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Introduction
We are amidst a fierce war for talent. With more open positions than people to fill them, employers are
vying to bring skilled, qualified employees onto their teams. But recruiting is only half the battle; winning
the talent war requires an increased focus on retaining existing staff.
A recent Gallup report suggests that U.S. businesses are losing $1 trillion every year due to voluntary
employee turnover. Further, the Bureau of Labor Statistics (BLS) reports that the number of American
workers who quit their jobs in 2018 topped 40 million – representing 26.9% of the workforce.
While the flourishing job market is a factor (the grass is always greener, right?), what else is
contributing to historically high employee turnover rates? We tapped into our candidate
database for answers, surveying 1,171 active and passive job seekers across 56 industries.
Our goal was to discover why they would leave their jobs and what would make them
stay with their current employers if a better opportunity arose. Survey findings are
detailed in this report, along with tips and tactics for retaining your best and
brightest employees.
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Talent Retention Report 2019: Survey Results
JOB-HOPPING: NO LONGER TABOO
In days past, hiring managers generally frowned upon job-hopping.
A laundry list of positions with various companies in a short
timespan was a surefire resume red flag, implying a candidate’s

HAVE YOU VOLUNTARILY LEFT A JOB
IN THE PAST FIVE YEARS?

inability to commit or stay employed. However, jumping from job
to job has become far more common in today’s candidate-driven
labor market. In fact, our survey showed that more employees have
voluntarily left their jobs than stayed within the past five years.

48.3%
NO

51.7%
YES
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Additionally, 65.9% of employed respondents said they have

So, is five years the magic number for tenure with a single

been with their current employer five years or less:

company? Of employed respondents, less than a quarter
(24.5%) said they planned to stick around with their current

HOW LONG HAVE YOU BEEN WITH YOUR
CURRENT EMPLOYER?

employer for six or more years:

HOW LONG DO YOU EXPECT TO STAY WITH
YOUR CURRENT EMPLOYER?

31.2%

Less than 1 year

23.6%

1 to 2 years

20.7%

3 to 5 years

6 to 9 years

10 or more years

8.5%
16.0%
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EMPLOYEE ENGAGEMENT DECLINING
Job satisfaction is one of the most useful KPIs for

HOW SATISFIED ARE YOU WITH YOUR
CURRENT JOB?

gauging employee engagement – less engaged
staff members are more likely to abandon ship.
According to our survey, 22.2% of employees
were either “dissatisfied” or “very dissatisfied” with
their jobs, while just 17.9% were “very satisfied.”
Yet, the majority of respondents (59.9%) said
they were either “somewhat satisfied” or “neither
satisfied nor unsatisfied.” These sentiments
suggest that an alarming number of employees
are not highly engaged in their current roles.
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JOB SEARCHING “ON THE CLOCK”
The possibility that a better job awaits is not
only tempting – it’s costing employers time by
taking staff away from their current duties: 35%

HAVE YOU EVER ACTIVELY SEARCHED FOR A NEW JOB
DURING WORK HOURS OR WHILE ON THE CLOCK?

of employed respondents admitted to actively
searching for a new job during work hours. But
job satisfaction wasn’t a clear indicator of their

7.5%

Prefer not to answer

inclination to do so – 55% of employees who
have searched for a new role while at work were

35.0%

“somewhat satisfied” (40%) or “very satisfied”

YES

(15%) with their job.

57.5%
NO

Supporting the trend of job-hopping, 59.6% of
employees who have job searched on the clock
expect to stay with their employer no longer
than two years, while 28.7% have been with their
employer for less than one year.
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REASONS FOR LEAVING
A greener pasture is enough to allure even the most tenured employee to a new opportunity.
But what, specifically, is compelling talent to leave their jobs voluntarily?
If you were to leave your current position voluntarily, what would you consider the primary reason?

