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Resigning  

The main
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that associated career competencies (reflective, communicative, and behavioral career 

competencies) with career sustainability. They found all three competencies positively impacted 

career sustainability and that burnout negatively impacted two of the three competencies: 

communication and 
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This increase may be the result of feeling there is a better job fit for them (66% employee 

survey respondents) and ample job opportunities outside of their current employer (71%). Others 

are leaving only to return. Coined boomerang employees, 33% of participants claimed to have 

returned to prior employers (figure 3). For those that returned, some reported feeling stagnant, 

more stressed, and consider leaving again. Some, however, reported pay raises, titles changes or 

promotions, more responsibilities and being happier (figure 3). 

Figure 3 

U.S. survey participants’ (n=5000) on returning (boomerang) to an employer. 

 

Remaining 

While employees reported feeling year-over-year less engaged at work (40%), unable to 

advance (38%), more dissatisfied, (29%), and lacking access to the resources that would make 

them more successful, other employees are choosing to remain. Employers that have been 

investing in retention are reporting increasing salaries, providing greater flexibility, focusing on 

team morale, extending leaves, and hosting more employee events. There are mixed results and 

disparities in what employers and employees perceive. This can be seen when one examines the 

perceptions of mentorship, enhancing skillset, and career trajectory programs.  
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Mentorship 

Survey participants reported a desire for mentorship. This 54% response rate has 

remained constant for the past three years. In year-over-year responses, however, increasing 

more employees claim that they have no access to a mentorship program. Year-over-year, more 

employers claim that there are fewer programs or plans for mentorship programs for their 

employees.  

Figure
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support networks, and access learning and development resources to continuously improve 

worker performance (Woods, 2023a, p.2). 

Evidence supports that American
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