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Abstract

The goal of organisations is efficient management leading to the efficient use of time, the minimisation of errors
and the improvement of the organisations’ productivity. The article focuses on the factor of knowledge continuity,
which can contribute strongly to productivity enhancement and simultaneously eliminate the impact of employee
turnover and subsequent loss of knowledge of its employees. The purpose is to reveal the current approach in
Czech organisations with regard to the causes of employee turnover and knowledge continuity as a critical part of
human resource management and to formulate relevant recommendation. The data evaluated here has been
obtained through two primary surveys of managers in organisations in the Czech Republic. The outcomes reveal
that efficient management, based on applying techniques of knowledge management and knowledge continuity
management, may eliminate the negative impact of employee turnover on the loss of knowledge in organisations.
The utilization of knowledge held by knowledge employees can contribute to the improvement of efficiency of
individual processes and in turn the productivity of the entire organisation. For management to be efficient,
managers have to use suitable methods of employee leadership and to create conditions that support knowledge
sharing, transfer and preservation. If appropriate conditions are established, employee turnover does not need to
lead to the loss of knowledge possessed by knowledge employees.
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1. Introduction left or is about to leave the organisation (Eucker,
2007; Miller, 2007; Haldin-Herrgard, 2000). Continui-
ty is a characteristic that has always been related to
knowledge, however, nowadays when the importance
of knowledge for organisations is on the increase,
organisations’ managers should be monitored even
more intensely. Managers should not only preserve
knowledge and transfer it efficiently within the organ-

The correct and efficient activity of managers is a way
of achieving the goals of the given organisation. At
present, organisations’ managers strive to preserve the
maximum amount of knowledge and prevent organisa-
tions from losing valuable and necessary knowledge
(ensure continuity) in case the knowledge holder has

© 2012 Published by VSB-TU Ostrava. All rights reserved. ER-CEREI Volume 15: 95-106 (2012).
ISSN 1212-3951 doi: 10.7327/cerei.2012.06.02

DSpace VSB-TUO http://hdl.handle.net/10084/94966 3/09/2012


https://core.ac.uk/display/10671882?utm_source=pdf&utm_medium=banner&utm_campaign=pdf-decoration-v1

DSpace VSB-TUO

96 Ekonomickd revue — Central European Review of Economic Issues 15, 2012

isation, but also ensure that knowledge is not lost if
knowledge employees decide to leave (Jenkins, 2009;
Prevot, 2008; Johannessen and Olsen, 2003). In order
to preserve an organisation’s knowledge efficiently, it
is necessary to integrate the so-called knowledge
continuity area into the general management of the
organisation. This article presents the outcomes of
surveys targeted at employee turnover and ensuring
knowledge continuity.

The aim of this article is to reveal the current ap-
proach in Czech organisations to the causes of em-
ployee turnover and ensuring knowledge continuity as
critical part of human resource management, as well
as to formulate relevant recommendation. The partial
goal is to identify types of organisations with regard to
their focus on employee mobility and thus knowledge
continuity. Using a sample of managers, the second
partial goal is to make proposals about how to elimi-
nate the unsuitable practices which were found using
background information from surveys. The
third partial aim is to test dependencies between
selected qualitative variables in relation to knowledge
continuity, ensuring the process of employee turnover
and confirming their validity or rejecting them at the
selected significance level.

The article deals with ensuring knowledge continu-
ity as a factor that can strengthen an organisation's
management in order to reduce the negative conse-
quences of staff turnover. Based on the literature
review, the paper presents the results of primary
surveys focused on the current situation in employee
turnover management and the level of involvement of
Czech organisations with regard to retaining talented
employees and ensuring knowledge continuity. To
validate the results, all the data will be presented
together with statistical verification. The results will
be presented in order to formulate suggestions for
organisations to improve employee turnover manage-
ment and ensuring knowledge continuity.

2. Theoretical background of the work

There are several trends occurring within the employ-
ment scene that suggest companies need to pay more
attention to turnover and retention issues. It is im-
portant to note that employee turnover significantly
affects overall financial performance (Bowes, 2010).
Lowering of negative employee turnover depends
mainly on human resources in the specific organisa-
tion, and on job relations, levels of satisfaction and the
interest of management in the main reasons why
employees leave (Branham, 2005; Deiblova, 2005;
Heathfield, 2010; Rei3, 2008). Successful organisa-
tions accept responsibility for the atmosphere of the
workplace (Zahorsky, 2010). It has been acknowl-
edged that employees rarely leave their job position,
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even when they feel confident and their needs and
wishes are satisfied, and even when better jobs are
being offered in another organisation. Most of the staff
prefer stability (Katcher and Snyder, 2007; Kociano-
va, 2010). Factors which contribute to employee
turnover have to be recognised and an organisation
has to develop strategies to overcome them (Bowes,
2010). The reasons for employee turnover can be
eliminated by detection.

