


KEY FINDINGS

1. Global Economy (p. 6)

CEB’s Business Executive Sentiment Index has settled after increasing for
five straight quarters. However, heads of HR are the most pessimistic about
future revenue growth and cost pressures; 44% expect more unwanted
turnover, a 5% increase in six months.

Compare your outlook on the business’s future with those of your
functional peers to ensure the assumptions used in your 2015 HR
strategic planning process are correct.

. Labor Market (p. 8)

While labor market perceptions of job opportunities in North America
soared to their highest level since 2010, employees found desirable jobs
more scarce in Europe, Australia and New Zealand, and Latin America.

Increase the business impact of recruiting in any market by creating
Talent Advisors—strategic recruiters capable of managing complex talent
pipelines and advising the business on talent needs and labor market
conditions.

. Recruiting (p. 9-10)
Globally, a multitude of potential job candidates (47%) continue to
passively search for new employers. Employees in Brazil, India, and
Canada helped increase the number of active candidates in the
marketplace, which increased for the first time since 2013. This trend
suggests that the reduction in last quarter’s job-seeking activity will be
temporary.

Tailor your talent strategy to fill critical talent roles in the markets in

which your organization operates. For example, in next-frontier cities,
you can find high-quality shared services talent for 31% less.
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4. Engagement (p. 15-18)

Evidenced by regional drops, intent to stay has declined to 36% worldwide,
ending five years of quarterly positive trending. A key segment to watch
is millennials, who comprise 37% of the workforce today; they will greatly
impact intent to stay because half of them will be looking for a new job
within a year.

Understand the real generational differences, and leverage the right

strategies to manage millennials using our latest brief, the Millennial
Myth.

. Attraction and Attrition (pp. 12-13 and 19-21)

Employees crave better oversight and distance themselves from unskilled
managers; in fact, 29% are driven away by an ineffective boss. Moreover,
poor managers are threatening to break into the traditional top three
reasons employees leave: dissatisfaction with compensation, future career
opportunities, and work-life balance. Considerably, 33% of employees
would switch jobs today knowing they would get a better boss.

Prioritize your investments in manager effectiveness as a discrete
retention and recruitment strategy, using the Manager Resource Portal
and Performance Review Effectiveness Diagnostic to boost manager-
employee feedback conversations.

. Compensation (p. 22-23)

The salary increase expectation for employees switching jobs returned
to 15% this quarter, following a similar trend for a third consecutive year
(an annual increase in Q2 following a drop in Q1). This spike is significant
because if only offered a 15% salary increase, 52% of employees would
change jobs.

Although 95% of HR leaders see value in integrating total rewards
fully with their business, only 44% have successfully implemented this
framework. Show employees the full value of their compensation and
benefits and keep your top talent by using Building an Actionable and
Integrated Approach to Total Rewards.
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This quarter, executive EXECUTIVE OUTLOOK HAS SETTLED AFTER

confidence about the
g;g;ar'ezﬁ?:% Ze:eutral INCREASING FOR FIVE STRAIGHT QUARTERS
point for the first time

in three years.
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Business Executive Sentiment Index

Positive Outlook 60

= Compared to downward
trends over the course of
2011 and 2012, 2013 was a
year of growing optimism
among executives. Neutral Outlook 50

= Confidence among HR
executives fell this quarter,

but it remains well above the 42.7
low a year ago in Q2 2013. Negative Outlook 40
® O O O O Z = £ = o o o o m M M Mo ¥ %
S 5 o o o & 92 9 ¢ 5 o © O o o O o © ©°
- . o X & & & N N A N ISR 13 ~ ~ N« SRS
= Three distinct categories N N > T A= St R Ve S = N VD PN
T S 0 o0 O o c ¢ o ¢ ¢ ¢ o © o o o O ¢
of executive views have a
emerged: Q2 2014 n = 2,067 executives.
- Positives (Marketing and Source: CEB 2009-2014 Business Barometer Survey.
Sales), Business Executive Sentiment Index by Corporate Function
- Neutrals (Finance and
Supply Chain), and Positive Outlook 65 = Marketing
- Negatives (HR and IT). == Sales
Supply
== Chain and
Operations

5
Neutral Outlook 50 = Finance

— T
Definition
m— HR
The Business Executive

Sentiment Index (BESI)
measures senior executives’
sentiment on revenue growth
and cost pressure for the
next 12 months in light of
macroeconomic events.

