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Abstract 

The Baby Boomers are retiring, and will continue to retire en mass for the next 15 

years, so organizations are beginning to invest in Knowledge Transfer Initiatives. These 

initiatives are helping organizations maintain a continuity of service while helping the 

younger members of these organizations develop their institutional knowledge. Many of 

these initiatives are focusing on transferring the retiring Boomers’ knowledge to 

Generation X and Generation Y, the Millennials. Oddly, one of the most widely accepted 

generational stereotypes of Millennials is their transient approach to their careers. This 

being the case, organizations are also heavily investing in curbing this trend by trying to 

find ways to engage Millennials in their work. Given Millennials’ transient nature and 

Boomers’ rising retiring rates, organizations are smart to be investing in retaining both 

their human capital and their organizational knowledge. But do these two initiatives have 

to live in isolation? This phenomenological research paper examines what the effects of 

these knowledge transfer initiatives are having on Millennials’ engagement, how 

Millennials want to be engaged, and recommendations for how organization development 

consultants can help organizations navigate these two major organizational challenges. 
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INTRODUCTION 

Born in 1987 to an upper middle class family, it was expected that after my first 

18 years of privilege I would go on to a four-year university. Then perhaps after a “gap 

year” I would return and enter my chosen field. Yes, I might work for more companies 

than the 2-4 that my forbearers worked for, but I couldn’t imagine that I would have 4-15 

careers. Or would I? 

Well, after six years in the post-college workforce, I am reporting that I have had 

four very distinct employers already. And it turns out my experience is not dramatically 

different from my peers. 

Ninety-one percent of Millennials expect to stay in a job for less than three years, 
according to the Future Workplace “Multiple Generations @ Work” survey of 
1,189 employees and 150 managers. That means they would have 15 – 20 jobs 
over the course of their working lives! (Meister, 2012, para. 2) 
 

As Millennials, coming into our “professional” years during our nation’s largest 

economic crisis has been challenging. Jobs were in limited supply, and when we finally 

found one, professional development programs were a myth from the “golden days.” For 

the first year in my first job I was happy to just have a job. Then as I became proficient, I 

wanted more. Yet, the path to climbing the organizational ladder was ambiguous at best 

and non-existent in many cases. So, after I spent a few years working a job where the 

path of matriculation was invisible and professional development not provided, I did 

what any ambitious, educated individual would do -- I quit. I loved my job at the time. I 

loved my colleagues. Yet, I was in search of additional opportunities to develop, grow 

and gain skills and knowledge that would help me become a millionaire by my 28th 

birthday. 
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So here we are six years after the “Great Recession” and Millennials are still 

bouncing from organization to organization (Economic Policy Institute, 2014). The 

transient nature of Millennials is challenging human resource professionals and 

organizations as they seek to find talent that is worth their investment. Further 

challenging organizations is the fact that organizations are on the precipice of an 

enormous crisis - over 30% of the US workforce is preparing to retire (Harter, 2014). 

This large percentage group is known as the Baby Boomers. 

The Boomers’ employers have invested much time, energy and money developing 

them, and when they retire they will take with them deep institutional knowledge and 

knowledge of their chosen industry. Given that Boomers are on the brink of retirement, 

organizations are actively pursuing mitigation strategies to address the enormous “brain 

drain.” The mitigation strategies being launched are efforts put forth by organizations to 

maintain their competitive advantages (Redlitz, 2010).  

As an organization development (OD) practitioner, I have the opportunity to help 

organizations leverage their human capital to the best of their ability - in pursuit of 

human and organizational betterment. But, how are these knowledge transfer initiatives 

impacting employee engagement? After all, if these institutions are transferring their 

organizational knowledge from retiring Boomers to transient Millennials, the brain drain 

problem is not being solved. Hopefully knowledge is being transferred, but the Boomer 

who has been tapped to transfer their knowledge may be doing so to a new hire who is 

soon likely to leave the organization.  
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This is a zero-sum game unless we figure out how to improve the chances of the 

knowledge transfer recipient staying at the organization, which has invested resources in 

equipping them with knowledge to successfully complete their work.  

As I explored the existing literature on knowledge transfer, I began to wonder: 

what if OD professionals could help organizations retain long-standing organizational 

knowledge and also increase employee engagement among Millennials at the same time? 

In the following research paper, I explore the impact of knowledge transfer initiatives on 

employee engagement. 
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LITERATURE REVIEW 

This literature review includes a brief overview of the history of the knowledge 

economy and the current demographic trends of the US workforce and highlights how 

organizations are currently transferring knowledge. I have included this discussion to 

provide context on the field of knowledge management and where additional research 

about the impacts of knowledge transfer would benefit 21st century organizations.  

