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Abstract 

Purpose: This study investigates key drivers of attrition, including compensation, work 

environment, age demographics, and remote work dynamics.  

Methodology: Using real-time data from industry reports and economic indicators, we analyze 

trends across various sectors and geographic regions.  

Findings: The findings reveal that younger employees and those in lower compensation brackets 

are particularly prone to leaving their jobs, exacerbated by the growing demand for remote work 

flexibility. Furthermore, our analysis uncovers a strong correlation between attrition rates and 

economic factors such as unemployment and inflation, highlighting the broader economic impact.  

Unique Contribution to Theory, Policy and Practice: The study offers valuable insights for 

policymakers and business leaders aiming to mitigate the adverse effects of attrition on national 

cash flow and economic stability. By addressing the root causes of employee turnover, 

organizations can not only retain talent but also contribute to a more resilient economy. 
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Introduction 

Background 

Employee attrition, defined as the rate at which employees leave an organization, has become a 

critical issue for businesses across the United States, particularly in the post-pandemic era. In 2024, 

the U.S. labor market is characterized by significant turbulence, driven by evolving work 

environments, economic pressures, and shifting employee expectations. According to the U.S. 

Bureau of Labor Statistics, the national employee turnover rate across all industries was 

approximately 3.5% as of February 2024, with sectors such as Leisure and Hospitality 

experiencing turnover rates as high as 6.3% [1]. These high attrition rates underscore the 

challenges that organizations face in retaining talent, particularly in industries where job roles have 

been significantly disrupted by remote work and technological advancements. 

Attrition has far-reaching consequences beyond the immediate costs of hiring and training new 

employees. High turnover rates can lead to a loss of organizational knowledge, decreased 

productivity, and diminished employee morale. Furthermore, the economic impact of employee 

attrition is substantial. It affects national cash flow through increased recruitment costs, reduced 

consumer spending, and disruptions in productivity. The cost of replacing an employee, 

particularly in higher-level positions, can range from three to four times the employee’s salary, 

further straining organizational resources [2]. As inflation and wage stagnation continue to 

influence the labor market, understanding the drivers of employee attrition has become paramount 

for maintaining economic stability. 

Problem Statement 

The U.S. economy, already grappling with post-pandemic recovery, is further challenged by 

increasing rates of employee attrition. This trend poses a significant threat not only to 

organizational stability but also to broader economic performance. With real wages growing by 

only 17.5% since the 1980s despite a 62% increase in worker productivity, employee 

dissatisfaction is on the rise [3]. The ongoing inflationary pressures, combined with a competitive 

labor market, have exacerbated turnover, particularly among younger employees and those in 

lower compensation brackets. The cascading effects of attrition are evident in the national cash 

flow, as high turnover disrupts business operations, reduces consumer spending, and weakens 

overall economic growth. Addressing the root causes of employee attrition is critical to ensuring 

both organizational and economic resilience in 2024 and beyond. 

Objectives 

This study aims to achieve the following objectives: 

 Identify and analyze the primary factors driving employee attrition in the U.S. labor market 

in 2024. 

 Evaluate the impact of employee attrition on national cash flow and broader economic 

performance. 
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 Provide insights and actionable recommendations for policymakers and business leaders 

to mitigate the adverse effects of attrition. 

Research Questions 

To guide this research, the following questions will be explored: 

 What are the most significant factors contributing to employee attrition in 2024? 

 How does employee attrition impact national cash flow and economic stability in the U.S.? 

 What strategies can be employed by organizations and policymakers to reduce attrition and 

its economic consequences? 

Literature Review 

Theories of Employee Attrition 

Employee attrition, often synonymous with employee turnover, is a multifaceted phenomenon that 

has been extensively studied across various disciplines, including human resource management, 

psychology, and economics. Classical theories such as [4] "Organizational Equilibrium Theory" 

suggest that employees are likely to leave an organization when the inducements (such as salary, 

benefits, and job satisfaction) fail to meet their expectations. The theory posits that employee 

turnover is a function of individual decisions influenced by the interaction between the external 

job market and internal organizational factors. 

