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1 Introduction 

Managerial concern on employee turnover has suddenly become heightened (Prefer and Sutton, 2009, 

cited in Anders and Bard, 2010, pp1).  This concern is further excercabated as a result of the growing 

cost of replacing employees, or other general costs typically associated with employees like recruitment 

and training (Collins and Smith, 2006). Some of the specific concerns of managers and other concerned 

stakeholders are the negative consequences of high employee turnovers which are often reflected in 

product and service quality, consistency and stability of services exchanged for money with clients and 

customers in general (Trevor and Nyberg, 2008). Other consequences of unchecked growing rate of 

employee turnover could also be an increase in the client`s level of dissatisfaction with products and 

services being offered by such organization (Lin and Chang, 2005). Other related costs that emanate 

from an increase in the rate of employee turnover are described as the costs of voluntary turnover by 

Morrell et al (2004). Morell et al (2004) identifies direct and indirect costs of voluntary turnover as 

replacement, recruitment and selection, temporary staff, management time, morale, pressure on 

remaining staffs, costs of learning, product or service quality, organizational memory, and the loss of 

social capital (Dess and Shaw, 2001). As a direct response to the need to subdue the growing impact of 

employee turnover and also the rates at which it is growing, various management researchers have 

proposed numerous solutions that have either been proven conceptually or empirically.  

For example Anders and Bard (2010) proposed the development of processes intrinsically motivate 

employees as a potential solution to the unusual high turnover rates recorded globally, while 

Zimmerman and Darnold (2009) relate job performance with employee turnover rate. Zimmerman and 

Darnold (2009) are particularly of the opinion that employees who leave their jobs might have done so 

in either an environment so poor to induce a high level of job performance, or they might have quit their 

job when there is a consistent poor level of job performance over a period of time. Within this context 

Steer and Mowday (1981, cited in Zimmerman and Darnold, 2009, pp 2) are strongly of the opinion that 

an assessment of employee turnover that precludes a study of job performance might be referred as a 

huge oversight on the part of the management of such organization. Within this context the study of 

employee turnover as well as its attendant problems, costs and consequences has been 

comprehensively studied (Shaw et al, 1998), and a recent empirical and meta-analysis study of the 

phenomenon observed its influence in 800 different cases (Iverson, 1999).  But within the scope 

discussed above the impact of employee turnover on the rate of knowledge diffusion in organizations 

has received very little research focus (Madsen et al, 2002). Madsen and McKelvey (1996) argue that 

management research interests should however been shifted to the balance between a firm`s variation 

and its retention activities. Retention here refers to the ability of the firm to drastically reduce the 

turnover rates of its knowledge workers as they are largely responsible for the distribution of tacit 

knowledge and skills, or human capital across space and time (Almeida and Kogut, 1999 cited in Madsen 

et al, 2002). This situation is particularly crucial since the knowledge production mechanism of any firm 

us closely connected to the tacit knowledge and skill held by a firm`s members whether they are new 

members of established members (Madsen et al, 2002). Knowledge diffusion is described as the second 

phase of progression in any knowledge management chain (Melissa and Gretchen, 1999). Melissa and 

Gretchen (1999) identify knowledge creation, knowledge diffusion and knowledge implementation as 
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three generic and broad processes that any quantum of knowledge must progress through. A conceptual 

analogy given by Melissa and Gretchen (1999) argue that the technical prowess of a firm depends on the 

technical prowess of its employees which eventually determines the firm`s opportunity for knowledge 

diffusion within an innovative community. In a way the above author has shown conceptual evidence 

that connects a firm`s employees with the firm`s knowledge position. Thus the author`s findings both 

conceptual and empirical point to the fact that organizational knowledge diffusion can be impeded by 

internal factors in the organizations which act as barriers to the rate of diffusion. The need to carry out 

this exploratory study was premised on the perceived lack of sufficient research outputs that connect 

employee turnover with the rate of knowledge diffusion, whether internally or externally in modern 

organizations. Within this context the three core aims of this exploratory study are to add to the existing 

body of knowledge on employee turnover in modern organizations; add to knowledge management 

diffusions in modern organizations; and to highlight the existing conceptual and empirical evidences on 

the impacts of employee turnover on the rate of knowledge diffusion in modern organizations. By 

approaching this research from an inductive perspective built on phenomenology the exploratory study 

will be largely executed as a qualitative research with and a large collection of data from secondary 

sources. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



LV11067 

 

