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Jumped, But They Might Not Stick Around
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Restlessness lurks below the surface of a newly optimistic

workforce. Executive leaders should note employee expectations

of higher pay and more flexibility, and seize the opportunity to

promote internal movement.

More detailed role-specific reports may be available on the website, depending on your

subscription.

Employees globally express greater satisfaction with nearly all aspects of their work. But

don’t mistake that satisfaction for intent to stay in their jobs, especially in a tight labor

market. 1 Discontent only accounts for about one in five of all departures. 2

Data published this year from five employee surveys describes the attrition risk that lurks

below the surface, offering clues about how to hold on to your talent or recruit candidates

as companies ramp up for growth: With post-crisis confidence up, workers are expecting

higher merit raises and leaving for better compensation. After more than a year of remote

work, they’ve also acquired a taste for flexibility and are willing to make a switch if that’s

what it takes to keep it. One more way to retain restless staff for your organization (if not

for your team): They express interest in seeking internal opportunities.

Over the Course of the COVID-19 Crisis, Work Sentiment Gradually Rose for
Almost All Employees

Employees report greater satisfaction along every one of 38 aspects of work since the

start of the pandemic, with the largest increases in compensation, recognition, work-life

balance and location. 3

https://www.gartner.com/explore/initiatives/overview/16004
https://www.gartner.com/explore/initiatives/overview/23450
https://www.gartner.com/explore/initiatives/overview/51883
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Two exceptions: The 18- to 24-year-old cohort known as Gen Z and contract workers

report lower levels of satisfaction in areas such as people management, product quality

and development opportunity (see Figure 1). In a separate survey, only half of the most

youthful respondents say they plan to stay at their company (either in the same position

or a new one) in the next three years. 4

Figure 1. Changes in Average Percent of Workers Reporting High Satisfaction Across 38
Employee Value Proposition Attributes

Comp Expectations Suddenly Bounced Back — Higher Than Before

Only 21% of employees who left a job in the second half of 2020 told us they did so

because they were dissatisfied with their current role. 2 More said they left because they

received a better offer and nearly three quarters (73%) said they received a raise for their

new position.

Last quarter was the first since the rapid global spread of COVID-19 in which employee

confidence about jobs and pay either returned to or exceeded levels from before the

outbreak. 5 Although nearly half say work is more stressful and their optimism about near-

term business conditions is still lower than 2019, they see a brighter outlook over the next

one to five years (see Figure 2).

They anticipate:
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Figure 2. A Rebound in Worker Expectations and Confidence

Source: 1Q21 Gartner Global Talent Monitor

Flexibility Is Now Part of the Equation

A majority of hybrid and remote employees in every function say their ability to work

flexibly will affect whether they stay with their company (see Figure 3). 7

Merit increases at prepandemic levels, though they still believe bonuses will be lower

than before the crisis

■

Higher job availability■

A 9.7% salary increase for taking a new role; this so-called switching premium is

about three percentage points higher than in late 2019; it doubled between 4Q20 and

1Q21. High potential employees expect even more, with an average switching

premium of 17.1%. 5,6

■
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Figure 3. Impact of Ability to Work Flexibly on Intent to Stay By Function

And those who place the most importance on a choice about where, when and how to

work are also in the functions where fewer employees express a high intent to stay: IT,

marketing, manufacturing, engineering, quality and finance (see Figure 4). 3

Figure 4. Intent to Stay By Corporate Function
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More employees than not report that being remote has increased flexibility and led to

better work-life balance.

Flexibility is less important to non-white-collar employees, yet a majority still consider all

aspects of flexible work important; and among both white-collar and non-white-collar

employees, more employees say flexibility is important to them than say they have it (see

Figure 5).

55% of all employees say they would consider leaving a company if they were not

able to work flexibly. 7

■

Only 6% of workers who went remote want to return to on-site jobs full-time.■

Those who are fully remote or on-site are less likely to leave their roles, and also less

likely to look for other positions within the company. 4

■
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Figure 5. Flexibility Options Employees Consider Important Versus What Their
Organizations Offer

They are also looking for extra support. Only 37% say their organization understands

personal or family needs. Sixty-nine percent say it’s important that their company cares

about physical, mental and financial well-being. 8

There’s Plenty of Appetite For Internal Movement

Satisfied and optimistic employees create an opportunity to encourage internal careers.

In fact, 40% of IT workers say they intend to look for a new position inside their

organization within the next three years. 4

And a quarter of digital workers (who use any sort of digital technology professionally)

intend to change jobs internally in the next three years; only 17% are set on finding another

employer.
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When these workers are either fully remote or fully on-site, they are less likely to leave a

company. However, while workers without a fixed location may be looking to leave their

role, they’re also much more likely to seek that change internally (see Figure 6).

Figure 6. Work Location and Intent to Stay
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