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[Ne Great Resignation has significant Implcations for your organization

Employers continue to grapple with the reality of an extremely competitive talent market within the broader ‘Great Resignation’
phenomenon. The estimated cost of continuous voluntary turnover at its current rate could cost $630 million alone in the U.S.1 When
examining the U.S. market, KPMG has derived the following insights:

As more Boomers are reaching
retirement age, this has led to an
increase in voluntary turnover and
loss of institutional knowledge.

Increased job openings, options to work
remotely, and flexibility to relocate to a
more desirable place to live have added
fuel to the rise in voluntary turnover.
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35% of respondents indicated that better ac b(;lan::; e a";e?:;:':“;\;::zm Recent events have placed diversity,

equity, and inclusion underneath a
microscope and is something
employees are passionate about.

compensation and benefits would trigger
them to leave their current job

25% of respondents indicated that better On|y 21% of respondents said they are very
work/life balance would trigger them to engaged at work. 57% of employees indicated
leave their current job. they are burnout, especially millennials,

Work Institute, 2020

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/turnover-tsunami-expected-once-pandemic-ends.aspx; women, and parents.
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JiSengagement of the Workforce

Why aren’t employees returning to work? What will it take to re-engage the workforce?

1 309,000 women over age
20 dropped out of the labor
force in September, meaning
they quit work or halted their

1 Being in a job with heavy
exposure to the coronavirus
— or one where they would
repeatedly encounter
customers who don’t take
precautions like mask-
wearing and vaccinations

Creative recruiting practices
such as outdoor recruiting
events with raffles, increased
employee referral bonuses

Creating an Employee
Value Proposition
Strategy. Employee as

the consumer.

job searches due to unstable
school and child-care.

Company culture that
ensures the health and
safety of our people.

2 Savings from stimulus
checks, unemployment aid,
supplemented by on gig jobs
have sustained some while
they wait for the right job.
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DAY-TO-DAY EXPERENGES

A wide range of factors contribute to how easy, enjoyable and engaging it is for employees to do their jobs

Employee Experience is all about

how it feels for your people to be
a part of the organization and get

their job done.

The key to designing winning
employee experiences is
identifying the most influential
factors from the perspective of

your people.

Using an insights-led approach to

identifying the greatest ‘gains
creators’ and ‘pains relievers’
allows future journeys to be
designed with the individual in
mind, tackling the main points of
frustration head on.
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[ransitioning (o the New reality'?

Organizations must design their workforce management approach to meet the needs of their New Reality.
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Example interventions

People Review the existing people strategy against the emerging business vision
Strategy and strategy post COVID
. Understand the capabilities needed to deliver the operational requirements
Shaping iy » - ]
and understand your existing capability footprint
Develop a sourcing model and assess options to deliver the right capabilities
Sourcing Enable rapid re-skilling and internal mobility through reviewing existing L&D
approach
Refresh the existing EVP to deliver against the changing working model
. Identify behavioural change required for new ways of working
Experience ] . . ) !
Design physical location options and the supporting employer / employee
contracts
Workforce . . . :
Capability & Develop an internal workforce management capability drawing on input
ol from HR, COO, CFO and CIO
Agility
el Design and develop a forward looking workforce planning tool
Monitoring 9 P 9 P 9
People Develop an internal people analytics capability to provide analysis and
analytics decision support for all of the above
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What should you be thinking anout?

Business as usual is not an option. The biggest limitation is the imagination.

How should we reshape
1 our workforce to be fit
for the future?

Do we have the right
4 skills in HR? Which

ones are missing?

7 How do we gcome
mo evidence based?

L 1

What is the environmental
and social impact we want
to make as an
organization?

How much appetite
do we have for
automation?

How do we incorporate ~ '*
SG commitments into oug
strategy?

What changes do we

need to make to be seen

as value driving as opposed to
being seen as an administrative
cost?

What are the critical skills
that our business needs
to drive competitive
advantage? * @
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Are we prepared to
reinvent HR in our ’ '
business? ' Py
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Some or all of the services described herein may not be permissible for KPMG audit clients and their
affiliates or related entities.
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