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a holnap tehetsegprogramija.

A munkavallaloi elvarasok a munkaeré menedzsment ABC-jét is

ujrairjak, amelyet erdemes a munkaltatoknak kovetniuk, ha a legkivalobb
tehetségeket akarjak magukhoz vonzani és megtartani. Ez a legfontosabb
tanulsaga a Workmonitor 2024 kutatasunknak, amellyel a kutatassorozat a
harmadik évtizedebe lepett.

Az “A” (amibition) az ambiciot jelenti. Az emberek elore akarnak lépni a karrierjukben.
Az ambiciot azonban mar nem a hagyomanyos értelemben vett karrierépitésben
latjak. A munkavallalok ujragondoltak, hogy mit jelent az ambicio, és a karrierdontések
kozéppontjaba mar a munka-maganélet egyensulyt, a rugalmassagot, a
meéltanyossagot es a képzéseket helyezik.

A “B” (balance) az egyensulyt jelenti. A munkavallalok a munka és a maganélet
egyensulyat épp olyan nagyra értékelik, mint a fizetést. Tovabbra is erds a rugalmassag
iranti igény, mind a munkavegzes helyét, mind a munkavegzes idejét illetéen. A
nagyobb egyensulyra valo torekves pedig hatassal lehet a munkavallalok eldmenetel
iranti igényére is: egyesek szerint ambicioik mértekét kozvetlenul befolyasolja, hogy mi
torténik a maganéelettkben.

A “C” (connection) a kapcsolodast jelenti. Mivel a generacios es foldrajzi kilonbsegek
- valamint a személyes kortlmeények - hatassal vannak a munkavallalok elvarasaira,
a munkaltatoknak ujra meg kell ismerniuk igényeiket, hogy jobban megértsek, hogy
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globalis témak eldretekintés a kutatasrol fuggeléek

a kulonbozd karrier utak és munkamodellek hogyan felelnek meg
az egyeneknek. Ez lehetove teszi a munkaltatok szamara, hogy
eltavolodjanak az altalanos tehetseég strategiaktol, és szemeélyre
szabott megkozelitést alkalmazzanak.

Ahhoz, hogy a jovoben a munkavallalok vonzo munkahelyként
tekintsenek egy adott szervezetre, munkaltatoként el kell fogadni
azt a gondolatot, hogy a tehetségek partnereive valjanak, és ne
karrierjuk fejlesztésével, hanem olyan méltanyos munkahelyek
kialakitasaval tegyék ezt, ahol a munkavallalok érezhetik, hogy
valéban oda tartoznak.

I

A szervezeteknek meg kell mutatniuk, hogy valoban megeértik a (“A
munkavallalok céljait, az (“B”) egyensuly iranti vagyukat és a (“C”)
kapcsolodas iranti igényuket. Csak igy lesznek kepesek bevonzani
és megtartani azokat a jelolteket, akikre a stratégiai Uzleti célok
megvalositasahoz szukseguk van a gyorsan valtozo kornyezetben.

Ismerje meg részletesen a globalis munkaer6 veleményén alapulo
legfrissebb kutatasi eredmenyeinket, és fedezze fel, hogyan
alakithatja at ezeket a megallapitasokat olyan megvaldsithato
stratégiakka, amelyek a holnap tehetségfejlesztési programjat
hatarozzak majd meg.

Sander van ‘t Noordende
CEOQO, Randstad

)
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legfontosabb eredmeények.

A munkavallalok az
ambiciot mar nem a

hagyomanyos ertelemben
vett karrierepitésben latjak.
Ujragondoltak, hogy mit is

szeretnenek, és a munka-
maganelet egyensulyt,

a rugalmassagot, a
meéltanyossagot és a
kepzéseket helyezik

a karrierdontések
kozéppontjaba.

A kutatas ramutat, hogy
a szervezeteknek is ezért
ujra kell értelmezniuk

a munkavallaloik
ambicioit, arnyaltabban
kell értelmezniuk

az egyensulyt, és

erds kapcsolatokat

kell kialakitaniuk a
munkavallalokkal, mivel
a tehetségek valodi

partnerseget szeretnének a

munkaltatokkal.
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1. ambicio és motivacio.
Az ambicio tobb, mint a karrierlétra megmaszasa, €és ma mar a
tehetségek motivaciojat nem feltétlentl az eloléptetések adjak.

A valaszadok kozel kétharmada
(60% HU:54%) szamara a maganélet
fontosabb, mint a munka. A munka
es a maganélet egyensulya ma mar
ugyanolyan elokel6 helyen szerepel
a munkavallalok prioritasi listajan
(93% HU:93%), mint a fizetés (93%
HU:95%) - minden mas szempontnal
eloréebb. Amikor a kovetkezd
karrierlepéest tervezik, a munka

és a maganélet egyensulya még
fontosabb tényezo6 (57% HU:56%),
mint a magasabb fizetés (55%
HU:54%).

Tobb mint egyharmaduk nem akar
elorelépni a karrierjében,

51%

global

63%

mert elégedett a munkakorében
(39% HU:45%), és a legtobb
valaszado hosszu tavu célja egy
stabil, bels6 pozicio. Ez azonban
nem tartja vissza Oket attol, hogy
képzéssel biztositsak a jovore

nézve készségeiket (72% HU:69%),
kulonosen az olyan teruleteken, mint
a mesterseges intelligencia (Al) és az
informatika, amelyek egyre inkabb
atformaljak majd a munkakaoroket.

A munkaltatoknak fel kell ismernitk
a valtozo prioritasokat, és kreativabb
fejlodesi lehetosegeket kell
kinalniuk, amelyek 6sszhangban
vannak a munkavallalok ktlonbozé
ambicioival.

szivesen marad egy olyan munkakorben,
amelyet szeret, még akkor is, ha nincs
lehetdseg a szakmai elbmenetelre.

2. rugalmassag.

A munkavallalok tovabbra is igénylik és keresik azt a fajta
rugalmassagot, ami minden prioritasukkal 6sszhangban van.

A munka és a maganélet

egyensulyanak fontossaga

abban is megmutatkozik, hogy

a rugalmas munkavegzésre
tovabbra is nagy hangsulyt
fektetnek, még akkor is, ha

a munkaltatok egyre inkabb

az irodaba valo visszatérest
szorgalmazzak. Sok munkavallalo
alkalmazkodott az “otthonrol

dolgozd” életmodhoz a

vilagjarvany évei alatt - tavolabbra
koltozve vagy haziallatot tartva

-, mivel arra szamitottak, hogy a
tavmunka hosszu tavon is marad.

A3

Az otthonrol torténé munkavegzes
5-bol 2 valaszadd szamara nem
kepezi alku targyat. Hasonloan
sokan (37% HU:44%) fontolgatnak
a felmondast, ha tobb id6t kellene
az irodaban tolteniuk. Van azonban
egy arnyalatnyi kiilonbség, amikor
a kovetkezd karrierlepésukrol

van szo: a rugalmas munkaido
iranti igény valamivel megel6zi az
otthoni munkavegzes igenyét (41%
HU:34% vs 37% HU:33%). Az azsiai
es csendes-oceani térsegben
(APAC) 45%, a Z generacios
valaszadok korében pedig 46% és
51% az arany.

az otthonrol torténdé munkavegzes 5-bol
2 munkavallalo szamara nem kepezi alku
targyat vilagszerte, és Magyarorszagon is.

v
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3. méltanyossag és megertes.

A munkavallalok szamara fontos, hogy olyan kapcsolatokat épitsenek ki a
munkaltatokkal, amelyek révén teljes mértekben megmutathatjak onmagukat, és
egyuttmukodhetnek a szervezetekkel a munkahelyi méltanyossag javitasa eérdekében.

A korabbi Workmonitor kutatasaink
alkalmaval feltart, valahova tartozas
érzése tovabbra is dominal abban,

hogy a munkavallalok mit varnak el a
munkahelyUktol. Azokat a munkaltatokat
részesitik elonyben, akiknek a véleménye,
ertekei és vilagnézete megegyezik a
sajatjukkal, mint hasonlodan gondolkodo
partnerekeé, akikkel kapcsolatot tudnak
teremteni, amivel javithatjak a munkahelyi
meltanyossagot.

Tobb mint egyharmaduk allitja, hogy
nem fogadna el munkat, ha nem értene
egyet a szervezet vezetdsegenek
nézeteivel (38% HU:38%), és a valaszadok
54%-a (HU:53%) fontosnak tartja
munkaltatoja tarsadalmi és politikai
kerdeésekkel kapcsolatos allaspontjat és
tevékenységet.

A3

M~ workmonitor 2024

Majdnem ketotoduk (38% HU:36%)
torekszik arra, hogy tarsadalmi és
kornyezetvedelmi kérdésekben

azonos allaspontot képviseljen leendd
munkaltatojaval. Az APAC regiocban élok
fejezték ki a legerdsebben ezeket az
igenyeket az 0sszes regiot tekintve.

Ugyanakkor altalanos az a vélekedeés,
hogy a munkaltatok nem igazan értik
meg a munkavallalokat, és ezt a Z
generacio fejezte ki a leghatarozottabban
(40% HU:47%). Ez magyarazhatja

azt is, hogy miért érzi ugy tobb,

mint egynegyeduk, hogy nem tudja
szabadon megosztani a vélemeényeét,

és tobb mint a feluk nem tudja teljes
mertékben megmutatni valodi onmagat a
munkahelyén (55% HU:55%).

tobb mint egyharmaduk nem fogadna el munkat,
ha nem értene egyet a szervezet vezetesenek
nézeteivel, Magyarorszagon, és vilagszerte is.

4. mesterseges intelligencia és kepzeés.

A tehetségek tovabbra is prioritaskent kezelik azt, hogy készségeik a jovoben
is naprakészek legyenek, kilonosen a mesterséges intelligencia szeéles koru

elterjedésének fényeében.

A karrierépitéshez és az ambiciokhoz
valo valtozo hozzaallas ellenére tovabbra
is igénylik a kepzést és a fejlodést mind

a jelenlegi munkakorokben, mind a
jovobeli karrierépitésre vonatkozoan (72%
HU:69%). Korulbelll egyharmaduk (29%
HU:23%) akar odaig is elmenne, hogy
felmondana egy olyan munkahelyen,
amely nem kinal megfeleld képzéesi és
fejlesztési (L&D) lehetosegeket.

A mesterseéges intelligencia egyre
szelesebb koru elterjedése kulonosen
nagy hatassal volt a munkavallalok
(tovabb) képzesi igényére. A mesterseéges
intelligencia hasznalatanak elsajatitasa

az elsd helyen all a fejleszteni kivant

29%

global

27%
HU

készsegek listajan, az informatikai es
technologiai ismeretek mellett, amelyet a
well-being és a tudatos gondolkodas kovet
(23% HU:30%). Ez utdbbi nem meglepd,
tekintve, hogy a munkavallalok az idei
felméreés soran mindenutt hangsulyt
fektettek onmagukra és személyes
eletukre.

A valaszadok ugy latjak, hogy a képzés
és a fejlesztés feleldssege mind sajat
maguknal, mind a munkaltatojuknal
fennall, ami ismét kiemeli a partneri
egyuttmukodeés szandékat, amely az
eredmeények jo részében szintén tetten
erheto.

a mesterseges intelligencia hasznalatat
a legfontosabb készsegek koze
sorolta, amelyek irant erdeklodik.
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ambicio €s motivacio.

Ha megkerdezunk 10 embert, hogy mi motivalja Oket, es
mire vagynak, valoszintleg 10 kulonbozd valaszt kapnank.
Mindenkinek van munkan kivuli élete, es kulonbo6zo tenyezok
mozgatjak a palyavalasztasat. Ez az idei eredmeéenyek egyik
legfontosabb uzenete.

a munka és a maganélet egyensulya megeldzi a fizetést

nem fogadnanak el munkat, ha ® global
HU

55%

nem kinalna jelentosen

54% magasabb fizetést

57%

negativan befolyasolna a munka

és a maganélet egyensulyat
56% J gy Y

fontossag a jelenlegi és a jovobeli munkahelyek szempontjabdl:

93%

fizetés
95%

munka és maganélet egyensulya

93%

11
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csokkent a bizonytalansag
a gazdasagi helyzet
szakmai eldmenetelre
gyakorolt hatasat illetden.

aggodom a gazdasagi
bizonytalansagnak a
karrierem el6rehaladasara
gyakorolt hatasa miatt:

HU

2024
2023

50%

23%

19%

a munka €s a maganélet
egyensulya fontosabb
a karrierepitesnél.

Az idei tanulmany szerint a munka és a maganeélet
egyensulya ma mar ugyanolyan fontos helyet foglal
el a munkavallalok prioritasi listajan, mint a fizetés
(93% HU:95%) - messze megeldzve minden mas
szempontot.

Amikor az emberek a kovetkezo karrier leépésuket tervezik, a munka és
a maganélet egyensulya (57% HU:56%) meég a magasabb fizetést (55%
HU:54%) is megel6zi a szempontok listajan. Egyértelmu tobbség (60%
HU:54%) a maganéletet fontosabbnak tartja a munkahelyi életnél.

Ami a karrierépitést illeti, a munkavallalok pozitivabban itélik meg
a gazdasagi kornyezetet, €s csak 23%-uk nyilatkozott ugy, hogy
aggodik a gazdasagi bizonytalansag hatasa miatt a karrierjében
valo elérehaladasnal. 2023-ban a megkérdezettek fele fejezte ki
aggodalmat ez irant.

Vannak azonban egyértelmuen ellentétes preferenciak
is. Azok aranya, akik azt mondjak, hogy nem fogadnanak
el egy allast, ha az nem kinalna karrierepitéesi lehetoseget
(42% HU:29%), majdnem ugyanannyi (39% HU:45%),
mint azoke, akik azt allitjak, hogy nem akarnak
eloreléepni, mert elegedettek a munkakorukben.

12



eldszo eredmeények globalis témak eloretekintés a kutatasrol fuggeléek

A valaszadok tobb mint fele (51% HU:60%) a karrierépités és @ global

azt allitja, hogy akkor is maradna egy a képzés szamit HU

neki tetsz6 munkakorben, ha az nem

kinal e,sely,t az e,lore,l,e?esr,e M?SOk, a 72% fontosnak tartja a képzést és
munkan kivuli életkoralmeényeik miatt a fejlédést a jelenlegi és a
nem torekszenek a karrierépitésre. Tizbdl jdvbeni munkakérdokben.
négyen (41% HU:36%) mondtak, hogy

ambicioik szintje a munkajukon kivuli 70% | -
tényezok figgveényében valtozik. fontosnak tartja a karrierépitési

lehetosegeket

A munkaltatoknak tudomasul kell venniuk,
hogy mig az emberek 35%-a (HU:23%)azt

. o ,
mondja, hogy felmondana, ha nem lenne 35 /o felmondana a munkahelyen,

3| karrieréepitésre, addig 48%-uk ha az nem kinaina
eselyeaka P ’ g #07-U karrierépitési lehetdséget.
(HU:38%) akkor hagyna ott a munkahelyét,
ha a munkaja megakadalyozna abban, 4 80/
(o

hoayv élvezze az életét. felmondana a munkahelyén,
JY ha az megakadalyozna abban,

hogy élvezze az életet.

workmonitor 2024 ' - 1 13
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Sta bll Vé |aSZtéS stabilitas a felelésség helyett

o , ., ot ev tavlataban milyen
A vilag szamos részen tipust munkakor lenne az

uralkodo bizonytalan On szamara az idealis?
gazdasagi helyzetet tekintve

nem meglepd, hogy a global HU
munkavallalok a stabilitast a
nagyobb feleldssegvallalas elé
helyezik.

Arra a kérdésre, hogy milyen jellegt
munkat szeretnének a kovetkezd 5
evben, 59% (HU:51%) valaszolta, hogy
egy vallalaton beluli teljes munkaidds
allast, ezt koveti 16%, (HU:19%) aki
reszmunkaidoben szeretne dolgozni.