 

Knowledge Economy 

“Knowledge” is described by Peter Senge (2008) as follows: 

Information is data endowed with relevance and purpose. Converting data into 
information thus requires knowledge. And knowledge, by definition, is 
specialized (p. 1).  
 

Since the mid-1970s, organizations and business consultants have been striving to 

solve the challenges of working with the “knowledge economy.” The “knowledge 

economy” has been described as “…the contemporary economy where knowledge is at 

the heart of value added – from high tech manufacturing and ICTs [information and 

communication technologies] through knowledge intensive services to the overtly 

creative industries such as media and architecture” (Kok Report, 2004). 

While the manufacturing economy has declined, the knowledge economy has 

grown, making organizational management of products (now more knowledge-based, not 

physical objects) a challenging, and changing pursuit (Davenport, 1998).  With the 

preliminary exploration of how the knowledge economy could be managed, came a 

wealth of studies, practices, cultural shifts and new perspectives (Davenport, 1998).  
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The knowledge management conversation has thus shifted from looking at how 

organizations manage their proprietary knowledge to how organizations manage their 

human-based knowledge. This important shift in the knowledge management 

conversation has come at a vital time in our workplace history (Redlitz, 2010).  

Current estimates state that 25 million baby boomers will be retiring by 2020, 
representing 40% of the U.S. workforce. While these figures seem overwhelming, 
the greatest shock comes from the fact that many companies have not assessed 
how this will affect their business. In a 2007 study, it was found that 36.7% of 
employers surveyed had not analyzed retirement projections for their employees 
and only 9.7% stated they had done so “to a great extent (p. 1). 
 

Knowledge Transfer 

A major portion of our workforce is preparing to retire. This avalanche of retirees 

has become known as the “Brain Drain.” As these workers leave organizations, they are 

taking with them vast amounts of tactile, tacit and vital organizational knowledge. 

Organizations have become aware of this and have thus begun implementing 

“Knowledge Transfer” initiatives. These initiatives take many forms and result in varying 

impact on the organizations’ employees and bottom line. Trautman (2014), a thought and 

business leader in the Knowledge Transfer space offers the following definition: 

Knowledge transfer means the planned movement of the right skills and 
information at the right time to keep a workforce productive, competitive, and 
able to execute business strategy.  If culture is “the way we do things around here,” 
then embedding structured knowledge transfer into an organization’s culture 
means finding as many touch points as possible for making knowledge transfer 
processes “normal” (para. 1). 
 

One of the most successful and widely tested methodologies for transferring 

organizational knowledge was a quantitative approach created by Trautman (2014) in the 

early 1990s while he was working at Microsoft. Other methodologies are less quantitative 
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in their approach (Davenport, 1998, p. 83), thus the resulting impact is harder to define. 

One thing is for certain, though: the only knowledge transfer methodologies that really 

“stick” are those that are embedded deep within the culture of the organizations, with the 

ability to break down silos and hierarchical-cultural barriers (Schein, 1996, p. 19).  

With the shifting focus from knowledge management to knowledge transfer, the 

onus has been placed less on technology to manage knowledge, and more on the 

shoulders of the employees who manage, create, produce and serve the organization (Liu, 

2010). Knowledge management focused on capturing and codifying knowledge gained 

by individuals within organizations while knowledge transfer focuses on how to 

effectively and efficiently spread this knowledge to others in the organization. 

Participants of knowledge transfer initiatives report that the amount of work it 

takes to learn, plan, train and implement a knowledge transfer program is an enormous 

undertaking (Trautman, 2007). In Trautman’s seminal work, Teach What You Know, he 

discusses how successful knowledge transfer initiatives often require a complete shift of 

organizational priorities, workflows, schedules and interpersonal dynamics forced onto 

the employees. And while the aforementioned is taking place, these same employees need 

to keep performing their day jobs (p. 241).  

 

The Intersection of Knowledge Transfer and Employee Engagement 

It is difficult if not impossible to locate a peer-reviewed study that looks at the 

impact of knowledge transfer programs on employee engagement. Kruse (2012), a Forbes 

contributor, defines engagement as "the emotional commitment the employee has to the 

organization and its goals” (para. 4). Knowledge transfer initiatives are important 
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investments as organizations strive to maintain their competitive advantages and 

momentum. Do they have any effects on employee engagement (Liu, 2010)? A search 

through knowledge management books, methodologies and case studies revealed that the 

impact of knowledge transfer on employee engagement is not understood.  

