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How The Predictive Index Helps You Retain Top Talent

Employee turnover is a challenge faced by organizations across industries, often resulting in significant financial costs, loss of institutional knowledge, and declining morale among remaining employees. While some turnover is natural, excessive turnover can signal deeper organizational issues. Studies indicate that a significant portion of turnover is preventable[footnoteRef:1], highlighting the need for proactive strategies to identify and address underlying causes. [1:  https://www.gallup.com/workplace/646538/employee-turnover-preventable-often-ignored.aspx
] 


One powerful tool in predicting and preventing turnover is The Predictive Index (PI), a science-based approach that enables organizations to leverage behavioral and cognitive data to make informed talent decisions. By utilizing The Predictive Index, organizations can gain insights into employee motivations, optimize job fit, and create work environments that foster long-term retention.

This white paper explores:
· The definition and measurement of turnover
· Common causes of high turnover rates
· The impact of turnover on organizations
· Strategies to reduce turnover and improve retention
· How The Predictive Index can help organizations build engaged, high-performing teams

With data-driven insights, businesses can transition from reacting to turnover to predicting and preventing it, ensuring long-term stability and workforce satisfaction.

Understanding Turnover: Definition and Measurement

What is Employee Turnover?

Employee turnover refers to the rate at which employees leave an organization within a given period. It can be categorized into:
· Voluntary turnover: Employees choosing to leave for better opportunities, dissatisfaction, or personal reasons.
· Involuntary turnover: Employees being let go due to layoffs, poor performance, or organization restructuring.

Tracking turnover rates is crucial for assessing organizational health and identifying retention challenges before they escalate.

Calculating Turnover Rate

The standard formula for calculating turnover is:Number of Departures in a Period
Average Number of Employees in the Same Period

        Turnover Rate = (         			       ) x 100   
An organization with 10 departures in a month and an average workforce of 200 would have a 5% monthly turnover rate.

To understand the implications of turnover, organizations should compare their rates to industry benchmarks. For example, industries like hospitality and retail naturally experience higher turnover than technology or finance.

The Impact of High Turnover on Organizations

High turnover has wide-ranging consequences, including:
1. Increased Recruitment Costs: Hiring and onboarding new employees require significant resources, with estimates showing that turnover costs can reach 50-200% of an employee’s annual salary[footnoteRef:2]. [2:  https://innosource.com/2024/03/14/the-cost-of-turnover/
] 

2. Loss of Institutional Knowledge: Departing employees take with them valuable experience, client relationships, and industry expertise.
3. Lower Employee Morale: High turnover environments can create instability and disengagement among remaining employees.
4. Productivity Decline: Vacant positions and constant retraining efforts disrupt workflows, leading to inefficiencies.
5. Damage to Employer Brand: An organization with high turnover struggles to attract top talent, as prospective employees may view frequent departures as a red flag.

Common Causes of High Turnover

Understanding the root causes of turnover is essential to developing solutions. Key drivers include:
1. Poor Job Fit and Misalignment
Employees who feel their role does not match their skills, interests, or expectations are more likely to leave. A mismatch between employee strengths and job responsibilities results in frustration and disengagement.
2. Inadequate Compensation and Benefits
Salary and benefits remain major factors in retention. Organizations that fail to offer competitive pay and attractive benefits risk losing employees to better opportunities.
3. Weak Leadership and Management
Managers play a pivotal role in employee satisfaction. Poor communication, lack of support, and inconsistent feedback contribute to disengagement and increased resignations.
4. Limited Career Growth Opportunities
Employees seek professional development and career advancement. Organizations that do not provide clear growth paths may see employees leave in search of better prospects.
5. Workplace Culture and Engagement Issues
A toxic or disengaging workplace culture fosters dissatisfaction. Lack of recognition, collaboration issues, and poor work-life balance are key contributors to turnover.



Strategies to Reduce Turnover

Organizations can take proactive measures to mitigate turnover risks:
1. Optimize Hiring and Onboarding Processes
· Use behavioral assessments like The Predictive Index to ensure role alignment.
· Structure comprehensive onboarding programs to integrate new hires effectively.
2. Strengthen Employee-Manager Relationships
· Train managers to offer consistent feedback, coaching, and support.
· Encourage regular check-ins and one-on-one meetings.
3. Offer Competitive Compensation and Benefits
· Conduct market salary analyses to ensure fair pay.
· Provide additional benefits such as flexible work arrangements, wellness programs, and tuition reimbursement.
4. Foster Career Development Opportunities
· Implement mentorship programs and skills training.
· Offer clear career progression pathways.
5. Enhance Workplace Culture and Engagement
· Recognize employee contributions regularly.
· Promote inclusion, teamwork, and a positive work environment.

How The Predictive Index Helps Prevent Turnover

The Predictive Index (PI) enables organizations to apply science-backed insights to workforce management. PI helps prevent turnover through:
1. Behavioral and Cognitive Assessments
PI assessments measure personality traits and cognitive abilities to ensure employees are placed in roles that align with their natural strengths.
2. Predicting At-Risk Employees
By analyzing behavioral patterns, PI can identify employees at risk of disengagement, allowing organizations to intervene proactively.
3. Improving Manager-Employee Relationships
PI provides managers with insights into team dynamics and communication preferences, improving leadership effectiveness.
4. Enhancing Team Performance and Collaboration
Understanding employees’ work styles allows organizations to build high-performing, collaborative teams.
5. Data-Driven Talent Strategy
PI helps organizations create targeted retention programs, ensuring long-term employee satisfaction and stability.



Case Study
VSECU's Transformation with The Predictive Index[footnoteRef:3] [3:  https://www.predictiveindex.com/company/customer-stories/
] 


VSECU faced challenges with employee turnover, particularly due to misalignment between employees' roles and the organization's culture and vision. Traditional hiring practices focused on candidates with banking experience, which did not always result in optimal job fit or performance.

To address these issues, VSECU restructured its human resources approach by dividing traditional HR functions into three pillars:
1. Training and Onboarding: Transferred to the operations department to ensure new hires were effectively integrated into the organization's processes.
2. Recruiting: Moved to marketing and business development to align hiring strategies with customer and business growth objectives.
3. Human Resources: Focused on employee relations and organizational culture.

With the assistance of The Predictive Index and its certified partner, The Cornerstone Group, VSECU implemented PI's Hire solution to redefine their hiring processes. This approach emphasized understanding candidates' behavioral drives and motivators to ensure alignment with specific roles and the organization's culture.

As a result of integrating The Predictive Index into their talent management strategy, VSECU achieved:
· Improved Job Fit: By focusing on behavioral and motivational alignment, employees were better suited to their roles, leading to increased job satisfaction and performance.
· Enhanced Employee Performance: Aligning roles with individual strengths and motivators led to higher levels of employee engagement and productivity.
· Realignment of Organizational Culture: The restructuring of HR functions and the emphasis on behavioral insights helped align the organization's culture with its strategic vision.

This case study demonstrates how The Predictive Index can be instrumental in transforming hiring practices, aligning organizational culture, and ultimately reducing turnover by ensuring employees are well-matched to their roles and the broader organizational environment.

Conclusion

High turnover disrupts business operations, but with The Predictive Index, organizations can predict and prevent it effectively. By integrating data-driven insights into hiring, engagement, and leadership development, organizations can create a workplace where employees thrive and stay for the long term.

Invest in The Predictive Index today to build a more stable, productive, and engaged workforce. Start transforming your retention strategy now.
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