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Abstract

Job-hopping is the activity of changing jobs frequently within a period of two years. Though 
the job-hopping phenomenon is quite old, the Millennials generation, followed by Gen Z, can 
be seen performing job-hopping influenced by several factors. Post-pandemic, the levels of 
job hopping are on the rise. It has become difficult for organizations to retain talented 
employees. The costs incurred by organizations in the recruitment process are high. This 
excludes the cost of training and development invested by the company in the recruit. Other 
than monetary losses, organizations also find it difficult to maintain the quality of their 
products and services. The researchers conducted a survey and also analyzed recent research 
papers and articles to find out the probable reasons for the rise in job hopping. The result of the 
study was that intrinsic and extrinsic factors influenced job hopping, along with the pandemic 
having an impact on the perception of work among the employees.

Keywords: Job Hopping; Job Hopping Factors; Post-pandemic Job Hoping; Work 
Motivation.

Introduction

In this competitive era, where new job 
seekers find it challenging to earn a good 
position  and package in a reputed  
organization, it is even more challenging for 
the organization to retain the talent. Earlier, 
individuals did switch jobs, and that too for 
various reasons, but the recent trends suggest 
that individuals switch jobs very frequently 
within a short span of a few months. Job 
hopping, though not a new term, can be heard 
more often these days. An individual who 
frequently changes jobs within a span of a 
year or two can be termed a job hopper. 
Ambitious young Indians between the ages 
of 25 and 34 have been seen changing jobs in 
recent years. The leading human resource 
service provider, Randstad, stated in its 
Work monitor 2022 report that 72% and 76%

of Indian respondents in the age range of 25-
34 years and 35-44 years, respectively, gave 
more importance to personal life over work. 
During the first lockdown, when there were 
huge layoffs in almost all sectors, we also 
saw the resurgence of freelancing and 
startups to survive these tough times.

Due to the advent of online job portals, it has 
become easier for employees and employers 
to meet their demands, and that too within the 
stipulated time frame. This has also turned 
out to be one of the reasons for the rise in job 
hopping. Having said that, though seeking 
candidates has become easier for the 
organization, selecting the right candidates 
and retaining them has become a difficult 
task. The human resources department finds 
it challenging to come up with different 
strategies to retain their most valued
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employees. The latest survey by global 
professional services firm Aon Pic revealed 
that the attrition rate for India in the first half 
of 2022 was 20.3%. This is a significant rise 
from the year 2020, when the rate of attrition 
was only 6%. This alarming rate of employee 
turnover is a big problem for organizations. 
As not only the costing and budget of the 
organizations are affected but also the quality 
and timely delivery of results, this is in 
question. One of the reasons cited for the 
high attrition rate is the COVID-19 
pandemic.

The aim of this paper is to understand the 
various reasons for the increase in the 
number of individuals switching jobs 
frequently. More specifically, it focuses on 
generalized reasons for job hopping and 
considers India as one whole sector. With the 
Millennials (bom between 1981 and 1996) 
and Gen Z (born from 1997 onwards) 
contributing as the major workforce of India, 
employee expectations are not just restricted 
to job security in present times, and thus this 
paper tries to explore the myriad of other 
factors contributing to the phenomenon of 
job hopping. The paper also tries to throw 
some light on the effects of job hopping and 
aims at providing insights on the various 
possible ways to retain talented employees in 
the organization with their changing 
demands and needs.

The aim of the study

Employee retention is a challenge faced by 
most organizations these days. The current 
working generation, the M illennials, 
followed by Gen Z, can be seen frequently 
switching jobs, generally within a year's 
time. This paper aims to study the probable

causes of frequent job switches in the new 
working generation in Pune post-pandemic.

Theoretical Framework

Job Hopping

Job-hopping is the frequent shifting of jobs 
by employees every one to two years, 
voluntarily (Pranaya, 2014). An individual 
who carries out job hopping is known as a job 
hopper. Alternatively, an employee who 
works at his current job for less than one year 
can be termed a job hopper (Yuen and Thai 
2015). The mentality of "job hopping" was 
developed in the late 1980s and early 1990s 
(BBC article). It was the huge layoffs carried 
out by industries in the 1980s to save money 
that made people realize that their jobs could 
be eliminated at any time.

