
The reasons for turnover are endless—from termination to 2-week notice, job abandonment, or a planned 
retirement—and each can greatly affect a company. Though some turnover is normal and every company 
experiences it, it is crucial to continuously search for solutions that help lower turnover and improve retention.  
What’s one solution? Pay. While pay might not be the only answer, it is an important factor to consider. 

We aren’t here to tell you how much you should be paying your workforce, but rather to help you better understand 
how pay can affect turnover within your company. 

TURNOVER AND WAGES: AS ONE GOES UP THE OTHER GOES DOWN

The majority of jobs we staff for pay in the range 
of $2-10 above minimum wage. And within this 
pay bracket, there’s a clear trend: Turnover as a 
percentage of average daily employment decreases 
as pay increases above minimum wage. 

LOW WAGES HAVE HIGH HIDDEN COSTS 

So, what does a 168% or a 153% or a 93% quarterly 
turnover rate actually mean for you as an employer?  

It means that to maintain a workforce of 100 
associates, you will cycle through an additional 168 
(or 153 or 93 or so on...) workers. Not only does this require more staff time to onboard and train new workers, but 
you also incur real costs, like recruiting and screening fees.

It’s pretty simple—higher wages can help lower turnover and result in saved time and money. 

LOW WAGES COULD BE CAUSING HIGH TURNOVER RATES 

$2.00 - $3.00 268100 168

$3.00 - $4.00 253100 153

$4.00 - $5.00 248100 148

$5.00 - $6.00 243100 143

$6.00 - $7.00 228100 128

$7.00 - $8.00 208100 108

$8.00 - $9.00 193100 93

Size of current workforce  Workers who didn’t stay on assignment

NUMBER OF WORKERS NEEDED TO MAINTAIN A WORKFORCE OF 100-PEOPLE (PER QUARTER)

QUARTERLY TURNOVER AS A % OF AVERAGE DAILY EMPLOYMENT

Dollars Above Minimum Wage
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GHOSTING BECOMES LESS PREVALENT WITH HIGHER WAGES

Ghosting, otherwise known as job abandonment, is one of the most common—and egregious—types of voluntary 
turnover. It is shocking, immediate, and costly when an associate ghosts his or her job because the employer must 
quickly hire, onboard, and train a new worker to fill the now-vacant position, and the missing manpower can result 
in unrecoverable production losses.  

Our research shows the percentage of employees who ghost their job decreases as pay 
increases. If you’re dealing with a lot of job abandonment, consider a pay increase as the 
antidote to your turnover. 

PAY PROGRESSION POSITIVELY IMPACTS LENGTH OF ASSIGNMENT 

Turnover is highest during the first couple of weeks on an assignment, and giving a few 
pay raises could help combat early turnover. We found that, on average, workers who 
receive at least one increase stay on assignment an additional 90 days after the increase. 

View more on pay progression programs HERE

CONCLUSION

In summary, while pay is likely not the only solution to combating turnover it proves to be an important factor to 
consider. A strong starting wage coupled with aptly timed pay raises can help you decrease turnover and   
increase retention. 

LOW WAGES COULD BE CAUSING HIGH TURNOVER RATES 

GHOSTING  AS A % OF AVERAGE DAILY EMPLOYMENT

$2.00 - $3.00 29%

$3.00 - $4.00 28%

$4.00 - $5.00 28%

$5.00 - $6.00 25%

$6.00 - $7.00 22%

$7.00 - $8.00 15%

$8.00 - $9.00 15%

HOW TO CALCULATE 
THE COST OF 
TURNOVER

Calculating the actual 
cost of turnover is 
very complicated 
and includes much 
more than the upfront 
cost of recruiting, 
screening and 
training. We have 
included a matrix 
that allows you to 
include each of your 
company’s internal 
costs allowing you 
to get a better idea 
of what turnover is 
costing your company. 
(See last page)

AVERAGE LENGTH 
ON ASSIGNMENT

No Increase 48 Days
Increase 171 Days

Figure 1

WHEN RATE 
IS INCREASED

AVERAGE DAYS WORKED 
AFTER INCREASE

1-10 Days 86
11-30 Days 100
31-60 Days 87
61-90 Days 93

Figure 2

This document was researched, analyzed, written, and prepared by Elwood Staffing®, one of the largest 
light industrial staffing firms in the United States. Since its founding in 1980, Elwood has attracted millions of 
candidates, made hundreds of thousands of placements, and served tens of thousands of clients. Each and 
every day, our interactions with job seekers, workers, and employers generate valuable data we continually 
develop into actionable insights that guide better business decisions. We love data, and we love to share 
our knowledge to help employers like you make informed decisions. We are committed to finding new and 
consistent ways of sharing the valuable insights we gain, and we hope you look to us as an advisor with the 
knowledge and capabilities to help you get ahead.

View more of our publications at ElwoodThinks.com 

This publication is proprietary and confidential and intended for general purposes. Nothing contained, expressed, or implied herein is 
intended or shall be construed as legal advice, and no attorney-client relationship is formed. If you have questions about any law, statute, 
regulation, or requirement expressly or implicitly referenced, contact legal counsel of your choice.

https://www.elwoodstaffing.com/whitepapers/Do-Progressive-Pay-Programs-Pay-Off-White-Paper-4.1.19.pdf


 TURNOVER COST MATRIX

Sample calculation (use where applicable)

TERMINATION EXPENSES

Internal offboarding activities (hours worked by HR representative)

External offboarding activities (payouts or fees to third-party companies)

Severance or unemployment costs

Replacing uniform, badge, parking pass, or other

Replacing Personal Protective Equipment (PPE)

Loss of unreturned company property

Loss of institutional knowledge or trade secrets

Decreased productivity prior to departure

Other

NEW HIRE EXPENSES

Onboarding & training materials

Onboarding & training program (hours worked by new employee)

Onboarding & training program (hours worked by training advisor)

Advertising (job board, newspaper, job fair, social media, etc)

Drug Screen

Background Check

Material scrap loss (new employee mistakes)

Quality issues (returned goods)

Finder’s fee to placement agency (for direct hire positions)

Other

OTHER EXPENSES

Overtime (extra hours worked by other employees)

Poor publicity being shared around town

Reduced employee morale

Production downtime or delays

Other

HOURS SPENT ON TASK

4 hours

--

--

--

--

--

--

--

--

--

--

--

--

--

--

WAGE PAID PER HOUR

$7.25 

--

--

--

--

--

--

--

--

--

--

--

--

--

--

TOTAL

TOTAL COST

$29 (4 hours x $7.25)

Enter the time and costs associated with the departure of a single employee.


