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About This Research

* Motivation: Workforce turnover is costly, and retaining public sector
employees is important for sustaining essential public services.

 Data: Information collected from state-administered public pension

plans, including turnover assumptions, supplemented with Public
Plans Data (2001-2025).

 Analytical Sample: 136 state-administered public pension plans

representing 203 plan-employee groups and 12.8 million active
members.
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Key Finding

Public Workforce Retention Stabilizes After the
Five-Year Mark
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More than half of new hires leave within 5 years with
retention, but retention stabilizes thereafter

Employee Retention

Average probability of remaining employed by years of service
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Source: Authors' data collection from state-administered public pension plans, supplemented with selected information from the Public U.l.” National Institute on
Plans Data (2001-2025). See Appendix B for additional details. ~=— Retirement Security
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Key Finding

Retention Varies by Workforce and Pension Plan
Characteristics
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Retention is highest in police/fire plans, followed by teacher
plans

Employee Retention, by Employee Group
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Retention is highest in hybrid-only and DB-only plans

Employee Retention, by Plan Type

Average probability of remaining employed by years of service
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Retention differs relatively little by vesting period

Employee Retention, by Vesting Period

Average probability of remaining employed by years of service
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Key Finding

Average Retention Masks Substantial Variation
Across Individual Pension Plans
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Retention varies substantially across individual teacher
plans

Employee Retention in Individual Plans Covering Teachers, by Years of Service

Probability of remaining employed in each plan
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Note: Individual plan curves are shown in green. The red line represents the average across plans, weighted by the number of active
members.

Source: Authors' data collection from state-administered public pension plans, supplemented with selected information from the Public National Institute on

Plans Data (2001-2025). See Appendix B for additional details. ___‘_L[J_ﬂ:__‘ Retirement Security
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Retention varies least for general employees and most for
police/fire plans

Probability of Remaining Employed Through 5 Years
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Source: Authors' data collection from state-administered public pension plans, supplemented with selected information from the Public Plans Data (2001-2025).
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Over career horizons, variation in retention increases among
police/fire plans

Probability of Remaining Employed Through 30 Years
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Source: Authors' data collection from state-administered public pension plans, supplemented with selected information from the Public Plans Data (2001-2025).
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Key Finding

Early-Career and Later-Career Retention Are
Distinct Workforce Challenges
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Employees who reach 5 years have much higher long-term
retention

Retention Among All New Hires and Those Who Reach 5 Years of Service
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Differences in retention across employee groups harrow
substantially among those who reach 5 years

Retention Among All New Hires and Those Who Reach 5 Years of Service, by
Employee Group

Average probability of remaining employed at selected years of service
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Key Finding

Differences in Retention Translate Into
Substantial Differences in Expected Years of
Service Over a Career
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Police/fire and teacher plans have the highest expected years
of service per new employee

Expected Years of Service per New Hire, by Employee Group

Average completed years of service over selected career horizons
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Differences in expected years of service nharrow among
employees who reach 5 years

Expected Years of Service Among Employees Who Reach 5 Years, by Employee Group

Average completed years of service over selected career horizons
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The FPPA Experience

* Fire & Police Pension Association of Colorado (FPPA) was established in the late
1970s to administer a new DB plan for police officers and firefighters

* Approximately 79 departments withdrew at that time
e Since the early 2000s, 48 of the original 79 departments have returned
* Another 11 departments have voluntarily affiliated

* Recruitment and retention are among the primary reasons departments return or
affiliate
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Measuring the Impact of High Turnover Over
Time: Long-Term Retention

WRS public schools have enjoyed consistently strong retention Alaska TRS has seen rising turnover since the DB plan closed
Retention is strongest among older and more experienced workers, but changes in turnover have been Turnover has increased at every age across experience studies; under the 2009 assumptions, 51% of
modest over 2005-2023. new hires were expected to reach 5 years, compared with 32% under today's assumptions.
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Measuring the Impact of High Turnover Over
Time: Expected Years of Service

Expected Years of Service per New Teacher

Even small changes in retention can impact the average continuous service that a new hire is expected to provide.

Wisconsin Public Schools

15
10
5
o (] <t LO (0 0] o — T
(@] — — — — i (] (9]
(@] (@] (@] (@] (@] (@] (@] (@]
(] o (9] (] o™ o™ (9] (9]
Alaska TRS
15
10.3
10 7= 68
’ 51
: ] N B
o (V] <t LO (0 0] o — <t
(@] — — — — — (] (e}
(@] (@] (e] (e»)] (@] (@] (@] O
(@] (] (e} (N (@] (@] (] (e}
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How Plans Can Use These Metrics

* Distinguish early-career from TEACHER CAREER EXPECTATIONS COMPARISON
later-career retention concerns "R ALASKA TEACHERS

EXPECTED SERVICE FOR A

* Use the pension plan’s actual ® s NEWLY HIRED 25-YEAR-OLD:

4 U=U NEWLY HIRED 25-YEAR-OLD:
VeSting periOd éﬂ 15.6 YEARS éw 5.1 YEARS

o COﬂSlder the pe nS|On pla n’S PERCENT REACHING 5 YEARS: PERCENT REACHING 5 YEARS:
actual age at hire 63 324

EXPECTED SERVICE FOR A

. EXPECTED SERVICE FOR A .
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The Turnover Feedback Loop

A self-reinforcing cycle that makes turnover worse over time.
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HIGHER TURNOVER LEADS TO
A LESS EXPERIENCED WORKFORCE

As more employees leave,
the average experience level
of the workforce declines.
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RECENTLY HIRED WORKERS
ARE MORE LIKELY TO LEAVE,
SO OVERALL TURNOVER INCREASES

Recent hires have less tenure and
stronger incentives to leave,
which drives turnover even higher.
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THE CYCLE REPEATS
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@ Each factor reinforces the next,
creating a cycle that’s hard to break.
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THIS DOUBLE WHAMMY
LEADS TO MORE VACANCIES

High turnover and lower experience
levels create more open positions
than can be filled.
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MORE VACANCIES MEAN
LESS SELECTIVE HIRING,
WHICH LEADS TO EVEN MORE TURNOVER

Lower hiring standards increase the
likelihood of poor fit and short tenure,
feeding the cycle.
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Coming Soon

NEW Research: What Do Americans Think About Social Security?

NEW Podcast Episode: Retirement Insecurity 2026

Featuring Doug Kinkaid, Greenwald Research

Retirement
in America

NIRS E
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Questions?
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