@ teljes munkaidos allas egy vallalaton beldl
@® részmunkaidos allas egy vallalaton belll
Csak minden tizedik valaszado (10% ® szabaduszo:

HU:13%) szeretne szabadUlszoként ) wlelleres wkieoness

ideiglenes munkak

dolgozni, mig 11% (HU:10%) sajat
vallalkozast szeretne vezetni, akar
alkalmazottakkal, akar alkalmazottak
nelkul.

14




& — > el6szo eredmények globalis témak eléretekintés a kutatasrol figgelék

milyen gyakran beszél milyen gyakran szeretne,
a munkaltatoja Onnel ha a munkaltatoja beszéelne

a karrierepitésrol? Onnel a karrierépitéséré|? |geny d kepzesre.

havonta egyszer

A szakmai eldmenetel és a karrierfejlesztes

global

10% 16%

azonban nagyon kulonbo6zo dolgok, és
magyarorszag 7% 13% , ,
az, hogy a munkavallalok nem akarnak
negyedévente egyszer eldleptetest, nem jelenti azt, hogy nem erdekl

bket a fejlédes.

15% 27%

A képzésre igenis van igény: 72%-uk (HU-69%) tartja ezt

svente két . . . : .
cren e KerSzet fontosnak, ami valamivel tobb, mint a 70%, (HU-60%) akik a
szakmai eldmenetelt tartjak elsédlegesnek. A munkavallalok
14% 19% kilonosen nagy hangsulyt fektetnek arra, hogy a jovore nézve

biztositsak készsegeiket a mesterseges intelligencia és az
évente egyszer informatikai kepzésekkel (mindkettd 29%, HU: Al 27% IT 23%).

26% 26%

24%

soha

34% 12%

44% 17%

M~ workmonitor 2024 15
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A jo hir az, hogy a munkaltatok a jelek szerint mar tisztaban vannak
ezzel: a valaszadok egyharmada (33% HU:26%) szerint az elmult évben
néttek a képzési és fejlddési lehetdségeik. Osszességében 69%-uk
(HU:58%) szerint a munkahelyuk biztositja a kivant kepzést és fejlodeést
- bar ebben még mindig van hova fejlodni.

Minden munkaltato, aki tobbet szeretne nyujtani,
megfontolhatja, hogy well-being és tudatossagra

neveld (mindfulness) képzéseket kinaljon, amelyeket a
munkavallalok 23%-a (HU:30%) keres. Ez a tendencia abban
is megmutatkozik, hogy az emberek 83%-a (HU:77%) a
mentalis egészseg tamogatasat és az éves szabadnapokat
fontos tényezonek tekinti a munkahelyvalasztas soran.

Minden korcsoportban azonban eltérés mutatkozik a munkavallalok
elorelépési vagya es a munkaltatok valaszlepései kozott. A valaszadok
egyharmada szerint a munkaltatojuk soha nem beszél a karrierjuk
eldrehaladasaradl, holott 40%-uk (HU:27%) legalabb negyedévente
egyszer szeretne ilyen beszélgetéseket folytatni.

Ha ezt az eltérést nem sikerul kezelni, a vallalatoknak nehézséget
okozhat a legjobb jeloltek vonzasa és megtartasa. Napjainkban,
amikor munkaerdhiany van - kulonosen az olyan teruleteken, mint a
technologia - ez sulyos kovetkezmeényekkel jarhat a vallalatok szamara.

16
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ambicio és motivacio
SZAdImMOoKDAn.

® global HU

fiatal €s moho.

Arra a kérdésre, hogy generaciojuk
ambiciozusabb-e a tobbinél, a
legfiatalabb valaszadok ugy vélik,
hogy nekik vannak a legerosebb
karriercéljaik:

global
46%) N%
Z generacio millennial
33% 32%
X generacio baby boomer

M~ workmonitor 2024

foldrajzi elteresek.

A latin-amerikai valaszadok a
legambiciozusabbnak, az észak-nyugat-
europaiak pedig a legkeveésbe ambiciozusnak
itelik magukat.

apac

kelet-europa

magyarorszag

latin-amerika

észak-amerika

északnyugat-europa 48%

dél-eurdpa

60%

51%

39%

A%

a maganéletét fontosabbnak
tartja a munkajanal.

orommel marad egy olyan
munkakorben, amelyet szeret,
meg akkor is, ha nincs lehetdség
az elorelépésre vagy fejlédésre.

nem akar eldrelépni a
karrierjében, és elégedett
a jelenlegi poziciojaban.

azt mondja, hogy az el6relépési
ambicioit néha befolyasolja, hogy
mi torténik a maganéletében

a boldogsag
az elso.

Erdemes megjegyezni, hogy a szakmai
eldmenetelre nem mindenki vagyik. A
valaszadok jelentds része elégedett a
jelenlegi szintjén. Masok azt mondjak,
hogy az eldmenetel iranti vagyukat
befolyasolhatjak a személyes életlikben
bekovetkez6 esemeények.

agazati
bontas.

A legtobb agazatban
nagyon nepszeru a
karrierepités, de néhany
agazat jelentosen
kiemelkedik a 70%-0s

globalis atlag folé (HU:60%):

]9Y, 1T szolgétatasok
78% croiganmasok
76%

716%

epitdipar

kommunikacio
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ambicio és motivacio

legfontosabb tanulsagok.

eros a fejlodeés iranti igeny.
A valaszadodk tobb mint fele (56% HU:51%) ambiciozus a
karrierjét illetéen, a gazdasagi bizonytalansag ellenére.
Szamos tenyezd befolyasolja, hogy ez az ambicio
hogyan nyilvanul meg, de a munkavallalok jelentds
része a szakmai eldmenetelt helyezi elétérbe. Ez akar
azt jelenti, hogy kilatasba helyezik, hogy elhagynak egy
olyan poziciot, amelyben nincsenek lehetdségek, akar
azt, hogy nem fogadnak el egy olyan munkakort, amely
korlatozott lehetdsegeket kinal, a munkavallalok nem
akarnak megrekedni karrierjukben.

A kihivasokkal teli gazdasagi kornyezet ellenére
a munkaltatoknak torekednitk kell arra, hogy
egyuttmukodjenek a munkavallalokkal ambicioik
megvalodsitasaval kapcsolatban.

M~ workmonitor 2024

az ambicio kulonféle
formaban jelenhet meg.

Adataink azt mutatjak, hogy bar az ambicio szintje
magas, ez mas-mas dolgot jelent a kulonbo6z6
munkavallalok szamara. Mig egyesek a vezetdi pozicio
betoltéset tekintik céljuknak, masok a munkakorrel
kapcsolatos szakértelem megszerzésere torekednek.
Sokan szeretnek frissiteni készseégeiket is, hogy
megfeleljenek a jovd munkahelyi kovetelmeényeinek.

A munkaltatoknak a hagyomanyos ranglétran tulmutato
fejlodesi lehetdsegeket is figyelembe kell venniuk, szem
elott tartva az egyes emberek szemeélyes ambicioit.

Azt is fel kell ismernitk, hogy a karrierépités és az
egeszseges maganeélet fenntartasa osszefonodik, és
egyensulyt kell teremteni kozottuk.

a parbeszed
kulcsfontossagu

Talan a legfontosabb tanulsag, hogy az ambicio

es a motivacio tekintetében egyszerien nincs
egyfele, mindenki szamara megfelel6 megoldas. A
munkaltatoknak vilagos kommunikacios vonalakat kell
kialakitaniuk a kollégakkal, hogy megértsek, mit jelent
szamukra az elorelépés, és milyen motivaciora van
szUkseguk.

A munkavallalok tisztanlatasra vagynak - a rendelkezésre
allo képzesi és fejlodesi lehetosegekrdl, a munkaltatonal
elérhetod karrierlehetéségekrol és a munka és a
maganélet egyensulyarol, amely a munkakorukben
elérhetd. Ennek az atlathatosagnak a biztositasahoz a
szervezeteknek gyakori és egyertelmu visszajelzést kell
adniuk, lehetove kell tenniuk a munkatarsak szamara,
hogy megvaldsithassak ambicioikat, és rendszeresen

el kell ismerniuk hozzajarulasukat. Ha igy tesznek,
egeszseges, egymassal egyuttmuikodo és produktiv
munkaerot biztosithatnak.
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rugalmassag.

A vilagjarvanyt kovetoen a rugalmas
munkavegzesi lehetdsegek tartosnak
tdntek. Legfrissebb kutatasunk azonban
azt mutatja, hogy bar a munkavallalok
tovabbra is igenylik a rugalmassagot,
munkaltatoik azt szeretnek, ha
visszatérnenek az irodaba.

Ez ellentétes a munkavallalok preferenciaival, akik

kozul sokan gyakran jelentdsen megvaltoztattak
eletmaodjukat a tavmunka és a hibrid munkamodszerek
miatt. Tobb mint egyharmaduk (37% HU:29%) koltozott
el vagy fogadott be haziallatot, mert feltételezte,

hogy az otthoni munkavegzes tartosan fennmarad. A
rugalmassag azonban rendkivul arnyalt fogalom, amely
nem feltétlenul csak az otthoni munkavéegzeést jelenti.

M workmonitor 2024 | _ 20
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A%

mondja, hogy a munkaltatoja az
elmult honapokban szigorubba valt
az irodai jelenléttel kapcsolatban.

37%

tett olyan maganéleti leépéseket
(peldaul elkoltozott vagy haziallatot
fogadott be), amelyek azon a
feltetelezesen alapultak, hogy az

otthoni munkaveégzeés allando marad.

® global magyarorszag

M~ workmonitor 2024

az irodai munkavegzes megosztja a
munkaltatokat es a munkavallalokat .

Nagyjabol ugyanannyian voltak azok a valaszadok, akik azt allitottak, hogy a
munkaltatojuk az elmult hat honap folyaman szerette volna, ha az irodaban dolgoznak
(35% HU:27%), mint azok, akik nem éereztek ugyanezt a nyomast (34% HU:45%). Arra a
kérdésre azonban, hogy a munkaltatok mennyire eroltetik az irodaba valo visszatérest,
A% (HU:38%) valaszolta azt, hogy a munkaltatoja szigorubba valt a jelenléttel

kapcsolatban.

Annak ellenére, hogy a munkavallalok egyre jobban
tartanak munkahelyuk elvesztésétodl - 45%-uk (HU:44%)
fejezte ki ezt, mig egy évvel korabban 37%-uk
(HU:34%)-, a rugalmassag tovabbra is meghatarozza

a munkavallalok prioritasait. Nem tortént valtozas a
tekintetben, hogy a maganéletet a munka és a karrier
ambicioi folé helyezik (60% HU:54%), és jelentds
szamban mondananak fel olyan munkahelyen, amely
megakadalyozna dket abban, hogy elvezzék az életuket
(48% HU:38%).

Bar a szamok némileg csokkentek, tobb mint
egyharmaduk nem fogadna el Uj allast, ha az nem
biztositana rugalmas munkavegzési helyet (37% HU34%)

vagy munkaidot (41% HU:33%). Az otthonrol torténod
munkavegzes 10-bol kozel 4 munkavallalé szamara nem
kepezi alku targyat (global&HU:39%). Hasonloan sokan
(37% HU:44%) fontolgatnak a felmondast, ha arra kérnek
dket, hogy tobb iddt toltsenek az irodaban.

A munkavallalok féltik jelenlegi munka-maganélet
egyensulyukat, és tobb mint a feluk kijelentette, hogy
nem vallalna olyan munkat, amely ezt negativan
befolyasolna (57% HU:56%). Ez magasabb arany, mint
azoknal, akik jobb fizetést (55% HU:54%) és juttatasokat
(50% HU:51%) varnak el egy jovobeli karrier [épést
illetden.
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iparagak osszehasonlitasa
a rugalmassag iranti igeny tekinteteben

rugalmas munkavegzeési hely  rugalmas munkaidé
IT szolgaltatasok
peénzlgyi szolgaltatasok

kommunikacio

mezdgazdasag, erdogazdalkodas

, . 45%
és halaszat °
banyaszat és kozmuvek

A% Uzleti és egyéb szolgaltatasok

epitdipar

A valaszadok nem fogadnanak el olyan munkat, ami:

3/% A%  S/%

nem biztositana nem biztositana negativan
rugalmassagot rugalmassagot befolyasolta
a munkavegzes a munkaidot a munka és
helyét tekintve tekintve a maganélet

egyensulyat
@® global magyarorszag
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a rugalmassag iranti igeny agazatonkent

es teruletenkent eltero.

A rugalmassag iranti igenyt az azsiai és csendes-oceani tersegben elok
fejezték ki a legerdteljesebben (45%). A rugalmasabb munkavegzesi hely
(64%) és munkaido (61%) volt a legfontosabb a munkavallalok szamara
Indidban; Kinaban a preferencia 50%, illetve 47% volt. Eszak-Amerikaban
39% nem fogadna el allast, ha nem dolgozhatna tavolrol vagy hibrid
formaban, 43% pedig azt mondta, hogy a rugalmas munkaidd megléte

onmagaban nem lenne elégséges.

Az iparagak tekintetében is jelentds elterések
vannak. A rugalmassagot leginkabb

alkalmazo agazatok - kulonosen azok, ahol
magas a tudasalapu munkavallalok aranya -
foglalkoztatjak a legnagyobb aranyban azokat a
munkavallalokat, akik elutasitanak a rugalmatlan
munkaidot és munkahelyet. Ide tartozik az IT,

a penzugyi szolgaltatasok, a kommunikacio,
valamint az Uzleti és egyéb szolgaltatasok - ezek
mind a globalis atlag folott allnak. Felmeérésunk
szerint tovabba az olyan, inkabb fizikai munkat
vegzO agazatokban, mint a mezdgazdasag, az

erdeszet és halaszat, a banyaszat és az épitoipar,
a valaszadok szintén a rugalmassagra torekednek
a kovetkezd munkahelyukon.

Ebben az 6sszefluggesben fontos megjegyezni,
hogy a rugalmassag nem csupan a munkavegzes
helyére vonatkozo szabalyokat jelenti. Sot. A
rugalmas munkaidot sokkal fontosabbnak tartjak
(41% HU:33%) az uj poziciorol szolo dontes
meghozatalakor, mint a rugalmas munkavegzés
helyét (37% HU:34%).

22



eloszo

eredmeények globalis témak eldretekintés a kutatasrol fuggelek

\

\

workmoni?&r 2024

»

a rugalmassag hianya hatassal van
a jelenleg betoltott munkakorre is

60% a maganéletem
fontosabb, mint
a munkam

(W

felmondanék a

18% munkahelyemen,

ha az akadalyozna
abban, hogy élvezzem
az eletemet

\/

az otthonrol torténd
399% munkavegzes
lehetdsege
szamomra nem
képezi alku targyat

N

megfontolnam a

37% felmondast, ha arra
kérnének, hogy tobb
idot toltsek az irodaban

</

@ global magyarorszag

a rugalmassag fontosabb a
fiatalabb generaciok szamara.

Ami a kulonbozo generaciok hozzaallasat illeti, a fiatalabb
generaciokat jobban foglalkoztatja a rugalmassag, mint az

idOsebbeket.

A munkavegzeés térbeli és iddbeli
rugalmassagat a Z generacio (1997

es 2005 kozott szuletettek) tartja a
legertékesebbnek: 46%-uk a (HU:59%)
munkavégzes helyének rugalmassagat,
51%-uk (HU:53%) pedig a rugalmas
munkaidodt tartja a legfontosabbnalk,
amikor a kovetkez6 munkahelyét keresi.
Jelentds szazalekuk (48% HU:47%) pedig
azt is megemlitette, hogy az otthonrol
tortéend munkavegzes lehetdsege nem
képezi alku targyat szamara.

Ezzel szemben az X generacio (1965-
1980) kevesebb mint egyharmada
mondta azt, hogy visszautasitana egy
olyan munkat, ahol nincs rugalmassag

a munkavegzes helyeben (32%

HU:20%), valamivel tobben éreztek igy a
munkaidovel kapcsolatban (37% HU:23%).