Later developments, such as [5] " Employee retention and turnover: Why employees stay or leave," 

expanded on these ideas by incorporating psychological and behavioral aspects, emphasizing the 

role of job satisfaction and organizational commitment as key predictors of turnover. The model 

suggests that when employees perceive their work environment as unsatisfactory or misaligned 

with their personal goals, they are more likely to disengage and eventually leave the organization. 

Economic Impact of Employee Attrition 

From an economic perspective, employee attrition is often viewed through the lens of labor market 

dynamics and its implications on organizational performance and broader economic stability. [6] 

highlight that high turnover rates can lead to increased operational costs due to recruitment, 

training, and loss of productivity. Additionally, [7] noted that the hidden costs of turnover, such as 

the loss of institutional knowledge and the impact on employee morale, can significantly affect an 

organization's competitive edge. 

Recent studies have shifted focus towards the macroeconomic impact of attrition, particularly in 

the context of the U.S. economy. [8] argues that the increasing turnover rates, exacerbated by 

economic uncertainty and the rise of the gig economy, have led to a more volatile labor market. 

This volatility is particularly evident in industries such as technology and healthcare, where high 

attrition rates have disrupted service delivery and innovation [9]. Moreover, research by [10] 

suggests that employee turnover can have a ripple effect on the national economy, influencing 

GDP growth, unemployment rates, and consumer spending patterns. 
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Factors Driving Employee Attrition 

The factors driving employee attrition are varied and complex, encompassing both micro-level 

factors such as job satisfaction, compensation, and work-life balance, and macro-level factors such 

as economic conditions and industry trends. A study by [11] identifies key predictors of turnover, 

including job dissatisfaction, lack of career advancement opportunities, and poor management 

practices. These factors are often compounded by external economic pressures, such as inflation 

and wage stagnation, which have been shown to increase turnover intentions [10]. 

The impact of remote work on employee attrition has also gained significant attention in recent 

literature. According to [12], while remote work offers greater flexibility, it also presents 

challenges in maintaining employee engagement and organizational culture, leading to higher 

turnover rates, particularly among younger employees. This is corroborated by recent findings 

from [13], which report that employees who are forced to return to office-based work after 

experiencing the benefits of remote work are more likely to leave their jobs. 

Gaps in the Literature 

Despite the extensive research on employee attrition, there are notable gaps, particularly regarding 

the real-time economic impact of turnover in the current U.S. context. While many studies have 

focused on the organizational costs of attrition, less attention has been paid to how these 

microeconomic factors aggregate to influence national economic indicators such as cash flow, 

GDP, and unemployment. Furthermore, the evolving nature of work, driven by technological 

advancements and changing employee expectations, suggests that existing models of attrition may 

need to be revisited to account for these new dynamics [14]. 

Another gap in the literature is the lack of comprehensive studies that integrate the psychological, 

organizational, and economic perspectives on attrition. Most existing models tend to focus on 

either the individual (e.g., job satisfaction) or organizational level (e.g., HR practices), with few 

studies examining how these factors interact with broader economic conditions to influence 

turnover rates. 

Remark 

While significant progress has been made in understanding the causes and consequences of 

employee attrition, there remains a need for more integrated and real-time analyses that can inform 

both organizational strategies and economic policy. This and subsequent future research should 

focus on bridging the gaps identified in the literature, particularly in the context of the rapidly 

changing U.S. labor market. 

Methodology 

This section outlines the research design, data collection methods, and analytical techniques 

employed to investigate the factors driving employee attrition and its impact on national cash flow 

in the United States in 2024. The study adopts a mixed-methods approach, combining quantitative 

and qualitative data to provide a comprehensive understanding of the phenomenon. The research 
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is designed to be both descriptive and analytical, offering insights into the current state of employee 

attrition while also exploring its broader economic implications. 

Research Design 

The study utilizes a cross-sectional research design, capturing data from various industries across 

the U.S. economy during the calendar year 2024. A cross-sectional design is particularly suitable 

for this research because it allows for the analysis of multiple variables at a single point in time, 

providing a snapshot of the factors contributing to employee attrition and their immediate effects 

on the economy. This design also facilitates the comparison of attrition rates across different 

sectors, geographic regions, and demographic groups, enabling a nuanced analysis of the factors 

influencing turnover. 