Negative Outlook 35

Q2 20M
Q3 20N
Q4 20N
Q12012
Q2 2012
Q32012
Q4 2012
Q12013
Q2 2013
Q3 2013
Q4 2013
Q12014
Q22014

Q2 2014 n = 309 (Marketing); 225 (Sales); 367 (Supply Chain and Operations); 469 (Finance); 623 (IT); 570 (HR).
Source: CEB 2011-2014 Business Barometer Survey.
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Half of MR executives HALF OF HR EXECUTIVES EXPECT ENGAGEMENT

expect engagement to
continue improving over TO RISE IN THE NEXT YEAR
the next year, whereas
only one-quarter expect
it to decrease.
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OUTLOOK

HR Executive Sentiment on Workforce Activity: Q2 2014
Percentage of Heads of HR Indicating Expected Change in the Next 12 Months

= Forty-four percent of HR
executives expect unwanted

turnover to increase, 120%

compared to 39% six B ncrease
months ago. B o Change
. Decrease

= Nearly half of HR executives
anticipate an increase
in total hiring volume,
compared to about one-
quarter who expect
a decrease.

60%

Additional Insight

0%

HR executives who participate Unwanted Employee Total Hiring
in the BESI receive a quarterly Turnover Engagement Volume
report with more than 50 Q2 2014 n = 570 HR executives.

metrics Captu ring business Source: CEB 2014 Business Barometer Survey.

. , . Note: Percentages may not equal 100% due to rounding.
executives’ expectations. To 9es meynotea ©

participate, please contact
Oleg Polishchuk at polishco@
executiveboard.com.
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Employees in North PERCEPTION OF JOB OPPORTUNITIES IN NORTH

America have increased
:g;ifisetgc;nzb;gz ;heir AMERICAN SOARS HIGHEST SINCE 2010
jobs in their locations,

industries, and functions. Job Opportunity Barometer®

Global Employed Labor Force

® Employees in Europe % "
and Australia and New =
Zealand have reverted to séf:fft:;;ﬁs 65 2 %
the pessimism of previous Perception Percent Change: Global @ o
quarters, which has defined | 0.9% | ';:
those regions for the past
decade.

= Job opportunity perceptions SSW\/ 549 /\sla
have declined among Latin
American employees for

the second straight quarter, \/\/\ Latin
although Latin America ' 51.3  America

ins th d ¢ Neutral Job North
remains the second-mos Opportunity 50 495 America

optimistic region. Perception 49.3 Global ¢—

® Employees in Asia increased
their leading optimism for
job opportunities, returning
to nearly the highest levels
of the past decade.

Australia and
46.7 New Zealand

45.8 Lurope

Weaker Job

Definition Opportunity 40

Perception ©} 5 5 5 5 N o a N t) bl ) ) 3 =
The Job Opportunity Barometer Q « I N « 8 < 8 8 8 Q Q Q Q <

= ] 2] < — — —
(JOB) measures employed y ¢ o 9o ©o O g © & © & © & © g
individuals’ perceptions of the
. - P P . Q2 2014 n = 4,459 (Asia); 1194 (Latin America); 3,286 (North America); 17,838 (Global); 1,493 (Australia and New Zealand); 6,409 (Europe).

avallablllty and quallty of other Source: CEB 2010-2014 Global Labor Market Survey.

employment opportunities @ The global JOB is an indexed score calculated from a battery of five questions posed to survey respondents. These answers are combined
. . . d ted to a 100-point le, with high | indicating stronger perceptions of job opportunities.
in their current locations, and converted to a point scale, wi igher values g ger p pti j pp i

industries, and functions.
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Although a multitude PASSIVE CANDIDATES CONTINUE TO DOMINATE

of employees are passive
job candidates, since THE GLOBAL WORKFORCE
last quarter, the number
of such candidates has
decreased, mirroring

a rise in the number of

Percentage of Employees by Degree of Job-Seeking Behavior?
Global Employed Labor Force

active job candidates. Quarter-Over-Quarter Change -
(2.2%) 0y
) 62
® To acquire the best talent, 50% &( E
constantly update your ||: E
strategy so it proportionally 47.3% Passive <
balances approaches to all
candidates.
= About one-half of employees
are passive candidates, "
. . . ) 37.8%
meaning they invest little o
to no effort in looking for %_ 35.4%
new job opportunities. £
L
b~ o,
° 50% 20.5% Neutral
] 26.9%
c
(]
o
i 23.2% Active
. . 10% VYA
Additional Insight % o o = = = = ~ ~ o~ ~ D " " D < <
Use our Recruiting Effectiveness Q 8 8 o : ‘;‘7 g & Q & & Q Q Q Q Q Q
Dashboard to ensure your 3 S § ¢ ¢ o 0o & 8 o & © g & § © 5

recruiters effectively bring

the best talent into your Q2 2014 n =17838.