With the transient nature of Millennials, employee engagement has become an 

area of focus for organizations striving to retain their employees (Meister, 2012, para. 2). 

The tactics that organizations are using to improve employee engagement are vast. Given 

the wealth of independent initiatives aimed at engaging Millennials, and the wide breadth 

of activities that engage Millennials, it seems that additional research needs to be done on 

how the current knowledge transfer initiatives are engaging, or disengaging Millennials. 

 

So What? 

Many of the methodologies for knowledge transfer seemed to equate to robust 

investment in employee development, both for the mentors and the mentees (Rothwell, 

2010, p.14). Due to the amount of knowledge transfer initiatives that organizations will 

continue to employ, more research needs to be done on the less quantifiable effects of 

knowledge transfer initiatives to ensure organizations are aware of the effects of 

knowledge transfer initiatives on employee engagement. With this knowledge, 

organizations can better leverage the ancillary effects of knowledge transfer initiatives. 

Answering the question, “How are knowledge transfer initiatives affecting engagement 

among Millennials?” might help organization solve the problem of the “transient” 

Millennial workforce. The following study focuses on how knowledge transfer initiatives 

are impacting employee engagement among Millennials. 
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METHODOLOGY 

My research design was based upon the tradition of Phenomenology because the 

question at hand can only be answered by the subjective experiences of individual 

Millennials.  I sought to explore my research subjects’ experience with knowledge 

transfer initiatives, and the effects of these initiatives on how engaged the research 

subjects felt. Many Millennials have experienced knowledge transfer initiatives of some 

sort, so I wanted to delve deeper into their shared experience as I believed the impacts are 

more complex than commonly understood. 

My research design included several iterations of data gathering. First, I 

developed and conducted an anonymous survey (see Appendix A) via Google Forms. I 

decided to use a survey because I sought a general understanding of Millennials’ 

experience with Knowledge Transfer initiatives and/or professional development 

opportunities. The survey provided me with a wide variety of information from various 

Millennials in a diverse spectrum of industries, and also allowed me to work with the data 

set in a nimble environment, making analyzing the data more dynamic (e.g. I could cross 

reference seemingly unrelated answers). This survey was sent through my personal 

contacts via email, Facebook, LinkedIn and Twitter. I targeted these media because 

through them I had access to hundreds of young professionals in a myriad of industries.  

The survey link was sent with an in-depth description of my research’s 

importance, intent and potential application (see Appendix B). The survey went live on 

January 5th, 2015 and was open for 30 days.  

A total of 69 employees who live and work in the United States responded to the 

survey. Of the 69 respondents, 57 were Millennials (ages 20-34). The other respondents 
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were between the ages of 36 and 65. The respondents outside of the Millennials age range 

were removed from the data analysis. The 57 Millennials participants came from a wide 

range of industries including healthcare, finance, sales, high tech, communications and 

engineering.  

I began analyzing the survey responses, looking for themes by highlighting the 

common terms and ideas that respondents reported, first analyzing the data by question, 

then by reviewing the responses as one large pool of random data. Once I had the data 

themed, I developed an interview protocol with specific questions (see Appendix C) for 

gleaning a deeper understanding of the survey results. The questions asked focused on the 

impact of knowledge transfer initiatives on employee engagement among Millennials.  

I selected four Millennials, three females and one male between the ages of 27-33. 

In my survey data I noticed that the female responses provided more in-depth accounts, 

so I chose to interview more females than males to make sure I had access to a deeper 

retelling of Millennials’ experiences. Each of the subjects I interviewed had over two 

years experience with their employer, had previous work experience with large 

employers, and worked in diverse industries, such as healthcare, finance, sales and 

philanthropy.  

All interviews were conducted over the phone between January 21 and February 

12, 2015 and each lasted between 45 and 60 minutes. I took detailed handwritten and 

typed notes to capture the participants’ responses as verbatim as possible.  

The survey data was further refined through the interview process. My subsequent 

understanding of the data is the source of my discoveries about the effects of knowledge 

transfer initiatives on employee engagement among Millennials. 
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BIASES 

Interviewer bias. All interviews were conducted with participants having surface 

knowledge of the researcher’s background and research intent. Furthermore, the 

researcher had background information on the interview subjects, professionally and 

personally. All interview subjects were relatively unfamiliar with the field of organization 

development and human resources, thus some of the concepts and terms needed further 

explanation. Additionally, both the researcher and the subjects had their own subjective 

views on the matter at hand. 