Data Collection 

Data for this study were sourced from both primary and secondary sources. Secondary data were 

obtained from reputable databases such as the U.S. Bureau of Labor Statistics (BLS), which 

provided detailed industry-specific attrition rates, employment statistics, and economic indicators. 

Additionally, data on employee satisfaction, compensation, and work conditions were drawn from 

the Society for Human Resource Management (SHRM) and Gallup's annual surveys. These 

secondary sources were chosen due to their comprehensiveness, reliability, and relevance to the 

study's objectives. 

To complement the secondary data, primary data were collected through structured interviews and 

surveys conducted with human resource managers and employees across various industries. The 

survey was designed to gather insights into employees' reasons for leaving their jobs, their 

satisfaction with compensation, and their experiences with remote work. A stratified random 

sampling technique was employed to ensure that the sample was representative of the broader 

workforce, with participants selected from different industries, regions, and demographic groups. 

The sample size was determined using Cochran's formula, ensuring sufficient statistical power to 

detect significant relationships between variables. 

Analytical Techniques 

The data analysis involved both descriptive and inferential statistics, using software such as SPSS 

and Python for robust statistical analysis. Descriptive statistics were used to summarize the 

demographic characteristics of the sample, the distribution of attrition rates across industries, and 

the overall trends observed in the data. Measures of central tendency (mean, median, mode) and 

dispersion (standard deviation, variance) were calculated to provide a clear picture of the data's 

distribution. 

For inferential analysis, multiple regression analysis was conducted to identify the key factors 

influencing employee attrition. The dependent variable in the regression model was the attrition 

rate, while the independent variables included factors such as compensation level, job satisfaction, 

work-life balance, remote work options, and economic conditions (e.g., inflation, unemployment 

http://www.carijournals.org/


International Journal of Economic Policy   

ISSN: 2788-6352 (Online)  

Vol. 4, Issue No. 3, pp 46 - 62, 2024                   www.carijournals.org                                                                                                           

51 
 

rates). The regression model was tested for multicollinearity, heteroscedasticity, and 

autocorrelation to ensure the validity of the results. The adjusted R-squared value was used to 

assess the model's explanatory power, and p-values were calculated to determine the statistical 

significance of each independent variable. 

In addition to regression analysis, correlation analysis was performed to examine the strength and 

direction of relationships between key variables, such as the correlation between compensation 

levels and attrition rates. Pearson’s correlation coefficient was used for normally distributed 

variables, while Spearman’s rank correlation was employed for non-parametric data. These 

analyses provided insights into the linear relationships between variables, helping to identify which 

factors were most strongly associated with high attrition rates. 

To further understand the economic impact of attrition, input-output analysis was conducted, 

integrating attrition data with economic indicators such as GDP and consumer spending. This 

analysis helped quantify the ripple effects of employee turnover on the broader economy, 

demonstrating how high attrition rates can lead to reduced productivity, lower consumer spending, 

and ultimately, a contraction in national cash flow. 

Qualitative data from the interviews were analyzed using thematic analysis. Responses were coded 

and categorized into themes related to job satisfaction, compensation, management practices, and 

remote work experiences. This qualitative analysis provided context to the quantitative findings, 

offering deeper insights into the personal and organizational factors contributing to employee 

turnover. 

Ethical Considerations 

The study adhered to strict ethical guidelines to ensure the confidentiality and anonymity of 

participants. Informed consent was obtained from all survey and interview participants, and they 

were assured that their responses would be used solely for research purposes. Data were stored 

securely, and access was restricted to the research team. Additionally, the study complied with the 

ethical standards set by the Institutional Review Board (IRB) of the lead researcher’s institution. 

Limitations 

While the study’s cross-sectional design offers valuable insights into the current state of employee 

attrition, it also has limitations. Cross-sectional studies capture data at a single point in time, which 

may not fully account for longitudinal trends or causal relationships. Additionally, while the 

study’s sample was designed to be representative, there may still be some degree of selection bias, 

particularly in the self-reported survey data. Finally, the reliance on secondary data, while 

necessary for comprehensive analysis, may introduce limitations related to data accuracy and 

timeliness. 

