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Departments minimize loss of
knowledge by being about
the before team

members leave state employment.

PROBLEM STATEMENT



U.S. employees are
open to leaving their
organization

Source: www.gallup.com/467702/indicator-employee-retention-attraction.aspx (Feb2023) ot R R R R



"Knowledge loss is perhaps the greatest corporate

Voluntarily left risk facing organizations today."

their job
MILLION

Median time with To I\/Iltlgate This Loss:
current employer * Retain employees

YEARS * Preserve knowledge

Employee retention cannot be

Public Sector the only strategy...

YEARS

Sources Bureau of Labor Statistics USDL-23-1193, USDL-22-1894 & The Journal of Knowledge Management (2018)



STATE SERVICE

11 years +
2015 - 2020

10 years
2022

Source: Talent Management Dashboard



WHY IS THIS AN ISSUE?

EMPLOYEES ELIGIBLE TO RETIRE IN
THE NEXT 5 YEARS

2%

of current workforce
11,780 STATE TEAM MEMBERS

Source: Talent Management Dashboard



1 out of every 4 team members voluntarily resigned state employment,
resighed from department, or retired

10,314 FTE left in 2022

Source: Talent Management Dashboard



STATE EMPLOYEE FEEDBACK

59% 60%

Employees receive the Managers in the | have had a helpful
training and organization provide professional development
development they need helpful coaching. conversation with my
to be effective in their supervisor in the last six
job. months.

Source: State of Missouri Quarterly Pulse Survey 16 (Feb. 2023)



CATTELL'S THEORY OF
INTELLIGENCE

Fluid Knowledge Crystallized Knowledge

*Solving Abstract Problems *Acquired Through Education,

in Novel Situations Experience, and Cultural

«Coghnitive Flexibility Background

Relies Little on Prior ‘Recalled Stored Knowledge

Learning (i.e., Like Riding a Bike)
Domain Specific Knowledge
(i.e., Subject Matter Experts)
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CAN KNOWLEDGE BE TRANSFERRED? (4/6@/1

Transfer of knowledge is supported by research.

Subject matter experts exist at a variety of stages
In their careers.

START NOW!
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Lee, J. (2001). The impact of knowledge sharing, organizational capability and partnership quality on IS outsourcing success. Information & Management, 38(5), 323-335. https://doi.org/10.1016/s0378-7206(00)00074-4
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ReallyW

about the

of the organization.

"Knowledge is not just what you know, but who you know and
how you work together."

Source: State of Missouri Quarterly Pulse Survey 16 (Feb. 2023)



WHAT WE'RE DOING ALREADY...

e Mentoring Program
e Walk-A-Mile
e Cross-Training

e Job Shadowing

e | eadership Walks
e Career Planning

e Engage Intertivrnd ENGAGE

BUILDING 7 et




ENGAGE IN ACTION

Refocus the conversation

Personal Growth

Receiving Training

Mentee
My processes

iIn ENGAGE
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GROWTH
IN MY CURRENT POSITION

* In what ways would you like to grow?
* What do you wish you could do more of?

* What projects are you most proud of?
* In what strength or skill areas would you

* If you prioriti
YOU prioritized 5
| ritiz of your mos
e . . ¥ Most
. tant job tasks, what Would that ool

like to develop?
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GROWTH
WHEN A CHANGE AWAITS

e Who are your key professional connections
that others need to know?

e Tell me about process maps or resources you
use for completing the tasks you currently do. ' i s thre o e
e What are you a subject matter expert in? - L O i
e Have you considered mentoring? COACHIN
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