According to Anagnoste et al., (2010) and Bratianu
(2008), at present organisations use the so-called
transformation management that supports the re-
source-based approach and makes working with
knowledge more efficient. By using transformation
management, the quality of processes may be im-
proved, efficiency enhanced (i.e. detection and elimi-
nation of bottlenecks in processes) and thus the
prosperity (success) of a given organisation increased
(Goldratt, 2009). Productivity is defined as the
achievement of results by individuals or group or
a measurement of an organisation and its processes
(Nenadal, 2001; Brockmann and Simmonds, 1997).
Transformation management is a process that changes
and transforms people so that that every alteration
made is valuable. Transformation takes place through
emotions, values, ethics, standards, long-term goals,
charisma, inspirational leadership, respect for an
individual and intellectual stimulation and includes the
assessment of employees’ motives (Bratianu, 2008;
Ramlall, 2004). This management style is based on
meeting the higher needs of employees. It leads to
self-fulfilment, self-regulation and self-control. It
creates needs among employees of which they were
not previously aware. Transformation can be achieved
by three means (Anagnoste et al., 2010; Bratianu,
2008; Ramlall, 2004):

e By improving the level of awareness of the
significance and value of work outcomes and
methods of their achievement

e By stimulating people to transmit their interests
into the interests of their team or organisation

e By changing the needs, as in Maslow’s hierar-
chy or by broadening the current spectrum of
needs

By encouraging and proper application of the
above-mentioned methods which support transfor-
mation management by organisations’ managers, it is
possible to achieve a better process of sharing, trans-
ferring and preservation of the knowledge held by
knowledge employees in these organisations.

A manager, i.e. an employee who is responsible
for the implementation or progress of certain activities
and goal achievement by the organisation, is also
a knowledge employee. To be able to perform their
job, they need certain knowledge, skills and character-
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istics. For the purpose of this contribution, three levels
of management, and therefore three types of manag-
ers, are recognised:
e Management at the basic level, line managers
(lower/operational/management)
e Middle management, middle-level managers
(middle management)
e The highest management level, top manager
(top management) (Somaya and Williamson,
2008; Béelohlavek et al., 2001).

Apart from the number of employees (moving to-
wards top management the number of employees
diminishes; the top position in the organisation being
occupied by one single manager), individual levels of
management also differ in the main focus of their
activities. Top management is characterised by the
predominance of strategic activities. Top managers are
responsible for the overall performance of their
organisation. The middle level of management has
a predominantly tactical nature. Middle managers
implement plans and strategic goals of the organisa-
tion’s management by co-ordinating the tasks per-
formed in a way to achieve the organisation’s preset
goals. The lowest level of management is commonly
dominated by operational management activities (Shih
and Chiang, 2005; Bélohlavek et al., 2001; Bedrnova
et al., 1998). Nonaka and Takeuchi (1995) prescribe
each management level a different role in working
with knowledge. Employees and lower management
(i.e. the lowest positions) play the role of knowledge
implementators while middle management consists of
knowledge engineers whose task is to transform tacit
into explicit knowledge. They are therefore irreplace-
able. Top managers hold the position of knowledge
managers who are responsible for the management of
knowledge at the organisational level (Miller, 2007;
Harsh, 2009).

Nonaka (1991) asserts that personal involvement
and the identification of knowledge employees with
the organisation and its mission are essential for
knowledge generation. Cabrera et al. (2006) state that
individuals who identify with an organisation’s goals
and culture will make a greater effort to share their
knowledge with colleagues. Organisations have begun
to realize that, in an ever-faster competitive environ-
ment, they cannot rely solely on their size and capital
strength, but need to rely primarily on their employ-
ees, i.e. knowledge employees. People who dispose of
knowledge and know how to use it will constitute the
only competitive advantage for each organisation
(Kachanakova and Stachova, 2011). The new trend of
knowledge management (the transfer of knowledge
among existing employees) and knowledge continuity
(the branch of knowledge management aiming at
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achieving knowledge transfer by leaving employees to
their successors) is also presented based on this.

One of the conclusions of the article is the fact that
ignoring the existence of knowledge continuity in
today’s economic situation could result in inefficient
management that neglects competitive advantage
driven by knowledge and subsequently leads to the
loss of knowledge held by departing knowledge
employees. In the end, this could cause a decrease in
the organisation’s productivity (Wong, 2009).

3. Materials and methods

The aim of the paper is to reveal the current approach
in Czech organisations to causes of employee turnover
and knowledge continuity as a critical part of human
resource management and to formulate relevant
recommendations.

The first part of the article deals with theoretical
approaches to issues of turnover and knowledge
continuity in organisations while the second part
analyses the findings of surveys carried out in the
Czech Republic. The article has been processed based
on the analysis of secondary sources, outcome synthe-
sis and the evaluation of results of a questionnaire
survey. With respect to the fact that the data collected
was obtained on a selective basis, it was necessary to
determine whether they were dependent attributes and
whether the findings could be generalised and applied
to the basic group.

