
How the Cost of High Staff Turnover can put your Company at Risk 
 
According to Oxford Economics and Unum the cost of replacing someone on a salary of 
£25,000 per annum can cost a Small or Medium Enterprise (SME) in excess of £30,000.  In 
larger organizations this cost can be even higher.  So how are these costs actually defined? 
 
The average cost of the recruitment process, for just one individual, is deemed to be in 
excess of £5,000; this expense covers: 
 

• The cost of advertising the post. 

• The cost of the selection process. 

• The cost of Induction (onboarding). 

• Any additional training costs (where the training is undertaken in-house; training 
undertaken through an external provider could increase the cost of the recruitment 
process even further). 

 
However, there is a greater cost in the loss of productivity.  In many cases it will take up to 
28 weeks for a new employee to ‘get up to speed’.  The cost of this can be broken down to: 
 

• Salary costs expended to the point whereby the employee reaches the same level of 
ability and productivity as the employee who has left your employment. 

• Any loss of output due to a lowered level of productivity. 
 
There is one facet, however, that has not been covered by Oxford Economics and Unum:  
The failure to ensure that employees are engaged with the Value Chain (working back from 
the Customer) as an integral part of the Induction Process.  We are seeing so many 
organizations whereby the employee is engaged in the work that they undertake, and the 
department in which they are employed, but have no understanding of the Value Chain or 
the Inter-departmental Interactions that should support it.  In our experience this in turn 
stifles collaboration leading to costly errors and/or loss of market-share. 
 
Engaging employees in the Value Chain is not as straight-forward as it might first seem.  The 
employer first needs to ensure: 
 

• Their ‘Brand’ reflects customer expectation.  It is the customer that will have the 
biggest effect on the Return on Investment (ROI) and on the Bottom Line. 

• Organizational Culture mirrors the Brand.  In leveraging the ‘Right’ Culture, the 
employer needs to ensure that people feel, think and act consistent with customer 
expectations and promises made to other key stakeholders.  This should be a 
prominent feature in the induction (onboarding) process. 

• The ‘Right’ Culture is linked into the Value Chain (working back from the Customer) 
and is reflected in the Inter-departmental Interactions that support it.  This 
includes ensuring that lines of communication have been clearly identified and that 
inter-departmental collaboration is maintained. 

 
Failure to ensure that employees are engaged in this way is likely to: 



 

• Contribute to higher staff turnover due to not meeting the employee’s expectations. 
Employees want to achieve but this is not going to happen if they do not understand 
how they themselves provide value to the Customer; limiting professional 
development. 

• Increase the cost of the recruitment process due to poor staff induction 
(onboarding).  The 28 week induction period is extended due to staff having to 
‘learn’ about the Value Chain and to gain an understanding of the Inter-
departmental interactions that support it (sometimes this can take years, rather 
than months, because they are only engaged in the job that they do and the 
department in which they work – they don’t know any better). 

• Result in the Company haemorrhaging money due to costly errors and/or loss of 
market-share due to not meeting customer expectations. 

 
Are you managing to retain your staff and meet customer expectations? 
 

 


