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Churn, baby, churn:
Employee tenure is
shorter than ever, and
the reasons have
as much to do with
employees as employers
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What are the reasons for shorter stays?
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1. Layoffs during the Great Recession. We
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may have only been with a company for

pointed investor, layoffs follow.

a year or so and/or employees who had

4. The new mood of lighting professionals .

been hired at especially high salaries

The seemingly endless wave of layoffs

were some of the first to go in an effort
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changed the way employees view their
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decisions “in the name of business” that
resulted in job cuts in the blink of an eye,
they decided to manage their careers
more aggressively than in the past. As
a result, tenure gets shorter as employees become less complacent and less
trusting of employers (especially larger
lighting manufacturers).
5. The new generation of lighting professionals . Sometimes known as “Generation

Y” or “Millennials,” the new generation of workers who have come out of
school in the last 10 years or so have a
different set of values and perceptions
than prior generations. Their bonds to
one company may be weaker and their
tenures tend to be shorter than those
of the Baby Boomers or Generation
X-ers who may have hired them. Says
Sally Kane of About.com: “The fasttrack has lost much of its appeal for
Generation Y, who is willing to trade
high pay for . . . flexible schedules and
a better work/life balance. While older
generations may view this attitude as
narcissistic or lacking commitment,
discipline and drive, Generation Y . . .
professionals have a different vision of
workplace expectations and prioritize
family over work.”
Next time we’ll talk about ways in which a
hiring manager or human resources professional can discern the difference between
someone who truly is a job jumper and a
candidate with short stays who may be of
great value to an organization. Stay tuned.
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