i i : Source: CEB 2009-2014 Global Labor Market Survey.
organlzat|on. (ReQU|reS a CEB @ Active, neutral, and passive job-search behaviors are quantified based on the Active-Passive Score detailed on page 10.
Recruiting Leadership Council

membership)
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Job-seeking activity
contracted in emerging
markets in Q1, which
appears to have been
only a temporary shift,
as job-search activity
increased in India, Brazil,
and China in Q2.

® |n general, active job
seekers remain very rare
in developed markets,
particularly in Europe and
Japan.

= Solid arrows signify
statistically significant
changes in the Active-
Passive Score.

Definition

The Active-Passive Score
measures the extent to which
employed individuals are
inclined and demonstrate effort
to look for new jobs.
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ACTIVE CANDIDATES RE-SURFACE IN EMERGING MARKETS

Active-Passive Score: Q2 20142
By Region and Country

International Average: 3%
. (o)
Quarter-Over-Quarter Change
International Average: (0.6%)
.Signiﬁcant Change . No Significant Change Year-Over-Year Change -9070
o2
O+
> % 600593
© 522 516
5 500 508 499
(&)
Z 481 474 d
45.9
44.5 .
International Average = 41.9
L - 3 - - - ALA 410 407 406 g m o e
400 40.7 40.6- 20.1739.8 250
-~ 37.7 375 37.4 26.9
337 559
31.2
()
o>
24 200
o © © ko l% © = o > o © © < © ke © %] el 0] © ko) > [ORN%} c
g 5 522 8 g g £ £ 8 s 5 5 E§ £ 5 ¢ 5 5 5 £ER
c S oo & o = . s 6 g & = g © c 2 ol e T | B £ B2 &
9 v 2 (o)) > g g’ U] Q n [d) i o 9] = <& -
T L= < c < £ N O - o N o ©
£ @< B = Z < ¥ 9 5 2 0 g%
®d o & 5] 5 3 25 Z 52
e @ v 2z > S o)
= C zZ [0
Quarter- ) m
Over- 6.3% 12% 0.5% (22%) 192% 1.4% 10% 14% 39% 1.3%) 11% 12%  18% 02% 88% 24% (25%) 24% (1.6%) 12% 21% (6.6%) 3.4%
Quarter
change ®# O 0O ¢ 0 OO0 OO0 8D
Year- 37% 9.0% (2.3%) (51%) (7.5%) 25% (1.8%) (0.4%) (0.5%) 21% (81%) 20% 35% 20% 19% (1.3%) (44%) 54% (1.5%) (48%) (3.6%) (7.0%) (5.2%)
Over-Year

changee & ®# U O 8 4 0 G 0 48 0040400040000 80

Q2 2014 n =17,838.
Source: CEB 2013-2014 Global Labor Market Survey.

2 The global Active-Passive Score is an index calculated from a battery of eight questions posed to survey respondents. These answers are combined
and converted to a 100-point scale, with higher values indicating more active job-search activity.

® The Nordic Region includes Denmark, Finland, Norway, and Sweden.

< Solid arrows indicate a statistically significant change at the 95% confidence level, whereas an outlined arrow indicates the change was not significant. This value is determined by
response count and standard deviation; therefore, the solid arrows will not always be the highest or lowest absolute scores.
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An effective employment
value proposition (EVP)
allows organizations

to source more deeply
within the labor market
by attracting passive
candidates.

= CEB’s EVP model consists
of 38 validated attributes
that most significantly drive
attraction and retention.

= When candidates in the
labor market consider
an organization’s EVP
attractive, they demand
a lower compensation
premium when deciding
to join.

= QOrganizations with the
most effective EVP delivery
experience lower levels of
employee turnover than do
less effective organizations.

