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Employee retention is a hot topic at the moment. Companies are finding that the best investment may 

be in encouraging good employees to stay rather than having to hire new employees. 

The partners of Podium Partners have put together this series on employee retention to help our clients 

find and retain the best talent for their organizations.  

WHY SHOULD I CARE? 

The primary driver of the focus on retention is the high cost of turnover. Studies have shown that 

voluntary turnover (and involuntary turnover done poorly) has a major impact in both direct and 

indirect costs, with the total costs coming in between 90% and 200% of the person’s annual 

compensation. Turnover is estimated to reduce pre-tax profit in US companies by up to 12% annually. 

Direct and Indirect Cost of Turnover 

Direct Costs (50% - 60% of annual comp.) Indirect costs (40% - 140% of annual comp.) 

 Severance costs (severance pay, vacation, 
PTO, etc) 

 Lost productivity (inefficiencies from 
people covering the job, inefficiencies 
from training the new person, items 
“falling through the cracks”) 

 Cost of covering duties (overtime, temps, 
etc) 

 Reduced morale 

 Replacement costs (recruiting, hiring, 
signing bonus, etc) 

 Lost (or deferred) sales and/or clients 

 Training costs  Loss of knowledge 

 Higher wages for new hire  

 

Employee turnover is an issue facing all employers and the reasons for it are not what you might think. 

In 2014, 25% of workers in the US voluntarily left their job. According to a Harris poll, 71% of people in 

the labor force are either looking for, or open to a new job. Clearly, turnover affects everyone.  

Many employers are under the impression that most employees leave for money. Unfortunately, a 

recent study by LinkedIn suggests that employee turnover is more self-inflicted. The highest reason for 

turnover was a lack of opportunity for career advancement, followed by dissatisfaction with the boss 

and leadership. Compensation came in as only the 5th most important item. 
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Reasons for Leaving 

  

The bright side of the study is that employers have the opportunity to improve retention without 

breaking the bank by raising wages. 

This white paper is the first in a series that will offer pragmatic suggestions for improving overall 

employee retention. In addition to reducing the costs associated with hiring, companies can realize 

benefits in terms of increased employee engagement, higher customer satisfaction and higher profits. 

This paper offers a high level overview for creating a retention plan. Future white papers will delve into 

the details of different components while offering outside insights and case studies. 

 

  

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

Lack of rewards and recognition

Dissatisfied with the compensation and benefits

Wanted more challenging work

Dissatisfied with the culture

Dissatisfied with management / leadership

Lack of opportunities for advancement
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WHAT CAN MY ORGANIZATION DO? 

It may be counterintuitive, but retention activities need to start during the recruiting process and should 

continue after employment ends.  

What follows is a roadmap to create a comprehensive retention plan. It is not one-size-fits-all. What is 

important for one employer and set of employees may not be on the radar for another. You can take 

these ideas and adapt and implement them based on the needs of your organization. Your retention 

plan should be used to influence your strategic discussions, so that your strategy takes into account 

retaining your best employees and vice versa. 

Most importantly, this does not need to be done all at once. With a general understanding of the 

current status, and employee priorities, your organization can take a measured approach and make 

improvements one piece at a time. It is much better to continually make incremental improvements 

than to delay indefinitely while you craft the “perfect” plan. 

Elements of a Retention Plan 

 

 

Each of these elements is described at a high level. Detailed discussions, interviews and case studies will 

be released on a regular basis. 
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DEVELOPING THE CURRENT STATUS 

Understanding the current level of turnover, employee satisfaction and employee engagement is an 

important starting point. Without a clear picture of where your organization is, it will be impossible to 

know what to focus on, what goals to set and whether you are making any progress. 

The assessment of the current status should take into account many different aspects, including: The 

turnover rate, employee satisfaction/ engagement, levels of compensation (relative to the region and 

industry), workforce demographics, exit interview results, etc…  

You can think of the current status as a puzzle. Putting it together will give you the big picture of where 

the organization needs to focus. 

Elements of the Current Status assessment 

 

Developing an assessment around each of these elements (or a subset of them) will give you an idea of 

where you will get the biggest return on your employee retention investment. 
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PROFESSIONAL RECRUITING PROCESS 

Surprisingly, long-term retention is significantly impacted by the hiring process. How candidates feel 

about how they were hired is correlated to how long they stay. 

Unfortunately, most hiring managers and some HR people view recruiting as at best a necessary evil and 

at worst a task to be avoided. The image this sends to the candidates can be devastating.  

Communication, behavioral assessments, realistic job previews and a concrete onboarding plan will go a 

long way to improving the image of your recruiting process. 

Professional recruiting process 

 

Especially today, a professional recruiting process is crucial to your organization’s success. The more 

structured the process, the faster it will be and the better hiring decisions you will make. The recruiting 

process will be the subject of the next paper. 
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OPPORTUNITIES DURING EMPLOYMENT 

Going back to the reasons employees leave, there are a number of high-level actions you can take to 

increase your chances of retaining your employees before looking at increasing compensation.  

Opportunities to improve retention 

 

Within each of these opportunities there are a number of concrete actions that you can take to improve 

your employees’ willingness to stay without spending a lot of money. Each of these actions, which will 

be discussed in more detail in future white papers, provide a very strong return on your investment. 

 

POST EMPLOYMENT OPPORTUNITIES 

“Why should I care once an employee leaves?” How employees are exited from the company (both 

voluntarily and involuntarily) sends a strong message to the remaining employees about whether the 

company respects (and trusts) them or not. Remember, most employees leave because of management. 

This is an opportunity not to reinforce that image. 

Good processes we have seen: 

 Farewell parties for employees who are leaving voluntarily 

 Former employees are invited to holiday get-togethers 

 There is an effort by a peer or mentor to keep in touch with former employees 

 There is a formal exit survey 30-60 days after the exit 

Questionable processes we have seen: 

 Lack of any communication about an employee leaving (one day they are just not there) 

 Escorting an employee from the building upon receiving their letter of resignation 

 Denigrating employees who have voluntarily left the company 
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While you don’t want to spend too much time on employees who have voluntarily left, there are three 

simple actions you can take that don’t cost much (if anything) and can greatly enhance your image with 

both past, current and future employees:  

Post-employment activities 

 

 

CONCLUSION 

This white paper is meant to provide an introduction to the steps you can take to create a 

comprehensive employee retention plan. You can use it to start a discussion with your management 

team about ways to improve your employee retention, reduce costs and improve your profitability. 

Over the next several months, Podium Partners will be releasing follow up papers, interviews and case 

studies to flesh out the topics identified here. 

Please check our website regularly for the next installments. 

About The Hunter Group 

The Hunter Group LLC, Michigan’s Premier Executive Search Firm, was established in 1995 to serve the executive search needs 

of a variety of industries and is committed to identifying and attracting high caliber leadership and managerial expertise for its 

global client base through its international delivery network. 

About Podium Partners 

Podium Partners LLC is a boutique management recruiting firm that focuses on searches for entry level, middle management 
and technical positions. Podium Partners tackles the hard to fill searches for hiring managers and corporate recruiters by 
providing a personalized approach not typically found with other contingency search firms. 
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