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Foreword

Dear Readers,

Since the early periods of the industrial revolution, technology
has witnessed a dramatic progression from primitive steam
engines 10 robotics and Al shaping up present-day shop floors.
Albeit. people remain the most critical resource of any
oreanization. The fact that economic efficiency can be achieved
unﬁy when organizations optimize their human resource was
realized long ago. But, how to optimize it continues to be the
oreatest Yaksha Prashna- intriguing the industries, managers,
and academicians fora long.

Innumerable books have been written, experiments have been
conducted. and rescarch has been undertaken; man’s endless
pursuit to know the best way to manage his/her fellow beings
continues in the realm of Human Resource Management. The
hook “Current Trends in Human Resource Management is a
sincere effort from the author-editor Dr. Pravin V. Yadav to
mobilize contemporary trends in HRM driving the industry.

Fach chapter ol this book seeks to present a critical review of its
subject and to provide both practical and theoretical insights.
| am sure. the book would equip the students, teachers, and

practicing managers with useful inputs in bringing the best out
of human resources,

Wishing you a great reading,, .,

Dr. AL B Dadas

“il't'\'lnl‘

eville Wadia Institute of Management Studies & rescarch,
Pune
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The Great Resignation

Dr. Pravin Vitthal Yadav

What is The Great Resignation?

Anthony Klotz, a professor of business administration at Texas
A&M University, coined the term in May 2021, attributing the
phenomenon o pent-up demand from workers who deferred
decisions to quit early in the pandemic [1].

The Great Resignation, also known as the Big Quit and the Great
Reshuffle, is an ongoing economic trend in which employees
have voluntarily resigned from their jobs en masse, beginning in
early 2021 in the wake of the COVID-1 9 pandemic [2].

Many people are leaving their jobs for greener pastures in what is
known as the Great Resignation [3]. Employees across multiple
sectors came to the realization that they weren't happy with their
jobs during the pandemic. People weren't satisfied with their work

environment, the industry they were in or their work-life balance
and left their jobs.

The Great Resignation is an informal name for the widespread
trend of a significant number of workers leaving their jobs during

the COVID-19 pandemic. It’s sometimes also called the Big Quit
(4]
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Example: The Great Resignation has resulted in uncertainty at
many companies, which have had to alter their methods for
recruiting and maintaining employees.

Origin of The Great Resignation-

In 2021, more than 47 million Americans quit their jobs,
according to the Bureau of Labour Statistics - the most
resignations on record. As resignation rates continue to set
records in early 2022, with over 4.5 million Americans quitting
in March, many are wondering if there is a shift in the way
Americans are viewing work in what has been since deemed by
some as “The Great Resignation,”

Desmond Dickerson, the Director of Future of Work Marketing
at Microsolt, describes himself as a futurist. He said that
pandemic remote work was just a “kickstart” to The Great
Resignation.

A record number of workers did quit their jobs in 2021, it’s true.
However, if you consider that number in the context of total
employment during the past dozen years, as illustrated in Figure
I. you can see that what we are living through is not Just short-

term turbulence provoked by the pandemic but rather the

continuation ol a long-term trend.

3.0
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some of the uncertainty abated, a record number of workers quit
their jobs, creating the so-called Great Resignation. But that
number included many workers who might otherwise have quit
in 2020 had there been no pandemic. We’re now back in line with
the pre-pandemic trend, which is one that American employers
are likely to be contending with for years to come [35].

In late 2020, Anthony Klotz, an associate professor of business at
Texas A&M, said he saw The Great Resignation coming, During
the pandemic, he says he noticed four signals: a backlog of
resignations, widespread burnout, people re-evaluating their
relationship with work and, linally, the opportunity of remote
work,

"Once the threat of the pandemic started to lifl, it made sense to
me that many of these individuals would enact their plans to quit
their jobs... People re-cvaluating what work meant to them,” said
Klotz. “It seemed like there was a big disconnect there between |
what employees, what workers wanted and what organizational
leaders were hoping would happen coming out of the pandemic.”