Remark 

The methodology provides a rigorous framework for analyzing the factors driving employee 

attrition and its economic impact in 2024. By combining quantitative and qualitative data, and 
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employing robust analytical techniques, the study aims to produce findings that are both 

statistically valid and contextually rich. These findings will contribute to a deeper understanding 

of employee turnover and inform strategies for mitigating its negative effects on organizations and 

the broader economy. 

Data Collection and Analysis 

Data Collection 

To comprehensively analyze employee attrition in the United States during 2024, data were 

collected from a combination of reputable sources, including the U.S. Bureau of Labor Statistics 

(BLS), the Society for Human Resource Management (SHRM), and industry-specific reports from 

Gallup and other major research organizations. These sources were selected for their reliability 

and relevance to the study's objectives, ensuring that the data reflect current trends and provide a 

robust foundation for analysis. 

Data Sources and Variables 

The BLS provided detailed statistics on industry-specific attrition rates, unemployment figures, 

and wage data across different sectors. SHRM surveys were instrumental in offering insights into 

employee satisfaction, compensation trends, and the impact of remote work on turnover rates. 

Additional data on economic indicators, such as inflation and GDP growth, were obtained from 

the Federal Reserve Economic Data (FRED). 

The primary variables analyzed in this study include: 

 Attrition Rate: The percentage of employees who leave their jobs within a specific period, 

categorized by industry and demographic factors. 

 Compensation Level: Average salary data, segmented by industry and employee role. 

 Job Satisfaction: Measured through SHRM’s Employee Engagement Surveys, which 

assess various factors such as workplace environment, management quality, and work-life 

balance. 

 Remote Work: The extent and impact of remote work options on employee retention, 

based on survey data. 

 Economic Indicators: Inflation rates, unemployment rates, and GDP growth, which 

provide context for the broader economic environment. 

Data Analysis 

The data collected were analyzed using a combination of statistical software tools, including 

Python and Excel, to perform various statistical analyses that uncover trends, correlations, and the 

overall impact of employee attrition on the economy. 

Trend Analysis 
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A trend analysis was conducted to examine how attrition rates have evolved over time, particularly 

focusing on the period from 2019 to 2024. The analysis highlighted significant shifts in attrition 

rates, especially in the aftermath of the COVID-19 pandemic. For instance, the attrition rate in the 

Leisure and Hospitality sector peaked at 9.0% in 2020, followed by a gradual decline to 6.3% in 

2024. This trend reflects the sector’s recovery as economic conditions stabilized and employment 

opportunities diversified. 

 
Figure 1: Trend Analysis of Attrition Across Industries from 2019 to 2024 

The above chart is based on a visualization of employee attrition trends across different industries 

from 2019 to 2024. The graph illustrates how attrition rates have evolved in sectors like Leisure & 

Hospitality, Construction, Retail, and Healthcare over these years. 

 Leisure & Hospitality: The most volatile, with significant fluctuations, showing a sharp 

decline in 2024. 

 Construction: Relatively stable but shows a slight increase in 2024. 

 Retail: Slight fluctuations, with a mild decrease in recent years. 

 Healthcare: Shows a consistent upward trend in attrition to date. 

Also, the study focused on other indicators relatively describing the extent of impact that employee 

attrition has produced on the economy. The consolidated chart shows movement or trend between 

2019 and 2024:  
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Figure 2: Combined Carts of Attrition vs Predictors  

 Attrition by Age Group: This bar chart shows how attrition rates vary across different 

age groups, with younger employees (18-29) having the highest attrition rates. 

 Attrition vs. Compensation Levels: This line chart illustrates the relationship between 

compensation levels and attrition rates, showing that higher compensation generally 

correlates with lower attrition. 

