The Seven Hidden Reasons Employees Leave

Employee turnover is not an event - it is a process of disengagement that can take days, weeks, months or even years until the actual decision to leave occurs.  There are several sequential and predictable steps that can unfold in the employee's journey from disengagement to departure.  These are:

Start the new job with enthusiasm

Question the decision to accept the job

Think seriously about quitting

Try to change things

Resolved to quit

Consider the cost of quitting

Passively seek another job

Prepare to actively seek

Actively seek

Get new job offer

Quit to accept new job, quit without a job, or stay and disengage.

Many managers are so busy or preoccupied with the day-to-day business operations that they fail to notice where their employees are in the above continuum. Managers need to better understand the signs of discontent before they lose their best and brightest people.

Leigh Branham in his book, “The 7 Reasons Employees Leave” contends there are two distinct periods in an employee’s thought process when he or she considers leaving a company. The first period is the time between his or her first thoughts of quitting and the subsequent decision to leave, when disappointment and even bitterness can set in due to an array of possible circumstances.

The second period of the deliberation process is the time between the employee’s decision to leave and the actual leaving.  The chances of a manager gaining renewed commitment from an employee in this period are not very good.

Why do employees leave?

Branham’s research outlines seven hidden reasons employees leave, these are:

1. The job or workplace was not as expected.

2. There is a mismatch between job and person.

3. Two little coaching and feedback.

4. Too few growth and advancement opportunities.

5. Feeling the value and unrecognised.

6. Stress from overwork and work life balance.

7. Loss of trust and confidence in the leaders of the business.

Employees begin to disengage and think about leaving when one or more of four fundamental human needs are not being met. These needs are:

The need for trust

The need to have hope

The need to feel a sense of worth

The need to feel competent

Managers who manage by “walking about” often pick-up many of the above signs, some address these immediately, others tend to hope they will get better, or go away, they seldom do. Ignoring the above telltale signs cheats both parties. There are several way to un-earth dissatisfaction in the workplace, they all revolve around structuring avenues to receive and give confidential feedback. 

The online survey method can highlight impending problems and is ideal to identify company wide strengths and weaknesses, but due to its anonymity fails to identify individual concerns. Usually a structured annual performance management system will work well. This can be a combination of self-development assessments combined with a 180 or 360 survey. We suggest the ASSESS Competency Based Development Report and the ASSESS 360Feedback Survey to achieve this. It’s simple to set up, online driven, fully customisable and very cost effective. Smaller businesses would benefit from a simple 180 paper and pencil system.  

Zero tolerance for poor performance should be your new mantra. Too many managers relieve poor performers of work tasks (because they can’t trust them to do it properly) and heap that work onto the good performers, who receive the same remuneration, do the most productive work and get very little recognition – wouldn’t you leave!     

Finally, look into the mirror – did you hire the right person in the first place? Remember the tree analogy, the interview and resume will only show you the fruits, psychometric testing will show you the roots. You can train and coach job knowledge and skill, you can’t train for innate personality, attitudes and mental capabilities – JobCLUES is an inexpensive assessment to capture these. Always select on attitude and train for aptitude.    

