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A FRAMEWORK FOR MEMBER CONVERSATIONS

The mission of The Corporate Executive Board Company and its affiliates (CEB) is to unlock the potential of organizations and leaders by advancing the science and practice of 
management. When we bring leaders together, it is crucial that our discussions neither restrict competition nor improperly share inside information. All other conversations are welcomed 
and encouraged.

CONFIDENTIALITY AND INTELLECTUAL PROPERTY

These materials have been prepared by CEB for the exclusive and individual use of our member companies. These materials contain valuable confidential and proprietary information 
belonging to CEB, and they may not be shared with any third party (including independent contractors and consultants) without the prior approval of CEB. CEB retains any and all 
intellectual property rights in these materials and requires retention of the copyright mark on all pages reproduced.

LEGAL CAVEAT

CEB is not able to guarantee the accuracy of the information or analysis contained in these materials. Furthermore, CEB is not engaged in rendering legal, accounting, or any other 
professional services. CEB specifically disclaims liability for any damages, claims, or losses that may arise from a) any errors or omissions in these materials, whether caused by CEB or 
its sources, or b) reliance upon any recommendation made by CEB.



 3

© 2013 The Corporate Executive Board Company.  
All Rights Reserved. CLC7538513SYN

TALENT SCARCITY LIMITING GROWTHCEOs believe that human 
capital is their number 
one challenge, and 
inadequacies in human 
capital management has 
prevented achievement 
of key strategic 
objectives.

CEOs Rank Human Capital as Biggest 
Challenge in 2013

Poor Human Capital Management Leading to 
Business Problems
Have any of the following occurred at your company 
in the past 18 months as a result of inadequacies in 
human capital management?

Unable to Achieve Key 
Financial Targets

Reduction in 
Company’s Ability to 

Innovate

Unable to Achieve 
Forecast Growth

Unable to Start a Major 
Project or Strategic 

Initiative

Reduction in 
Company’s 

Competitiveness

Unable to Complete 
Major Project(s)

Unable to Expand into 
New Markets

Unable to Respond 
Adequately or in Time 

to Risk Factors

Source:	AICPA and CIMA, Talent Pipeline Draining Growth, 2012.

Human Capital and Operational Excellence are 
the Top Global Challenges for 2013

Global Rank Challenges 2013a Score

1 Human Capital 2.44

2 Operational Excellence 2.10

3 Innovation 1.99

4 Customer Relationships 1.72

5 Global Political/Economic 
Risk

1.68

6 Government Regulation 1.55

7 Global Expansion 1.31

8 Corporate Brand and 
Reputation

0.92

9 Sustainability 0.82

10 Trust in Business 0.46

n = 729.

Source:	“The Conference Board CEO Challenge” 2013, Conference Board.

Note: N = Number of overall responses. The response rate varies 
for each challenge. Each score represents the mean of the 
ranks given the challenge. For information about the scores 
were created, see “About the 2013 Survey” on page 24 of 
the CEO Challenge 2013 summary report.

a	 Operational Excellence was added to the list of challenges in 
2013 replacing Cost Optimization. Trust in Business was also 
added in 2013 replacing Investor Relations.
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TRADITIONAL RECRUITING POOLS NOT PAYING OFFDespite historically 
elevated unemployment 
rates, organizations still 
struggle to find high 
quality talent

New Hire Underperformance New Hire Turnover

One in five new hires are “bad” or 
“regretted decisions” according to hiring managers on 
their team.

25%

12%

0%

16%

23%

All Employeesa New Hiresbn = 2,527.

Source:	CEB Q4 2012 Global Labor Market Survey. a	 490 organizations (all employees).
b	 201 organizations (new hires).

Source:	CEB analysis.
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POST 9/11 VETERANS UNEMPLOYMENT LEVELS ARE 
ELEVATED

Post 9/11 veterans have 
a higher unemployment 
rate and the numbers 
set to leave the military 
in 2014 are expected to 
increase.

Source:	The Employment Situation for Veterans, Syracuse University, Institute for Veterans and Military Families.

Table 1: Unemployment Rates For: Rate of Unemployed 
September 2013

Percent Change from 
August to September 

2013

All Americans 6.8 -0.3

All Veterans 6.5 +0.3

Gulf War Era (Post 9/11) Veterans 10.1 +0.1

Gulf War Era I Veterans 5.5 0.0

WWII, Korean Way, and Vietnam Veterans 5.5 +0.4

All Nonveterans 6.8 -0.4

An estimated 132,000 Veterans are expected to leave the military in 2014.  
In addition, more than 1,000,000 are expected to leave across the next five years.

Post 9/11 
Vets have an 
unemployment 
rate that is 
almost 3.5% 
higher than other 
populations.

Note: Data is based on respondents that are 18 years old and above and not seasonally adjusted.
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VETERANS MAKE BETTER EMPLOYEESCEB Corporate 
Leadership Council 
analysis shows that 
veteran hires are more 
valuable employees.

■■ Veterans, on average, 
perform at higher levels and 
are less likely to turnover 
generating significant 
business outcomes.

Employee Performance
Indexed

Employee Turnover
Average Turnover Rates

Doing the Math

For a company of 1,000 
employees and average revenue 
per employee of $150,000, 
decreasing turnover by 3% 
saves $1.3 million annually and 
increasing performance by 4% 
improves revenue by $6 million.

Non-Veterans Veterans Non-Veterans Veterans

Source:	CEB analysis.

Source:	CEB analysis.

Source:	CEB analysis.
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Company A 
Hires No Veterans

Company B  
One in Four New Hires are Veterans

Number of Employees 1,000 1,000

Percent of New Hires that are 
Veterans

0% 25%

Revenue Improvement per year by 
one of four hires being veterans

$1,500,000

New Hire Cost Savings per year by 
one of four hires being a veteran

$325,000
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ORGANIZATIONS STRUGGLE TO HIRE VETERANSEven with the importance 
of veterans in the 
workplace, organizations 
struggle to hire veterans.

When asked “How satisfied are you with the effectiveness of your military hiring program?” Only 7% of HR executives 
at fortune 500 companies responded as satisfied or very satisfied with their veteran hiring program.

What aspect of hiring military veterans is most difficult?

38% 38% 15%

Can’t attract enough high-
quality veterans

Too hard to translate 
military experience to 
civilian careers

Difficult to transition 
veterans into the workforce

n = 84 organizations.

Source:	CEB analysis.