 Attrition by Geographic Region: This bar chart compares attrition rates across different 

U.S. regions, highlighting the South as having the highest attrition rate. 

http://www.carijournals.org/


International Journal of Economic Policy   

ISSN: 2788-6352 (Online)  

Vol. 4, Issue No. 3, pp 46 - 62, 2024                   www.carijournals.org                                                                                                           

55 
 

 Impact of Remote Work on Attrition: This bar chart shows how different work 

arrangements (remote, hybrid, in-office) affect attrition rates, with in-office work showing 

the highest attrition. 

 Attrition Over Time with Economic Indicators: This dual-axis line chart tracks attrition 

rates alongside unemployment and inflation rates from 2019 to 2024, providing insights 

into how these economic factors correlate with changes in attrition. 

Regression Analysis 

Multiple regression analysis was employed to determine the impact of various factors on employee 

attrition rates. The analysis focused on the relationship between compensation levels, job 

satisfaction, remote work opportunities, and attrition. The model demonstrated a strong negative 

correlation between compensation levels and attrition rates, with an adjusted R-squared value of 

0.68, indicating that 68% of the variance in attrition rates could be explained by the independent 

variables included in the model. This is due to the rising demand for remote work opportunity [15]. 

A significant finding from the regression analysis was the impact of remote work on attrition. In 

industries where remote work was widely adopted, such as Technology and Professional Services, 

attrition rates were notably lower. However, in sectors like Retail, where remote work is less 

feasible, the influence of this variable was minimal, suggesting industry-specific dynamics that 

shape employee turnover. 

 
Table 1: Multiple Regression Analysis of Employee Attrition Classified by 3 Predictors 

Key Findings from the Regression Table: 

 Compensation Level: There is a significant negative relationship between compensation 

levels and attrition rates (coef = -2.76e-05, p = 0.009). This indicates that as compensation 

increases, attrition rates decrease. 

 Job Satisfaction: Job satisfaction also has a significant negative impact on attrition rates 

(coef = -1.3203, p = 0.019), suggesting that higher job satisfaction leads to lower attrition. 

 Remote Work: The coefficient for remote work is negative (coef = -0.2825), but it is not 

statistically significant (p = 0.536), indicating that the impact of remote work on attrition 

rates may vary depending on the context. 

The adjusted R-squared value of 0.740 suggests that approximately 74% of the variance in attrition 

rates is explained by the model, indicating a strong fit. 
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Correlation Analysis 

Key Findings from the Correlation Matrix: 

 Compensation Level and Job Satisfaction: The correlation coefficient between 

compensation levels and job satisfaction is 0.153, which indicates a weak positive 

relationship. This suggests that higher compensation levels are slightly associated with 

greater job satisfaction, although the relationship is not as strong as initially expected. 

 Job Satisfaction and Work-Life Balance: The correlation coefficient between job 

satisfaction and work-life balance is 0.694, indicating a strong positive relationship. This 

implies that employees who experience better work-life balance tend to report higher job 

satisfaction, which is particularly important in industries with high job demands. 

 Compensation 

Level 

      Job Satisfaction Work-Life Balance 

Compensation Level 1.000                 0.153 0.028 

Job Satisfaction 0.537                 1.000 0.694 

Work-Life Balance 0.028                 0.694 1.000 

Table 2: Correlation Analysis Showing Relationship Between Predictors Across the Industries 

Additional Visualization of Data 

To effectively communicate the findings, various charts and graphs were created to illustrate the 

trends and correlations uncovered during the analysis. These visualizations include: 

Line Charts: Depicting the trends in attrition rates across different industries from 2019 to 2024, 

highlighting significant fluctuations and recovery patterns. 

The chart highlights significant fluctuations and recovery patterns for each industry: 

 Leisure & Hospitality: Shows a peak in attrition rates in 2020, followed by a gradual 

decline, indicating recovery as the economy stabilizes. 

 Retail: Exhibits slight fluctuations but remains relatively stable, with a minor increase in 

2023. 

 Healthcare: Shows a consistent increase in attrition rates, reflecting ongoing challenges in 

this sector. 

 Technology: Demonstrates a dip in attrition rates in 2022 and further decline in 2024, 

indicating improvements in retention strategies. 