Additional Insight

Define the vision for your
differentiated EVP with our
insights and implementation
tools in our EVP Topic Center.

© 2014 CEB. All rights reserved. CLC9612114SYN

CEB’S EVP FRAMEWORK

The EVP Framework and the Benefits of a Differentiated EVP

Attraction Benefits

® Reduces the compensation premium needed
to hire by 50%

® Enables organizations to reach deeper into
the labor market to attract passive candidates

Retention Benefits

® Decreases annual employee turnover by 69%

® |ncreases new hire commitment by 29%

EVP

The set of attributes that the labor market and employees perceive
as the value they gain through employment in the organization

I !
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REWARDS OPPORTUNITY
B Compensation B Development
B Health Benefits Opportunity
B Retirement Benefits ® Future Career
B \acation Opportunity

B Growth Rate
B Meritocracy
B Stability

Source: CEB analysis.
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ORGANIZATION

Customer Prestige
Empowerment
Environmental
Responsibility
Ethics-Integrity
Formality of Work
Environment
“Great Employer”
Recognition

Inclusion/Diversity
Industry Desirability

Market Position
Organization Size

Product/Service Quality

Respect
Risk Taking

Social Responsibility

Technology Level

Well-Known Product

Brand
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PEOPLE

Camaraderie
Collegial Work
Environment
Coworker Quality
Manager Quality
People Management
Senior Leadership
Reputation

\D)

WORK

Business Travel
Innovative Work
Job-Interests
Alignment

Level of Impact
Location
Recognition
Work-Life Balance
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COMPENSATION AND WORK-LIFE BALANCE RANK MOST IMPORTANT

FOR CANDIDATE ATTRACTION

Percentage of Global Employees Who Rank the Driver Among the Top Five Factors Influencing Selection of a Potential Employer

Global Employed Labor Force: Q2 2014

. 10 Most Commonly Cited Attraction Drivers by Employees Worldwide
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Q22014 n =17838.

Source: CEB 2014 Global Labor Market Survey.
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COMPENSATION AND WORK-LIFE BALANCE REMAIN TOP PRIORITIES
FOR POTENTIAL CANDIDATES IN MOST REGIONS

Top 10 Attraction Drivers for Select Countries or Regions: Q2 2014
Change in Rank Compared to Last Quarter and Total Percentage of Potential Candidates Selecting Attribute as One of the Top Five Reasons
for Considering an Employer

Global Australia Southeast Asia? United Kingdom United States
1 Compensation \B/\/a?arﬁ_cé‘fe Compensation Work-Life Balance Work-Life Balance Work-Life Balance Compensation
47.5% 53 3% 69.4% 391% 44.0% 53.7% 54.2%
. ()
2 \é\/a?arl:]—clgfe Location Development +.| Future Career Compensation Location Work-Life Balance
29.9% 46.7% Opportunity 37.8% Opportunity 28.9% 34.7% 49.2% 42.7%
. 0
Stability o Future Career o Stability Stability Stability
3 35.4% +1  Respect 40.4% Opportunity 371% | T3 Growth Rate 28.6% 32.6% 33.8% 218%
Location . o Respect - o Future Career Respect Location
4 32.4% -1 stability 38.7% 29.9% Stability 27.6% Opportunity 28.8% 32.8% 40.3%
5 Respect Compensation +2 Work-Life Balance _3 Compensation Health Benefits +.| Future Career Health Benefits
31.7% 25.2% 26.9% 27.5% 277% Opportunity 28.0% 38.9%
Future Career Future Career Location Respect
6 Opportunity Opportunity =] stability 26.8% -1 Respect 26.0% s -1 Compensation 25.7% P
o o 26.8% 29.7%
25.2% 23.5%
Development ) ) ) ) )
) Ethics-Integrity Health Benefits Development Respect . o Retirement Benefits
7 %pﬁ/:’rw”'ty 221% -1 258% +1 Opportunity 22.1% 231% Recognition 19.5% 23.3%
Ethics/Integrity - o Retirement Benefits - o Development People Management Ethics/Integrity
8 7% Recognition 18.0% +2 170% +7 Recognition 21.5% Opportunity 22.3% +3 18.9% 29 6%
. Manager Quality ) . Ethics/Integrity Development Future Career
(o) - 0, - 0, -
9 | +] Vacation17.5% +3 161% 1 Vacation 16.6% 2 Location 20.9% 216% 1 Opportunity 18.2% Opportunity 22.4%
" Development . Innovative Work - Vacation Vacation
- 0, - [+ 0,
10 | =1 Recognition17.2% | +1 Opportunity 15.2% 1 Location 14.6% 20.0% Recognition 20.8% 17.0% 21.5%

Q2 2014 n = 17,838 (Global); 996 (Australia); 991 (China); 995 (India); 1,481 (Southeast Asia); 1,489 (United Kingdom); 2,290 (United States).