A Baby Boomerek (1946-1964) esetében
a szamok tovabb csokkentek, 31%-uk
(HU:26%) a hely rugalmassagat helyezte
eldterbe, 35%-uk (HU:27%) pedig a
rugalmas munkaidd miatt aggodott.
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a rugalmas munkavegzesrol
sz0lo vita folytatodni fog.

Az adatok azt sugalljak, hogy az irodaba valo visszateressel
kapcsolatos huzavona 2024-ben is folytatodni fog, mivel a
munkavallalok tovabbra is igenylik a maganéletukhoz igazodo,
rugalmas munkarendet.

A rugalmassag azonban tobbrdl szdl, idot hogyan lehet 0sszeegyeztetni a

mint az otthonrol torténé munkavegzes, vallalkozas prioritasaival. Ez valoszinUleg
mivel ugy tlnik, hogy a munkavallalokat mind a tehetségek megtartasa, mind
jobban foglalkoztatja a munkaidejuk, a jeloltszerzés szempontjabol elonyos
mint az, hogy hol toltik azt. A lesz, mikozben a stratégiai célkitlizések is
munkaltatoknak ezért mérlegelniuk megvalosulhatnak.

kell, hogy a munkahelyen toltott
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rugalmassag.

szamokban.

foldrajzi megosztottsag.

A szervezeteknek gondosan mérlegelnitk kell a
munkahelyi rugalmassag iranti igényt azon regiok
alapjan, amelyekben mukodnek. Egyertelmu
kulonbségek vannak a tekintetben, hogy a
munkavallalok mennyire tartjak fontosnak, hogy
hol és mikor dolgozzanak.

rugalmas rugalmas
munkavegzesi hely munkaido

45% apac 45%

39% észak-amerika 43%

36% latin-amerika A%
36% északnyugat-europa

31% kelet-europa 36%

34% magyarorszag 33%

31% dél-europa 35%

M~ workmonitor 2024

a tavmunka nem képezi alku targyat.

@ global
HU
48% 42%

Z generacio millennial
X generacio baby boomer

a fiatalok diktaljak a
rugalmassagot?

A generacios kulonbsegek is egyertelmuek.

Az otthonrol torténd munkaveégzeés a fiatalabb
generaciok szamara nagyobb valoszinlséggel volt
megkerulhetetlen, mint a Baby Boomer vagy az X
generacio szamara.

készen allnak tavozni is.

A kovetkezo piacokon dolgozdk voltak a
legdszintébbek, amikor az irodai munkavegzes
fokozasarol volt szo, és jelezték, hogy
felmondananak, ha tobbet kellene az irodaban
dolgozniuk.

india

ausztralia 56%

egyesult kiralysag

hong kong 51%

ausztria 50%

uj-zéland 50%

magyarorszag 44%
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rugalmassag

legfontosabb tanulsagok.

a rugalmassag
tovabbra is prioritas.

Sokan igazitottak életuket a tavmunkahoz és a
rugalmas munkavegzéshez, és elvarjak, hogy az otthoni
munkaveégzeés és a hibrid megoldasok tovabbra is
fennmaradjanak. Most, hogy a munkaltatok kulonbozo
okokbol egyre tobb irodaban toltott idot kovetelnek a
dolgozoktal, a vallalatvezetoknek meg kell talalniuk a
mukodokeépes egyensulyt a munkaerd megtartasa és a
stratégiai igenyek kielégitese erdekeben.

Az elorelatd munkaltatoknak érdemes olyan forumokat
biztositaniuk, ahol a munkavallalok megvitathatjak a
szabalyokat, valamint atlathatosagot kell biztositaniuk az
altaluk kinalt rugalmassagot érintd barmilyen valtozassal
kapcsolatban.

M~ workmonitor 2024

legyen kapcsolatban
a csapataval.

Bar a rugalmassag iranti igenyek globalis tendenciat
jelentenek, hatarozott foldrajzi és generacios
kulonbségek vannak. Ahogy a csapatok egyre inkabb
globalizalodnak, a vezetoknek erdemes szoros
kapcsolatokat kiepiteniuk a kulonbozo piacokon él6
csapattagokkal, meg kell ismerniuk, hogy mit ertékelnek,
és ezt a tudast kell felhasznalniuk az igazsagos globalis
munkahelyek kialakitasahoz.

A munkaidovel és a munkavegzeés helyével kapcsolatos
kreativabb és rugalmasabb megkozelitesek felajanlasa
szelesebb koru jeloltbazis felé nyithatja meg az ajtot,
és novelheti a tehetseégek megtartasat, mig a korlatozo
megkozelitések inkabb elzarjak dket.

az ido a legfontosabb,
a hely mellett.

A rugalmas munkaid6 gyakran az otthoni
munkavegzessel tarsul. A Workmonitor felmérése
azonban azt mutatja, hogy sok esetben a rugalmas
munkaidot jobban ertekelik, mint a rugalmas
munkavégzesi helyet. Ez a megallapitas kulcsfontossagu
lehet azon munkaltatok szamara, akik azt szeretnék,
hogy tobb alkalmazottjuk legyen az irodaban

anélkul, hogy a munkavallalok altal mar megszokott
rugalmassagot veszelyeztetnék.

A szervezeteknek érdemes fontolora venniuk, hogy
nagyobb szabadsagot adjanak a munkatarsaknak a
munkaidejuk felett, hogy csokkentsek a munkavegzeées
helye miatti esetleges feszultsegeket. Ez a hagyomanyos
jelenléti alapu iranyitas helyett projektcelok kitlzésével
torténhet. Ha az alkalmazottak szamara lehetove tennék,
hogy tavozhassanak, ha teljesitettek a napi célokat,
ahelyett, hogy meghatarozott idore koteleznék oket, az
biztosan elonyokkel jarna mindkeét fél szamara.

26



onitor 2024

globalis témak

meltanyossag
es megertes.
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06%

a jelenlegi munkaltatom
ertekei és celjai fontosak

710%

ugy érzem, hogy a munkaltatom
ertékei es céljai osszhangban
vannak a sajatjaimmal

® global HU

meltanyossag es megertes.

Tovabbra is dominal a valahova tartozas gondolata
abban, hogy mit szeretnének a munkavallalok:
sokan olyan munkaltatokat reszesitenek elonyben,
akiknek a vélemeénye, ertékei es vilagnézete tukrozi a
sajatjukat, és akik aktivan elomozditjak a munkahelyi

meltanyossagot.

A munkahelyi méltanyossag nem
egyezik meg az egyenloséggel.
A meltanyossag azt jelenti,

hogy lépéseket teszliink annak
erdekében, hogy minden egyen
szamara azonos hozzaférést
biztositsunk a lehetoségekhez.

Ez tukrozodik abban a
megallapitasban, hogy a
munkavallalok vagynak arra,
hogy teljes szemelyiseguket be

tudjak mutatni a munkahelyukon.

Azt szeretnék, ha hatteruket,
korulmeényeiket és preferenciaikat
tiszteletben tartanak.

Mi tobb, hajlandoak a
munkaltatokkal partnerségben
dolgozni a méltanyos
munkahelyek megteremtéséért.

Mindkét fogalom, a méltanyossag
es a partnerseg, az idei
tanulmany o0sszes megallapitasan
vegigvonul.
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mitol lesz mas egy
a munkavallalok szamara A+ A
legfontosabb, jelenlegi vagy melta nyOS mun ka hely?
potencialis munkaltato altal kinalt . o ] ] .
EDI&B kezdeményezések és politikak Amikor arra kértek a valaszadokat, hogy rangsoroljak
a szamukra legfontosabb munkahelyi méltanyossagi
politikakat, a valaszadok a nemek kozotti
béregyenldséget messze az 0sszes tobbi meltanyossagi,
sokszinuUsegi, befogadasi és 0sszetartozasi (EDI&B)

kezdemeényezes es politika elé helyeztek (65% HU:72%).

@® global HU

o
65 /O nemek kozotti béregyenloseg

45 O szul6i szabadsag minden
munkavallalo szamara

A masodik helyen a minden Mindazonaltal a valaszadok a
420/ . . munkavallalé szamara biztositott tavalyinal valamivel dvatosabban
O sokszinl munkaero o o ) ) o
szul6i szabadsag allt, majd a meérlegeltek olyan kérdéseket,
sokszini munkahely igénye mint a fizetés, a szuloi szabadsagra
370/ S kovetkezett. Ez utobbinak a vonatkozo politika és a vallalati
O kulonbozo hatteru . el e g ,
emberek a vezetésben legmagasabb szinten is tukrozédnie  értéekek. Ez esetleg a nagyobb
kell a sokszinl vezetoségben, és gazdasagi nyomast és a
o o , kifelé is lathatonak kell lennie a munkahelyek megsziinésétdl valo
36 /o vallalati tarsadalmi , , . T , e o
rele estandllE ks vallalat tarsadalmi felel6ssegvallalasi  félelmet tukrozi, amely a vilagot
kezdeményezései réeven. sUjto toblbszoros valsagokbol ered.
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a vilagnézeti osszhang kulcsfontossagu a
jovobeli munkahelyvaltas szempontjabol:

nem fogadneék el olyan allast, ahol

38%

36%

32%

35%

31%

@ global HU

M~ workmonitor 2024

nem ertek egyet a
vezetOseg nézeteivel

a vallalati tevékenység nem
illeszkedik az én tarsadalmi
és kornyezeti értékeimhez

a szervezet nem tesz proaktiv

erOfeszitéseket annak érdekében,

hogy javitsa a sokszinlUséget
és a méltanyossagot

a szervezet nem tesz proaktiv

erofeszitéseket annak érdekében,

hogy fenntarthatobba valjon

vilagnézeti 6sszhang.

Bar az 0sszhang fontossaga a vilagnézetet illetoen
2023 ota nemileg csokkent, a valaszadok ketharmada
meg mindig nagyon magasra éertekeli az 6sszhangot
jelenlegi munkaja szempontjabol. Tizbol héet
valaszado szerint munkaltatojuk ertékei es céljai
osszhangban vannak a sajatjukkal a fenntarthatosag,
a sokszinuseg es az atlathatosag teruleten. Az
amerikai kontinens kiemelkedik, ahol a valaszadok
kozel haromnegyede allitja, hogy 0sszhangban van a
munkaltatodjaval (Latin-Amerika: 74%, Eszak-Amerika:
73%).

Kovetkezd munkahelyvaltasukkal kapcsolatban a megkérdezettek 38%-
a nyilatkozott ugy, hogy nem fogadna el munkat, ha nem értene egyet
a vallalat vezetéseének nézeteivel, és ez az érzés az APAC régioban a
legmagasabb (43%).

Ugyanez az arany (38% HU:36%) nem valasztana olyan munkaltatot,
amelynek tarsadalmi és kornyezeti kérdésekkel kapcsolatos értekrendje
nem egyezik a sajatjaval, ami a 2023-as 42%-hoz (HU:35%) képest
csokkenést jelent. Ez a vélemény az APAC és Latin-Amerika térségeben
a legeroteljesebben, 46%-kal, illetve 45%-kal fogalmazodott meg.

30



el6szo eredmények globalis témak

eldretekintés a kutatasrol fuggelék

a munkaltatdm nem érti
meg a generaciomat

z generacio millennial x generacio

@ global HU
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vy 1%

baby
boomer

megosztott felelosseg.

Globalisan a valaszadok tobb mint
egyharmada nem dolgozna olyan
vallalatnal, amely nem torekszik a
sokszinUseg és meltanyossag (37%
HU:32%) vagy a fenntarthatosag (35%
HU:31%) javitasara. Ez azonban 7
szazalekpontos csokkenés a tavalyi évhez
képest.

Ennek ellenére a munkavallalok nem haritjak a teljes
felelosseéget ezen ambiciok megvaldsitasaért a
munkaltatokra. Mig szerintuk a vallalatoknak kellene
vezeto szerepet vallalniuk a méltanyossag, a sokszinlseg
és a kornyezeti labnyom javitasaban, a legtobben
egyetértenek abban, hogy a mentalis egészseég és a
munkamotivacio fokozasanak felel6ssége egyeértelmuien
a munkavallaldkra harul. Az olyan teruleteken,

mint a munka és a maganélet egyensulya és a
karrierépités, az emberek ugy vélik, hogy a felel6sségek
egyenletesebben oszlanak meg, ami partnersegi
megkozelitést sugall.

szakadek a megertesben.

Amikor az 6sszehangolt ertekekrol es
vilagnézetekrol van szo, egy fontos kerdes
merul fel: a megeérteés.

A valaszadok kozel egyharmada (29% HU:26%) szerint
a munkaltatojuk nem érti meg a generaciojukat.

A kapcsolodas e velt hianya bizonyos mértékig
magyarazatot adhat arra, hogy a valaszadok negyede
miért is érzi magat kényelmetlenul, ha meg kell
osztania allaspontjat, mert fél az itélkezéstol vagy a
diszkriminaciotdl (26% HU:35%). Ezenkivul a valaszadok
tobb mint fele (global&HU:55%) elrejti valodi dnmagat
a munkahelyén. A Z generacio és az ezredfordulosok
jelentdsen meghaladjak ezt az atlagot, ami azt
hangsulyozza, hogy a munkaltatoknak nagyobb
hangsulyt kell fektetnitk az 6 megnyerésukre.

31



eloszo

eredmények globalis témak eloretekintés a kutatasrol fuggelek

meltanyossag €s megertes

szamokban.

ideje
elgondolkodni?

A munkavallalok jelentds része nem
fogadna el munkat, ha a szoban
forgo vallalkozas nem felelne meg a
tarsadalmi és/vagy kornyezetvedelmi
ertekrendjuknek. Bar ez az arany
nem teszi ki a munkaerd tobbséget,
elég nagy ahhoz, hogy a szervezetek
felfigyeljenek ra, ha népszer(
munkaltatokent kivannak muakodni.

@ global
HU
47% A1%
Z generacio millennial
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apac

kelet-europa

magyarorszag 36%

latin-amerika

észak-amerika

északnyugat-europa

dél-eurdpa

34% 34%

X generacio baby boomer

az itelkezestdl vagy
diszkriminaciotol valo felelem
miatt nem szivesen osztom
meg szemelyes nezeteimet.

munkam soran elrejtem valodi onmagam
Z generacio 67%
millennial 61%

X generacio

baby boomer

32



> el6észo eredmények

&« =

globalis témak

eloretekintés

a kutatasrol fuggelék

meltanyossag €s megertes
IMOKD
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munkaltato

munkavallalo

global

magyarorszag 5%

18% a meéltanyossag javitasa

19% a sokszinUiseg javitasa

5%

a kornyezeti labnyom javitasa

6%

a munka és a maganélet egyensulyanak javitasa 29%

25% 37%

mentalis egeszseg

43% 25%

munkamotivacio

30% 35%

27% karrierfejlesztes 37%

13% 47%

képzés és tovabbkepzes

M% 56%
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12%

70%

76%

megerten
egymast.

Erdekes mddon a munkavallaloknak
viszonylag egyéertelmu véleménye

van arrol, hogy bizonyos kihivasok
kezeléséeért kik a felel6sek: 6k maguk
vagy a munkaltatok. A riportban kiemelt
tobbi témahoz hasonldan arnyalt
megkozelitésekre lesz szukség ahhoz,
hogy a munkaltatok megtalaljak a
megfeleld egyensulyt.
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legfontosabb tanulsagok.

minden generacio
tartozni akar valahova.

A munkavallalok szivesen azonosulnak azzal a
szervezettel, amelynek dolgoznak. Bar a szamok némileg
csokkentek, a méltanyos munkahelyek és munkaltatok
iranti igény, ahol torodnek veltk és a szamukra fontos
dolgokkal, tovabbra is erds. A kiulonb6z6 generaciok és
csoportok motivacioinak és igeényeinek megismerése
tehat kritikus fontossagu lehet a munkaerd vonzasa es
megtartasa szempontjabol. Azaltal, hogy a munkaltatok
lehetdseéget teremtenek a parbeszédre, jobban
igazodhatnak a kulonféle korosztalyu eés nemzetisegu
csapatokhoz. Az Uzleti er6forras csoportok (business
resource group) létrehozasa szintén hatekony modja az
Osszetartozas érzesének erdsitésére.