The reason cited for employees hopping jobs 
is mainly due to dissatisfaction with their 
current job (Griffeth et al., 2001). According 
to a survey conducted by Zippa, 91% of 
millennials between the ages of 25 and 34 
tend to change their job within three years. 
Currently, with great resignation in vogue, 
the majority of employees are shifting jobs 
for work-life balance after the pandemic 
rather than a salary hike, as stated by Michael 
Page in their survey. It is true that Millennials 
and Gen Z job hop twice as often as other 
generations, but they have several other 
reasons other than salary hikes and work-life 
balance. The numbers are high in the younger 
generation because they want to explore the 
variety of options available. According to 
Linkedin reports, Gen Zers are changing jobs 
at a rate of 134%, which has increased post- 
2019; comparatively, Millennials changed 
jobs 24% more and boomers switched 4%
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less. The reasons for job-hopping may be a 
lack of motivation, job satisfaction, job 
demands, stress, emotional exhaustion, 
organizational fairness, organizational 
commitment, poor psychological contracts, 
burnout, gender, and tenure. It all depends on 
their professional needs and individual 
bearing capacity (George & WalUo, 2017; 
Yucel,2012).

Role of Work Motiyation in Job Hoping

An employee opts for job hopping when he is 
dissatisfied with his current job or employer 
(Griffith, Hom, & Gaertner, 2000). The 
satisfaction of an employee depends on how 
m o tiva ted  he fee ls  to w ork in an 
organization. Work motivation can be 
defined as a set of forces that originate within 
as well as beyond an individual and that 
decide the intensity and direction of work- 
related behavior in employees (Pinder, 
1998). Scholars have studied the motivation 
factors at work and have come up with 
several models. The hierarchy of needs 
theory proposed by Abraham Maslow (1954) 
provides insights on a set of needs that 
humans strive to fulfill as a part of society. 
These needs include physiology, safety and 
security, belongingness, esteem, and self- 
actualization. The individual gradually 
moves forward in the pyramid after fulfilling 
a need, usually one step at a time.

According to Herzberg's (1966) two-factor 
theory of motivation, there are some factors 
that prom ote satisfaction  known as 
motivation factors," and others whose 
absence leads to dissatisfaction known as 
hygiene factors. The hygiene factors include 
pay, company policies and administrative 
policies, fringe benefits, physical working

conditions, status, and job security. The 
motivational factors that motivate an 
employee for superior performance include 
recognition, a sense of achievement, growth, 
responsibilities, and the meaningfulness of 
work. The reason for job hopping among 
Millennials is when motivational and 
hygiene factors are below acceptable levels 
(Rivers, 2018). The hygiene factors play a 
dominant role in the decision-making 
process (Rivers, 2018). There are seven 
factors that boost the morale of employees 
and make them stay in the organization: (i) 
fair compensation and timely appreciation;
(ii) challenging work to break the monotony;
(iii) opportunities to grow and leam; (iv) a 
conducive and friendly atmosphere within 
the organization; (v) positive relations with 
colleagues; (vi) work-life balance; and (vii) 
good communications (Walker 2000). These 
p rac tices  help prom ote a learn ing  
atmosphere and engagement.

Reasons for Job Hopping

•  Compensation: When the employees feel 
underpaid and undervalued with their 
current job, they tend to change 
organizations (Rivers, 2018). Job 
hopping does benefit the employees, as 
they get a substantial increase in salary 
compared to their previous one, so most 
of them change jobs frequently (Pranaya, 
2014).

•  Professional Growth: The Millennials 
are competitive in their work lives 
(Ajeng Larasati, Dian Bagus Aryanto,
2019) and therefore look for growth in 
every job role they take. The company 
should offer room for growth and 
development to the individuals in order
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to retain them in the organization 
(Rivers, 2018).

•  Work Environment: The Millennials and 
Gen Z find it difficult to adapt to 
environments that do not match their 
working styles (Ajeng Larasati, Dian 
Bagus Aryanto, 2019). The younger 
g e n e ra tio n s  p re fe r  a w o rk in g  
environment where they get a chance to 
explore their capabilities and ideas.

•  Flexible Working Hours: Most of the 
youngsters prefer flexible working hours 
and the option of working from home if 
possible. They prefer workplaces where 
they can run their errands along with 
their job as long as the company only 
focuses on working hours (Rivers, 
2018).