Self-identification as a Millennial. The researcher was, and is, a Millennial, thus 

he has his own experiences that color his perception of the topic. Given that the 

researcher and his subjects are of the same generation, there are certain nuances that may 

have been unintentionally overlooked. 

Variety of Organizations. Research participants worked in various industries, in 

organizations of varying sizes, with varied resources to invest in employee development 

and/or knowledge transfer initiatives. This made the data set very diverse. 

Consistency of results. While details of interviews varied, participants’ 

observations were highly consistent. High consistency may result from biases in the 

participant selection process, or it may reflect the accuracy of the data. Peer review of 

interview questions and interviewer style confirmed low opportunity for interviewer 

influence; however, it cannot be ruled out as a source of bias.   
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ASSUMPTIONS 

The following assumptions undergird this study:  

- that knowledge transfer initiatives impact employee engagement; 

- that Millennials are uniquely targeted and/or impacted by knowledge transfer 

initiatives; 

- that organizations are struggling to transfer knowledge from their Baby Boomer 

employees; 

- that organizations are struggling to engage and retain Millennials, and  

- that engaging Millennials is important to organizations. 
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FINDINGS AND DISCUSSION 

Much has been written about the challenges my generation, the Millennials, pose 

to organizations. Some say we have what my elementary school Principal dubbed 

“inflated self-worth.” Some say we are entitled. Some say we have the attention span of a 

fly. Regardless of the validity of these viewpoints, one thing is certain: in the not too 

distant future we will be in leadership positions within organizations. 

As discussed earlier, one of the largest frustrations organizations face with 

Millennials is their transient nature coupled with the mass retirement of the Baby 

Boomers. Consequently, organizations are simultaneously trying to figure out how to 

keep their young talent from job-hopping by investing in perks, programs, and facilities 

meant to retain and keep them engaged, while managing knowledge transfer initiatives to 

get the wisdom of the elders captured before they retire. 

My research provided some surprising findings on this matter. Of all the 

Millennials I surveyed, not one wanted a gym at work, a keg in the lunchroom, a puppy 

beneath their desk, or the ability to work from home. Surely, those perks are alluring, but 

what Millennials said would keep them engaged and committed to their employers should 

be common knowledge to those familiar 

with Maslow’s Hierarchy of Needs (Figure 

1). 

 Maslow's Hierarchy of Needs 

(Yoon, 2015) starts with our physiological 

needs, then moves up to our need for 

Figure	  1:	  Maslow's	  Hierarchy	  of	  Needs	  
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safety, then our need to belong, then our need for self-esteem, and finally our need to 

realize our full potential (or as Maslow refers to it, self-actualization). Maslow posits that 

these five categories of needs, in this order, have been commonly held among all humans, 

since the beginning of time. 

 It is through this lens that the data I collected regarding the impact of knowledge 

transfer initiatives on employee engagement among Millennials began making sense 

within a larger, timeless framework. 

 

We Want To Feel Safe  

If we can assume that organizations are paying 

their employees, then we can postulate that the 

foundational layer of Maslow’s pyramid has been 

satisfied1. Thus, the following discussion will focus 

on the subsequent levels of needs. The next level on 

the hierarchy, humans’, and Millennials’, need for safety. To feel safe, Maslow argues 

that humans need to experience a safety net against anything with personally adverse 

impacts. 

Millennials, like all humans, want safety. In my research, I found Millennials 

speaking to their safety concerns in terms of “transparency.” Time and time again, I read 

or heard Millennials suggest that they would be more engaged if they understood the 

organization’s plans and why and how decisions were made. In other words, Millennials 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1 Maslow’s foundational layer focuses us on the Physiological Needs of humans. This means the basic, 

physical requirements for human survival; in Western cultures this means water, air, food, money, etc. 

Maslow argues that the Physiological needs must be met first. 
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wanted more organizational transparency to feel safer in their roles, thus more committed 

to and engaged with their employers over time.  

Specifically, Millennials revealed that personal safety could be achieved through a 

deeper understanding of their current position and career path. One research subject 

stated that:  

“I would be more engaged if I had a better idea of my career direction and growth. 
There are unlimited options for growth here, but the undefined paths make it 
confusing for staff. A more clearly defined role and trajectory of my future and 
our department will determine how long I stay.”  
 
