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Retention:  Positive Work Environment

Although it requires time and resources to become a great place to work, enhancing the workplace brings in results. The benefits of retaining your employees far outweigh the costs. Benefits include increased productivity, decreased absenteeism, reduced turnover, reduced training expenditures and a reduction in the difficulty of supervising employees.
Quality of the job experience drives commitment.  The most common factors employees cite are important in an organization are respect, empowerment, and ethics while having development opportunities, alignment with job interests/strengths, and work that is meaningful. 

Employees want to feel that they are doing good work that contributes to the organization. Washington State Government is “work that matters”, providing critical services to  our young and elderly, protecting citizens, and building and maintaining roadways are just a few of the meaningful work we provide as state workers.  Employees also want to make that contribution in a role that keeps them stimulated and engaged on a personal level.
Many employees leave because they see no future with State government. This is especially true for entry level employees. If no one provides them with information on career opportunities with the State they will leave for an employer that they perceive has better opportunities for advancement.  People usually think of development opportunities as classroom training. But development opportunities can take many forms such as: 

· Temporary assignment — An employee is assigned for a specified period of time to another job to learn that job. These assignments are used to broaden skills and identify career interests.  Meanwhile, the agency has coverage while an employee is out or they are recruiting to fill.
· Job Swapping — Two employees switch jobs for a specified period of time to cross train on each other’s jobs.  This can be used for identifying career interests and providing back-up coverage.
· Job Shadowing — An employee observes another employee performing a task. This is usually used for employees deciding on career paths.
· Mentoring — An employee is assigned to provide guidance, advice and assistance to another employee. This is a great way to engage employees with longer service and share the knowledge they have gained of the organization.
· Job Rotation — An employee is moved from job to job over a period of time, to broaden skills and identify career interests. 

· Classroom and on-line training — An employee attends a formal classroom or on-line class.  
· Stretch assignments — An employee is given an assignment that is more complex than those that the employee typically performs. This can help prepare an employee for a future promotion or reallocation.
· Seminars and conferences — Seminars and conferences include presentations and speakers and are typically arranged around a particular topic.  These are opportunities to learn from some of the best in the business and hear the latest trends and technology.
Clearly identifying competencies employees need to learn, and selecting the right technique for learning that competency, are essential. New employees need development opportunities in order to grow into their jobs. Jobs change over time as processes, technology and techniques change. As jobs change and grow, more seasoned employees need to grow with their jobs. 

You have spent time and money to attract and hire the best and brightest, retaining that talent is the key to gaining a competitive edge.  High attrition rates can have a higher cost than most realize.  The lack of adequate staffing leads to quick burnout of existing staff, frustrated customers, and continual recruitment and training costs.  
As the economy nose-dives employees must look for ways to stretch their paycheck; not just for the nicer things in life but for many the true basics of transportation, medical costs, and food.  Meanwhile, employers are tasked with paring down budgets, using existing resources more efficiently, and continuing to accomplish quality work.   Now more than ever, we need to look at ways we can retain employees which lead to savings in recruiting for new talent.  
The three steps to implement a program to improve employee retention are: 

Step 1 — Identify Problem Areas 

Retention difficulties could be organization-wide or isolated within groups of positions or specific work units. Retention is also more critical for some types of jobs than others. In this step, you will identify and prioritize groups of positions that should receive attention through identifying key positions, mission critical positions and high-turnover positions. 

Step 2 — Identify Attributes that Influence Retention 

In this step, you will collect information on why employees stay employed and leave within each problem area. Employee satisfaction surveys are a great way to attain this information as well as exit interviews.
Step 3 — Implement strategies and solutions 
During this step, you will identify action items for each retention driver identified in Step 2. 
Focus first on the top 3 retention drivers for your organization.  Your retention program and plan should continually be updated as you implement improvements and monitor employee satisfaction.

Turnover is costly to the State in many ways. With high turnover, much of the money spent on training employees is lost. The morale of overworked employees suffers as they are required again and again to pick up the slack for departed workers. The pool of internal applicants for promotion is reduced as employees leave. The cost of turnover estimates range from one-half of a departing employee's salary to two times a departing employee's salary. Using the lowest estimate, turnover costs the State around $75,000,000 per year. [image: image1]
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