Based on the literature review, the determinants of
reasons of employee turnover were deducted and main
factors constructed. In two successive surveys 29
determinants' were used to describe 7 main factors
causing employee turnover. Those factors are remu-
neration, certainty, relationships, recognition, commu-
nication, culture and expectations. The factors were
confirmed by the method of induction based on the
results of the surveys. For reasons of provable clear
understanding, the factors were structured as being,
analogically to the survey carried out by Gosling et al.
(2003), John et al., (2008) and Benet-Martinez and
John (1998). The conclusiveness of the outcomes was
supported by aggregation; by adding individually
tested items the superordinate item and the whole
were supported.” The conclusiveness of factors and
their determinants was tested by means of a correla-
tion analysis at the significance level of 0.01. The

! Statements used by the respondents to characterize the
main reasons to leave.

% Individual items of the construct sustaining final factors
were tested separately and their reliability was added up in
the whole.
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outcomes indicate a direct and strong dependence
between employee dissatisfaction with the identified
factors and the decision to leave their work position.
The factors were therefore used for further analyses.

The surveys focused on employees were complet-
ed by 100 respondents who left their jobs last year.
Employees were surveyed to found hidden reasons to
leave the organisation. The method used for data
collection in the first survey was CAWI (computer-
assisted web interviewing). The second, control
questionnaire was based on the CATI method (com-
puter-assisted telephone interviewing). The selection
of a representative sample of employee population
across sectors was carried out by contacting a random
selection of telephone numbers (from numbers regis-
tered at the Czech telecommunication office’), which
incorporates the advantages of multilevel random
selection (Disman, 2008). The sample was selected
solely for the purposes of the survey and included
employees or managers in the age category 20 to 55
who had left their job in the course of the past twelve
months. The measurement was based on closed
questions with one or several possible answer(s)
(Hayes, 1998) that had been selected based on the
study of literature, documents and other related
surveys carried out by the following authors: Branham
(2005), Hackman and Oldham (1980), Meyer and
Allen (1991) and Katcher and Snyder (2007).

One additional research focus on managers took
a part of the whole study to compare views of both
parts of work process. The third type of questioning
focused on managers and used the same topics as were
used in the first and second survey. Special attention
was focused on use of information about employee
turnover, knowledge of why employees leave and if an
organisation takes care about costing employee
turnover and wishes to keep trained employees.
Questions were open and managers could speak about
the theme. The respondents were selected from vari-
ous sectors in order to create a representative sample.
The analysis was carried out using the Microsoft
Excel 2007 and SPSS programmes. The conclusive-
ness of the outputs and relationships obtained were
supported by the tools of descriptive statistics, the
analysis of dispersion, parametric tests and correla-
tion, regression and determination, which were used to
review the outcomes.

The data for the evaluation of relationships be-
tween identification variables in area knowledge
continuity ensuring were gathered by using a quantita-

3 Respondents were firstly asked if they willingly left their
last job in past 12 months. If agree, they took a part of the
survey.
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tive survey, i.e. a questionnaire survey, in which 167
higher and middle management managers from
various organisations took part/ The branch from
which the organisations operate was been taken into
account. The questionnaire contained 19 questions (15
closed and 4 semi-open) on the knowledge sharing
and knowledge transfer and 8 identification questions.
The questionnaire was distributed to 814 respondents.
The overall questionnaire return was 20.52%, i.e. 167
respondents took part. 55.1% holds a senior manage-
ment position, 68.9% have university education,
45.5% are in the age group 46-62 years, 70.1% are
employees of Czech organisations, 51.5% work in
tertiary sector and 38.9% work in the primary sector.
76.6% of respondents were male. For a selective set of
questionnaires of managers (167) at the middle and
higher levels of management, the prevalence of men in
managerial positions over female managers in organi-
sations in the Czech Republic can be statistically
supported by data from the Czech Statistical Office
(CSO). According to the CSO, in 2009 77.5% of
higher managerial positions were held by men, while
female employees occupied only 22.5% of these
positions, which also confirms the structure of re-
spondents in the survey carried out in 2010. Women
are more frequently appointed to positions in lower
management.

The survey was focused on managers:

e Who were part of managerial units (liable for
the running of the organisation or group per-
formance) that were focused, on an increasing
scale, on sharing, transferring and preserving of
knowledge of employees who were about to re-
tire or leave to join a competitor (responsible
for knowledge transfer in the organisation).

e Working with knowledge base and with the
aim to enhance it.

e Who themselves were knowledge employees
with critical knowledge or monitored employ-
ees with such critical knowledge.

The data were processed by means of absolute and
relative frequencies using the Lime Survey application
and the Excel 2007 programme. Testing was done by
Pearson Chi-Square test in association table and
contingency table. The power of dependence was
determined by the correlation coefficient and Cramer's
coefficient. The presented results could be generalized
on selected sample.