Pros of Job Hoping

•  Hike in Salary: The employers expect 
more work with little pay (Pranaya, 
2014), making the employees search for 
a new job with a better salary hike and 
working conditions. With the acquired 
skill sets and talent, an individual can 
earn a substantial salary hike by job 
hopping.

•  Career Advancement: According to the 
Robert Half survey, most of the workers 
felt stalled in their work during the 
pandemic. Job hopping offered a chance 
for people to acquire new skill sets and 
experience.

•  Networking: The individual can increase 
his network in the industry by shifting 
companies. Every employer offers a 
different set of networks to the employee

than the previous work place (Pranaya, 
2014).

•  Suitable Job: Job hopping offers an 
employee the chance to find the right fit 
(Pranaya, 2014). The exposure an 
employee gains through shifting jobs 
makes him realize his core work area.

•  Exposure to different jobs: An individual 
gets a chance to test himself and explore 
various job roles by changing jobs 
(Pranaya, 2014).

Cons of Job Hoping

•  Trust Issues: Most of the time, employers 
are hesitant to give major responsibilities 
to a job-hopping individual. As the fear 
of changing the current job is always at 
the back of the mind of the employers 
(Pranaya, 2014). It takes a lot of time for 
an employee to gain the trust of their 
employer.

•  Hurdle in acquiring a new job: when an 
individual's C.V. reflects multiple job 
shifts, the HR department is likely to 
reject the candidates. As multiple job 
shifts reflect inconsistency on that 
individual's part.

•  Lack of Satisfaction : An individual may 
never be satisfied with his job. With the 
urge to gain more money or experience, 
he may opt to change jobs frequently. 
This may lead to him never being able to 
be a part of products and services as they 
grow (Ajeng Larasati, 2019). And 
therefore never enjoy the satisfaction of 
his product being successful. (Pranaya, 
2014)

•  Stress : The uncertainty and anxiety that
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come with handling a new job may turn 
out to be stressful. The constant fear of 
adapting to a new workplace may lead to 
serious mental stress if he fails to cope 
with the changing environment.

Post-pandemic job hopping

The pandemic provided an opportunity for 
everyone to rethink their priorities and 
choices. The new job seeker survey 
conducted by Linkedin in January 2022 
found 82% of employees are considering 
changing jobs this year. According to a report 
by Forbes, half of the global workforce 
experienced burnout during the pandemic. 
And this pressure manifested itself in the 
form of the "Great Resignation'. With the 
market booming, it has paved the way for 
new job opportunities. The individuals are 
not only resigning from their existing jobs 
bu t are a lso  sea rch in g  fo r b e tte r  
opportunities. The major reasons for the big 
quit were poor work-life balance, a poor 
salary, a lack of career growth, a toxic work 
environment, an increased work load, and 
watching colleagues quit their jobs. 56.1% of 
Gen Z (18-24 years) and 59.5% of 
Millennials (25-34 years) employees prefer 
staying unemployed to continuing a job that 
makes them unhappy, according to the 
Randstad Workmonitor Report 2022. The 
individuals not only looked for new 
opportunities with a better package in the 
industry but also tried various sectors. Most 
of them were looking for flexible working 
hours and, preferably, a work-from-home 
o p tio n . A p art from  jo b  h o p p in g , 
"moonlighting" as a phenomenon is also all 
the rage, especially in the IT sector post­
pandemic, It basically means taking on a

second job along with the main job without 
informing the employer. This was because 
people wanted to earn extra income to ensure 
security from uncertainties.

Research Gap

There has been numerous research projects 
undertaken in the field of job hopping among 
Millennials and Gen Z, along with the 
various factors responsible for it. But the job­
hopping trend post-pandemic in Pune is yet 
to be explored. Through a literature review, it 
was found that the job-hopping patterns of 
the last five years have not been studied. As 
the pandemic has changed the view of the 
workplace, this paper tries to study the other 
possible factors for job hopping.

Research Questions

The central question of the research is the 
reasons for job hopping among Millennials 
and Gen Z post-pandemic. The following 
questions will help answer the main 
question:

1 ] Does the data show people have changed 
jobs in the last three years?

2] Does the data show that IT and 
hospitality industry employees intend to 
change jobs in the near future?

3] What are the main reasons for job 
hopping?