M~ workmonitor 2024

elvaras, hogy
onmaguk lehessenek
a munkahelyen.

A munkavallalok egyharmada nem érzi ugy, hogy valos
onmagat tudja adni munkahelyén, és egy otoduk azt allitja,
hogy eltérdé a munkahelyi és a maganéleti személyisege.
Ennek részben az lehet az oka, hogy a hatranyos
megkulonboztetestodl valo félelem miatt nem tudjak
megosztani a nézeteiket. A munkaltatok szempontjabol
ezek a tendenciak a vallalati kultura kiegyensulyozatlansagat
hangsulyozzak, amelyet proaktivan kell kezelniuk.

Es bar a munkavallalok a jelenlegi bizonytalan idészakban
ovatosabbak a munkahely valtassal kapcsolatban,

korabbi Workmonitor jelentéseink azt mutattak, hogy a
gazdasag fellendulésekor sokkal inkabb hajlamosak erre.
Munkaltatokent hosszu tavon kell gondolkodni ahhoz, hogy
novekedjen a munkaeré megtartas aranya.

a munkavallalok szivesen
mukodnenek egyutt
a munkaltatokkal.

A munkavallalok nem varjak el, hogy a munkaltatoik
egyedul kiizdjenek a méltanyossagra, megeértésre és

a tarsadalmi és kornyezeti értékek 6sszehangolasara
vonatkozo igényeik teljesitésében. Adataink azt
mutatjak, hogy a munkavallalok hajlandoak kivenni a
reszuket a szukseges fejlesztésekbol. Ez lehetove teszi

a munkaltatok szamara, hogy meritsenek ebbdl az
energiabol és bevonjak a munkavallalokat mindenbe, az
erdekervényesitéstdl kezdve a politika formalasig.

Azaltal, hogy a vallalatok tobb lehetoseget teremtenek
a munkavallalok szamara a részvéetelre, jelentds
eldrelépést érhetnek el a méltanyossag és a befogadas
terén, mikozben novelhetik a munkaero altalanos
elkotelezettseget.
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mesterseges intelligencia
es kepzes.
A mesterseges intelligencia (Al) veszélyei és az altala

kinalt lehetosegek sok munkavallalo szamara hatnak
fenyegetden.

A munkakori profilok és keresett készsegek gyors valtozasa miatt
szerint a képzés és nem meglepd, hogy a kutatasi eredmeények is megerdsitik, hogy sok
= a fejlesztés fontos a b munkavallal6 kezeli prioritasként szakmai fejl6ddését. igy szeretnének

| jelenlegimunkajaes S felkészilni a munka vildgaban kibontakozo atalakulasokra.
., alehetséges jovobeli
munkahelyei Sy = A mesterséges intelligencia egyre szélesebb koru elterjedése

szempontjabol. ———- kiilbndsen nagy hatassal volt az (at)képzés sziikségességének
employments -3 felismerésére, de nem ez az egyetlen terllet, amely érdekli a
' munkavallalokat.
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) nem fogadnék el
36% olyan munkat, amely
nem kinal tanulasi és
fejlodési lehetoseget

felmondanek egy

29% munkahelyen, ha nem
kinalnanak tanulasi és fejlodési
lehetosegeket a készsegeim
jovobeni biztositasa erdekeben

349, felmondanek, haa ,
munkaltatom nem tamogatna
a karrier ambicioimat

@ global
magyarorszag
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A mesterseges intelligenciaval
kapcsolatos kepzes a munkavallalok
szamara a legfontosabb prioritas.

A valaszadok kozel haromnegyede mondta, hogy mind a jelenlegi
munkakoreben, mind a jovobeli lehetdsegek mérlegelésekor fontosnak
tartja a képzest és a fejlesztést (72% HU:69%).

Regionalis szempontbol Latin-Amerikaban
tobben (87%) fejezték ki ez iranti igényuket, mint
a vilag mas részein. A kulonb6zd generaciok
kozul a Z generacio és az ezredfordulosok
nyilatkoztak a leghatarozottabban a képzés
ertékerol (80%, illetve 79% HU: 73% és 79%).

Hasonloan vélekedtek az IT (79% HU:80%) és a
pénzlgyi szolgaltatasok (76% HU:74%) teruletén
dolgozok is.

A mesterseges intelligencia (Al) és az informatikai
és technologiai ismeretek egyuttesen kozel 60%-
at teszik ki a munkavallalok altal fejlesztendd
legfontosabb készsegeknek (egyenként 29%). Ezt
koveti a well-being és a tudatossag, ami a munka
és a maganélet egyensulyanak fontossagat
tukrozi, tekintve, hogy a munkavallalok tobb

mint fele nem is vallalna olyan munkat, amely

ezt negativan befolyasolja. Magyarorszagon az
elsd helyen a well-being & tudatossag (30%) all,
ezt koveti az Al (27%) és a programozas/kodolas
(23%), majd a kommunikacios és prezentacios
keszsegek 25%-kal, igy az informatikai és
technologiai ismeretek (23%) csak az 6todik
helyen szerepelnek a rangsorban.

A valaszadok mintegy otode a kommunikacios
es prezentacios keszsegeket (22%), valamint az
iranyitasi es vezetoi készsegeket (21% HU:16%)
sorolta még a harom fejleszteni kivant készseg
koze.

A munkavallalok altal legfontosabbnak itélt ot
készseg kozul csak kettd tartozik a tudas alapu

készségek koze (Al és IT), a tobbi személyes
készseg, ugynevezett “soft skill”.
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027

h global

467
!

munkaltatoja segit a
karrieréhez szukséges,
jovd biztos készsegek

fejlesztéseben
(peldaul mesterseéges
intelligencia)

a munkavallalok szamara a

® 00 1 4 4

jovobeni készsegek fejlesztése
nem kepezik alku targyat.

A munkavallalok tobb mint egyharmada (36% HU:31%) odaig
menne, hogy nem fogadna el egy allast, ha az nem kinalna
tanulasi és fejlodési lehetosegeket.

Azsia és Latin-Amerika ismét kiemelkedik,
ahol az atlagosnal tobb munkavallalo
(41% és 45%) vallotta ezt a nézetet.
Hasonloképpen, a fiatalabb generaciok
hatarozottabban gondolkodnak a
tanulasrol és fejldédésrdl, mint az idosebb
munkavallalok: a Z generacio 48%-a
(HU:51%), mig az ezredfordulosok 41%-a
(HU:41%) érezte ugyanigy.

Tekintettel a digitalizacio és az
automatizalas hatasara szamos ipari
kornyezetben, nem meglepo, hogy
egyre tobb fizikai dolgozo (39% HU:21%)
gondolja ugy, hogy a tanulas és a
fejlesztés elengedhetetlen a karrierje
szempontjabol. A megkérdezett

szektorok kozul az IT-szolgaltatasok
teruletén (47% HU:69%), az épitdiparban
(44% HU:34%) és a penzugyi
szolgaltatasok teruletén dolgozok (42%
HU:52%) voltak azok, akik a legnagyobb
valoszinlséggel utasitottak el olyan allast,
ahol nem nyujtottak tamogatast a tanulas
es fejlesztés teren.

A megkéerdezettek korulbelul
egyharmada (29% HU:23%) akar a
felmondasig is elmenne, ha nem
kinalnanak olyan képzéesi lehetdségeket,
amelyekkel a karrierjuket a jovore nézve
biztosithatnak.
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2 unkavalalok s halandésk keszsegek fejlesztese
és tovabbképzéseért: egyuttm U kOd es be N.

a jelenlegi munkakoreére

?eﬁglggls"éaéiigrzzbeer 't”;r';(')giekkaa A jo hir az, hogy a legtobb szervezet a jelek szerint
kepzes es a tovabbkepzes? mar most is igazodik ahhoz azzal, amit kinal, amit a
munkavallalok keresnek. A valaszado munkavallalok

23% tobb, mint kétharmada (69% HU:58%) elégedett azzal
a kepzesi szinttel, amelyet a munkaltatoja nyujt, és
52%-uk (HU:46%) bizik abban, hogy a munkaltatoja
segit a jovore vonatkozo készsegeinek fejlesztéseben.

global
@ munkavallalo
@® munkaado

42%
A valaszadok egyharmada Ebben az 0sszefuggesben
szamara a képzesi eés fejlodési a munkavallalok ismeét ugy
lehetosegek méeg javultak is az latjak, hogy a képzés és a
1M1% elmult évben. Ez azonban méeg tovabbkepzes tekinteteben nem
mindig hagy némi lehetdséget csak a munkaltatojuk, hanem
HU a fejlddésre azon munkaltatok sajat maguk is felelések, ami
munkavallalé szamara, ahol a munkavallalok hangsulyozza az idei riportban
munkaado ugy érzik, hogy nem kapnak végig hangsulyos partnerségi
megfeleld kepzest. gondolatot.

56%
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mesterseges intelligencia és képzes

szamokban.

legkeresettebb készsegek

Arra a kérdésre, hogy mely tanulasi és fejlodési
lehetosegek erdeklik leginkabb a munkavallaldkat, a
legtobben a kovetkezo lehetoségeket jeloltek meg
elsd 3 helyen, ami ravilagit a személyes készsegek
fontossagara a munkahelyeken napjainkban:

29%

mesteséges @ olobal HU

intelligencia

29%

IT és technologiai
ismeretek

23%

jollét (well-being) és
tudatossag (mindfulness)

227

kommunikacios és
prezentacios készsegek

21%

menedzsment és
vezetoi keszségek

M~ workmonitor 2024

144

a fejlodes kiemelt
helyen szerepel
a napirenden

A képzeés és a tovabbképzes mind a
jelenlegi, mind a jovobeli munkahelyukon
fontos a munkavallalok szamara, bar
regionalis és generacios eltéresek
tapasztalhatok.

apac

kelet-europa

magyarorszag 69%

latin-amerika

észak-amerika

északnyugat-europa

dél-eurdpa

80% 79% 70% 61%

Z generacio

® global magyarorszag

millennial

ol

X generacio baby boomer
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a szamok alapjan.
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agazati megoszlas.

Mig az operativ és a szellemi dolgozok hasonlo
fejlodési igenyt mutattak, egyes agazatokban a
képzés és a fejlesztés nagyobb prioritast élvez,
mint mashol. Az IT, az épitOipar és a penzugyi
szolgaltatasok teruletén dolgozok mondtak

nem fogadnék el olyan allast, amely nem
kinal tanulasi és fejlodési lehetoségeket.

munka tipusa:

kek galléros

21%
fehér
galléros 1%
szurke
galléros 31%

@ global HU

leginkabb, hogy nem fogadnanak el egy
allast, ha az nem kinalna tanulasi és fejlédési
lehetosegeket, amelyekkel a jovore nézve is
biztosithatnak képessegeiket.

a 3 legmagasabb
aranyt ado agazat

global:

A47%
447
A2%

IT szolgaltatasok
epitoipar

pénzugyi szolgaltatasok

IT szolgaltatasok
kommunikacio

peénzugyi szolgaltatasok
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mesterseges intelligencia és képzes

legfontosabb tanulsagok.

a kepzes noveli a
megtartast.

A képzeési és fejlddesi lehetdségek a munkavallalok
szamara nem képezik vita targyat, sokan kozulik meg
azt is fontolora vennék, hogy felmondanak jelenlegi
munkahelytkon, vagy nem lépnek tovabb, ha ez a
lehetoség nem lenne adott. A munkaltatok szamara

ez azt jelenti, hogy fel kell mérnitk, hogy mindenki
szamara rendelkezésre allnak-e megfeleld lehetosegek
a tovabbkepzésre vagy atkepzesre. A munka dinamikus
vilagaban a munkaltatoknak biztositaniuk kell, hogy a
munkaerd szamara elérhetd legyen a képzes.

A szemeélyre szabott tanulasi tantervek segitenek a
munkavallaloknak felmérni, hogy vannak-e hianyossagok
a készsegeikben, és ezek egyuttal szisztematikusan
orvosolhatova is valnak.

M~ workmonitor 2024

mesterseges intelligencia
a fokuszban.

A kepzées kulonosen fontos, mivel a digitalizacio és

az automatizalas - elsdsorban az Al - felforgatja a
hagyomanyos munkakoroket, leginkabb - bar nem
kizarolag - az operativ dolgozok esetéeben. Ahhoz, hogy
munkaltatokeént versenykepes maradjon egy szervezet,
leépéseket kell tennie a kepzési igenynek kielegitésére,
ami a masik oldalrol nézve naprakészen tartja a
munkavallalokat a munka gyorsan valtozo vilagaban.

A vallalkozasoknak érdemes azonositaniuk azokat a
teruleteket a mikodésukben, ahol az Al valoszindleg a
legnagyobb hatast gyakorolja majd. Ennek fényeben
azonosithatok a tudashianyok es biztosithatok lesznek a
munkavallalok szamara azok a készségek, amelyekre az
atalakulas soran és utan szukseguk van.

14 4

partnerek a fejlodesben.

A munkavallalok nem egyedul a munkaltatojukra
haritjak a képzés terhét. Hajlandoak nemi felelosseget
vallalni készsegeik fejlesztésére a munkaltatokkal
partnersegben.

A munkavallaloi visszajelzések hatekony, gyakorlatias
visszacsatolasi lehetdségeinek megteremtése - ahol

a munkavallalok mind az altaluk kivant kepzésral,

mind a kinalt képzési lehetdsegekrdl beszelhetnek -
segithet e programok javitasaban es az elkotelezettség
noveléseében.

Azaltal, hogy a munkaltatok valodi partnerseget
alakitanak ki a munkavallalokkal, biztosithatjak,
hogy mindkeét fél hozzaférjen a kovetkezd években
nélkulozhetetlen készsegekhez és tudashoz.
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A dinamikusan valtozo kornyezetben

a munkaltatok szamara egy Uj

munkaerd menedzsment ABC latszik
korvonalazodni. A valtozasok meég
gyorsabban fognak bekovetkezni

az elkovetkezd iddszakban, ahogy a
mesterseges intelligencia, a digitalizacio
és a valtozo munkavallaloi attitidok
atrendezik a globalis gazdasagot és

a munkaeropiacot. A munkaltatok
szamara a kiemelkedo tehetsegek
vonzasa, fejlesztése és megtartasa
fontosabb lesz, mint valaha. Mégis, nincs
mindenre egységes megoldas, mivel a
munkavallalok ambicioi, motivacioi és
prioritasai egyre inkabb megoszlanak.

Ez Uj szintd komplexitast eredményez,
és kreativabb megkozelitéseket kovetel
meg a munkaltatoktol a jeloltelmény
javitasa erdekében. Harom alapvetd
intézkedés azonban segithet kozelebb
hozni egymashoz a munkaadokat és a
munkavallalokat: az ambiciokkal valo

0sszhang, az egyensuly megteremtése és

a szorosabb kapcsolatok kialakitasa.

M~ workmonitor 2024

az ambiciokhoz
valo igazodas.

Mivel a munkavallalok az ambiciot mar
nem csak a hagyomanyos értelemben
vett karrierépitésben latjak - egyre inkabb
a munka és a maganélet egyensulyat, a
rugalmassagot, a meéltanyossagot és a
készsegeket helyezik a karrierdontések
kozéppontjaba -, a szervezeteknek fel

kell mérniuk, hogy az altaluk kinalt
lehetosegek dsszhangban vannak-e azzal,
amit az alkalmazottaik szeretnének.

Figyelniuk kell azokra a munkavallalokra,
akik elegedettek a munkakorukben,

de még mindig fejleszteni akarjak a
képessegeiket, valamint azokra, akiknek
a karriercéljaik inkabb a tovabblépésen
alapulnak, és mindazokra is, akik e ketto
kozott helyezkednek el.

az egyensuly biztositasa.