Source: CEB 2014 Global Labor Market Survey.

Note: The top drivers of attraction by country are calculated by asking survey respondents to indicate the five attributes in CEB’s EVP Framework that they consider most important when evaluating a new job. The attributes selected most

2 Southeast Asia includes Indonesia, Malaysia, the Philippines, and Singapore.

© 2014 CEB. All rights reserved. CLC9612114SYN

frequently by respondents are considered the top drivers of attraction in that country or region.
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Our employee EMPLOYEE ENGAGEMENT DRIVES PERFORMANCE

engagement model
links two key talent
outcomes—discretionary CEB’s Employee Engagement Model
effort and intent to
stay—to organizational
performance.

® The engagement metrics in
this section of the report are

Discretionary Effort

based on the percentage An employee’s willingness to go above

of employees who display and beyond the call of duty, such as

high or very high levels of — helping others with heavy workloads,

discretionary effort and volunteering for additional duties, and

intent to stay. Employee Engagement seekin.g ways to perform the job more

effectively
The extent employees —
commit—both rationally 5 "
and emotionally—to Organizational paa
) —> wZz

something or someone Performance O uw
in their organization, how g X
hard they work, and how E

long they stay as a result

of that commitment Intent to Stay

The employee’s desire to stay with the
organization, based on whether he or she
—> | intends to look for a new job within a year,
frequently thinks of quitting, is actively
looking for a job, or has begun to take
tangible steps, such as placing phone
calls or sending out résumés

Source: CEB analysis.
Additional Insight

Visit the Engagement

Topic Center for guidance
on measuring and managing
employee engagement at
your organization.

© 2014 CEB. Al rights reserved. CLC9612114SYN 14
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Discretionary effort levels DISCRETIONARY EFFORT LEVELS ARE DECLINING

have decreased over the

last year, from a high
of 20.5% in Q3 2013 to Percentage of Employees Reporting High Levels of Discretionary Effort

18.7% this quarter.

= |ntent-to-stay levels remain 0%
higher than they were a
year ago, despite the slight
drop-off in Q2, because of
the dramatic increase the 25%
previous quarter. 20.5% T 187%
o - I
14.9% /
® Both metrics have trended —_—
positively since lows in 2009 0% .
to the current levels in 2074. Q o o o s 5 = 5 o~ o o~ o~ ) ) M ) < <
S & ¥ &8 ¢ ¢ & & § & & /& & & & & & %
s § 5 3 © 8 38 3 5 8 3 % 5 8 8 & & 9

Q2 2014 n =17838.
Source: CEB 2009-2014 Global Labor Market Survey.
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Percentage of Employees Reporting High Levels of Intent to Stay

40% 370% T

/\ 35.7%

25%

181%
Additional Insight . ,,
10% //

Learn more about how we can 3 ° e <9 = 5 5 5 & 9 o4 4 M »o w® » ¥ F

: 8 5 ©o ©o g g g & © © © ©o ©o ©o o ©o ©o©o ©

help you run a customized I S NN g 5 ~ o < o Q o g o S o (:r N N

engagement initiative at 3 ) & o o g C © ¢ ¢ & ¢ a &} I ) &

your organization with CEB

Q2 2014 n = 17,838.
Workforce Surveys and

Source: CEB 2009-2014 Global Labor Market Survey.