Reference 

Anders Dysvik and Bård Kuvaas, (2010) "Exploring the relative and combined influence of 

mastery-approach goals and work intrinsic motivation on employee turnover intention", 

Personnel Review, Vol. 39 Iss: 5, pp.622 – 638 

 

Almeida, P and Kogut, B (1999) Localization of knowledge and the mobility of engineers in 

regional networks, Management science, Vol 45, No 7, pp 905-17 

 

Collins, C.J. and Smith, K.G. (2006), “Knowledge exchange and combination: the role of human 

resource practices in the performance of high-technology firms”, Academy of Management 

Journal, Vol. 49 No. 3, pp. 544-60. 

 

 

Dess, G.D. and Shaw, J.D. (2001), “Voluntary turnover, social capital, and organizational 

performance”, Academy of Management Review, Vol. 26 No. 3, pp. 446-56. 

 

Iverson, R.D. (1999), “An event history analysis of employee turnover: the case of hospital 

employees in Australia”, Human Resource Management Review, Vol. 9 No. 4, pp. 397-418. 

 

 

Lin, S-c. and Chang, J-n. (2005), “Goal orientation and organizational commitment as 

explanatory factors of employees’ mobility”, Personnel Review, Vol. 34 No. 3, pp. 331-53. 

 

 

Morrell Kevin M, John Loan-Clarke and Adrian J. Wilkinson, (2004) "Organisational change 

and employee turnover", Personnel Review, Vol. 33 Iss: 2, pp.161 – 173 



LV11067 

 

Melissa Appleyard M and Gretchen  Kalsow A, (1999) "Knowledge diffusion in the 

semiconductor industry", Journal of Knowledge Management, Vol. 3 Iss: 4, pp.288 - 295 

 

Madsen Tammy L, Elaine Mosakowski and Srilata Zaheer, (2002) "The dynamics of knowledge 

flows: human capital mobility, knowledge retention and change", Journal of Knowledge 

Management, Vol. 6 Iss: 2, pp.164 - 176 

 

Madsen T.L and McKelvy B (1996) Darwinian dynamic capability: performance effects of 

balanced intrafirm selection processes, Best paper proceedings , Business policy and strategy 

divisions, Academy of Management, pp 26-30 

 

Pfeffer, J. and Sutton, R.I. (2006), Hard Facts, Dangerous Half-Truths, and Absolute 

Nonsense.Profiting from Evidence-Based Management, Harvard Business School Press, Boston, 

MA. 

 

 

Ryan D. Zimmerman and Todd C. Darnold, (2009) "The impact of job performance on employee 

turnover intentions and the voluntary turnover process: A meta-analysis and path model", 

Personnel Review, Vol. 38 Iss: 2, pp.142 – 158 

 

Shaw, J.D., Delery, J.E., Jenkins, G.D. and Gupta, N. (1998), “An organisation-level analysis of 

voluntary and involuntary turnover”, Academy of Management Review, Vol. 41 No. 5, pp. 511-

25 

 

Steers, R.M. and Mowday, R.T. (1981), “Employee turnover and post-decision accommodation 

processes”, in Cummings, L. and Staw, B. (Eds), Research in Organizational Behavior, JAI 

Press, Greenwich, CT, pp. 235-81. 



LV11067 

 

Trevor, C.O. and Nyberg, A.J. (2008), “Keeping your headcount when all about you are losing 

theirs: downsizing, voluntary turnover rates, and the moderating role of HR practices”, Academy 

of Management Journal, Vol. 51 No. 2, pp. 259-76. 

 

 