Mikozben a munkavallalok tovabbra is

rugalmassagra vagynak a munkavegzes
helyét és idejét illetben, a valaszadok
jelentOs része jelezte, hogy munkaltatoja
megkoveteli t6lUk, hogy meghatarozott
helyrdl, meghatarozott idében
dolgozzanak. A gazdasagi nyomas és

a valtozékony gazdasagi kornyezet
ellenére a rugalmassag iranti igények
kielegitése letfontossagu lesz azon
szervezetek szamara, amelyek a
legjobb szakembereket szeretnéek
magukhoz vonzani. Meg kell fontolniuk
a folyamatok atalakitasat, hogy
alkalmazkodni tudjanak a rugalmasabb
munka vilagahoz.

erosebb kapcsolat

kialakitasa.

A Workmonitor 2024 egyik legfontosabb
tanulsaga, hogy a tehetségek mély
kapcsolatot akarnak kialakitani a
meéltanyos munkaltatokkal. Az emberek
szeretnéek valddi onmagukat megmutatni
a munkaban is, mégis sokan ugy

erzik, hogy erre képtelenek. Az szoros
kommunikacios csatornak kiépitése
lehetdve teszi a munkaltatok szamara,
hogy jobban megértsék, mi teszi

ezt lehetdve az egyenek szamara. A
beszelgetes nem nehéz. Azonban annak
biztositasa, hogy a kollégak érezzek

a vagyott kapcsolatot, elkotelezett
erofeszitéseket igényel a vezetoktol.

“Ha jobban megertik, hogy mit
akarnak a munkavallalok, a
szervezetek meéltanyosabb
munkahelyeket epithetnek -
valamint erosebb, bizalomteljesebb
kapcsolatokat alakithatnak ki az
embereikkel.”

Mindharom terulet kezelése nem lesz
konnyU. De az altalanos munkaerdhiany
idején ez lehet a kulcsfontossagu
megkulonboztetd jegye egy szervezetnek.

Az Uj munkaeré menedzsment ABC
alkalmazasaval kiemelkedhet a tobbiek
kozul, mint a legjobb munkaltato, és
alakithatja a jovo tehetsegprogramjat.
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a kutat

emberek véeleményéet 34 europai, azsiai-csendes-oceani €s

amerikai piacon. Célja, hogy a munka vilaganak folyamatos

atalakulasa soran betekintést nyujtson a munkavallalok

szemléletébe, ambicioiba és elvarasaiba.

november 11. kozott vegeztiuk 27 000
munkavallalo korében Argentinaban,
Ausztraliaban, Ausztriaban, Belgiumban,
Braziliaban, Kanadaban, Chilében,
Franciaorszagban, Néemetorszagban,
Gorogorszagban, Hongkong KKT-

ban, Magyarorszagon, Indiaban,
Luxemburgban, Malajziaban, Mexikoban,

A 2024-es tanulmanyunkhoz készult
Olaszorszagban, Japanban,

felmérést 2023. oktober 23. és
Kinaban, Csehorszagban, Daniaban,

elvarasai és a valosag kozott, és nyomon
is koveti, hogy ez hogyan valtozik az id6

munkaltatojuktol, és milyen mértekben
mulasaval.

Ezzel az atfogo felméreéssel szeretnénk
adnak ennek hangot.

meghallgatni és megosztani a
dolgoz6 emberek vélemeényét arral,
hogy mit akarnak és mit varnak el a
A tanulmany megfogalmazza és meri
a kulonbséget a globalis munkaerd

Hollandidban, Uj-Zélandon, Norvégiaban,

Lengyelorszagban, Portugaliaban,
Romaniaban, Szingapurban,

A felmérést online végezték 18-67 éves

valaszadok korében, akik legalabb heti 24
orat dolgoznak, vagy egyeéni vallalkozok,
vagy munkanélkuliek, de fontolgatjak

a munkaeroOpiacra valo visszatérést a

18-67

34

orszagbol

27,000

Spanyolorszagban, Svédorszagban,

év kozotti

megkeérdezett
munkavallalo

Svajcban, Torokorszagban, az Egyesult

Kiralysagban és az Egyestuilt Allamokban.

korosztalybol

kozeljovoben. A minimalis minta mérete

500 interju piaconként. A mintavetelhez

a Dynata panelt hasznaljuk.

M~ workmonitor 2024
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erez ambiciot karrierjében.
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magyarorszag.

motivacio eés ambicio

Az ambicio tobb, mint a karrierlétra

megmaszasa, és a tehetségek motivaciodjat

nem feltétlenll az el6léptetés vezeérli.

51%-uk érez ambiciot karrierjében (56% globalisan).

Szeretnék tobb vezetdi feladatot
vallalni - 35% (47% globalisan)

Aggoédom az allasom elvesztése
miatt - 44% (45% globalisan)

—> 60% szivesen maradna
egy olyan munkakorben,
amelyet szeret, meg akkor
is, ha nem lenne lehetoseg
az eldreléepésre vagy
fejl(’jdésre. (51% globalisan)

Felmondanék egy munkahelyen, ha az nem kinalna
eldrelépési lehetdséget - 23% (35% globalisan)

Ugy érzem, hogy nyiltan beszélhetek a
munkaltatommal arrdl, hogy szeretnék gyorsan
eldérehaladni a karrieremben - 38% (46% globalisan)

Nem fogadnék el egy allast, ha ugy gondolnam,
hogy az negativan befolyasolna a munka és a
maganélet egyensulyat - 56% (57% globalisan)

Felmondanék egy munkahelyen, ha az
megakadalyozna abban, hogy élvezzem
az életemet - 38% (48% globalisan)

- A 3 legfontosabb tényezd, amikor a

jelenlegi vagy jovébeli munkalehet6ségrol
gondolkodnak, a kovetkezd:

- A fizetés - 95% (93% globalisan)

- A munka és a maganélet egyensulya
és a munkahely biztonsaga - 93%
(93% és 89% globalisan).

+ Az éves szabadnapok - 91% (83% globalisan)

rugalmassag

A munkaer6 tovabbra is igényli és keresi a

rugalmassagot, ami minden prioritasanak megfelel.

- Nem fogadnék el munkat, ha az nem
biztositana rugalmassagot:

- a munkavégzés helyét illetéen
- 34% (37% globalisan)

- munkaidé tekintetében - 33% (41% globalisan)

—> 44% fontoldra venné a
felmondast, ha a munkaltatoja
arra kérné, hogy tobb idot
tO|tSOh aZz irOdéban. (37% globalisan)

- Az otthoni munkavégzés lehet6sége szamomra
nem alku targya - 39% (39% globalisan)

- A munkaltatom nem biztosit elég rugalmassagot
az otthoni munkavégzéshez - 45% (42% globalisan)

- Az elmult néhany hénapban a munkaltatom
szigorubba valt a tekintetben, hogy a
munkatarsaknak be kell-e jarniuk az
irodaba - 38% (41% globalisan)

- Azzal a feltételezéssel, alakitottam az
életemet, hogy az otthoni munkaveégzés
marad - 29% (37% globalisan)

« A munkaltatom elvarja, hogy tobbet
legyek az irodaban, mint hat hdonappal
ezeldtt - 27% (35% globalisan)

- A munkavallalok 87%-a dolgozik ugyanazon a
helyen, ahol a kollégai is (82% globalisan).

meltanyossag és megertes mesterseges intelligencia

es kepzes
- A munkavallalok kapcsolatot szeretnének
kiépiteni a munkaltatokkal, hogy valos énjuket
bemutathassak, és a szervezetekkel egyuttmukodve
javithassak a munkahelyi méltanyossagot.

A tehetségek tovabbra is prioritasként
kezelik készségeik jovobeni megerositését,
kilonosen a mesterséges intelligencia

- Nem fogadnék el munkat: széles kor( elterjedésének fényében.

- ha nem értenék egyet a vezetés

nézeteivel - 38% (38% globalisan) - A munkaltatom segit a karrieremhez

szUkséges, jovd biztos készségek (pl. Al)
- ha a szervezet nem tesz proaktiv eréfeszitéseket fejlesztésében - 46% (52% globalisan)
a sokszinliség és a méltanyossag javitasa , o .,
érdekében - 32% (37% globalisan) - Nem fogadnek el egy erullast,. .ha"a,z nem !<|nalna
lehetdségeket a készségek jovdallosaganak
- olyan vallalatnal, amely nem felel meg a biztositasara - 31% (36% globalisan)

tarsadalmi és kornyezeti kérdésekkel kapcsolatos Fol danék kahel h
értékrendemnek - 36% (38% globalisan) ° Felmondanék egy munkanelyen, ha hem
kinalnanak tanulasi és fejlesztési lehet6ségeket

a készségeim jovobiztositasara (pl. mesterséges
intelligencia) - 23% (29% globalisan)

 Ki a felel&s:

- A potencialis vagy jelenlegi munkaltato EDIB
kezdeményezései és politikai kozll a 3 legfontosabb:

—2> 72% nemek kozotti
béregyenloseg (es% globalisan)

- Képzés és tovabbképzeés - 11% munkavallalé/56%
munkaltato (23%/42% - globalisan)

- A tanulasi és fejléddési lehetdségek, amelyek

* 62% szUl6i szabadsag minden munkavallalo a munkavallalokat a leginkabb érdeklik:

szamara (45% globalisan)

+ 35% sokszinliség a vezetésben, és vallalati tarsadalmi
felel6sségvallalas (37% és 36% globalisan)

—> well-being és
tudatossag — 30% (23% globalisan)

- Ki a felelds

« A méltanyossag javitasaért - 5% munkavallalé/72%
munkaltato (18%/52% - globalisan)

- A munka és a maganélet egyensulyanak
javitasaeér - 25% munkavallal6/37%
munkaltato (35%/29% - globalisan)

« A munkahelyi motivaciomeért - 30% munkavallal6/35%
munkaltato (45%/20% - globalisan)

- Elérehaladasért a karrieremben - 13% munkavallalo/47%
munkaltato (27%/37% - globalisan)

« A munkaltatdbm nem érti meg a
generaciomat - 26% (29% globalisan)

- Mesterséges intelligencia -

27% (29% globalisan)
« Programozas/koédolas - 26% (18% globalisan)
« Kommunikacios és prezentacios

készségek — 25% (22% globalisan)

- Informatikai és technoldgiai ismeretek
- 23% (29% globalisan)

. o K. Vissza az attekintéshez
« Munkahelyemen elrejtem valddi Snmagam

bizonyos tulajdonséagait - 55% (55% globalisan)
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9%

are interested in learning
and development
opportunities focused
on Al
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argentina.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

—> 65% feel ambitious about
their career right now (s6% global)

- | want to take on more managerial

responsibilities - 52% (47% global)

- | am worried about losing my

job — 48% (45% global)

- If I find a role | like, I'm happy to stay in

it, even if there’s no room to progress
or develop - 36% (51% global)

- | would quit a job if it didn't offer career

progression opportunities - 42% (35% global)

- | feel | can be open with my employer

about wanting to progress quickly in
my career - 50% (46% global)

| wouldn’t accept a job if | thought

it would negatively affect my work-
life balance - 60% (57% global)

- | would quit a job if it was preventing me

from enjoying my life - 44% (48% global)

- The top 3 most important factors when thinking

about current or future employment are:
» The pay - 95% (93% global)
- Work-life balance - 94% (93% global)
- Job security - 91% (89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 35% (37% global)
- working hours - 39% (41% global)

- I'd consider quitting my job if my employer

asked me to spend more time working
in the office — 30% (37% global)

Being able to work from home is a non-
negotiable for me - 33% (39% global)

- My employer isn’t providing enough flexibility

around working from home - 38% (42% global)

« In the past few months, my employer has

become stricter about making sure staff
come into the office - 34% (41% global)

- I've made arrangements in my life (e.g.

moved houses, got a pet) based on the
assumption that working from home
is here to stay - 24% (37% global)

- My employer expects me to be in the office more

now than six months ago - 33% (35% global)

—>» 79% of workers work
in the same location as
their colleagues (82% giobal)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 35% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 38% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues — 38% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

—> 76% gender pay
equity (e5% global)

- 48% family leave for all talent (45% global)
- 47% corporate social responsibility (36% global)
« Who is responsible for:

« Improving equity - 10% worker/60%
employer (18%/52% - global)

- Improving work-life balance - 40%
worker/26% employer (35%/29% - global)

- My motivation at work - 46% worker/19%
employer (45%/20% - global)

- Advancing in one’s career - 29% worker/39%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 22% (29% global)

- | hide aspects of myself at work - 55% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 50% (52% global)

—> 42% would not accept
a job if it didn't offer L&D
opportunities to future-
proof skills (3e% global

- | would quit a job if | wasn't offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 32% (29% global)

- Who is responsible for:

« Training & upskilling - 20% worker/45%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:
« Al - 49% (29% global)
- IT and tech literacy - 40% (29% global)
- Data science/analytics - 24% (17% global)
« Programming/coding - 22% (18% global)

- Management and leadership
skills - 21% (21% global)

I\ vissza az attekintéshez
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say being able to work
from home is a non-
negotiable for them
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australia.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

- 44% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 61% (47% global)

- | am worried about losing my
job - 44% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 51% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 31% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 43% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 56% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 49% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

Work-life balance
— 95% (93% global)

« The pay - 93% (93% global)
+ Job security - 89% (89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 44% (37% global)
- working hours - 43% (41% global)

I'd consider quitting my
job if my employer asked me
to spend more time working
in the office - 56% 7% global)

Being able to work from home is a non-
negotiable for me - 55% (39% global)

My employer isn't providing enough flexibility
around working from home - 46% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 62% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 63% (37% global)

My employer expects me to be in the office more
now than six months ago - 37% (35% global)

83% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 35% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 36% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 35% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 56% family leave for all talent (45% global)
- 55% gender pay equity (65% global)
« 49% diverse workforce (42% global)

« Who is responsible for:

Improving equity
- 47% worker/20%
em poner (18%/52% - global)

- Improving work-life balance - 57%
worker/11% employer (35%/29% - global)

- My motivation at work - 47% worker/10%
employer (45%/20% - global)

- Advancing in one’s career - 49% worker/13%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 34% (29% global)

- | hide aspects of myself at work - 59% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 50% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 34% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 28% (29% global)

« Who is responsible for:

« Training & upskilling - 42% worker/25%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

Wellbeing and
mindfulness, Management
and leadership skills,
Coaching and mentoring
— 25% (23%, 21%, 20% global)

« Al - 23% (29% global)
« IT and tech literacy - 22% (29% global)

- Communication and presentation
skills = 20% (22% global)

« Programming/coding - 17% (18% global)

I\ vissza az attekintéshez
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isn’t providing enough
flexibility around
working from home
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austria.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

- 50% feel ambitious about their

career right now (56% global)

68% want to take
on more managerial
responsibilities &7% giobal)

- | am worried about losing my

job — 43% (45% global)

- If I find a role | like, I'm happy to stay in

it, even if there’s no room to progress
or develop - 56% (51% global)

- | would quit a job if it didn't offer career

progression opportunities - 26% (35% global)

- | feel | can be open with my employer

about wanting to progress quickly in
my career - 57% (46% global)

| wouldn’t accept a job if | thought

it would negatively affect my work-
life balance - 56% (57% global)

« | would quit a job if it was preventing me

from enjoying my life — 44% (48% global)

- The top 3 most important factors when thinking

about current or future employment are:
« The pay - 92% (93% global)
- Job security - 88% (89% global)
« Mental health support - 87% (83% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 32% (37% global)
- working hours - 39% (41% global)

- I'd consider quitting my job if my employer

asked me to spend more time working
in the office - 50% (37% global)

Being able to work from home is a non-
negotiable for me - 55% (39% global)

- My employer isn’t providing enough flexibility

around working from home - 60% (42% global)

66% say that in the past
few months, their employer
has become stricter about
making sure staff come
into the office % global)