*Common answers included: Relocation, lack of challenging work, not enough hours, a better job offer in general, retirement
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MONEY TALKS

CULTURE IS KEY

“Unsatisfactory salary/pay” was the top answer

A “negative/toxic work environment” ranked as the fourth most popular

in our survey (16.9%), which isn’t surprising.

reason for a voluntary exodus (10.7%). This is a company culture issue – and a

The cost of living has risen 14% since 2015,

competitive compensation package won’t make it go away.

and older Americans are delaying retirement
due to insufficient savings. The second most

Company culture, defined as the set of values and behaviors that determine

popular answer, “few growth or advancement

how your employees carry out their work and interact with one another and

opportunities,” also implies a desire for better pay,

their managers, has become increasingly critical to staff retention. When a

as promotions and pay raises go hand-in-hand.

workplace hones a positive culture, employees are more inspired and engaged.
They feel a greater sense of job satisfaction, which infuses the entire
organization and fosters a nurturing, productive, and collaborative environment.
In short, a strong company culture makes top talent want to work for you instead
of your competitor.
Along with a negative work environment, approximately 40% of survey responses
concerned company culture. For instance, 7.0% of employees would leave
their job due to a poor work/life balance and 3.5% would leave because their
employer’s values didn’t align with their own.
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REASONS FOR STAYING
Finally, we asked employed survey participants to imagine they’ve received a new job offer. What could their current employer provide
to increase the chance that they’d stay with them? Employees could select up to three answers. Here’s how their responses ranked:

*Common answers included: Increased staffing levels, management changes, better communication, greater transparency
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Correlating with respondents’ top reason for leaving (“unsatisfactory
salary/pay”), 48.6% of employees said a “raise or bonus” would
increase their likelihood of staying, followed by a “better benefits
package” (25.1%).
A “healthier work/life balance” ranked third (22.1%), which requires
support from a positive company culture. Other culture-related
responses included: “flexible scheduling options” (14.7%), “meaningful
employee recognition” (11.7%), and a “wellness program” (3.3%).
While culture is clearly important to employee retention, so is
professional growth. Not only did “few growth or advancement

HOW TO CALCULATE YOUR ANNUAL
EMPLOYEE TURNOVER RATE
Step 1:

Determine how many employees left your

		

company over the course of a year.

Step 2:

Add the number of employees at the beginning

		

and end of the year and divide that sum by 2.

Step 3:

Divide the number of employees who left by

		

the number you got in step 2.

Step 4:

Multiply the number from step 3 by 100, and

		

you’ll get your annual turnover rate.

For example, if you started the year with 100 employees,
ended the year with 95 employees total, and 10 left during
the year, your turnover rate would be 10.25%.

opportunities” rank second as the reason an employee would leave
their job, but such opportunities also ranked fourth as motivation
for staying.

A

x 100 = Annual Turnover Rate

(B + C) / 2
Understand that you can’t keep every employee aboard for the long
run, but you can improve your retention rates through a series of
strategic efforts that revolve around your company culture.

A = # of employees who left over the course of a year
B = # of employees at beginning of year
C = # of employees at end of year
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How to Retain Top Talent: 8 Tips and Tactics
Before introducing any new benefit, perk, or process to improve

CORE VALUE INSPIRATION

employee retention, you’ll need to take a step back and put your
company culture under the microscope. Just about every effort you
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make to keep staff aboard must be supported by a strong, rewarding,
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anywhere else.
Start addressing turnover by surveying your staff to gain a better idea
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and unique work culture – one that your employees cannot find

of what’s working, what’s not, and what you could do to improve.
Taking that feedback to heart, identify five or so core values – a set of

or sponsoring a community event, those values should shine through.
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Whether you are interacting with customers, ideating a new product,
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fundamental beliefs that guide everything you do as an organization.
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SHOWCASE YOUR COMPANY CULTURE: Don’t keep the most exciting and distinctive elements of your culture under wraps –
show them off! Highlight your culture across your website, marketing materials, social media channels, and job ads. Share fun
photos of company events or post employee testimonials on your homepage. Apply for “Best Workplace” awards and promote
your “wins.” These efforts not only boost employee morale (thus increasing retention rates) but also contribute to a positive
employer brand that will help with recruiting.

START SMALL FOR BIG IMPACTS: Employee retention efforts don’t have to be costly or complicated. Even the smallest perk
can make a difference in your team’s job satisfaction. Offer free snacks in the breakroom, switch to a more casual dress code,
offset parking or commuting costs, or hold a monthly happy hour. Plan a quarterly team activity or outing that gives your people
something to look forward to, such as tackling an escape room or trying a new restaurant together.

EMBRACE FLEXIBILITY: 22.1% of survey respondents cited a healthier work/life balance among the top three offerings that
would make them stay with their employer. To reduce turnover, give your employees a little more flexibility – allow them to
work from home or shift their schedules when needed. Offer paid time off (PTO) and even volunteer time off (VTO). However,
understand that granting your staff more flexibility requires a higher level of trust and accountability (which is where your core
values come into play).