Dickerson said that the shift in mentality is evident in new job
postings,

“Throughout the pandemic, we've seen remote work go [rom the
margins into the mainstream, and the data on LinkedIn is showing |
us that one in seven Jobs that are being posted right now have a
remote or hvbrid work component,” said Dickerson. “In March
02020, that number was 1 in 67."

While some are able to work from home, frontline workers

continued to work in-person during the pandemic in order to keep
4
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were being unfairly treated, said Klotz.

“I¢'s really interesting for the individuals who have in-persqn
work that are not able to switch to remote work,” said Klotz. “T
think those individuals felt especially unfairly treated by the
pandemic because not only did they have to work in-person, but

they also saw another half of the population who are working

remotely.”

From 1980 o 2019, according 10 the Economic Policy Institute,
there has been a continual increase in pay rates of high carners,
oraduates and professionals but low earners remained flat.

Nicholas Bloom. an Economics prolessor at Stanlord University,
said that the job market has now shifted and front line workers

have more ol a say.

“For the first time, maybe in decades, [historically low earners|
can say, ‘Look, [ can quit my job easily, find another job and get
4 pay increase al the same time,” said Bloom. “And in fact, thal's
why they're quitting. People aren't quitting, mainly because
they're dissatisfied with their current jobs. they're oenerally

quitting to get another job.”

Bloom said that the Nexibility of finding a new job also applies
0 remote workers and employers arce adding permanent remolte

work or hybrid options o hire and retain talent,




“Nobody I talk to is thinking of going back. I'm not aware of
anyone who successtully got professionals back five days a week.
I just don't think it will happen,” said Bloom.

According to Microsoft's Work Trend Index, 53% of people
surveyed said that they are putting more focus on their own
mental health and wellbeing.

Dickerson said remote work has allowed people to do so.

“Organizations and leaders need (o be very intentional about how
they're building this new future of work,” said Dickerson.

Before the pandemic, it was assumed that remote work would
lead to unproductive results, but since then critics have been
proven wrong, according to Klotz. The tricky thing is that
although people can still be productive from home, some
companies can still argue the value of face-to-face interactions.

"We're in a bit of a golden age of business experimentation,” said
Klotz. “The exciting thing is that the nine-to-five work week is
not going to be replaced by some other single type of work

arrangement. What it's being replaced by is an almost infinjte
number of work arrangements.”

As people begin to adjust to things like hybrid schedules - a mix
between in-person and remote work - the pandemic has opened

the door to a massive shift in how companies work with their
people as individuals,

“I'm regularly cautioning companies (o avoid making decisions

just among senior executives,” said Bloom. “We see quite large
J q
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Great Resignation Statistics-

A total of 48 million people quit their jobs in 2021. In the last half
of 2021, 25.6 million people “quit” their jobs—quils are generally
voluntary separations initiated by an employee. As of March
2022, 8.6 million people quit their jobs this year [7].

48 million people
g quit their jobs
g0 in 2021




How many people quit their jobs last month?

4.35 million people quit their jobs last month (February 2022) 18]

Job Quits

e July 2021: 4,028,000

* August 2021: 4,270,000

* September 202]- 4,362,000

« October 2021: 4, 57,000

»  November 2021- 4,500,000

¢ December 2021: 4,300.000

» January 2022: 4,032,000

» February 2022- 4,352,000 (preliminary)

Top Industries Experiencing the Most Resignations in 2022

Which industries are most affected by the Great Resignation?
Find the answer below.

By Numbers

» Trade, transportation, and utilities: 2,052,000
» Leisure and hospitality: 1,716,000

* Accommodation and food services: 1,577,000
* Retail trade: 1,468,000

* Professional and business services: 1,415,000

By Percentage

* Accommodation and food services: 6%
* Leisure and hospitality: 5.6%

8
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Retail trade: 4.7%
o Trade, transportation, and utilities: 3.6%
February 2022) [8] . Professional and business services: 3.2%

By Gender-

Quits Rate by Gender

' \
™ ,"\ \\\
g N
r~d /
]
P
&
) ~ Female
) ~ Male
b L T T ¥ T T Al v
] : Feb  Ma Au Nov  Feb May Aug  Nov  Feb
Hions in 2022 2020 2020 2020 2020 2021 2021 2021 2021 2022
Mate Dats not vestonally adjusted.
e Guatlo plathorm dah

reat Resignation?
Here is what we were able to find:

August 2021
2,000 | e Women - 5.5%
o« Men-4.4%
77,000
January 2022
5,000

e Women - 4.09%
] e Men-3.36%
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Quits by men and women both hit their hi
2021. The trend continues upward for bot
month and year-over-year [9].