- I've made arrangements in my life (e.g.

moved houses, got a pet) based on the
assumption that working from home
is here to stay - 68% (37% global)

- My employer expects me to be in the office more

now than six months ago - 32% (35% global)

83% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 36% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 31% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 32% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 78% gender pay equity (65% global)
- 55% corporate social responsibility (36% global)
- 43% family leave for all talent (45% global)

« Who is responsible for:

- Improving equity - 45% worker/22%
employer (18%/52% - global)

- Improving work-life balance - 61%
worker/11% employer (35%/29% - global)

- My motivation at work - 57% worker/6%
employer (45%/20% - global)

- Advancing in one’s career - 49% worker/16%
employer (27%/37% - global)

36% feel that their
employer doesn’t understand
their generation 9% global)

- | hide aspects of myself at work - 48% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 45% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 26% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 22% (29% global)

Who is responsible for:

« Training & upskilling - 33% worker/34%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

Wellbeing and
mindfulness — 32% 3% global)

« Coaching and mentoring - 26% (20% global)

« Al, IT and tech literacy & Communication and
presentation skills - 24% (29% & 22% global)

- Management and leadership
skills = 22% (21% global)

- Creative and analytical thinking
- 21% (15% global)
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would be happy to stay

in a role they liked, even
if there was no room to

progress or develop

M~ workmonitor 2024

belgium.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 42% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 27% (47% global)

- | am worried about losing my
job — 48% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 52% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 26% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 37% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 58% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 45% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

—> Work-life balance
— 93% (93% global)

« The pay - 92% (93% global)

- Job security & mental health support
- 90% (89% & 83% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 36% (37% global)
- working hours - 41% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 26% (37% global)

Being able to work from home is a non-
negotiable for me - 38% (39% global)

My employer isn’t providing enough flexibility
around working from home - 31% (42% global)

—> 28% say that in the past
few months, their employer
has become stricter about
making sure staff come
into the office wi% giobal)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 23% (37% global)

My employer expects me to be in the office more

now than six months ago - 31% (35% global)

85% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 36% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 29% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 36% (38% global)

- Top 3 most important in a potential or current

employer’s EDIB initiatives and policies:

—> 74% gender pay
equity (e5% global)

- 52% family leave for all talent (45% global)
- 39% diverse workforce (42% global)

« Who is responsible for:

- Improving equity - 10% worker/55%
employer (18%/52% - global)

- Improving work-life balance - 28%
worker/36% employer (35%/29% - global)

- My motivation at work - 47% worker/18%
employer (45%/20% - global)

- Advancing in one’s career - 22% worker/37%
employer (27%/37% - global)

« My employer doesn’t understand my

generation - 24% (29% global)

- | hide aspects of myself at work - 48% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 50% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 30% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 22% (29% global)

« Who is responsible for:

« Training & upskilling - 20% worker/46%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

—> Wellbeing and
mindfulness - 31% 3% global)

« IT and tech literacy - 27% (29% global)
« Coaching and mentoring - 25% (20% global)

- Communication and presentation
skills = 22% (22% global)

- Empathy and active listening - 21% (13% global)
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are interested in learning
and development
opportunities focused
on Al

M~ workmonitor 2024

brazil.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

- 76% feel ambitious about their

career right now (56% global)

- | want to take on more managerial

responsibilities - 61% (47% global)

| am worried about losing my
job = 47% (45% global)

- If I find a role | like, I'm happy to stay in

it, even if there’s no room to progress
or develop - 47% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 53% (35% global)

- | feel | can be open with my employer

about wanting to progress quickly in
my career - 56% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 61% (57% global)

- | would quit a job if it was preventing me

from enjoying my life - 54% (48% global)

The top 3 most important factors when thinking
about current or future employment are:

- Work-life balance & the pay - 95% (93% global)
- Job security - 93% (89% global)

Mental health support &
Health insurance/healthcare
benefits — 92% (83% & 78% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 38% (37% global)
- working hours - 41% (41% global)

33% would consider
quitting their job if their
employer asked them to
spend more time working
in the office 37% global)

- Being able to work from home is a non-

negotiable for me - 38% (39% global)

- My employer isn’t providing enough flexibility

around working from home - 41% (42% global)

« In the past few months, my employer has

become stricter about making sure staff
come into the office - 38% (41% global)

- I've made arrangements in my life (e.g.

moved houses, got a pet) based on the
assumption that working from home
is here to stay - 37% (37% global)

- My employer expects me to be in the office more

now than six months ago - 47% (35% global)

- 82% of workers work in the same location

as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 45% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 47% (37% global)

With a business that
doesn’t align with my values
on social and environmental
Issues — 48% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 70% gender pay equity (65% global)

- 48% diverse backgrounds in
leadership (37% global)

- 41% diverse workforce (42% global)
- Who is responsible for:

- Improving equity - 30% worker/43%
employer (18%/52% - global)

« Improving work-life balance - 59%
worker/14% employer (35%/29% - global)

- My motivation at work - 61% worker/13%
employer (45%/20% - global)

- Advancing in one’s career - 45% worker/25%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 30% (29% global)

- | hide aspects of myself at work - 42% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 59% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 48% (36% global)

42% would quit a job
if they weren't offered
learning and development
opportunities to future-proof
their skills (e.g. Al) 9% global)

- Who is responsible for:

« Training & upskilling - 37% worker/24%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:
« Al - 45% (29% global)
- IT and tech literacy - 34% (29% global)

- Communication and presentation
skills - 26% (22% global)

- Management and leadership
skills —= 25% (21% global)

« Programming/coding, Data science/
analytics, Data privacy and cybersecurity
-18% (18%, 17%, 16% global)
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wouldn’t accept a job if
it didn’t provide flexibility
around working hours

M~ workmonitor 2024

canhada.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 51% feel ambitious about their

career right now (56% global)

- | want to take on more managerial

responsibilities - 52% (47% global)

| am worried about losing my
job - 44% (45% global)

- If I find a role | like, I'm happy to stay in

it, even if there’s no room to progress
or develop - 52% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 32% (35% global)

- | feel | can be open with my employer

about wanting to progress quickly in
my career - 52% (46% global)

58% wouldn't accept a job
if it would negatively affect
their work-life balance 7% giobal)

| would quit a job if it was preventing me
from enjoying my life - 47% (48% global)

- The top 3 most important factors when thinking

about current or future employment are:
- Work-life balance & the pay - 93% (93% global)
« Job security - 86% (89% global)

- Health insurance/healthcare
benefits - 85% (78% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 38% (37% global)
- working hours - 42% (41% global)

- I'd consider quitting my job if my employer

asked me to spend more time working
in the office — 41% (37% global)

Being able to work from home is a non-
negotiable for me - 47% (39% global)

- My employer isn’t providing enough flexibility

around working from home - 52% (42% global)

« In the past few months, my employer has

become stricter about making sure staff
come into the office - 55% (41% global)

50% have made
arrangements in their life
(e.g. moved houses, got a
pet) based on the assumption
that working from home
is here to stay (37% global)

- My employer expects me to be in the office more

now than six months ago - 30% (35% global)

« 83% of workers work in the same location

as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 35% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 32% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 33% (38% global)

- Top 3 most important in a potential or current

employer’s EDIB initiatives and policies:
- 64% gender pay equity (65% global)
« 52% family leave for all talent (45% global)
- 48% diverse workforce (42% global)

« Who is responsible for:

- Improving equity - 31% worker/33%
employer (18%/52% - global)

- Improving work-life balance - 48%
worker/17% employer (35%/29% - global)

- My motivation at work - 44% worker/14%
employer (45%/20% - global)

- Advancing in one’s career - 38% worker/22%
employer (27%/37% - global)

« My employer doesn’t understand my

generation - 27% (29% global)

59% hide aspects of
themselves at work ss% global

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 47% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 32% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 23% (29% global)

Who is responsible for:

« Training & upskilling - 28% worker/33%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

Al, IT and tech literacy &
Wellbeing and mindfulness
— 26% (29% & 23% global)

- Management and leadership
skills - 25% (21% global)
- Coaching and mentoring - 23% (20% global)

« Communication and presentation
skills = 19% (22% global)

- Data science / analytics - 17% (17% global)
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would not accept a
job if it didn’t offer
L&D opportunities to
future-proof skills

M~ workmonitor 2024

chile.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

- 71% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 51% (47% global)

- | am worried about losing my
job - 54% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 35% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 45% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 52% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 59% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 51% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

Work-life balance &
The pay - 94% ©3% global)

- Job security - 93% (89% global)
« Mental health support - 89% (83% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldnt accept a job if it didn’t
provide flexibility around:

- where | work - 35% (37% global)
- working hours - 41% (41% global)

- I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 36% (37% global)

- Being able to work from home is a non-
negotiable for me - 34% (39% global)

- My employer isn’t providing enough flexibility
around working from home - 38% (42% global)

« In the past few months, my employer has
become stricter about making sure staff
come into the office - 34% (41% global)

- I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home
is here to stay - 31% (37% global)

40% say their employer
expects them to be in the
office more now than six
months ago @35% global)

« 73% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 41% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 43% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues — 47% (38% global)

- Top 3 most important in a potential or current

employer’s EDIB initiatives and policies:
- 73% gender pay equity (65% global)
- 49% corporate social responsibility (36% global)

38% non-discrimination
policies (on the website/
in job ads) @o% global)

« Who is responsible for:

« Improving equity - 10% worker/62%
employer (18%/52% - global)

- Improving work-life balance - 34%
worker/33% employer (35%/29% - global)

- My motivation at work - 41% worker/23%
employer (45%/20% - global)

- Advancing in one’s career - 22% worker/44%
employer (27%/37% - global)

« My employer doesn’t understand my

generation - 25% (29% global)

- | hide aspects of myself at work - 60% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof
skills for my career (e.g. Al) - 52% (52% global)

« | would not accept a job if it didn’t
offer L&D opportunities to future-
proof skills - 43% (36% global)

- | would quit a job if | wasn’t offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 35% (29% global)

« Who is responsible for:

+ Training & upskilling - 18% worker/46%
employer (23%/42% - global)

- The learning and development opportunities
workers are most interested in:

Al, IT and tech
literacy — 42% (29% global)

- Management and leadership
skills - 25% (21% global)

« Coaching and mentoring - 22% (20% global)
- Data science/analytics - 21% (17% global)
« Programming/coding - 19% (18% global)
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around location
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china.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

80% feel ambitious about
their career right now (s6% global)

- | want to take on more managerial

responsibilities - 71% (47% global)

- | am worried about losing my

job - 63% (45% global)

- If I find a role | like, I'm happy to stay in

it, even if there’s no room to progress
or develop - 53% (51% global)

- | would quit a job if it didn't offer career

progression opportunities - 55% (35% global)

- | feel | can be open with my employer

about wanting to progress quickly in
my career - 60% (46% global)

| wouldn’t accept a job if | thought

it would negatively affect my work-
life balance - 45% (57% global)

- | would quit a job if it was preventing me

from enjoying my life - 47% (48% global)

« The top 3 most important factors when thinking

about current or future employment are:
« The pay - 90% (93% global)
- Work-life balance - 89% (93% global)

- Job security & Health insurance/healthcare
benefits - 87% (89% & 78% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 50% (37% global)
- working hours - 47% (41% global)

- I'd consider quitting my job if my employer

asked me to spend more time working
in the office - 39% (37% global)

Being able to work from home is a non-
negotiable for me - 35% (39% global)

- My employer isn’t providing enough flexibility

around working from home - 47% (42% global)

« In the past few months, my employer has

become stricter about making sure staff
come into the office - 45% (41% global)

- I've made arrangements in my life (e.g.

moved houses, got a pet) based on the
assumption that working from home
is here to stay - 43% (37% global)

54% say their employer
expects them to be in the
office more now than six
months ago @35% global)

« 92% of workers work in the same location

as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 42% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity — 45% (37% global)

With a business that
doesn’t align with my values
on social and environmental
Issues — 51% 38% global)

» Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 48% diverse workforce (42% global)

- 43% gender pay equity (65% global)

- 42% family leave for all talent (45% global)
- Who is responsible for:

- Improving equity - 8% worker/75%
employer (18%/52% - global)

- Improving work-life balance - 16%
worker/61% employer (35%/29% - global)

- My motivation at work - 28% worker/49%
employer (45%/20% - global)

- Advancing in one’s career - 11% worker/68%
employer (27%/37% - global)

- My employer doesn’t understand my
generation - 40% (29% global)

- | hide aspects of myself at work - 70% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

81% say their employer
is helping them develop
future-proof skills for my
career (e.g. Al) (2% global)

- | would not accept a job if it didn't

offer L&D opportunities to future-
proof skills - 45% (36% global)

| would quit a job if | wasn’t offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 48% (29% global)

- Who is responsible for:

- Training & upskilling - 8% worker/73%

employer (23%/42% - global)

The learning and development opportunities
workers are most interested in:

- Al & Data science/analytics -

30% (29% & 17% global)

- Communication and presentation

skills = 29% (22% global)

- Software project management - 28% (15% global)
- Data privacy and cybersecurity - 26% (16% global)
- IT and tech literacy - 25% (29% global)
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0%

want to take on more
managerial responsibilities -

M~ workmonitor 2024

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

39% feel ambitious about their
career right now (56% global)

| want to take on more managerial
responsibilities - 26% (47% global)

| am worried about losing my
job - 45% (45% global)

If | find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 52% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 23% (35% global)

| feel | can be open with my employer
about wanting to progress quickly in
my career - 26% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 52% (57% global)

| would quit a job if it was preventing me
from enjoying my life - 42% (48% global)

The top 3 most important factors when thinking
about current or future employment are:

—> Job security -
92% (89% global)

« The pay - 90% (93% global)

« Work-life balance & Mental health
support - 89% (93% & 83% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 21% (37% global)
- working hours - 27% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office — 30% (37% global)

Being able to work from home is a non-
negotiable for me - 25% (39% global)

My employer isn’t providing enough flexibility
around working from home - 39% (42% global)

—> 27% say that in the past
few months, their employer
has become stricter about
making sure staff come
into the office wi% giobal)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 17% (37% global)

My employer expects me to be in the office more
now than six months ago - 20% (35% global)

85% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 37% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 27% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 28% (38% global)

- Top 3 most important in a potential or current

employer’s EDIB initiatives and policies:
- 74% gender pay equity (65% global)
- 57% family leave for all talent (45% global)
- 42% diverse workforce (42% global)

« Who is responsible for:

—> Improving equity
- 8% worker/67%
em poner (18%/52% - global)

« Improving work-life balance - 31%
worker/33% employer (35%/29% - global)

- My motivation at work - 45% worker/24%
employer (45%/20% - global)

- Advancing in one’s career - 15% worker/49%
employer (27%/37% - global)

« My employer doesn’t understand my

generation - 19% (29% global)

- | hide aspects of myself at work - 52% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof
skills for my career (e.g. Al) - 45% (52% global)

« | would not accept a job if it didn’t
offer L&D opportunities to future-
proof skills - 23% (36% global)

- | would quit a job if | wasn’t offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 21% (29% global)

« Who is responsible for:

« Training & upskilling - 13% worker/60%
employer (23%/42% - global)

- The learning and development opportunities
workers are most interested in:

—>» Communication
and presentation
skills = 33% (22% global)

« IT and tech literacy - 28% (29% global)

- Management and leadership
skills - 23% (21% global)

« Al - 22% (29% global)

- Wellbeing and mindfulness, Creative and
analytical thinking, Empathy and active
listening - 20% (23%, 15%, 13% global)
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denmar

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 46% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 33% (47% global)

- | am worried about losing my
job - 54% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 58% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 27% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 44% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 60% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 54% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

—> Work-life balance
— 90% (93% global)

- The pay - 83% (93% global)
- Working hours flexibility — 81% (81% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 39% (37% global)

—> Working hours
— 50% 1% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 31% (37% global)

Being able to work from home is a non-
negotiable for me - 38% (39% global)