4. Results

In this section, we will describe findings from the
primary surveys regarding causes of employee turno-
ver in consequence with knowledge continuity ensur-
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ing. The results of statistical tests and analyses are
presented below.

4.1 Working with information about the causes of
employee turnover in organisations

The results of a survey focused on use of information,
rate, time series, reasons and consequences of turnover
in organisations are stated in Table 1. It is clear that
reference sample of organisations do not work with
leaving interviews and possibilities, which are hidden
in the monitoring of employee turnover.

Table 1 Monitoring of turnover in organisations

Yes No
Workflow Abso-| ,, |Abso-|
lute* & lute* o
Use of leaving interview 14 45 17 55

Retention of results of leaving

. . 17 | 55 14 | 45
interviews

Leaving interview initiated by

: 21 68 10 32
supervisor

Costing of employee turnover 20 65 11 35

Use of employee turnover rate 14 45 17 55

Use of time series of employee

9 29 22 71
turnover

Individual evaluation of turnover

rate for managers/departments 8 26 23 74

Comparison of manag-

ers/departments 3 10 28 20

Use of results and ups downs of

8 26 23 74
turnover

Monitoring of costs and incomes

ber emploge 14 | 45 | 17 | 55

Unexpected leaves of employees
are common

14 | 45 17 55

Discussion upon comments of

. 30 | 97 1 3
leaving employees

Effort to maintain trained

22 | 71 9 29
employees

Average’ - 48 - 52

Organisations tested in a survey used leaving in-
terviews in just 45% of all cases. That implies the
existence of great reserves in retention management in
organisations in Czech Republic. Thus, other catego-

* Absolute number of surveyed organisations. The total
number of surveyed managers was recalculated with regard
to the number of organisations surveyed. Thus absolute
number characterizes the sum of different types of organisa-
tions.

° The average was calculated as being the sum of all items
related to the monitoring of turnover in organisations
(percents of usage) and divided by total number of studied
workflows presented in the Table 1. The average stands for
average monitoring of turnover and use of workflows
mentioned in organisations surveyed.

DSpace VSB-TUO

http://hdl.handle.net/10084/94966

ries related to the monitoring of employee turnover are
dependent on using leaving evaluation forms. If an
organisation does not work with leaving interviews, it
is rarely expected that it would be deeply interested in
retention management, because in such an organisa-
tion, the most important tool and information source is
not being used for further analyses and results. The
results of leaving interviews were saved in organisa-
tions in 55% of cases, but nobody was working with
them and exploring their potential uses (use of leaving
interviews and related information was 10% lower
than saved ones). If organisations do not use leaving
interviews, they lose not just money and time spent on
the leaving interviews but also time and money wasted
on formal meetings with employees and supervisor
which is meaningless and does not help to one or
another. All persons related to this senseless just spent
their time with no reason and organisation pay for this
wasted time to all participants, which unnecessarily
higher personal cost. Referred sample of managers
mentioned that leaving interview is usually initiated
by supervisor of leaving employee, because of pre-
scription of internal organisation rules. But as it is
possible to see in Table 1, leaving interview is com-
monly used in just 68% of monitored organisations,
the rest of managers do not use leaving interview and
employees leave without getting feedback to the
organisation.

Costing of turnover is regarding to the answers of
monitored managers is used in 65% of organisations.
This implies a higher awareness of the necessity to
monitor turnover and its impact on an organisation,
but 35% of organisations still do not appear to be
concerned about turnover costs and do not have any
overview of the amount of loses which are caused by
this phenomenon. The fact that some organisations
carry out costing of turnover but do not pay attention
to information from leaving interviews is bewildering.
This shows that supervisors only formally follow the
rules of the organisation but do not analyse the situa-
tion in order to eliminate negative practices and thus
lower turnover and its costs. Turnover rate is being
used by only 45% of managers being referred. This
shows that 49% of managers do not have any idea
about turnover rate in the organisation or department
where they work. Ignorance of turnover rate also
suggest no possibility of counting turnover costs and
this confirms assumption that costing of turnover is
only a formally mandated obligation, which does not
reflect the real situation in organisations.

Following four monitored items in Table 1 (Use of
time series of employee turnover, Individual evalua-
tion of turnover rate for managers/departments,
Comparison of managers/departments and Use of
results and ups downs of employee turnover) follow
the overall ignorance of turnover rate in organisations
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and prove inadequate use of the potential which is
hidden in the reports from leaving employees. Time
series are used in less than one third of referred
organisations; 71% of organisations do not have any
overview about changes of turnover or if it for exam-
ple reaches a tolerable or long term maximum or if it
comes to a situation which requires intervention.
Individual evaluation of departments or managers is
used only in 26% of cases, 74% of sample cannot tell,
if there are for example only one or a few problematic
managers, where intervention into a few persons
behaviour could solve the entire situation without the
need to change of the whole corporate culture or to
create innovation in organisational processes. Organi-
sations should focus on achieving thorough recogni-
tion of the real source of problems, because small
local change is considerably less expensive than
changing the whole or a large part of an organisation.
The suggestion also supports the statement of manag-
ers that individual evaluation of departments or
managers are needed only in 10% of cases and the
vast majority of findings stay unused because results
and turnovers claims only 26% of referred organisa-
tions. Again, it is possible to recognize the bureaucra-
cy of organisation in the monitoring of turnover.
Managers only carry out their work and follow inter-
nal rules with no insight or knowledge about why are
they doing so and results are not used in three quarters
of organisations.