Causes of quitting the jobs-

According to the report, although there has b
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compensation “ranks 16th among all to
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turnover.[107]”
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L. Toxic corporate culture-
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ghest points in AUguSt-‘;well does not build assuran
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rough patches or even.
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business is not going

ce in employees that they are safe in
leads them to look elsewhere.

3. High levels of innovation-

take you by surprise. Isn’t innovation a good thing?

This one may
learning, ever-curious, €ver-

Don’t employees want to be ever-
innovating? It might be puzzling, but according to the report’s
authors. “we found that the more positively employees talked
n at their company, the more likely they were to
hree most innovative Culture 500
nd SpaceX — are three standard

heir respective industries.”

about innovatio
quit. The attrition rates of the t
companies — Nvidia, Tesla, a
deviations higher than those int

What it comes down to is, despite innovation being exciting, it’s
also quite stressful, and can knock work/life balance off to the

point of a burnout.
4. Failure to recognize performance-

The report is clear: “Employees are more likely to leave
companies that fail to distinguish between high performers and
laggards when it comes Lo recognition and rewards. Companies
that fail to recognize and reward strong performers have higher
rates of attrition, and the same is true for employers that tolerate
underperformance.”

The emphasis here is not on monetary compensation, but rather
simple recognition. It is a lack or undeserved presentation leads
to resentment, which leads to resignation.

S. Poor response to COVID-19-
11
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Other reasons that Jed to the Great Resignation are:

¢ workin
[ Work-related stress like job burnout "

2. The desire for a more stable income source
3. Lack of learning

and development opportunities
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4. Increase in demand for flexible, freelance, and work- market ié
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5. Work-life balance over competitive salary |
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With frozen hiring processes, the chances of finding new job
opportunities were scant, and slashed salaries, increased work
hours, restricted leaves, and other factors led to the Great

Resignation in India.

From opening food stalls after losing their jobs to quitting jobs to
maintain social distance during the pandemic, many employees
left the workforce for good. Others developed new skills and

switched careers.

The trend of switching careers is so prevalent that the Great
Resignation in India is also called the Great Reshuffle, as many
working professionals explore career shifts rather than dropping
out of the workforce.

After going through two major COVID-19 waves, the Indian job
market is finally seeing some stability, but the impact of the Great
Resignation is still visible.

A report by Michael Page India suggests that 86% of Indian
Employees May Resign In the next 6 months, while 61% of
Employees are Willing To Accept Salary Cuts For Work From
Home [12].

Another significant change caused by the Great Resignation is the
shift in job seckers' priorities.

b



The demand for work-from-home Opportunities remains at an aj].

time high as Indian professionals seek work-life balance ovep
attractive salaries,

Job seekers in post-pandemic India are seeking opportunities with
companies that offer flexibje work schedules, learning, and
upskilling opportunities, job security, work-life balance, and
career growth with the salary they deserve [13].

How to retain em ployees?

Here are some tips on how to reduce the Great Resignation [14].

1. Work-life balance |
Work-life balance can affect the employee. Employee's mental
health deteriorates due to working too much or taking too much
stress. When an employee js constantly stressed about his work,
due to this stress, the employee may have to face depression,
anxiety, frustration, ang insomnia due to overwork. The
employee's menta) and physical health wilj also be affected dye
to the stress exceeding the limit. When work-life is not balanced,
it is common to have mood swings and irritation, If the employee
is not satisfied with the job, there are more chances of resigning.