 Construction: Remains relatively stable with minor fluctuations, reflecting steady 

employment conditions in this industry. 
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Figure 3: Line Chart Depicting the Trends in Attrition Rates Across Different Industries from 

2019 to 2024 

Scatter Plots: Showing the relationship between compensation levels and attrition rates, as well 

as the impact of remote work on employee retention. 

 Compensation Levels vs Attrition Rates: This scatter plot shows the relationship 

between compensation levels and attrition rates. As expected, the plot indicates a negative 

relationship where higher compensation levels are generally associated with lower attrition 

rates. 

  Impact of Remote Work on Attrition: This scatter plot illustrates the impact of remote 

work on attrition. The colors indicate whether remote work is available (green) or not (red). 

The plot suggests that remote work availability is associated with lower attrition rates, 

particularly at higher compensation levels. 

Impact of Remote Work on Attrition 
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Figure 4: Scatter plot showing impact of remote work on attrition 

Interpretation of Results 

The results of the analysis confirmed that employee attrition in 2024 is influenced by a 

combination of compensation, job satisfaction, remote work opportunities, and economic 

conditions. The trend analysis revealed that while certain sectors have recovered from the high 

turnover rates seen during the pandemic, others continue to experience elevated attrition due to 

ongoing economic uncertainties and industry-specific challenges. 

The regression and correlation analyses provided quantitative support for the hypothesis that 

higher compensation and better job satisfaction are associated with lower attrition rates. 

Additionally, the findings highlighted the complex role of remote work in shaping turnover, with 

its impact varying significantly across different industries. 

The visualizations created during the analysis serve as powerful tools for understanding these 

trends and correlations, offering a clear and accessible representation of the data that supports the 

study's conclusions. 

Remark 

The data collection and analysis phase of this study has provided a comprehensive understanding 

of the factors driving employee attrition in the U.S. economy in 2024. The combination of trend 

analysis, regression, and correlation analyses, supported by detailed visualizations, offers valuable 

insights into how organizations can address turnover and its economic impact. These findings will 

be further explored in the subsequent sections of the paper, where their implications for policy and 

practice will be discussed in greater detail. 

Results and Discussion 

Descriptive Statistics 
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The analysis began with a review of the descriptive statistics to provide an overview of the 

secondary sample and the distribution of key variables. The sample included responses from 1,200 

employees across various industries, with a near-equal distribution between male (48%) and 

female (52%) respondents. The majority of participants were aged 60+ (16%), 30-39 (34%), 

followed by the 40-49 (28%) and 18-29 (22%) age groups. The average attrition rate across all 

industries was 4.8%, with the highest rates observed in the Leisure and Hospitality (6.3%) and 

Retail (5.9%) sectors. These sectors traditionally have higher turnover rates due to the nature of 

the work and lower compensation levels. 

Compensation was found to vary significantly across industries. Employees in the Technology and 

Healthcare sectors reported higher average salaries ($80,000+) compared to those in Retail and 

Leisure and Hospitality ($40,000-$50,000). Notably, employees in higher compensation brackets 

($100,000+) exhibited lower attrition rates (2.5%), supporting the hypothesis that higher pay is 

associated with greater retention. 

Regression Analysis 

A multiple regression analysis was conducted to identify the factors that most significantly 

influence employee attrition. The model included variables such as compensation level, job 

satisfaction, work-life balance, remote work options, and economic conditions (inflation and 

unemployment rates, which can predict the extent of cashflow) as predictors. 

The results of the regression analysis revealed several key findings: 

 Compensation Level: As expected, compensation level was a significant predictor of 

attrition (p < 0.01). The model indicated that for every $10,000 increase in salary, the 

likelihood of attrition decreased by 0.7%. This finding aligns with the descriptive statistics 

and supports the argument that higher compensation reduces turnover. 

 Job Satisfaction: Job satisfaction was also a significant predictor (p < 0.01). Employees 

who reported higher levels of job satisfaction were less likely to leave their jobs. 

Specifically, a one-point increase in job satisfaction (on a 5-point scale) was associated 

with a 1.2% decrease in attrition likelihood. 

 Work-Life Balance: Work-life balance emerged as another important factor (p < 0.05). 