The costs-benefit ratio per employee and his/her
potential utility and value for an organisation as an
amount of potential loss if the organisation would lose
that employee is monitored in 45% of organisations.
More than half of firms do not have any view about
how and which employees are beneficial and produc-
tive. This can provoke a lack of involvement in
recognition if it is better for an organisation to dismiss
an employee as he/she is no longer beneficial to the
organisation and can be easily replaced by other more
suitable employees if he/she shows an interest of
leaving the company and they try to convince him/her
to stay. Monitoring of the cost-benefit ratio is suggest-
ed to organisations not just because of turnover and
retention decisions, but also for purposes of perfor-
mance management. It is surprising that such a useful
tool is only being used in half of the organisations.

Managers know their subordinates and pay atten-
tion to them only in 50% of cases; 45% of the manag-
ers confirmed that their employees would often leave
job positions suddenly without warning. Low
knowledge of subordinates or disregard of impulses
from disaffected employees could be the reason. On
the other hand, almost all referred managers (97%)
stated that they discuss comments with leaving em-
ployees. As it is possible to see in Table 1, those
comments are most probably never used. It is only a

http://hdl.handle.net/10084/94966

formal affair, which does not lead to desired change.
The survey proves this; 71% of employees stated that
they discussed their real reasons for leaving with their
supervisor or other managers in the organisation, but
that nothing had been offered to them which would
change the situation and make them stay (in 76%).
This was counterproductive, because 54% of referred
employees were open to changing their mind during
the period of decision if the inconvenient conditions
were changed or eliminated.

Moreover, 71% of managers stated that an effort
had been made to keep tranied employees. This
percentage is relatively high, but it is a result of
prevailing attitudes, because the above mentioned
analysis of the current situation implies that managers
do not know anything about their subordinates, do not
monitor reasons for their disaffection and getting into
conflict situations. The managers are perceived not to
care about their feelings, so employees leave sudden-
ly. On the other hand, in 71% of cases employees
stated that the organisation did not try to stop them
leaving. Thus it is possible to say that the statement of
managers that they try to maintain employees is
generally overstated.

4.2 Knowledge continuity ensuring in organisa-
tions

The largest group of managers contacted hold a higher
management position, have a university degree,
belong to the 4662 age group, lead teams of up to 5
employees and are primarily employed by Czech
organisations. The survey has also shown that all
managers share their knowledge with their colleagues
in the organization. However, the extent of sharing
differs. 45 respondents (26.9 %) said that they shared
knowledge, but not all of it as they were the only ones
who could have such knowledge. This group consisted
of auditors and IT employees with security clearance
who, in order to perform their job needed a certificate
reflecting the education, experience and practice of the
given person. Other managers (17.4 %) responded that
they shared only part of their knowledge as they
wanted to maintain a certain advantage of knowledge
ownership and to have a competitive advantage
compared to others. Only 55.7% of respondents tried
to share all their knowledge.

A total of 149 managers out of 167 (89.2 %) were
willing to train a young promising employee who
could become their successor. In total, 44.9 % of
respondents had some experience with a mentor who
provided them with initial training at the beginning of
their management career. These respondents truly
appreciated the co-operation with their mentor. Also
74.9 % of respondents said that it was impossible to
perform a managerial position without previous
training assisted by a more experienced employee.
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Only 25.1 % of respondents started their position
without being trained by another employee.

A total of 54.5 % managers mentioned that they
had experience of knowledge and experience record-
ing within the frame of their position, but only to a
limited extent (e.g. without knowledge that would
deprive them of their competitive advantage). 85.6 %
of respondents recorded knowledge and experience
associated with their position and 76 % of respondents
also recorded knowledge and experience of their
subordinates. 40.1 % of respondents stated that they
elicited and recorded knowledge of their subordinates
on their own initiative while 35.9 % said that this was
a company regulation. The majority of organisations
for which respondents work use knowledge databases.
The survey has shown that 33.5 % of respondents’
organisations employ, in the long run, special tools
and databases designed for recording employees’
knowledge and experience. A total of 38.3 % of
respondents stated that they did use such tools but
only from time to time and that this activity had no
prescribed form. Other respondents stated that they
had no such tools at their disposal and therefore did
not apply them.

