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Retention of Top Performers
Conventional wisdom says that  
employees will depart if they are dis-
contented but that money will make 
them stay. This is likely an oversimpli-
fication. People stay in a job—or leave 
it—for a variety of motives.

This theory was clearly seen from re-
spondents’ answers to LGWS in Figure 
3, where more than twice the number 
of respondents said that good manage-
ment, culture, and quality of cowork-
ers were more important to them than 
compensation and benefits.

It goes without saying that employ-
ees want to be well compensated, but 
savvy managers should recognize that 
staff members are searching for other 

kinds of satisfaction, primarily related 
to professional growth and opportuni-
ties to make a positive difference to the 
organization of which they are a part. 

Managers must also recognize that 
younger employees are often undergo-
ing a continuous job search and seek-
ing potential opportunities that are a 
better fit for their lifestyle and career 
plans. According to Fortune, almost 
90 percent of employees1 are already 
looking for work outside their current 
occupations, and research from Career 
Builder shows nearly one-third of em-

ployers expect workers to job hop on 
a much more extensive basis than they 
have historically.2 

Another common management belief 
that must be reexamined is the general 
feeling that high employee turnover is 
bad and low turnover is good. In mon-
itoring turnover in your organization, 
it is much more important to measure 
“regrettable” turnover—the number 
of departing employees whom you 
would desire to keep.

Exit interviews are important, but you 
also should do retention interviews. 
Meet with employees you consider 
as your top talent and ask them one 
question, “What more can we do as an 
organization to challenge you?” Most 
likely, you will discover that top per-
formers value and seek several key or-
ganizational factors:

• Flexible work programs. Such in-
novative organizational approaches
as job sharing, flexible hours,
and telecommuting can help
your organization be more at-
tractive to women, millennials,
and older workers.

LGWS responses (Figure 3) un-
derscore the importance young

Figure 2. Attractions for People to Work for Local Government.

Figure 3. Reasons Why People Continue Careers in 
Local Government.

Local government lead-
ers who want to build 
their twenty-first- century 
workforce need to discard 
the “we’ve always done 
it that way” approach in 
favor of progressive and 
practical strategies and 
tools to attract, retain, 
and optimize talent.

• Make an impact on
community/public service

• Influence policy/government
• Stable employment, benefits,

pay, flexibility
• Interesting environment
• Provide services
• Family influence
• Opportunity to advance

•  Job stability, flexibility,
location, work-life balance.

• Impact community.

• Interesting/innovative work.

•  Good management/orga-
nizational culture, quality
coworkers.

• Compensation/benefits.
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