4] Do employees find job hopping to be 
beneficial for career growth?

Objectives

1] To study the job switching pattern 
among Millennials and Gen Z in the last 
3 years.
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2] To study the job-hopping intentions of IT 
and hospitality industry employees in the 
near future.

3] To analyze the factors responsible for job 
hopping in millennials and Gen Z.

4] To understand the perception about job 
hopping and career growth among 
employees.

Hypothesis
1) HO: People have not changed their jobs 

in the last 3 years.

HI: More people have changed their 
jobs in the last 3 years.

2) HO: There is no intention for IT or 
hospitality industry people to change 
jobs in the near future.

HI: People in the IT and hospitality 
industries plan to change jobs in the near 
future.

3) HO: Career development and reward and 
compensation are not the major factors 
for switching jobs as perceived by 
people.

HI: Career development and rewards 
and compensation are the main reasons 
for job hopping.

4) HO: The majority of people perceive that 
job hopping is not helpful for their 
careers.

HI: People perceive that job hopping is 
beneficial for their careers.

Scope of Research
The scope of the study is limited to the region 
around Pune. The population surveyed is 
between the ages of 20 and 40 and belongs to

the Millennial and Gen Z generations. The 
majority of them work in the IT and 
hospitality industries. The data collected 
from the respondents work at the associate 
level.

Research Methodology
Among the various research types, 

descriptive research aims at describing an 
existing phenomenon in detail. The research 
is descriptive because it explains the reasons 
for job hopping with reference to Millennials 
and Gen Z post-pandemic. The type of study 
undertaken is qualitative, as it focuses on the 
factors responsible for job hopping. The 
population of the universe was not known, 
hence the snowball non-probability  
sampling method was used.

The Sampling Frame consists of the 
employees who meet the following criteria:
•  M ust belong to Gen Z and the 

Millennials generation (20-41 years).
•  Should have work experience of at least 6 

months.
•  Currently working for an organization. 

Sources of data:
Primary data
The data for the research was collected 
through an online survey. From December 8 
to December 11, 2022, a Google form was 
distributed.A total of 42 responses were 
recorded during the survey.

Secondary data
Secondary data has been collected from 
research papers and theses published online. 
Various recent articles and survey reports 
published are also reviewed.

WV Online: ISSN: 2457-0281



"PARIDNYA"-The MIBM Peer Reviewed Journal Vol. 9, Issue 1, Jan. -  2023

Method of data analysis

The collected data is classified, tabulated, 
and arranged in order of objectives. Simple 
statistical methods like percentages Pie Bar 
Chart and graphs are used to analyze and 
draw inferences from the data.

Data Analysis

1) HO: People have not changed their jobs 
in the last 3 years.

HI: More people have changed their 
jobs in the last 3 years.

1. How many companies have you 
changed over the past three years?

No. of Jobs Changed over past 3 years (2019-2022)

■ No of respondents

Figure 1

40% of respondents have not changed their 
job in three years. This indicates that the null 
hypothesis that people have not changed 
their job over the past 3 years is being 
supported. With around 28% of respondents 
between the age groups of 24-35 years and a 
work experience of 0-4 years, 23 percent of 
respondents have changed their job in the 
past three years. The majority of the 
respondents who switched jobs belonged to 
the IT industry, followed by the hospitality 
sector. The frequency of switching jobs has 
been high in the hospitality sector in the last 
three years.

2) HO: There is no intention of IT &
hospitality industry people to change the 
job in near future

HI: IT & hospitality industry people 
intend to change their job in near future.
1. Do you intend to change your current job 
in thenext 2 years?

49% of people intend to change their job in 
the next 2 years. The majority of the 
respondents belonging to the IT and 
hospitality industries showed interest in 
changing their current company and job in 
the next two years. This suggests that people 
in the industry do intend to change their jobs, 
which supports the alternative hypothesis. 
Around 27% of the respondents who showed 
an interest in changing their job had 0-2 years 
of experience and fell in the age range of 24-
35 years.

3) HO: Career development and reward & 
compensation are not the major factors 
for switching Job perceived by people

HI: Career development and reward & 
compensation are the main reasons for 
Job hopping.
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3. Which of the following factors that 4. Do you think Job Hopping helps you in 
(may) make you to change job? your career?