My employer isn’t providing enough flexibility
around working from home - 35% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 29% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 25% (37% global)

My employer expects me to be in the office more
now than six months ago - 24% (35% global)

82% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 38% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 34% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues — 38% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 65% gender pay equity (65% global)
- 57% diverse workforce (42% global)

+ 51% diverse backgrounds in
leadership (37% global)

- Who is responsible for:

- Improving equity - 6% worker/64%
employer (18%/52% - global)

- Improving work-life balance - 32%
worker/30% employer (35%/29% - global)

- My motivation at work - 36% worker/18%
employer (45%/20% - global)

- Advancing in one’s career - 20% worker/34%

employer (27%/37% - global)

- My employer doesn’t understand my
generation - 23% (29% global)

—> 59% hide aspects of
themselves at work (ss% giobal)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof
skills for my career (e.g. Al) - 49% (52% global)

« | would not accept a job if it didn’t
offer L&D opportunities to future-
proof skills - 34% (36% global)

- | would quit a job if | wasn’t offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 26% (29% global)

« Who is responsible for:

« Training & upskilling - 13% worker/43%
employer (23%/42% - global)

- The learning and development opportunities
workers are most interested in:

« IT and tech literacy & Communication and
presentation skills - 29% (29% & 22% global)

—> Wellbeing and
mindfulness & Coaching
and mentoring - 25%
(23% & 20% global)

« Al - 22% (29% global)

- Management and leadership
skills - 18% (21% global)

« Programming/coding - 15% (18% global)
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would not accept a
job if it didn’t offer
L&D opportunities to
future-proof skills

M~ workmonitor 2024

france.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 51% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 37% (47% global)

- | am worried about losing my
job - 40% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 48% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 35% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 38% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 57% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 48% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

Work-life balance
— 95% (93% global)

« The pay - 92% (93% global)
- Mental health support - 91% (83% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around::

- where | work - 38% (37% global)

Working hours
— A3% (1% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office — 24% (37% global)

Being able to work from home is a non-
negotiable for me - 37% (39% global)

My employer isn’'t providing enough flexibility
around working from home - 36% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 24% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 18% (37% global)

My employer expects me to be in the office more
now than six months ago - 32% (35% global)

85% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 39% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 39% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 37% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

74% gender pay
equity (e5% global)

- 41% corporate social responsibility (36% global)
- 37% family leave for all talent (45% global)
« Who is responsible for:

« Improving equity - 13% worker/49%
employer (18%/52% - global)

- Improving work-life balance - 24%
worker/34% employer (35%/29% - global)

- My motivation at work - 43% worker/21%
employer (45%/20% - global)

- Advancing in one’s career - 18% worker/39%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 27% (29% global)

- | hide aspects of myself at work - 55% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 53% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 37% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 29% (29% global)

« Who is responsible for:

« Training & upskilling - 13% worker/42%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

Wellbeing and
mindfulness - 31% 3% global)

« IT and tech literacy - 27% (29% global)
« Al - 25% (29% global)

- Data privacy and cybersecurity
- 21% (16% global)

« Communication and presentation
skills = 20% (22% global)
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if there was no room to

progress or develop
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german

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 47% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities — 31% (47% global)

- | am worried about losing my
job - 38% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 58% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 24% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 42% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 53% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 41% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

« The pay - 93% (93% global)
- Job security - 91% (89% global)

—>» Work-life balance,
Mental health support
& Annual leave days -
85% (93%, 83% & 83% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around::

- where | work - 34% (37% global)
- working hours - 40% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office — 24% (37% global)

Being able to work from home is a non-
negotiable for me - 34% (39% global)

My employer isn’t providing enough flexibility
around working from home - 32% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 31% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 17% (37% global)

My employer expects me to be in the office more
now than six months ago - 30% (35% global)

—> 85% of workers work
in the same location as
their colleagues (82% giobal)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 36% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 27% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 31% (38% global)

- Top 3 most important in a potential or current

employer’s EDIB initiatives and policies:

—> 74% gender pay
equity (e5% global)

- 49% corporate social responsibility (36% global)
- 46% diverse workforce (42% global)

« Who is responsible for:

« Improving equity - 8% worker/67%
employer (18%/52% - global)

- Improving work-life balance - 14%
worker/48% employer (35%/29% - global)

- My motivation at work - 44% worker/20%
employer (45%/20% - global)

- Advancing in one’s career - 14% worker/46%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 22% (29% global)

- | hide aspects of myself at work - 45% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 48% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 30% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 22% (29% global)

« Who is responsible for:

« Training & upskilling - 14% worker/46%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

—> Wellbeing and
mindfulness — 33% 3% global)

« Al - 26% (29% global)
« IT and tech literacy - 24% (29% global)

- Communication and presentation
skills = 21% (22% global)

- Coaching and mentoring - 19% (20% global)
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- The top 3 most important factors when thinking

9%

want to take on more
managerial responsibilities

M~ workmonitor 2024

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

53% feel ambitious about their
career right now (56% global)

| want to take on more managerial
responsibilities - 49% (47% global)

| am worried about losing my
job - 46% (45% global)

If | find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 50% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 36% (35% global)

| feel | can be open with my employer
about wanting to progress quickly in
my career - 50% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 55% (57% global)

| would quit a job if it was preventing me
from enjoying my life - 46% (48% global)

about current or future employment are:

Work-life balance &
The pay - 94% ©3% global)

- Job security - 92% (89% global)

» Health insurance/healthcare
benefits - 90% (78% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around::

- where | work - 26% (37% global)
- working hours - 32% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 29% (37% global)

Being able to work from home is a non-
negotiable for me - 30% (39% global)

46% say their employer
isn’t providing enough
flexibility around working
from home (2% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 31% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 22% (37% global)

My employer expects me to be in the office more
now than six months ago - 25% (35% global)

81% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 38% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 35% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues — 38% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

75% gender pay
equity (e5% global)

- 64% family leave for all talent (45% global)
- 41% corporate social responsibility (36% global)
« Who is responsible for:

« Improving equity - 7% worker/67%
employer (18%/52% - global)

- Improving work-life balance - 36%
worker/26% employer (35%/29% - global)

- My motivation at work - 26% worker/37%
employer (45%/20% - global)

- Advancing in one’s career - 12% worker/55%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 27% (29% global)

- | hide aspects of myself at work - 53% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 44% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 33% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 30% (29% global)

« Who is responsible for:

« Training & upskilling - 18% worker/33%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

IT and tech literacy
- 40% (29% global)

« Al - 31% (29% global)

- Communication and presentation
skills = 29% (22% global)

- Coaching and mentoring - 24% (20% global)

- Management and leadership
skills = 23% (21% global)
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say their employer is
helping them develop
future-proof skills for
their career (e.g. Al)

M~ workmonitor 2024

nong kong SAR.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 51% feel ambitious about their

career right now (56% global)

- | want to take on more managerial

responsibilities - 56% (47% global)

| am worried about losing my
job — 43% (45% global)

- If I find a role | like, I'm happy to stay in

it, even if there’s no room to progress
or develop - 60% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 46% (35% global)

- | feel | can be open with my employer

about wanting to progress quickly in
my career - 51% (46% global)

—> 60% wouldn’t accept a job
if it would negatively affect
their work-life balance 7% giobal)

| would quit a job if it was preventing me
from enjoying my life - 57% (48% global)

- The top 3 most important factors when thinking

about current or future employment are:
» The pay - 93% (93% global)
- Work-life balance - 89% (93% global)
- Annual leave days - 85% (83% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around::

- where | work - 43% (37% global)
- working hours - 43% (41% global)

—> 51% would consider
quitting their job if their
employer asked them to
spend more time working
in the office @7+ global

- Being able to work from home is a non-

negotiable for me - 37% (39% global)

- My employer isn’t providing enough flexibility

around working from home - 49% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 44% (41% global)

- I've made arrangements in my life (e.g.

moved houses, got a pet) based on the
assumption that working from home
is here to stay - 46% (37% global)

- My employer expects me to be in the office more

now than six months ago - 42% (35% global)

87% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 44% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity — 45% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 46% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

—> 52% family leave
for all talent @s% giobal)

- 51% gender pay equity (65% global)
- 40% diverse workforce (42% global)
« Who is responsible for:

- Improving equity - 11% worker/60%
employer (18%/52% - global)

- Improving work-life balance - 17%
worker/48% employer (35%/29% - global)

- My motivation at work - 37% worker/30%
employer (45%/20% - global)

- Advancing in one’s career - 17% worker/51%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 46% (29% global)

- | hide aspects of myself at work - 75% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 64% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 42% (36% global)

—> | would quit ajob if |
wasn't offered learning and
development opportunities

to future-proof my skills
(e.g. Al) = 42% (29% global)

- Who is responsible for:

« Training & upskilling - 10% worker/64%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:
« Al - 29% (29% global)
- IT and tech literacy - 28% (29% global)
- Data science / analytics - 25% (17% global)

« Communication and presentation skills,
Software project managements, Data privacy
and cybersecurity - 23% (22%, 15%, 16% global)

« Programming/coding - 22% (18% global)
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india.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 90% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 63% (47% global)

- | am worried about losing my
job - 63% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 56% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 68% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 59% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 63% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 66% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

Work-life balance
— 98% (93% global)

- The pay - 96% (93% global)
- Job security - 95% (89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around::

- where | work - 64% (37% global)
- working hours - 61% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 59% (37% global)

Being able to work from home is a non-
negotiable for me - 58% (39% global)

61% say their employer
isn’t providing enough
flexibility around working
from home (2% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 65% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 60% (37% global)

My employer expects me to be in the office more
now than six months ago - 55% (35% global)

73% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 60% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 59% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 65% (38% global)

- Top 3 most important in a potential or current

employer’s EDIB initiatives and policies:
- 44% gender pay equity (65% global)

- 43% diverse backgrounds in
leadership (37% global)

- 38% diverse workforce & family leave
for all talent (42% & 45% global)

- Who is responsible for:

- Improving equity - 58% worker/17%
employer (18%/52% - global)

« Improving work-life balance - 62%
worker/17% employer (35%/29% - global)

- My motivation at work - 74% worker/7%
employer (45%/20% - global)

- Advancing in one’s career - 58% worker/18%
employer (27%/37% - global)

- My employer doesn’t understand my

generation - 53% (29% global)

72% hide aspects of
themselves at work ss% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

84% say their employer
is helping them develop
future-proof skills for their
career (e.g. Al) (2% global)

- | would not accept a job if it didn't
offer L&D opportunities to future-
proof skills - 61% (36% global)

« | would quit a job if | wasn't offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 61% (29% global)

- Who is responsible for:

« Training & upskilling - 62% worker/18%
employer (23%/42% - global)

- The learning and development opportunities
workers are most interested in:

« Al - 45% (29% global)
IT and tech literacy - 40% (29% global)
Data science / analytics - 29% (17% global)

Programming / coding - 24% (18% global)

Software project management
- 23% (15% global)
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motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 51% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 39% (47% global)

- | am worried about losing my
job - 38% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 50% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 29% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 34% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 51% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 34% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

Work-life balance
— 94% (93% global)

« The pay - 93% (93% global)
- Job security - 90% (89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around::

- where | work - 26% (37% global)
- working hours - 31% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 23% (37% global)

Being able to work from home is a non-
negotiable for me - 26% (39% global)

38% say that their
employer isn’t providing
enough flexibility around
working from home (2% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 34% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 23% (37% global)

My employer expects me to be in the office more
now than six months ago - 29% (35% global)

87% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 30% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 32% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 32% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

67% gender pay
equity (e5% global)

- 49% family leave for all talent (45% global)

- 40% diverse backgrounds in
leadership (37% global)

- Who is responsible for:

- Improving equity - 8% worker/69%
employer (18%/52% - global)

- Improving work-life balance - 24%
worker/45% employer (35%/29% - global)

- My motivation at work - 38% worker/32%
employer (45%/20% - global)

- Advancing in one’s career - 10% worker/67%
employer (27%/37% - global)

- My employer doesn’t understand my
generation - 27% (29% global)

- | hide aspects of myself at work - 46% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 46% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 32% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 26% (29% global)

« Who is responsible for:

« Training & upskilling - 10% worker/70%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

Al = 34% (29% global)

- Wellbeing and mindfulness - 26% (23% global)
« IT and tech literacy - 25% (29% global)

- Communication and presentation
skills = 23% (22% global)

- Software project management
-19% (15% global)
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motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 29% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 21% (47% global)

- | am worried about losing my
job - 18% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 45% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 20% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 20% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 43% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 47% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

Work-life balance
— 85% (93% global)

- The pay - 84% (93% global)

» Health insurance/healthcare
benefits — 82% (78% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around::

- where | work - 28% (37% global)
- working hours - 33% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office — 24% (37% global)

Being able to work from home is a non-
negotiable for me - 34% (39% global)

My employer isn’t providing enough flexibility
around working from home - 31% (42% global)

22% say that in the past
few months, their employer
has become stricter about
making sure staff come
into the office wi% giobal)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 16% (37% global)

My employer expects me to be in the office more

now than six months ago - 25% (35% global)

89% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 32% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 27% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 40% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

57% diverse
workforce 2% global)

- 52% corporate social responsibility (36% global)

- 44% diverse backgrounds in
leadership (37% global)

- Who is responsible for:

- Improving equity - 7% worker/66%
employer (18%/52% - global)

- Improving work-life balance - 12%
worker/56% employer (35%/29% - global)

- My motivation at work - 23% worker/35%
employer (45%/20% - global)

- Advancing in one’s career - 8% worker/63%
employer (27%/37% - global)

- My employer doesn’t understand my
generation - 22% (29% global)

« | hide aspects of myself at work - 56% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 36% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 21% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 14% (29% global)

« Who is responsible for:

« Training & upskilling - 14% worker/55%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

IT and tech literacy
— 25% (29% global)

« Al - 24% (29% global)

- Creative and analytical thinking
- 22% (15% global)

- Coaching and mentoring - 21% (20% global)

« Communication and presentation
skills = 20% (22% global)
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would quit a job if they
weren't offered learning and
development opportunities

luxembourg.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

—> 64% feel ambitious about
their career right now (s6% global)

- | want to take on more managerial

responsibilities - 35% (47% global)

- | am worried about losing my

job - 46% (45% global)

If | find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 48% (51% global)

- | would quit a job if it didn't offer career

progression opportunities - 34% (35% global)

- | feel | can be open with my employer

about wanting to progress quickly in
my career - 31% (46% global)

| wouldn’t accept a job if | thought

it would negatively affect my work-
life balance - 56% (57% global)

- | would quit a job if it was preventing me

from enjoying my life - 36% (48% global)

- The top 3 most important factors when thinking

about current or future employment are:
» The pay - 95% (93% global)
- Job security - 93% (89% global)
- Work-life balance - 91% (93% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around::

- where | work - 44% (37% global)
- working hours - 48% (41% global)

—> 18% would consider
quitting their job if their
employer asked them to
spend more time working
in the office @7+ global

- Being able to work from home is a non-

negotiable for me - 26% (39% global)

- My employer isn’t providing enough flexibility

around working from home - 36% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 22% (41% global)

- I've made arrangements in my life (e.g.

moved houses, got a pet) based on the
assumption that working from home
is here to stay - 14% (37% global)

- My employer expects me to be in the office more

now than six months ago - 18% (35% global)

84% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 36% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 27% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 31% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 79% gender pay equity (65% global)

—> 52% corporate social
responsibility 3s% global)

- 45% family leave for all talent (45% global)
« Who is responsible for:

- Improving equity - 10% worker/51%
employer (18%/52% - global)

- Improving work-life balance - 30%
worker/26% employer (35%/29% - global)

- My motivation at work - 43% worker/21%
employer (45%/20% - global)

- Advancing in one’s career - 20% worker/34%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 21% (29% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 44% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 33% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 18% (29% global)

Who is responsible for:

« Training & upskilling - 24% worker/24%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

—> Wellbeing and
mindfulness - 34% (23% global)

