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There are several ways to obtain data on why people leave an organisation. Understanding each 
method can assist in data collection for better analysis and recommendations. 

One method of obtaining information on why people leave is to carry out exit interviews. These 
should be conducted as soon as the employee gives in their notice. Ideally the interview should not 
be conducted by the manager. Often HR can conduct the interviews or an outsourced provider of HR 
services can complete the interviews with the employees. This can be difficult for smaller businesses 
as there are limited staff members but it is important to be aware that the person conducting the 
exit interviews does so in a professional and confidential manner. Confidentially should be assured 
and the purpose of the interview clearly explained. 

Conducting Exit Interviews 

Although some employees may not reveal the real reason they are leaving their roles, it is still worth 
asking questions to all employees during the exit interview process. Some companies can use third 
parties to conduct the exit interviews. They can sometimes provide better information as the 
employee is more comfortable in answering questions. 

Data from the exit interview can highlight issues such as: 

• Workload – too much, need for additional resources, poorly defined job tasks and 
responsibilities. 

• Poor management – poor direction, favouritism, bullying, inconsistent feedback 
• Health & safety – stress or poor working conditions 
• Lack of training and development or progression opportunities 
• Rate of pay and benefits – below that of a similar role in another organisation 

Tip – it is helpful to ask the employee for their suggestions as to what the organisation can do to 
improve and better retain staff. Their feedback can be relevant and insightful to their team or to the 
overall business. 

It is important to use data gathered from exit interviews to implement improvements and change. 
Conducting exit interviews and not using the information collected to action changes or 
improvements adds to resentment and disengagement from employees. If there are actionable 
items that are viable to implement for retention improvements, then organisation should ideally do 
this. 
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