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together to ensure all member of staff feel valued, 
feel a part of the team and feel they are contributing 
positively then surely engagement increases and, in 
turn, so does productivity.
Every hire into a business is a significant 
investment, not only in time and money but also 
in knowledge input, including knowledge of your 
firm, knowledge of your systems and knowledge 
of your purpose – things that can only be gathered 
over time. This investment means that the retention 
of staff has always been incredibly important for 
companies and something they are always looking 
to improve. 

The cost of losing staff
When an employee leaves a company, the effects 
can be far-reaching, with the impact hitting all parts 
of the business in both the short and long term. 
• Panic at loss of knowledge
• Skills loss
• Over-stretch to fill the void
• Deadlines pushed back
• Pressure on other teams
• Recruiting the replacement  
   (time, cost, investment in skills)
• Time lost on desk
• Time and cost of training and onboarding
• Ripple effect of cultural loss
• Destabilising 

Replacing a valued lost employee can cost well  
over the value of their current basic salary.  The 
business impact is far more extensive than just a 
simple replacement.  So, what can we do to  
prevent these losses?

Technologists are addicted to moving forward  
in some way
Technologists by nature want to learn. Technology 
is constantly changing and, with such rapid 
innovation in the sector, not making progress is 
like sliding backwards. This makes any potential to 
learn and improve as a key need. Learning isn’t only 
new technologies it’s the feeling of momentum, 
this is often seen in business facing skills, project 
ownership and managerial responsibilities. 

It isn’t a coincidence that some companies have 
fantastic retention rates and others have a high 
turnover of staff. There are always patterns and 
trends that we have identified to try to paint a 
complete picture of the reasons people make 
that decision to find a new job. Every individual is 
different and often their true motivations, desires 

and loyalties are complex and driven by a huge 
number of factors. 

Here are the main reasons people within the 
technology sector have been leaving their roles:
1. They were the wrong hire in the first place.  The 
biggest issue we see is that companies hire 
selfishly, they hire to fill a specific need right now 
in the business and expect a CV/person to “hit the 
ground running”. Someone who isn’t stepping up 
into a role has little to learn or be challenged by and 
ultimately won’t stay for long. 

2. No career development. Attracting someone to 
a company is not the end of the game, the firms 
that put in place long-term plans to engage and 
motivate to ultimately retain them. Failure to do 
this will lead often leads to poor retention rates and 
surprise departures. 

3. Technology not moving fast enough. This is a 
typical issue as companies simply can’t keep up 
with the changes that happen within technology. 
The issue here isn’t just the technology it is really 
that there is nothing else representing progression 
within the role either.

4. Roadmap closed or on diversion: Projects 
coming to an end and no next phase – moving to 
maintenance is moving backwards, BAU is not 
exciting especially when the role was pitched as a 
greenfield project. Without foresight after a project 
end, its easy for a person to see it’s as a good time 
to make a clean break away from the company.

5. Mindsets and Visions misaligned – bad 
communication, clashing, culture not values, 
contradicts open discussion, lack of trust. People 
want to be part of something meaningful, not 
opening up the vision to staff paves the way for 
short-term hires.

6. No training / investment/ no learning – boredom 
and no challenge.

7. Financial uncertainty, more money, not getting 
paid, uncertainty of investment, bonus unattainable, 
company been purchased

8. Political uncertainty, redundancies, promotions, 
desire for autonomy – reached a glass ceiling

9. The little things become the big things – travel, 
lunch hours, clashes, structure, targets

ompanies are nothing without 
the good people to run them. 
Staff churn is a huge threat to 
the success of a company and 
within the technology sector 
in particular staff retention 
is crucial to the successful 

completion of business-critical projects. Moreover, 
staff who keep moving jobs often end up holding 
themselves back in their personal progression as 
they don’t get the crucial exposure, they need from 
seeing a project through its change transformation 
or implementation.
HR director Magazine wrote that “98% of UK 
employees have changed job since 2013” so it’s a 
problem we all need to solve.

In this paper, I hope to tackle the main reasons why 
technologists leave their companies and what we 
can all do about it. Prevention is definitely better 
than cure when it comes to retaining talent and as 
we all know, counter-offers won’t offer a solution 
anyone will be happy with. They are often too little 
too late. 

I want to identify the main drivers behind why 
people leave their firms and outline what can be 
done to prevent you losing your top people.

Economia Magazine wrote that “75% of UK 
employees are not engaged”, if we can work 
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10. Un-special, when individuals feel they are 
overlooked, or taken for granted it’s not too long 
before they start looking. People want collaboration 
and sharing of ideas not dictatorships. Innovation 
comes from talk not conflict

Our research in the market shows us that if some 
of the following were focused on then that person 
wouldn’t have started the search in the first 
place. Every person is different, and everyone’s 
motivations vary however these are the top things 
that when embraced have encouraged staff 
retention and commitment to the firm.

1. Have a vision
Have your people be part of the vision, your 
purpose, your business and what you stand for 
can be a cocreation of your team, furthermore new 
starters need to be inducted into this big picture 
vision

2. Review the Career Path all the time.
Regular conversation around career progression 
and a strong review system help to reduce 
misunderstanding and increase engagement. 

3. Learning and development is crucial
Not just putting people of courses but having strong 
mentoring programmes and management time to 
help continuous development. 

4. Selection is Key
Ensure a thorough interview based around team fit 
as well as technology skills. When people hire for 
value fit rather than cultural fit, they tend to build a 
more stable team with less conflict.

5. Constant communication
It is fundamental to ensure consistent 
communication putting context about
why things are being done – a failure to 
communicate is a huge factor in why people leave. 
You have to understand the individual and keep a 
candid and open level of communication. 

6. Team spirit – feel part of a team
An attachment to the brand, the feeling that 
personal goals can best be reached by the goals 
of the business is an essential part of keeping staff 
engaged. 

7. Keep Promises
Broken promises are one of the single most 
significant reasons for good staff leaving good 
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companies. Training for your supervisors and 
managers to ensure false promises aren’t made is 
necessary.

8. Champion diversity of opinion and 
methodology
Encourage open discussion and positive challenge 
of one another – different opinions should be 
welcomed and people who feel safe in their 
environment are able to excel in their ideas.

9. People Management
People often can leave their manager rather than 
their company. The main reason for this is a lack 
of empathy, contact and time. Proper people 
management is a unique skillset that needs to be 
invested in to ensure your people come first.

10. Involve, Engage and Collaborate
Involving staff in decision making on a corporate 
level and giving them a voice breeds the 
engagement necessary to keep the best staff on 
your team. 

11. Challenge the way you are thinking
The same actions will produce the same results, 
change and be agile to what your staff ask for 

12. Autonomy
Google’s 20% time gives developers the 
opportunity to create and studies have proven that 
a degree of autonomy goes a long way to creating a 
happy workplace. 

13. New Technology
Exposure to new technologies and the chance to 
explore bleeding edge technology is the Everest for 
many in the space. Keep them engaged by evolving 
technology and the ways in which you use it.

The businesses that really think 
about how they can keep, grow  
and develop their talent by creating 
a culture of excellence will almost 
universally be the most successful 
brands in their industry. The thirteen 
points above, with real structure 
around their implementation will 
help your business go from good  
to great. 