The survey also revealed that a total of 70.1 % of
respondents (117 managers) transfer knowledge to
other employees because it gives them a feeling of
satisfaction if knowledge is spread across the organi-
sation (so-called altruism). For 25.7 % of respondents
the most important reason for knowledge transfer is
the expectation that if they provide a piece of
knowledge to someone, in the future (when they need
it) they will be provided with a piece of knowledge in
return — so-called reciprocity. Only 4.2 % of managers
stated that their reason for knowledge transfer is the
improvement of their image (reputation).

When an employee retires or leaves to join a com-
petitor, organisations provide a successor in 66.5 % of
cases. This is to ensure that the successor will take
over the employee’s knowledge and experience.
Another 34 managers (20.4 %) stated that when
someone was due to leave, they elicited and recorded
his/her selected (critical) knowledge and experience
that was crucial for the given organisation.

Also, 61.7 % of managers were motivated to trans-
fer knowledge to their successors when they leave an
organisation, out of which 38.3 % stated that they
were stimulated by the organisation to share and
transfer knowledge. Managers were also given the
option to state how they were stimulated and subse-
quently motivated to share, transfer and preserve
knowledge and experience. For example, 13 respond-
ents mentioned a financial bonus for the leaving
employee. Two out of these respondents mentioned
that they also imposed financial penalties in the event
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that the leaving employee was unwilling to transfer
the position-related knowledge and experience to their
successor. Four respondents stated that this area was
part of their organisational culture. Other managers
(36) responded that knowledge and experience shar-
ing, transfer and preservation (document archiving,
handover document drafting, database completion,
successor training, checking (supervising) the trained
successor, etc.) was requested from a leaving employ-
ee. However, this was not anchored in the organisa-
tional culture. If knowledge continuity ensuring was
not part of the organisational culture, organisations
relied on a good long-term working relationship with
the leaving employee at his/her workplace and person-
al arrangements through which the employee would be
encouraged to train his/her successor.

Based on the information obtained from the ques-
tionnaire, it is possible to say that organisations place
more emphasis on the transfer of tacit rather than
explicit knowledge (which is easier to obtain and
transfer). The survey has demonstrated that tacit
knowledge is usually transferred through informal
meetings in organizations, as mentioned by 59 re-
spondents (i.e. 353 %). To transfer explicit
knowledge, e-learning applications are used in the
majority of cases.

A total of 73 % of respondents said that if an em-
ployee with critical knowledge left, this would threat-
en the organisation. 39.5 % of these respondents (i.e.
66) stated that the organisation would be jeopardised
by a leaving employee with critical knowledge be-
cause the organisation would lose the knowledge
while 33.5 % of respondents mentioned the threat of
utilization of the knowledge by their competitor.

The results of the article provide 13 hypotheses
leading to the fulfilment of the set goal. Of the given
zero hypotheses, 8 have been rejected, i.e. there is
adependency between the qualitative attributes
examined, while 5 zero hypotheses could not have
been rejected, i.e. there is no dependency between the
qualitative attributes examined. The results of testing
the below mentioned working hypotheses are shown
in Table 2.

Statistical tests show that the experience with
knowledge continuity ensuring is not dependent on the
sector, but is on the size of the organisation, i.e.
respondents from large organisations have more
experience in this area compared to respondents from
smaller organisations. In total 50.3 % of managers
included in the survey responded that they had never
come across the idea of ensuring knowledge continui-
ty. It is therefore possible to say that the issue of
ensuring knowledge continuity has not been on the
agenda of the selected group of managers. The highest
number of managers (71.7 %) had at least once expe-
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rienced knowledge continuity, ensuring work in
organisations with more than 250 employees.

According to the results of the survey, the zero hy-
pothesis that knowledge sharing is not determined by
sector has not been rejected either. The survey has
also revealed that managers’ experience with mentors
is determined by their age. The scope of recording of
subordinates’ knowledge is dependent on the size of
the organisation and the number of direct subordi-
nates. It is also dependent on whether it is a Czech or
foreign organisation; foreign organisations tend to
record knowledge more than Czech organisations.

Neither has the dependency between the position-
related knowledge and experience recording and the
recording of subordinates’ knowledge been rejected.
Dependency has been determined between the qualita-
tive attributes examined, i.e. a respondent who does
not record knowledge and experience within his/her
position in the organisation, neither elicits or records
subordinates’ knowledge and experience. Recording
position-related knowledge, however, does not depend
on the period spent in office.

The extent to which employees are stimulated to
transfer knowledge and experience is determined by
the size of the given organisation. The results show
that the strongest stimulation and in turn motivation is
provided to employees in large organisations (65.2 %),

Table 2 Testing among selected qualitative characteristics

followed by small organisations of up to 19 employees
(26.8 %) and then organisations employing from 20 to
99 employees. The reason for knowledge transfer,
however, is not influenced by the sector and the
willingness to train successors does not depend on the
period spent in office.