Analytics, here. (AdditiOﬁéﬂ fees Note: Global discretionary effort and intent to stay levels are calculated from five and four survey questions respectively. Values shown represent the international average,
apply ) which is calculated as a straight average of participants. Due to the change in methodology, values differ slightly from previous quarters.
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Discretionary effort levels
! v DISCRETIONARY EFFORT LEVELS TAKE SHARP HIT
declined between one
and three percentage BUT HOLD IN EUROPE
points in most regions
this quarter; only levels ¢ i ) ¢ Di . " )
in Europe remained Percentage of Employees Reporting High Levels of Discretionary Effort by Region
unchanged.
= Almost one in four
employees in Latin America
. 40.0%
and North America report
going “above and beyond”
at work, whereas only
slightly over 10% report
doing so in Asia.
27.0% Latin America IE
25.0% North America % ‘8
zZ
O w
L
20.0% 20.6% Australia and New Zealand (ON
z
18.4% Europe L
11.6% Asia
(3.1%)
1.7%)
(3.0%)
(0.0%)
0.0% vl (11%)
2 2 2 2 5 5 5 §5 & & & 400 22 0 & F
S & § § &® & & & § & & & & & & & 2 7 T
N ~ o < 5 o~ N < — « N < — ~ o < = ~ Quarter-
<®r g o O g oo o O o o o O o o o O g Over-Quarter
Changes in
Q2 2014 n =194 (Latin America); 3,286 (North America); 1,493 (Australia and New Zealand); 6,409 (Europe); 4,459 (Asia). Intent-to-
Source: CEB 2009-2014 Global Labor Market Survey. Stay Levels
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The dramatic increase in
intent-to-stay between
Q4 2013 and Q1 2014
marginalizes the current
quarter’s decline, as most
regions still have higher
levels than they did a
year ago.

® Close to half of employees
in North America report
high intent to stay with
their current employers,
compared to about one in
five in Asia.

© 2014 CEB. All rights reserved. CLC9612114SYN

THE EARLY INTENT TO STAY HIGHS OF 2014
DROP OFF WORLDWIDE

Percentage of Employees Reporting High Levels of Intent to Stay by Region

50.0%
44.5% North America
41.6% Europe
38.7% Latin America
37.2% Australia and New Zealand
25.0%
20.4% Asia
()
11.5% (21%)
11%)
(2.9%)
(1.8%)
0.0% S/ 1.0%)
2 9o 2 2 E E E E & N o o m m m » ¥ ¥ R
8 © o © & % %  © © © © © ©o © © o o
I 1Y 1Y 1Y N o NN 3 I g I g I 1Y & 1Y 1Y 1Y Quarter-
N M = M 5 N M S = o )
g @} @} ¢} o @) g g g O ¢} G €} e e ) ¢} IS Over Quar.ter
Changes in
Q2 2014 n = 3,286 (North America); 6,409 (Europe); 1194 (Latin America); 1,493 (Australia and New Zealand); 4,459 (Asia). S'”te”'_t’toi
Source: CEB 2009-2014 Global Labor Market Survey. tay Levels
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As fewer than one in FEWER OF YOUR HARDEST WORKERS ARE PLANNING

five employees globally

reports high levels of TO STAY THIS QUARTER

discretionary effort, HR
leaders must focus on

retaining those who do. Percentage of Employees Reporting High Levels of Discretionary Effort: Q2 2014

. High Discretionary Effort

Neutral or Low Discretionary Effort

Distribution of Intent to Stay for Global Employees
Reporting High Discretionary Effort

N Somewhat High
81.3%

Q2 2014 n = 3,336 high discretionary effort employees.
Source: CEB 2014 Global Labor Market Survey.
Note: Pie does not equal 100% due to rounding.

|
|
|
|
Q22014
: 6.4%
: Low Intent to Stay
1 6.3%
! Somewhat Low
|
| |
\ I 54.7% E (7]
\\ I High Intent to paa)
\ I Stay 18.7% L(IDJ Z
N I Neutral b &
\ 1 (O
\ 1 Z
\ : w
\
\ : 13.9%
|
|
|
I
|
|

Q2 2014 n =17,838.
Source: CEB 2014 Global Labor Market Survey.
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EMPLOYEES WHO LEAVE CONTINUE TO BE FRUSTRATED BY THE

SHORTAGE OF OPPORTUNITIES AVAILABLE

Percentage of Departing Employees Who Rank the Driver Among the Top Five Most Dissatisfying at Their Previous Jobs

Global Employed Labor Force: Q2 2014

. 10 Most Commonly Cited Attrition Drivers by Employees Globally
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Q2 2014 n =10,991.