SUPPORT PROFESSIONAL GROWTH: As our survey showed, employees value opportunities to grow and learn. Consider
introducing tuition reimbursement as a benefit. Start a mentorship program. Offer your own training workshops, webinars, or
seminars (and open them up to the public for broader brand exposure). Ensure that individuals have the right resources and
guidance to achieve their goals, long- and short-term. With a clear idea of where they are heading and how your organization
can get them there, employees will be more likely to stick around to bring their goals to fruition.
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ADDRESS BURNOUT AND BOREDOM: Did you know that burnout is now an official medical diagnosis? It is no wonder that
one in 10 employees surveyed cited “stress and/or unmanageable workload” as the primary reason they would leave their
current job. Aside from offering more flexibility and establishing a healthier work/life balance, there are several ways to prevent
burnout. For example, cross-train your staff and encourage collaboration across departments – spread out the workload.
Emphasize the importance of taking an occasional day off or fully “unplugging” while on vacation. To beat boredom, diversify
tasks to keep employees engaged and excited about their work. Empower your teams with some level of autonomy and support
their desire to try something new (and learn from their mistakes).

COMMIT TO WELLNESS: Healthier employees tend to be more productive, engaged, and happier, so it’s easy to see why wellness
programs have become mainstream. Again, small efforts can make big impacts: Reimburse gym memberships, provide free
annual health screenings, or introduce an Employee Access Program (EAP). Offer monthly yoga and meditation classes, form a
lunchtime walking group, or hold “steps” competitions with fitness trackers.

According to the American Psychological Association, 89% of employees at organizations that provide
wellbeing initiatives are more likely to recommend their company as a good place to work.
Whether or not wellness programs actually make your employees healthier, they are valuable for keeping
talent on your team and building a strong employer brand.
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SHOW APPRECIATION: Our survey suggests that employees value recognition over a promotion or PTO as a reason to stay
with their employer. Showing appreciation for your staff and acknowledging their successes should be a priority when reducing
turnover. Offer a bonus, gift card, or day off for meeting goals. Send an email shout-out for great work and celebrate work
anniversaries and career milestones. Bring in breakfast, lunch, or coffee as a simple “thank you.”

SEEK FEEDBACK: No matter how exciting your culture may be or which incentives you offer, you won’t know the efficacy of your
efforts unless you seek your employees’ feedback. Conduct monthly surveys (but keep them short and sweet) to get a pulse on
your staff’s sentiments, challenges, wants, and needs. Hold weekly 1:1 meetings between managers and team members, which
also encourages transparency and builds trust. Implement annual “stay interviews” where current employees share reasons for
remaining with you. Most importantly, don’t just listen to what your employees have to say – act on that feedback.
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Conclusion
As if recruiting qualified candidates wasn’t tricky enough, retaining top talent is challenging employers
like never before. Due to a booming labor market, skilled professionals enjoy more freedom in choosing
where they work as they seek their dream job. Luckily, there is one commonality in simplifying both
recruitment and retention: building and honing a positive employer brand.
To keep talent on your side, you’ll need to create an enticing, unique, and values-driven
company culture marked by a set of perks, programs, and processes that differentiate
yourself from the competition. This will give you a clear advantage in the war for
talent – no matter how green the grass is on the other side.
To learn more, check out iHire’s resource library for helpful tips, tools,
and templates on talent retention:
https://www.ihire.com/employer/resource#engagement-and-retention
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ABOUT IHIRE
iHire is a leading career-oriented platform that brings candidates and
employers together in 56 industry-focused communities. We believe
that by narrowing job seekers’ and employers’ searches within a specific
industry, we can connect high-quality talent with the right opportunities
more efficiently than a general job board. Since 1999, we’ve combined
cutting-edge technology, our expertise in the recruitment space, and
the invaluable insights of our members to connect job seekers with
meaningful work. Visit www.ihire.com for more information.

Survey Methodology:
A total of 1,171 active and passive job seekers from across iHire’s 56 industry-focused talent
communities responded to the 2019 Talent Retention Survey in August 2019. The results of this survey
are intended to be representative of a portion of U.S. employees. All percentages’ decimal points have
been rounded up to the nearest tenth.