Employees who reported poor work-life balance were more likely to consider leaving their 

jobs, particularly in demanding industries such as Healthcare and Technology. 

 Remote Work Options: Interestingly, remote work options had a mixed effect. While 

remote work was associated with lower attrition in some sectors (e.g., Technology), it was 

less influential in others (e.g., Retail), where remote work opportunities are limited. The 

overall effect of remote work on attrition was statistically significant but varied by industry 

(p < 0.05). 

 Economic Conditions: Economic variables such as inflation and unemployment rates 

were less directly predictive of individual attrition but influenced broader industry trends. 
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For instance, industries with higher exposure to economic volatility, such as Retail, showed 

a stronger correlation between economic downturns and increased attrition rates. 

The model’s adjusted R-squared value was 0.68, indicating that approximately 68% of the variance 

in attrition rates could be explained by the independent variables included in the model. This 

suggests a robust model with strong explanatory power. 

Correlation Analysis 

A correlation analysis was performed to further explore the relationships between key variables. 

The analysis confirmed significant positive correlations between compensation levels and job 

satisfaction (r = 0.54, p < 0.01), as well as between job satisfaction and work-life balance (r = 0.69, 

p < 0.01). These correlations underscore the interconnected nature of these factors in influencing 

employee retention. 

Additionally, a moderate negative correlation was found between remote work options and attrition 

rates (r = -0.36, p < 0.05), indicating that employees with access to remote work were less likely 

to leave their jobs. However, this effect was more pronounced in industries where remote work is 

more feasible, such as Technology and Professional Services. 

Thematic Analysis of Qualitative Data 

The qualitative data from structured interviews provided valuable context to the quantitative 

findings. Thematic analysis revealed recurring themes related to job dissatisfaction, particularly in 

sectors with high turnover rates. Employees frequently cited a lack of career advancement 

opportunities, inadequate compensation, and poor management practices as primary reasons for 

leaving. In the Leisure and Hospitality sector, many employees mentioned the physical demands 

of the job and irregular work hours as contributing factors to their decision to resign. 

Remote work emerged as a double-edged sword. While it offered flexibility, some employees 

reported feelings of isolation and a diminished sense of belonging, particularly those in roles 

traditionally requiring team collaboration. These insights suggest that while remote work can 

reduce attrition, it must be implemented with strategies to maintain employee engagement and 

organizational culture. 

Economic Impact Analysis 

The input-output analysis integrated attrition data with macroeconomic indicators to assess the 

broader economic impact. The analysis estimated that the total cost of employee turnover in the 

U.S. in 2024 amounted to approximately $600 billion, factoring in direct costs such as recruitment 

and training, as well as indirect costs like lost productivity and reduced consumer spending. 

Industries with higher turnover rates, such as Retail and Leisure, were particularly affected, 

contributing to a slowdown in GDP growth in these sectors. 

Moreover, the ripple effects of high attrition were evident in reduced consumer confidence, as 

frequent job changes led to income instability, which in turn impacted spending habits. This 

contraction in consumer spending was most pronounced in industries with high employee-
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customer interaction, such as Retail and Hospitality, further exacerbating the economic challenges 

faced by these sectors. 

Discussion 

The findings from this study provide strong evidence that employee attrition is influenced by a 

combination of compensation, job satisfaction, work-life balance, and remote work opportunities, 

with significant variability across industries. The economic impact of attrition is substantial, 

highlighting the need for targeted interventions to reduce turnover, particularly in vulnerable 

sectors. 

The study’s results suggest that organizations can mitigate attrition by enhancing compensation 

packages, improving job satisfaction through better management practices, and offering flexible 

work arrangements. However, the effectiveness of these strategies may vary depending on the 

industry and demographic characteristics of the workforce. Policymakers should also consider the 

broader economic implications of high attrition rates and explore measures to stabilize the labor 

market and support industries with high turnover. 

In conclusion, while employee attrition presents significant challenges for both organizations and 

the economy, understanding its drivers and impacts can lead to more effective retention strategies 

and economic policies that promote stability and growth in the long term. 
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