on expectations 
and sharpen focus for research 

• How: one-on-one conversations. 
60-75 min

• 3-4 senior stakeholders

Stage 2 

• Exploratory qualitative research 

• Objective; understand talents’ 
career needs & expectations to 
provide cues for EVP 
development and refinement 

• How: 

o Internal : 10 group 
discussions  with 
employees + 3 C-suite 
interviews

o External: 15 group 
discussions + 2 expert 
interviews

Stage 3

• Quantitative survey

• Objective: Quantify behaviours
and identify most compelling 
EVP

• How: 800 online interviews with 
external audiences

• 15 minutes closed ended 
questionnaire

• Validate the newly built EVP 
model and ascertaining the 
most appealing concepts
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Traditional Segmentation Approach

Segment 
Options

Age/Generation

Traditional

Traditional Segments

1

Examples Pros

• U30, U40, U50

• Baby Boomers/ 

Millennials

Cons

Geography

• Data easy to segment 
• Expected distribution

• Generalised experiences
• Generalised motivators

Employee Level/
Tenure

• Graduate, manager, 
Exec

• Less 1 year, 1-3,3-5, 5+

• Data easy to segment
• Levels usually align to lifestage

and motivators

• Perceptions of organisation 
similar

• Generalised experiences
• Single faceted

• North, Mid, South, Expat • Data easy to segment 
• Expected distribution • No real insight

Role-based

• Job families – Data 
scientists, architects, IT 
security

• Similar divisional job 
experiences

• Similar skills and 

capabilities

• Generalised experiences
• Reduces diversity in 

functions

Progressive
Ø Details in the next slide
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Progressive Segmentation Approach

Segment 
Options

Traditional

Progressive Segments Examples Pros Cons

Progressive

Needs-Based

• Individual contributor
• People manager
• Specialist

• “Independent competitor” 
= Autonomy & Competition

• “Family- first cruiser”

= flex work, lower pay

• Employee centric
• Covers multiple employee 

elements

• Hard to identify accurately
• Potential Overlap in needs

Value contribution

Personality Inventory 

Multi-dimension

• Hogan
• Disc
• HBDI

• Aligned to existing HR 
process

• Generalised view 

• People-centric and accurate
• Values driven and similar 

motivators

• Costly to formally assess

• Female +Hipo +Tech
• South, +3 years + banker
• Needs-based & Role 

based

• Very details and targeted
• Employee centric and unique 

to organisation

• Possibly exclude employees
• Possible overlap employees
• Constantly changing
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Results: six persona
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Restless Strategist ‘Star’ SageSteady Builder Creative Passionista Caring Evangelist Contented Survivor 

'On the fast track’ 'Me the expert’‘Slow and steady’‘Live my passion’ ‘Spread the knowledge’ ‘Just cruise through’ 
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Descriptors of the six persona

Restless Strategist ‘Star’ SageSteady Builder Creative Passionista Caring Evangelist Contented Survivor 

'On the fast track’ 'Me the expert’‘Slow and steady’‘Live my passion’ ‘Spread the knowledge’ ‘Contented Survivor’ 

KEY DRIVER

• Fast track their career 

• Goal oriented 

• Be where the action 
is

• Stimulated by a range 

of experiences

KEY DRIVER

Building personal 

reputation and image as 

an expert & authority 

KEY DRIVER

Follow the path. Work 

hard to get to the top 

KEY DRIVER

Passion for what they do 

KEY DRIVER

Make a positive 

contribution to the 

company and people 
around them

KEY DRIVER

Stability over 

progression

MOTIVATORS

Opps. to value add to 

their skill set, Need 

freedom 

MOTIVATORS

Opportunities to deepen 

knowledge & sense of 

achievement

MOTIVATORS

• Better pay, better title, 

recognition

• Need to have 

structures and 

controls to guide 

them

MOTIVATORS

Ability to indulge in their 

passion, new learning, 

problem solving,  space 
for creativity

• Need freedom 

MOTIVATORS

Knowledge sharing, 

consulting, mentoring & 

teaching 

MOTIVATORS

Stability, routine, 

process & predictability

DETRACTORS

Repetitive work, silo’ed

working 

DETRACTORS

Lack of overt recognition

DETRACTORS

Lack of tangible success 

markers 

DETRACTORS

Processes which distract 

from the work they like 

doing

DETRACTORS

Lack of opportunities to 

teach/impart value & 

rigid hierarchy

DETRACTORS

Change, challenge
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Discussion

• Understanding these diverse employee personas can provide valuable 

insights into the various attitudes and motivations present within an 

organization. 

• By recognizing and appreciating the unique contributions of each 

persona, organizations can better leverage their employees' strengths 

and foster a more inclusive and dynamic workplace culture.

• How might we empower and leverage diverse employee personas to 

foster a dynamic and innovative workplace culture, driving continuous 

growth and advancement within the organization?
11



Research limitations

• Sampling Bias: The results may be influenced by the characteristics of the employees, customers, or management of a single bank, 

leading to a skewed representation of the broader population.

• Limited Insights into Best Practices: Insights gained from studying only one bank may not fully reflect industry best practices or 

innovative strategies employed by other banks, potentially limiting the applicability of the findings for improving overall industry 

standards.

• Absence of analogous studies: denotes a gap in existing research literature.

• Cultural Bias: Researchers may inadvertently interpret or analyze data through the lens of their own cultural background, potentially 

overlooking or misinterpreting important cultural nuances specific to the bank being studied.

• Power Dynamics: Cultural hierarchies and power structures within the bank may influence the dynamics of research participation and 

data collection, potentially leading to unequal representation or biased perspectives among different stakeholder groups.
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Conclusion

• The study has demonstrated the 

application of DDMT for Sustainability 

model to the corporate setting. 

• In continuation of this research study, 

there is an ongoing study of how these 

personas influence and impact 

organizational talent acquisition and 

retention. 
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Thank you

• The Client

• People Mentality Inc

• The Right Angle

• Research team
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