 

 Interviewees led me to believe that they feel a tension between the availability 

and ease of dissemination of known information, and their perception that this 

information it is not being communicated to them. To Millennials, this feeling of lack of 

information erodes our feelings of personal safety because we are left not knowing what 

might come next. It is exactly this desire to know more that has led Lior Arsy to dub Gen 

Y, “Gen Why” (Arsy, 2014). 

We Millennials want to know more about the organizations we are working within. 

We want to be communicated with about strategic decisions, process changes and new 

initiatives before they happen. We want to be communicated to at least, and consulted 

with when possible. We want to understand the strategic decisions being made so we can 

better understand the systems we are working within. In terms of values, Millennials 

equate transparency with stability, security and safety. 
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We Want To Belong 

 To belong, Maslow argues, humans need to experience meaningful 

interpersonal relationships. In my research, I found Millennials 

speaking to this phenomenon in terms of “relationships.” While 

there is much speculation about the digital age’s affect on 

human relations and connection, a common theme from 

my research was Millennials’ desire for more one-on-

one human connection. Millennials, through nearly every facet of work, want meaningful 

face-to-face time with those who came before us and those we work next to.  

This elementary human need has not evaporated with Millennials iDependencies 

or eTendencies. Millennials are crying out to their organization’s leaders: 

“Build a relationship with me!” 
 
“I want a stronger relationship with my supervisors!” 
 
“Give me more personal interaction with my employer and colleges.” 
 
“What ever happened to one-on-one communication with my superiors?!” 

 

Whether through mentorship, weekly one-on-one check-ins, or having coffee with 

their managers, supervisors or peers, Millennials want to forge meaningful relationships. 

 

We Want To Feel Esteemed 

To feel esteemed, Maslow argues, humans need to feel 

respected, accepted and valued by others. In my research I 

heard dozens of statements like, “A bigger effort needs 
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to be made by management to make us [employees] feel valued” and, “I want to feel 

valued as a person and see that my work is valued by the organization.”  

When Millennials entered the workforce our nation was in a recession. This 

pushed many of us back into academia or to pursue our passions, as the traditional job 

market was not much of an option. One research subject said, “Organizations need to see 

and use the knowledge and experience [that Millennials gained during the space in-

between their undergraduate degrees and their first white-collar job] as fresh ideas and 

new input, not just a piece a paper. Use this resource!” 

These experiences, while not traditionally “professional,” are valuable and offer 

unique skills and perspectives. While we may be working entry-level jobs, chances are 

we have value to add beyond what our day-to-day jobs require. And, how do you access 

that information, that alternative perspective? Ask! 

 And the final, and most important way Millennials feel seen and valued is through 

feedback. Most companies have mechanisms for delivering feedback to employees, and 

Millennials feel that the constructive feedback is a gift. One Millennial from a related 

study stated, “I would like to move ahead in my career. And to do that, it’s very 

important to be in touch with my manager, constantly getting coaching and feedback 

from him so that I can be more efficient and proficient” (Willyerd, 2015).  

 In a global survey that 

SuccessFactors conducted in 2014 in 

partnership with Oxford Economics, 

1,400 Millennials told SuccessFactors that 

they wanted more feedback from their 
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managers. And as their data shows below, Millennials want feedback 50% more often 

than other employees (Willyerd, 2015). 

Growing up, many of us got trophies for our last place finishes in soccer, spelling 

bees, and everything we did. Yes, we Millennials were pampered and protected during 

the self-esteem movement. And while we have boxes of undeserved icons of recognition 

in our parents’ garages (that we are hoping to move out of one day), we want critical, 

constructive feedback, not just positive feedback. 

 

We Want To Self-Actualize 

Self-actualization, Maslow argues, reflects 

humans’ desire to achieve one’s full potential once 

they are physiologically safe, stable, feel like they 

belong and have self-esteem. To realize one’s full 

potential requires growth and development. In 

today’s workplace, organizations play an important 

role in helping their employees reach their full career potential, and in work-centric 

culture, to realize one’s career potential is a major driver in one’s life. Thus, it was no 

surprise to find 80% of the Millennials I surveyed crave additional professional 

development. 

In the workplace, Knowledge Transfer initiatives are some of Millennials first 

exposure to professional development, and Millennials want more. 80% of Millennials 

surveyed said that professional development opportunities would make them a more 

committed employee. Professional development opportunities would help them reduce 
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the on-boarding learning curve and help them become a stronger organizational asset 

sooner. As it stands, most on-boarding training is done as many of my research subjects 

dubbed, “trial by fire,” and “learning by doing.” While this may be a fine way for 

experiential learners to acquire training and knowledge, it does not adequately address 

Millennials’ desire to grow in their profession. 