Source: CEB 2014 Global Labor Market Survey and CEB 2014 Departure View Exit Survey.
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DEPARTING EMPLOYEES CITE LACK OF OPPORTUNITY

Top 10 Attrition Drivers for Select Countries or Regions: Q2 2014
Change in Rank Compared to Last Quarter and Total Percentage of Departing Employees Selecting Attribute
as One of the Top Five Most Dissatisfying Attributes at Their Previous Jobs

Global Australia Southeast Asia? United Kingdom United States
1 Future Career +.| People Management +-| Future Career Future Career +-| People Management Future Career Future Career
Opportunity 40.8% 47.8% Opportunity 52.1% Opportunity 38.5% 40.3% Opportunity 45.8% Opportunity 41.7%
2 +-| People Management _1 Future Career _-I Compensation +3 People +-| Compensation People Management +-| People
35.8% Opportunity 39.4% 47.4% Management 30.7% 377% 39.3% Management 36.5%
3| -1 Sompensation Recognition 34.1% Development +4 Growth Rate 306% | +3 Recognition 332% | +5 Sompensation -1 Sompensation
35.6% 9 e Opportunity 45.0% % 9 <7 33.8% 35.9%
Manager Quality Development - o - o Work-Life Balance - o Manager Quality
4 28.7% Opportunity 30.7% +7 Recognition 29.5% =1 Recognition 30.5% 319% -1 Recognition 32.8% 211%
5 +.| Development +.| Manager Quality _.I Work-Life Balance _3 Compensation _4 Future Career +-| Development +.| Work-Life Balance
Opportunity 28.7% 30.3% 26.4% 27.5% Opportunity 29.7% Opportunity 32.2% 29.9%
" People Work-Life Balance Manager Quality Work-Life Balance
- 0, - 0, - - - ()
6 1  Recognition 28.3% 1 Respect 29.0% +2 Management 21.7% +2 6% 1 639 T 5 1 Respect29.4%
7 Work-Life Balance Work-Life Balance _.I Resoect 191% _-l Development Development _3 Manager Quality Development
28.0% 28.2% P e Opportunity 22.0% Opportunity 24.8% 31.2% Opportunity 26.5%
8 Respect 27.4% Stability 23.4% +4 ;g”(;zat've Work +2 Respect 21.7% +71 Stability 20.9% -1 Respect 23.6% Recognition 25.6%
. . Manager Quality Manager Quality Job-Interests ) .
[+ o, - 0, [
9 Stability 18.4% Compensation 21.5% | +1 18.0% 5 20.6% +2 Alignment 19.5% Location 19.9% Stability 16.4% % "
=0
Ez
- Job-Interests Job-Interests . . @ w
0, - o, - o, o, o
10 Location 16.2% +4 Alignment 17.7% +9 Alignment 17.0% 1 Location 201% 2 Respect 19.2% +3 Meritocracy 16.5% +2 Growth Rate 16.0% F o
<

Q2 2014 n =10,991 (Global); 523 (Australia); 310 (China); 526 (India); 407 (Southeast Asia); 476 (United Kingdom); 5,750 (United States).

Source: CEB 2014 Global Labor Market Survey; CEB 2014 Departure View Exit Survey.

Note: The top drivers of attrition by country are calculated by asking respondents to CEB’s Departure View Exit Survey and newly hired respondents to CEB'’s Global Labor Market Survey to indicate the five attributes in CEB’s EVP Framework
with which they were most dissatisfied while at their former employer. The attributes selected most frequently by respondents are considered the top drivers of attrition in that country or region.

@ Southeast Asia includes Indonesia, Malaysia, the Philippines, and Singapore.
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Given a set of scenarios,  \WHAT COULD MAKE AN EMPLOYEE CHANGE JOBS?

employees globally

indicated they would
most likely switch jobs Percentage of Employees Who Would Consider a Job Change Given a Specific Enticement
for a 15% increase In G/Oba/ Emp/oyed LabO/’ FOrC@, QZ 2074

their total compensation

package. “Assume you recently learned about a new job opportunity close to your home. All other aspects of this job
opportunity are identical to your current job except the new opportunity promises...”