Whether respondents perceive an employee’s leav-
ing as a threat to the organisation depends on the
origin of the organisation (Czech, foreign), its size and
the sector in which the given organisation operates.
The survey has shown that a total of 29.1 % of re-
spondents in Czech organisations think that if an
employee with critical knowledge leaves, this repre-
sents a threat to the organisation. The same applies to
64% of respondents from foreign organisations or
organisations with Czech participation. 44 respondents
(37.6 %) from Czech organisations and 12 respond-
ents (24 %) think organisations are jeopardized by the
utilization of the employee’s knowledge by competi-
tors. The results show that the majority of respondents
who think that the leaving of an employee with critical
knowledge is a threat for organisations are employees
in organisations with over 250 employees, followed
by organisation with up to 19 employees. The threat of
utilization of knowledge by competitors is evident
primarily in organisations with up to 19 employees.
A total of 47.7 % of respondents from the tertiary

No. | Null hypothesis p value | Denial Z: 11:1((1)-10 Depend-
’ yP XZ HO err)lce ence

1 | Experience with knowledge continuity ensuring is not depend on the sector. 0.371 no X X

) Exper}enge with knowledge continuity ensuring is not depend on the size of the 0.001 Jes 0323 | middle
organisation.

3 | Knowledge sharing in the organisation is not depend on the sector. 0.494 no X X

4 Exper.lence .of respondents with mentor which allowed them to learn from his/her 0015 yes 0188 | weak
experience is not depend on age of respondents.

5 Recording of knowlefige within the position is not depend on recording the 0.007 Jes 0291 | weak
knowledge of subordinates.

6 Recho.rdmg of knowledge within the position is not depend on the length of the 0377 o X X
position held.

7 The use of 1nstmmepts to record the knowledge subordinates is not depend on the 0.042 yes 0280 | weak
size of the organisation.

3 The use of 1r_1struments to record the knowledge subordinates is not depend on the 0.031 Jes 0204 | weak
number of direct reports.

9 Stlmulatlpg qf leaving workers with critical knowledge is not depend on the size of 0.000 yes 0354 | middle
the organisation.

10 | The reason for the transfer of knowledge is not depend on the sector. 0.315 no X X

11 | Willingness from learn of successor is not depend on the length of the position held. | 0.425 no X X

12 A threjat arising from the leaving of an employee with critical knowledge for the 0.037 Jes 0248 | weak
organisation is dependent on the sector.

13 A thregt arising from the leaving of an employee Wlth crljtlcal knowledge for the 0.005 yes 0332 | middle
organisation is not dependent on the size of the organisation.
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sector think that the leaving of an employee with
critical knowledge represents a threat to organisations
and 31.4 % think the threat lies in the utilization of
that knowledge by competitors. The second most
numerous category is that of the primary sector, where
29.2 % were convinced that it indicates a threat and
32.3 % were concerned by the possibility that the
knowledge would be used by competitors.

4.3 The importance of knowledge continuity for
management of organisation

The purpose of the management process is to enhance
an organisation’s productivity and one of the ways to
achieve this is high quality human resources manage-
ment, including efficient knowledge management. The
knowledge of individual employees (teams) deter-
mines the productivity of the given department and in
turn the productivity of individual departments deter-
mines the productivity of the organisation. Individual
managers in organisations should realize this and lead
individual teams in a way that will encourage employ-
ees to share, transfer and preserve knowledge and thus
contribute to the efficient management of the organi-
sation as a whole.

It is important to realise that general organisational
strategy consists of individual strategies that need to
support the overall strategy of the organisation. These
strategies refer, for example, to the following areas:
information, personnel, production and ensuring
business activity continuity. Individual strategies
should be optimised with the aim of creating
asynergic effect and achieving fulfilment of the
general organisational strategy. Simultaneously,
applying personnel strategy and knowledge strategy
can contribute to the fulfilment of the general organi-
sational strategy.

The strategy is also supported by organisational
culture and it is important to realize that if organisa-
tional culture fails to encourage knowledge continuity,
knowledge and experience of individual employees
will not be fully used and organisational knowledge
will not be enhanced. Therefore the area of knowledge
continuity ensuring should go hand in hand with the
general strategy of the organisation and its organisa-
tional structure. It is therefore possible to say that
knowledge continuity influences the strategy and its
ensuring is important for the strategic management of
the organisation.

5. Discussion

Organisations’ managers have started to realize that in
an increasingly competitive environment they cannot
rely solely on the size of the organisation and its
capital strength, but need to focus primarily on their
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employees, i.e. knowledge employees who are holders
of both explicit and tacit knowledge.

Managers are knowledge employees as they lead
their teams towards set goals. They also need certain
knowledge, skills and characteristics to perform their
jobs and these need to be developed on a continuous
basis. Their work potential, which creates
a competitive advantage in the business environment,
needs to be improved. Managers need to stimulate and
subsequently internally motivate knowledge employ-
ees to transfer knowledge to their successors in order
to ensure knowledge continuity. If they fail to ensure
it, this can inhibit productivity.