Many Employers are doing a great deal towards providing professional 

development opportunities. Some provide a stipend for each employee to spend on their 

choice of trainings, and yet the bureaucratic nature of the approval process keeps 

employees from accessing them. One interviewee said, “We have an ‘education station’ 

where one can work to improve what you think you need to work on. You can go to 

trainings and don’t have to take a day off.” While another respondent from a similarly 

sized organization in a very different industry said, “Right now you need to find, lobby 

and get approved to pursue additional training. It needs to be justified and worth the fight.” 

And while these quotes are very different in tone, they express the same 

underlying theme: more training and professional development opportunities are a 

fundamental way to help Millennials self-actualize, which also keeps them engaged. 
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SUMMARY AND IMPLICATIONS 

 As I review the data, I am struck by the ease of implementation of many of the 

desired engagement strategies, in addition to the broader implications of what the data 

speaks to. So many of the engagement strategies we hear of employers implementing are 

large, expensive and run counter to how large organizations have operated in the decades 

of the industrial work place leading up to the present [Q2, 2015]. The Millennials I 

surveyed want what every human has always sought - we want what Maslow discovered 

humans wanted in the mid-19th century. We want what their retiring Boomer parents want. 

And likely, we want what Gen Z and the future Generations of employees want. 

While there are myriad ways in which Organization Development and Talent 

Management professionals can help organizations transfer knowledge and engage their 

young employees, a general rule of thumb should be to include Millennials in the process 

of change - from strategic planning, to work flow redesign, to building personalized 

career plans and much more. 

 Through my data I found that Millennials, while new to the workforce, do not 

have unique needs. Millennials want to feel safe, be valued contributors to systems we 

understand, and work for leaders and with colleagues whom we have strong connections. 

To take this information from the theoretical to the practical, in Appendix D I have 

provided a table that outlines each human need, what it looks like to fulfill that need, and 

the engagement strategies organizations can implement to meet the need. 
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CONSIDERATIONS FOR FUTURE RESEARCH 

 As I reflected on my findings, I was struck by the myriad related subjects that 

need to be explored to fully grasp how organizations can best leverage both their rising 

and retiring employees. We are in the midst of the “Brain Drain” and the time to conduct 

additional research is now. 

The Millennials that participated in my research worked in various industries, in 

organizations of varying sizes, with varied resources to invest in employee development 

and/or knowledge transfer initiatives. The varied experiences made my research set broad, 

but not deep. Further studies could be done on how specific industries are having success 

engaging and transferring knowledge to the employees that are drawn to work in those 

industries (e.g. how do programmers prefer their large tech employer to engage them?). 

This more narrowly defined look at employee engagement could provide detailed and 

actionable plans for specific industries. 

 While much research has been done on employee engagement, much more is 

needed to help organizations measure, strategize, refine and implement sustainable 

engagement initiatives that meet the needs of both their current and future employees, 

while helping organizations make the best investment in their human capital. 
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CONCLUSION 

Knowledge transfer and employee engagement are vital to organizations that seek 

a strong, sustainable and stable base of employees to provide a continuity of service and 

products. Organizations must make a more concerted effort to address both these crises. 

Through my research we find Millennials, when asked, tell us that the real key to 

workplace engagement follows the same tenets as our human needs. The problems 

presented are not new, but now the stakes are much higher if not adequately addressed. 

The challenges posed to organizations by the Boomer “Brain Drain” and engaging 

Millennials are not the generational anomaly many would have us believe, we are sure to 

see this again when Millennials are retiring and Gen XYZ is entering the work force.  

Millennials, like all other generations, must feel safe, must feel seen, must feel 

like they belong, must feel valued and must be supported in their path of professional and 

personal development in order to be engaged. And the good news is that we want to be 

engaged. Given that we all (Baby Boomers, GenX, GenY and beyond) need the same 

basic needs met to be engaged, then Organization Development practitioners would be 

wise to focus our work with intergenerational organizations on our similarities; our 

shared experiences, perspectives and needs.  

Organization development practitioners have the skills to address both the 

knowledge transfer and Millennial engagement challenges in one robust intervention. 