The working environment always affects the employee. If the
working environment is £0od, the employee will like to work
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xible and com fortable work environment
14
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d motivator for peopl will boost productivity and job satisfaction. Allow your
s changed during the employees (o work as they please and try to improve the quality

nd work-life balance.

ities remains at an al|.
ork-life balance over

ing opportunities with
dules, learning, and

ork-life balance, and
[13].

cat Resignation | 14].
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and work environment. You can allow the
Organizations that offer
build social

of the workplace
employees (o work ~remotely 100,
employees  the opportunity to  be creative,
lationships at work, or work on passionate projects within the

re
\tion will find happier workers who are more committed.

Organizi
2. Flexible work options

As the data of HackerEarth, The past 16 months are proof that
remote (or at least hybrid) working is the future! A recent survey
chows that 39% of the workers would consider quitting if
emplovers  weren't flexible about remote positions. Among
millennials (aged 18-34), this figure sits higher at 49%. The trend
towards virtual teams paired up nicely via technology means less
tme spent commuting each day which also helps improve
COMpany pruduclivily overall,  Remote working — allows
emplovees to be productive even when they're not in the office,
so allowing remote working can be an excellent step to hold the

cmplovees,
3. Compensation or Package.

Okay, so this is the most critical factor that affects every
employee, the package or compensation. Employees will decide
o work with your company basced on the package vou are
providing. So you should give the carreet amount of package
which the L‘i!—"._{'.‘\i!} ae desurves,

You should ofter competitive compensation packages, a good

salary F o - sel girrymld y :
y and auract the best workers, Appreciate vour employees
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Ifan employee is not satisfied with the job and faces an issue, he i

can choose to Jeaye the Company. Byt departing employees are’ Rcfcrcncul_f

Mmore transparent and open about thejr feelings and experience (1] A G

with the company. Hence the employee's feedback wil] help you Pand
know about your company, and the ISsues employees face while

https



wclating through bo“uSWnrking. You can improve those areas or try to improve those
factors causing the employers to depart.

Also. the departing employees are likely to be more honest and

forthcoming in describing the company. The feedback from the
Ive recently resigned ANl ployee can be negative too, but definitely, you can try to make
1.ange that person's minfjbclwr changes in your company so, in the future, next employees
ies to keep the top talentyyi| not face any issues like this. Productive employees are
been conducting sucl egsential for the company, and if the employees are leaving the
on where things can bt company in a short time, then it's a significant loss for the
an be provided. company.

as their families Conclusion

- should provide for Afier going through this article, we can say that a good employee

and dependents. Alsgj is essential for the company, and the company can't afford to lose

yees by surveying how a great employee. Companies should try to stop the Great

ssues they face whi14 Resignation, and the above points can help prevent the

id mental health may resignation. But we can't force the employees to stay. There are

ym membership, acces§ scveral reasons why employees might consider leaving a job.

naternity and paternity. Although some may be out of your control, staying active about

| help parents of young what you can control can help you move on to great resignation

ograms or paid time. | and avoid losing your best people. If some employees finally
decide to go ahead, ask them what your company can do to give
them better support. You may not be able to stop them from
lcaving. but you can control the next person.
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| AFTERTHOUGHT

Dear Reader,

I am sure, you are experiencing a mixed sense of awe,
overwhelm and anticipation after having finished reading this
book! Yes, the “Current Trends in Human Resource
Management” penned and pivoted by an enterprising faculty
of HRM, has encapsuled a gamut of insightful articles in this
book. The authors of cach of the articles have chosen most
contemporary issucs and woven wonderful articles replete
with information as well as insights on their topic. Besides, the
book at enc cnd satisfies curiosity of the readers by revealing
how cutting-edge technologies will be reshaping the HRM

(M
practices, on the other hand some of the articles raise subtle
\_/\ doubts as to whether the organizations and employees are

Dr. Umesh S Kollimath
'BA\,\I'.M(EwJ. Ph.D.)

diluting commitments of mutual welfare from the either
side!!l hope the thoughts that have begun lingering in our
minds after reading the book shall continue till we take some
radical different decisions to nurture, retain and promote the
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Human Resource that is within our sphere of controlWith
Warmest regards to the Authors, Editor, and all those who
have contributed to this book.
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