® Shaded arrows signify

statistically significant - o Year-Over-Year
changes in employee . Significant Change . No Significant Change Change®

responses compared ) )
.15% Increase in Compensation Package 52.2% 1.5% f
to last year.
...Better Work-Life Balance 43.4% 1.4% f
..More Comprehensive Benefits 42.2% 0.1% ﬂ
..More Valuable Professional 39.6% 0.2% ﬂ
Development Opportunity e
..More Senior Position 38.4% 0.0% —
..More Engaging Day-to-Day Work 38.2% 0.7% ﬂ
..More Rapid Career Advancement 37.9% (0.3%) O
...Friendlier Work Environment 36.0% 0.9% ﬂ
..Greater Respect from Others 34.6% 0.9% ﬂ
5w
: i i X 1.3% * ]
...Highly Skilled Direct Manager 32.6% 2% =z
o w
[l 4
..a Higher Quality Product/Service 30.0% 00 — 'J; =
..Higher Level of Social Responsibility 28.9% (0.2%) O
..More Talented Colleagues 27.6% 0.7% ﬂ
0.0% 30.0% 60.0%

Q2 2014 n = 17,838 employees.
Source: CEB 2013-2014 Global Labor Market Survey.

2 Solid arrows indicate a statistically significant change at the 95% confidence level, whereas an outlined arrow indicates that the change was not significant.
This value is determined by response count and standard deviation; therefore, the solid arrows will not always be the highest or lowest absolute scores.
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Employees report SWITCHING PREMIUMS RISE AFTER REACHING A LOW

receiving a 15.0%

increase for switching
almost this quarter, which Global Compensation-Switching Premium

is almost equal to the Percent Change in Total Compensation
level a year ago.

17.0%

16.8%

15.0%

14.1%

13.0%

Definition

Q3 20N
Q4 201
Q12012
Q2 2012
Q32012
Q4 2012
Q12013
Q2 2013
Q32013
Q4 2013
Q12014
Q2 2014

The Compensation-Switching
Premium measures departed
employees’ anticipated
compensation changes at
their new organizations.

Q22014 n =5230.
Source: CEB 2011-2014 Departure View Exit Survey.
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Merit pay expectations— MERIT PAY EXPECTATIONS REMAIN LOW IN EUROPE

already low throughout
much of Europe—fell
significantly further in
the Nordic region and
in Belgium and the
Netherlands.

Employee Expectations for Merit: Q2 2014
By Country or Region

16.0%
13.9% Quarter-Over-Quarter Change
® On average, employees ©7°13.2% (0.3%)
expect a 4.2% increase D70
in merit pay this year.
9.9% 96% 9.5%
= Employees in Brazil and
India expect an increase
6.0% 5.4% 5.3%

of more than 10%. International Average = 4.2%

2.1%

2.0% 1.9% 1.8% 1.7%

0.4% 0.4%

(1.4%)
(4.0%)
= © (O} © © o) © © © [0) ) o > 0] © © © o o c > =
N 5 £2 » 8 8 % £ ¢ 5 ¢ 2 g ¢ & - 2 ge & §5 &% F &
& [ =L <] = < ) < le) o © © © c © © © o O = Q = Q
m - ©Ta ¢ = [0} > i = © s c - 00 o ©
< (@] X © © I 2= O W
ca O s 02 3 0 O - x %) [} [} 5 o) -
©= O c < 2 - N ) = @] N ©2 £ x
o £ 5 5 £ 0 0} < E gn K o
o en o) e} v = 2 = 52 5 5
a > %) c Q O =Z 3 ©°
o © v > Z o~ 8 5
s 2 © 9] c z
3 & z a o)
;
O
3 5
£ g
§ ‘g? (0.3%) (0.7%) (0.8%) (11%) 0.6% (1.6%) (0.6%) (0.3%) (15%) (0.7%) 00% 06% 02% 06% 00% (0.6%)(0.4%) (1.0%) 0.4% (1.3%) (0.2%) 00% 01%
[¢)

o0 400000 4444 3008 480 6

Q2 2014 n =17,838.

Source: CEB 2014 Global Labor Market Survey.

2 The Nordic Region includes Denmark, Finland, Norway, and Sweden.

L M b Solid arrows indicate a statistically significant change at the 95% confidence level, whereas an outlined arrow indicates that the change was not significant.
earn More This value is determined by response count and standard deviation; therefore, the solid arrows will not always be the highest or lowest absolute scores.

Find out how CEB can help

improve your organization’s

pay design and management

through Total Rewards.
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http://www.executiveboard.com/exbd/human-resources/total-rewards/index.page
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