Knowledge transfer methods that invite the participants to be involved with the design, 

include a mentorship component, and provide regular feedback and benchmarks are 

proving to achieve the goal of knowledge transfer and employee retention. However 
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organizations choose to address the brain drain and employee engagement challenges, it 

is obvious that targeted interventions are imperative, and time is not on our side. 
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APPENDIX A 

Initial Survey 

 

 

The Impact of Knowledge Transfer on
Employee Engagement in Millennials
You are invited to participate in a study of Organization Development being conducted by 
Daniel Weinzveg of Sonoma State University. The researcher is exploring the impact of 
knowledge transfer programs on employee engagement among Millennials. The information 
you provide will be used to inform future research about the effects of knowledge transfer 
initiatives and employee engagement. 

If you have any questions, please contact Daniel at (707) 336.2767, or dweinzveg@gmail.com. 
You may also contact the facility advisor, Sara Tickler at ticklers@sonoma.edu.

NOTE: Answers will remain anonymous, not confidential. This means I will compile the 
information I receive without attributing specific comments to individuals. The information 
you provide will not be linked to your name or organization. If you wish to receive a copy of the 
final research, please let Daniel know.

1. What is your age?

 21-25

 26-30

 31-35

 36-40

 41-45

 46-50

 51-55

 56+

2. In which industry do you work?

 IT / Technology

 Manufacturing

 Consumer Products

 Health Care

 Government

 Education

 Agriculture

 Hospitality

 Finance

Edit  this  form
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 Life Sciences

 Energy

 Non-Profit / NGO

 Other: 

3. How many years have you been in your current position?

4. Have you participated in a knowledge transfer initiative (classroom trainings,
formal/informal mentoring, etc.) at your work?
Steve Trautman, a thought and business leader in the Knowledge Transfer space defines knowledge
transfer as "The planned movement of the right skills and information at the right time to keep a workforce
productive, competitive, and able to execute business strategy. If culture is 'the way we do things around
here,' then embedding structured knowledge transfer into an organization’s culture means finding as
many touch points as possible for making knowledge transfer processes 'normal.'"
(http://stevetrautman.com)

 Yes

 No

 Other: 

5. Does your organization offer mentorship or on-the-job training programs?
On-the-job training is defined as employee training at the place of work while s/he is doing the actual job.
Mentorship is defined as a personal and/or professional developmental relationship in which a more
experienced/knowledgeable person helps to guide a less experienced/knowledgeable person. The
person in receipt of mentorship may be referred to as a protégé, student, apprentice or mentee. The
mentor may be referred to as a teacher, advisor, counselor, coach or guide.

 Yes

 No

 Other: 

6. If you answered "No" to question #5, would you participant in one if it was offered? If so, why
or why not?

7. If you answered "Yes" to question #5, are you utilizing those programs? If so, why or why not?
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8. If you have a mentor, what is the approximate age of your mentor?
Mentorship is defined as a personal and/or professional developmental relationship in which a more
experienced/knowledgeable person helps to guide a less experienced/knowledgeable person. The
person in receipt of mentorship may be referred to as a protégé, student, apprentice or mentee. The
mentor may be referred to as a teacher, advisor, counselor, coach or guide.

9. If you have a mentor, is your mentor of the same sex?
Mentorship is defined as a personal and/or professional developmental relationship in which a more
experienced/knowledgeable person helps to guide a less experienced/knowledgeable person. The
person in receipt of mentorship may be referred to as a protégé, student, apprentice or mentee. The
mentor may be referred to as a teacher, advisor, counselor, coach or guide.

 Yes

 No

 Other: 

10. Does your current employer provide professional development opportunities?
Professional Development is defined as the process of improving and increasing capabilities of staff
through education and training opportunities in the workplace, it is can also be referred to as staff
development.

 Yes

 No

 Other: 

11. If your current employer provides professional development opportunities, do you believe
these professional development opportunities make you more committed to your employer?
Professional Development is defined as the process of improving and increasing capabilities of staff
through education and training opportunities in the workplace, it is can also be referred to as staff
development.

 Yes

 No

 Other: 

12. If your current employer DOES NOT provide professional development opportunities, do you
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Powered  by

believe professional development opportunities would make you more committed to your
employer?
Professional Development is defined as the process of improving and increasing capabilities of staff
through education and training opportunities in the workplace, it is can also be referred to as staff
development.

 Yes

 No

 Other: 

13. On a scale of 1-5 (where 1 is not at all, and 5 is very, how engaged are you with your current
employer?
Kevin Kruse, a Forbes contributor, defines engagement as "the emotional commitment the employee has
to the organization and its goals." (http://www.forbes.com/sites/kevinkruse/2012/06/22/employee-
engagement-what-and-why)

1 2 3 4 5

Not Engaged Very Engaged

14. What would make you a more engaged employee?
Kevin Kruse, a Forbes contributor, defines engagement as "the emotional commitment the employee has
to the organization and its goals." (http://www.forbes.com/sites/kevinkruse/2012/06/22/employee-
engagement-what-and-why)

This  content  is  neither  created  nor  endorsed  by  Google.  