Factors

I Reward and compensation

■ Career Development 

I Recognition

■ Worl<ing environm ent 

I Worl< Life Balance

■ Influence o f friends or colleagues

■ All o f the Above

Figure 3

The main reason for changing jobs, 
according to 51% of respondents, is career 
advancement. When they see no room for 
advancement in their current company, they 
change jobs or pursue professional 
development elsewhere. 22 percent of the 
respondents said that they would change jobs 
or careers in the fu ture for be tter 
compensation and employee benefits. This 
indicates that for Millennials and Gen Z, 
career development and advancement, as 
well as compensation, are the most important 
factors influencing their decision to pursue a 
job. Therefore, the null hypothesis is rejected 
and the alternate hypothesis is accepted. 
Around 13% of the respondents said they 
join companies that provide work-life 
balance.

4) HO: Majority of People perceive that job 
hopping is not helpful in career.

HI: People perceive that job hopping is 
beneficial for career.

Figure 4

35% of respondents agreed that job hopping 
does help an individual's career. The 
majority of them stated that job changes were 
motivated by career advancement and salary 
increases. This indicated that people 
perceive job hopping as beneficial for their 
careers, which supports the alternate 
hypothesis. 19% of respondents were not 
sure if job hopping was helpful in their career 
development. While 11% of the respondents 
strongly disagreed that job hopping helps in 
career advancement.

Findings

1. Though the job-hopping tendency in 
Millennials and Gen Z is common, it can 
be seen on the rise after the pandemic.

2. The IT and manufacturing industries 
faced the highest rates of attrition in the 
wave of great resignation.

3. F o llow ing  the pandem ic , m ost 
employees prefer to work from home 
rather than in the office because it is more 
convenient for them.

4. 51 percent of participants job hop to 
gather experience and enhance their skill
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sets. Career development is the top 
p rio rity  for the m ajority  of the 
participants while searching for a new 
job.

5. Better compensation and benefits were 
the criteria for 22% of the participants 
when changing their current job.

6. Work-life balance is an important 
phenom enon for around 13% of 
participants when choosing a new job or 
leaving their current job.

7. 35% of the participants consider job 
hopping beneficial for professional 
growth.

Suggestions

1. To retain employees, organisations 
should prioritise presenting a career 
progression graph. Employees today 
seek a work environment where they 
may expand their skill set and be given 
opportunity to realise their full potential.

2. To make employees feel appreciated, 
provide training programmes for their 
personal improvement (Patel, 2017).

3. Managers and owners must think about 
paying employees on time and in 
accordance with industry norms so that 
employees do not feel underpaid or 
undervalued.

4. Employees who merit recognition and 
advancement should be recognised and 
promoted at the appropriate time. 
O th erw ise , the p erso n  may be 
unmotivated to do their duties in the 
organisation.

5. Avoid overloading personnel while

falling behind schedule. Try not to offer 
too much.

Conclusion

With the advent of the COVID-19 pandemic, 
the perspective on the job has changed. 
Employees these days do not only focus on a 
salary hike or job security to retain their 
position in the organization. Most of the 
employees look forward to enhancing their 
knowledge and skill sets; they therefore don't 
stay in the same organization for more than 2 
years if they fail to see career growth ahead. 
To retain employees, organizations must 
focus on providing a conducive and 
innovative environment. Along with this, 
they need to ensure they do not pressurize the 
employees with workload and offer a flexible 
w ork ing  s ty le  to m ake them  fee l 
comfortable. Companies should look for 
ways that lead the employees to have better 
work engagement and job satisfaction to 
decrease their willingness to job hop.

Limitations of Research:

♦ The findings may not be applicable to the 
population as the sampling method used 
was not probability sampling.

♦ The data is collected at a single point in 
time; it is difficult to measure changes in 
the population unless two or more 
surveys are done at different points in 
time.

♦ The majority of the participants currently 
work at the associate level. So the 
findings may not be applicable to 
managerial-level employees.
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Future Scope of Research

As the study focuses on the IT and hospitality 
industries, further research can be conducted 
for manufacturing and other sectors as well. 
Regions other than Pune and PCMC city can 
be explored under the same research topic. 
Similar studies can be undertaken for a wider 
population. In-depth research can be 
undertaken with a focus on intrinsic and 
extrinsic motivation variables to understand 
the employee mindset at a deeper level.
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