Knowledge continuity ensuring, i.e. the transfer of
key knowledge from a leaving employee to his/her
successor, is necessary in relation to employees who
are crucial for the fulfilment of an organisation’s main
goals and who are highly in demand in the labour
market (a situation which is not favourable for the
organisation). From the organisation’s perspective,
these employees are the most endangered and it is
particularly necessary to determine the causes of
turnover of these employees and consider tools for
their retention. Subsequently it is necessary to ensure
knowledge continuity to preserve their knowledge and
prevent its loss, provided they leave the organisation.

Today’s information and knowledge oriented
economy places a strong emphasis on intellectual and
knowledge assets. An efficiently implemented concep-
tion of knowledge management and knowledge
continuity management will enable an organisation to
achieve improvements in the following areas:

Reinforcement and acceleration of company pro-
cesses thanks to the reduction or elimination of redun-
dant operations.

e Acceleration and enhancement of innovations
thanks to free internal flow of ideas and no-
tions.

e Reduction of employee turnover thanks to their
greater involvement in company knowledge
processes.

e Improvement of customer service by respond-
ing more efficiently to customers’ needs.

e Improving the procedures by shortening the
product development phase and the time before
its launch on the market.

These conceptions are determined by the individu-
al employees as the organisation uses their education,
experience, knowledge and abilities. This is closely
connected with the increasingly repeated term
‘knowledge economy’. We can provide a comparison
of the amount of investment in knowledge and in-
vestment in machinery and equipment incurred by the
Czech Republic and its neighbouring countries. In the
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Czech Republic this amounts to 19.6%. However, the
average figure in the European Union is 44%. Some of
the countries in the European Union have a true
knowledge economy — in particular Finland (73.3 %)
and Sweden (82.8 %). This fact also contributes to the
complexity of perception of efficient knowledge
management in organisations, with particular respect
to minimising the loss of knowledge in the event of
qualified employee turnover.

6. Conclusion

An analysis of practical use of employee turnover
rates in organisations revealed an overview of struc-
ture and relations between the organisational practices
used to monitor employee satisfaction and the disaf-
fection which leads to turnover. Relations between
monitored practices in organisations give us four
possible approaches to employee turnover. Firstly,
managers only formally monitor employee turnover,
in order to follow internal organisational rules. They
interview employees as requested, and save the
results, but nobody uses or analyses them and they do
not affect the consequential turnover rate. Secondly,
attitude is characterized by deeper analysis of results
of leaving interviews, address comments, time series
analyses and solving of problems caused by attitudes
of single managers or departments in order to elimi-
nate negative turnover which was already found in
organisation. Thirdly, a group of organisations pro-
filed from those who are trying to avoid negative
turnover rate by the deep knowledge analysed from
leaving interviews and employees’ comments and
impulses, following a time series and other analyses
and tests to apply the results. Fourthly, a group of
organisations (which is relatively large — on average
52% of all referred organisations) does not use leaving
interviews or any other forms of monitoring of em-
ployee turnover. Thus, turnover is not usually man-
aged in referred organisations and the effort to objec-
tively solve negative employee turnover is applicable
only to minimum of referred managers. Thus, inter-
vention in the system of turnover management is
suggested, together with a top management’s greater
emphasis to already existing practices, which are very
often ignored by the line managers.

At present, organisations place considerable em-
phasis on the knowledge and skills of their managers.
Due to the high level of turnover in the labour market,
organisations sometimes have to face the fact that
senior managers will refuse to transfer knowledge to
newcomers. Turnover can also have a positive impact
too as taking on a new employee can lead to better
performance, but unfortunately we are not able to
determine how long this will last. Therefore it is
necessary for managers to ensure sufficient transfer
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and sharing of knowledge and the experience of
employees who are holders of critical knowledge in
the given organisation and may represent a threat to
the organisation’s results. Employee turnover is a
natural phenomenon. However, it is important to
determine its causes. To ensure efficient HRM, such
determination requires co-operation on the part of
managers and human resources specialists.

The basic elements of successful management, in-
cluding eliminating employee turnover and ensuring
knowledge continuity for organisations can be de-
scribed by three important ideas: finding people who
have knowledge and are willing to share it (ask and
listen); implementing processes to simplify knowledge
sharing, and verifying and extracting elements of the
common reliable technological infrastructure permit-
ting knowledge sharing.

This paper has examined the current approaches of
Czech organisations to employee turnover and thus
knowledge continuity. Less than half of the monitored
organisations could be seen to be taking sufficient care
regarding the effects of mobility and in ensure
knowledge continuity. It can be suggested, therefore,
that the rest of the organisations need to improve their
approach to leaving employees (i.e. to monitor em-
ployee turnover, conduct leaving interviews and
examine their results) in order to retain talented
employees and to ensure that effective knowledge
sharing occurs. In conclusion, it is also possible to say
that ensuring knowledge continuity helps to eliminate
the negative elements in the turnover of knowledge
employees.
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