Report  Abuse  -  Terms  of  Service  -  Additional  Terms

Submit

Never  submit  passwords  through  Google  Forms.
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APPENDIX B 

Call for Interview Subjects 

 

Dear ______, 

 

I am an Organization Development Master's candidate at Sonoma State 

University conducting research on the impact of knowledge transfer programs on 

employee engagement among Millennials. As you probably know, the "brain drain" that 

many organizations are dealing with is creating many challenges and opportunities for 

organizations of all shapes and sizes. Simultaneously organizations are challenged 

by Millennials’ transient inclinations. 

I am writing to see if you/your employee would be interested in participating in a 

brief survey regarding the aforementioned. All information collected through this survey 

will be used to inform my future research about the effects of knowledge transfer 

initiatives on employee engagement.  

This research is intended to help organizations understand how to keep the best of 

their organizational knowledge alive while retaining their valued employees and future 

leaders. Answers will remain anonymous, not confidential, and no organizations or 

employees will be named.  

If you decide to participate, I would be more than willing to send, or present the 

findings of my research to you/your organization once my research is finalized. 

If you have any questions, please contact me at (707) 336.2767, 

or dweinzveg@gmail.com. You may also contact the facility advisor, Sara Tickler 

at ticklers@sonoma.edu. 

 

With gratitude, 

 

Daniel Weinzveg 

dweinzveg.com	  
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APPENDIX C 

Research Interview Questions 
 

• How did you become skilled in your position at work? 

• What do you think anyone could have done to reduce your learning curve? 

• How much: 

o Support do you have at work? 

o Learning do you experience at work? 

o Feedback do you experience at work? Is it both positive and critical? 

o Room to grow do you have at your current job? 

o Room to grow do you want from your employer? 

• On a scale of 1-5, how engaged with your employer are you? What could your 

supervisor or organization do to raise your degree of engagement? What have they 

tried? What worked? What failed? 

• What, if anything, do you want to know about/from your organization that would 

increase your level of engagement? 

• What would be an effective way your employer could be more transparent about 

long-term organizational strategies? Workflows? Goals? Etc.  

• How would you like your supervisors/managers/leaders to: 

o Provide information about your career trajectory? 

o Provide feedback? 

o Communicate strategic decisions with you? 

o Communicate the work of other departments/colleagues with you? 

• What sort of: 

o Incentive strategies (beyond a raise) would make you more engaged? 

o Professional development opportunities would you like your employer to 

offer? 

o Mentorship would you like your employer to offer? 

• What sort of raise would be meaningful?  

• What advice do you have for employers struggling to engage Millennials? 
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APPENDIX D 

Hierarchy of Employee Engagement Needs 

Human Need What it Looks Like How to Meet Engagement Need 

Physiological • Living wage 
• ~40hr work weeks (with 

minimal overtime) 

·  Competitive pay 
·  Physically & emotionally safe 
work environment 
·  Encourage work-life balance 

Safety • Stable job 
• Authentic 

communication 
• Understanding of the 

Big Picture 
• Clear expectations 
• Transparency 

·  Include in organizational strategy 
conversations 
·  Show how individual job function 
is part of the larger process 
·  Explain the “Why” 
·  Provide a clear promotion / career 
path 
·  Accessible rules, roles, 
responsibilities, etc. manuals 

Belonging • Meaningful relationships 
with colleagues 

• Accessible superiors  
• Sense of purpose 
• Familiarity 

·  Face-to-face interactions 
·  One-on-one interactions 
·  Connecting outside the office 
·  Mentorship programs 
·  Collaboration with colleagues 
(within organization, within career 
path, and within sector) 

Esteem • Acknowledgment 
• Gestures of appreciation 
• Seen and valued for 

contributions 

·  Constructive and timely feedback  
·  Solicit input 
·  Tap into related and non-related 
experiences, skills and talents 
·  Public & private recognition 

Self-
Actualization 

• Educational 
opportunities 

• Skill-based trainings 
• Attending industry 

conferences 
• Promotions 

·  Professional development 
·  Mentorship programs 
·  Job rotations 
·  Communities of practice 
·  Knowledge transfer initiatives 
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