- Management and leadership
skills - 28% (21% global)

« Communication and presentation
skills = 27% (22% global)

- Empathy and active listening - 26% (13% global)
« Al, IT and tech literacy - 24% (29% global)

to futu re-proof their skills - | hide aspects of myself at work - 44% (55% global)
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malaysia.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

- 73% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 65% (47% global)

- | am worried about losing my
job = 51% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 55% (51% global)

- | would quit a job if it didn’t offer career
progression opportunities - 50% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 65% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 56% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 52% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

Work-life balance
— 94% (93% global)

« Health insurance/healthcare
benefits - 90% (78% global)

« Working hours flexibility - 89% (81% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 45% (37% global)

Working hours
— 46% (1% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 39% (37% global)

Being able to work from home is a non-
negotiable for me - 33% (39% global)

My employer isn’t providing enough flexibility
around working from home - 44% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 50% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 40% (37% global)

My employer expects me to be in the office more
now than six months ago - 52% (35% global)

80% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 43% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 52% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 50% (38% global)

- Top 3 most important in a potential or current

employer’s EDIB initiatives and policies:

47% diverse
backgrounds in
leadership 7% global)

- 45% gender pay equity (65% global)
« 44% diverse workforce (42% global)

« Who is responsible for:

- Improving equity - 14% worker/54%
employer (18%/52% - global)

- Improving work-life balance - 28%
worker/35% employer (35%/29% - global)

- My motivation at work - 37% worker/32%
employer (45%/20% - global)

- Advancing in one’s career - 22% worker/43%
employer (27%/37% - global)

« My employer doesn’t understand my

generation - 38% (29% global)

- | hide aspects of myself at work - 67% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

72% say their employer
is helping them develop
future-proof skills for my
career (e.g. Al) (2% global)

- | would not accept a job if it didn't

offer L&D opportunities to future-
proof skills - 47% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 38% (29% global)

« Who is responsible for:

« Training & upskilling - 17% worker/53%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:
- IT and tech literacy - 42% (29% global)

- Al & Management and leadership
skills - 29% (29% & 21% global)

- Data science / analytics - 23% (17% global)

- Communication and presentation
skills = 22% (22% global)

« Programming / coding - 20% (18% global)
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motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

9%

feel ambitious about
their career right now

« 79% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 63% (47% global)

- | am worried about losing my
job - 58% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 35% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 53% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 56% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 61% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 47% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

« The pay - 95% (93% global)

- Work-life balance & Job security
- 93% (93% & 89% global)

Career advancement
opportunities & Health
insurance/healthcare
benefits = 91% (70% & 78% global)

M~ workmonitor 2024

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 38% (37% global)
- working hours - 41% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office — 38% (37% global)

Being able to work from home is a non-
negotiable for me - 31% (39% global)

My employer isn’t providing enough flexibility
around working from home - 47% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 39% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 31% (37% global)

My employer expects me to be in the office more
now than six months ago - 44% (35% global)

73% of workers work
in the same location as
their colleagues (82% giobal)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 46% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 47% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 48% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

74% gender pay
equity (e5% global)

- 46% corporate social responsibility (36% global)
- 35% family leave for all talent (45% global)
« Who is responsible for:

- Improving equity - 12% worker/52%
employer (18%/52% - global)

- Improving work-life balance - 34%
worker/30% employer (35%/29% - global)

- My motivation at work - 45% worker/23%
employer (45%/20% - global)

- Advancing in one’s career - 28% worker/36%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 31% (29% global)

- | hide aspects of myself at work - 60% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof
skills for my career (e.g. Al) - 63% (52% global)

« | would not accept a job if it didn’t
offer L&D opportunities to future-
proof skills - 47% (36% global)

- | would quit a job if | wasn’t offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 46% (29% global)

« Who is responsible for:

« Training & upskilling - 19% worker/43%
employer (23%/42% - global)

- The learning and development opportunities
workers are most interested in:

IT and tech literacy
— 43% (29% global)

« Al - 41% (29% global)
« Coaching and mentoring - 23% (20% global)
- Data science / analytics - 22% (17% global)

- Management and leadership
skills - 20% (21% global)
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netherlands.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 45% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 28% (47% global)

- | am worried about losing my
job - 50% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 60% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 26% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 49% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 61% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 39% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

—> Work-life balance
— 94% (93% global)

- Mental health support & The pay
- 90% (83% & 93% global)

- Job security - 86% (89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 35% (37% global)

—> Working hours
— 44% #1% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office — 25% (37% global)

Being able to work from home is a non-
negotiable for me - 30% (39% global)

My employer isn’'t providing enough flexibility
around working from home - 23% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 25% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 21% (37% global)

My employer expects me to be in the office more
now than six months ago - 34% (35% global)

84% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 37% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 31% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 27% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

« 71% gender pay equity (65% global)
+ 51% diverse workforce (42% global)

—> 41% diverse
backgrounds in
leadership 7% global)

« Who is responsible for:

- Improving equity - 9% worker/49%
employer (18%/52% - global)

- Improving work-life balance - 32%
worker/20% employer (35%/29% - global)

- My motivation at work - 53% worker/15%
employer (45%/20% - global)

- Advancing in one’s career - 24% worker/31%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 23% (29% global)

- | hide aspects of myself at work - 44% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 57% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 31% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 21% (29% global)

« Who is responsible for:

« Training & upskilling - 19% worker/41%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

—>» Coaching and
mentoring — 31% (20% global)

« Wellbeing and mindfulness - 25% (23% global)

- Communication and presentation
skills = 23% (22% global)

- Creative and analytical thinking
-20% (15% global)

- empathy and active listening - 19% (13% global)
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37

want to take on more
managerial responsibilities

M~ workmonitor 2024

NEW ZEa

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

42% feel ambitious about their
career right now (56% global)

| want to take on more managerial
responsibilities - 63% (47% global)

| am worried about losing my
job — 43% (45% global)

If | find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 55% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 30% (35% global)

| feel | can be open with my employer
about wanting to progress quickly in
my career - 43% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 58% (57% global)

| would quit a job if it was preventing me
from enjoying my life - 50% (48% global)

about current or future employment are:

—> Work-life balance
— 94% (93% global)

« The pay - 93% (93% global)

- Job security & Mental health support
- 86% (89% & 83% global)

land.

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 35% (37% global)
- working hours - 43% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 50% (37% global)

Being able to work from home is a non-
negotiable for me - 51% (39% global)

My employer isn’t providing enough flexibility
around working from home - 48% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 66% (41% global)

—> 67% have made
arrangements in their life
(e.g. moved houses, got a
pet) based on the assumption
that working from home

is here to stay (37% global)

My employer expects me to be in the office more
now than six months ago - 33% (35% global)

81% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 38% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 31% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 34% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 59% gender pay equity (65% global)

—> 53% family leave
for all talent 5% giobal)

- 49% diverse workforce (42% global)
« Who is responsible for:

- Improving equity - 45% worker/21%
employer (18%/52% - global)

- Improving work-life balance - 60%
worker/11% employer (35%/29% - global)

- My motivation at work - 50% worker/8%
employer (45%/20% - global)

- Advancing in one’s career - 53% worker/13%
employer (27%/37% - global)

« My employer doesn’t understand my

generation - 32% (29% global)

- | hide aspects of myself at work - 60% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof
skills for my career (e.g. Al) - 45% (52% global)

« | would not accept a job if it didn’t
offer L&D opportunities to future-
proof skills - 30% (36% global)

- | would quit a job if | wasn’t offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 22% (29% global)

« Who is responsible for:

« Training & upskilling - 40% worker/28%
employer (23%/42% - global)

- The learning and development opportunities
workers are most interested in:

—> Management
and leadership skills
— 31% (@1% global)

- Wellbeing and mindfulness - 29% (23% global)
« Coaching and mentoring - 27% (20% global)

« IT and tech literacy - 25% (29% global)

« Al - 24% (29% global)
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would be happy to stay

in a role they liked, even
if there was no room to

progress or develop

M~ workmonitor 2024

norway.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 49% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 30% (47% global)

- | am worried about losing my
job - 49% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 56% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 25% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 43% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 54% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 43% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

—> Mental health
support — 92% (83% global)

- Work-life balance - 89% (93% global)
« The pay - 86% (93% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 33% (37% global)
- working hours - 36% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 25% (37% global)

Being able to work from home is a non-
negotiable for me - 37% (39% global)

—> 22% say their employer
isn’t providing enough
flexibility around working
from home (2% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 27% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 14% (37% global)

My employer expects me to be in the office more
now than six months ago - 31% (35% global)

84% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 27% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 32% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 34% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

—> 74% gender pay
equity (e5% global)

- 54% diverse workforce (42% global)

- 49% diverse backgrounds in
leadership (37% global)

- Who is responsible for:

- Improving equity - 8% worker/52%
employer (18%/52% - global)

- Improving work-life balance - 32%
worker/25% employer (35%/29% - global)

- My motivation at work - 51% worker/12%
employer (45%/20% - global)

- Advancing in one’s career - 26% worker/30%
employer (27%/37% - global)

- My employer doesn’t understand my
generation - 20% (29% global)

« | hide aspects of myself at work - 45% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 45% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 32% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 25% (29% global)

« Who is responsible for:

« Training & upskilling - 14% worker/41%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

— IT and tech literacy
— 28% (29% global)

- Management and leadership
skills = 27% (21% global)

« Al - 26% (29% global)

« Communication and presentation
skills & Wellbeing and mindfulness
- 25% (22% & 23% global)

« Diversity and inclusion - 21% (14% global)
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A%

feel ambitious about
their career right now :

- The top 3 most important factors when thinking

M~ workmonitor 2024

poland.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

64% feel ambitious about their
career right now (56% global)

| want to take on more managerial
responsibilities - 33% (47% global)

| am worried about losing my
job = 37% (45% global)

If | find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 53% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 29% (35% global)

| feel | can be open with my employer
about wanting to progress quickly in
my career - 42% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 57% (57% global)

| would quit a job if it was preventing me
from enjoying my life - 48% (48% global)

about current or future employment are:

Work-life balance
— 94% (93% global)

« The pay - 92% (93% global)
- Job security - 89% (89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 28% (37% global)
- working hours - 35% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 32% (37% global)

43% say that being able
to work from home is a non-
negotiable for them (39% global)

My employer isn’'t providing enough flexibility
around working from home - 36% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 28% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 22% (37% global)

My employer expects me to be in the office more
now than six months ago - 28% (35% global)

82% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 38% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 34% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 36% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 68% gender pay equity (65% global)
« 51% family leave for all talent (45% global)

43% non-discrimination
policies (on the website/
in job ads) @o% global)

« Who is responsible for:

« Improving equity - 6% worker/68%
employer (18%/52% - global)

- Improving work-life balance - 21%
worker/38% employer (35%/29% - global)

- My motivation at work - 39% worker/24%
employer (45%/20% - global)

- Advancing in one’s career - 12% worker/51%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 24% (29% global)

- | hide aspects of myself at work - 49% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 44% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 36% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 25% (29% global)

« Who is responsible for:

« Training & upskilling - 10% worker/55%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

IT and tech literacy
— 30% (29% global)

« Al - 28% (29% global)
« Programming / coding - 25% (18% global)

- Creative and analytical thinking
- 23% (15% global)

- Data science / analytics & Communication and
presentation skills - 21% (17% & 22% global)
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30%

would quit a job if it didn’t
offer career progression
opportunities

M~ workmonitor 2024

portugal.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

57% feel ambitious about their
career right now (56% global)

| want to take on more managerial
responsibilities - 42% (47% global)

| am worried about losing my
job - 36% (45% global)

If | find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 37% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 30% (35% global)

| feel | can be open with my employer
about wanting to progress quickly in
my career - 31% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 60% (57% global)

| would quit a job if it was preventing me
from enjoying my life - 39% (48% global)

The top 3 most important factors when thinking
about current or future employment are:

—> Work-life balance
— 97% (93% global)

- The pay - 96% (93% global)
« Mental health support - 94% (83% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 29% (37% global)
- working hours - 32% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 26% (37% global)

Being able to work from home is a non-
negotiable for me - 25% (39% global)

My employer isn’t providing enough flexibility
around working from home - 42% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 30% (41% global)

—> 15% have made
arrangements in their life
(e.g. moved houses, got a
pet) based on the assumption
that working from home

is here to stay (37% global)

My employer expects me to be in the office more
now than six months ago - 30% (35% global)

83% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 31% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 37% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 32% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

—> 82% gender pay
equity (e5% global)

- 47% diverse backgrounds in
leadership (37% global)

- 44% diverse workforce (42% global)
- Who is responsible for:

 Improving equity - 6% worker/68%
employer (18%/52% - global)

- Improving work-life balance - 28%
worker/31% employer (35%/29% - global)

- My motivation at work - 40% worker/20%
employer (45%/20% - global)

- Advancing in one’s career - 11% worker/57%
employer (27%/37% - global)

- My employer doesn’t understand my
generation - 23% (29% global)

- | hide aspects of myself at work - 51% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 32% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 35% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 22% (29% global)

« Who is responsible for:

« Training & upskilling - 15% worker/49%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:
—2> Al = 33% 29% global)

- Management and leadership
skills - 31% (21% global)

- IT and tech literacy - 30% (29% global)
- Wellbeing and mindfulness - 24% (23% global)

« Creative and analytical thinking &
Communication and presentation
skills = 20% (15% & 22% global)
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feel ambitious about
their career right now
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romania.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

- 71% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 41% (47% global)

- | am worried about losing my
job — 43% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 49% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 37% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 47% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 63% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 53% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

Work-life balance
— 96% 93% global)

- Job security - 93% (89% global)
- Mental health support - 88% (83% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 33% (37% global)
- working hours - 39% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office — 38% (37% global)

Being able to work from home is a non-
negotiable for me - 40% (39% global)

My employer isn’t providing enough flexibility
around working from home - 57% (42% global)

71% say that in the past
few months, their employer
has become stricter about
making sure staff come
into the office wi% giobal)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 74% (37% global)

My employer expects me to be in the office more
now than six months ago - 39% (35% global)

83% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 39% (38% global)

If the organization
wasn’'t making a proactive
effort to improve its diversity
and equity — 43% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 38% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 72% gender pay equity (65% global)
- 52% family leave for all talent (45% global)
- 48% diverse workforce (42% global)

- Who is responsible for:

- Improving equity - 13% worker/59%
employer (18%/52% - global)

- Improving work-life balance - 42%
worker/23% employer (35%/29% - global)

- My motivation at work - 45% worker/24%
employer (45%/20% - global)

- Advancing in one’s career - 19% worker/44%
employer (27%/37% - global)

- My employer doesn’t understand my
generation - 25% (29% global)

« | hide aspects of myself at work - 45% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof
skills for my career (e.g. Al) - 53% (52% global)

« | would not accept a job if it didn’t
offer L&D opportunities to future-
proof skills - 37% (36% global)

- | would quit a job if | wasn’t offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 31% (29% global)

« Who is responsible for:

« Training & upskilling - 24% worker/38%
employer (23%/42% - global)

- The learning and development opportunities
workers are most interested in:

IT and tech literacy
— 43% (29% global)

- Communication and presentation
skills - 34% (22% global)

- Creative and analytical thinking
- 24% (15% global)

- Al & Management and leadership
skills = 22% (29% & 21% global)

« Wellbeing and mindfulness - 21% (23% global)
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singapore.

40%

wouldn’t accept a
job if it didn’t offer :
L&D opportunities to
future-proof skills

« The top 3 most important factors when thinking

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

40% feel ambitious about their
career right now (56% global)

| want to take on more managerial
responsibilities - 68% (47% global)

| am worried about losing my
job - 52% (45% global)

If | find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 51% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 42% (35% global)

| feel | can be open with my employer
about wanting to progress quickly in
my career - 60% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 59% (57% global)

| would quit a job if it was preventing me
from enjoying my life - 52% (48% global)

about current or future employment are:

—> Work-life balance
— 95% (93% global)

« The pay - 90% (93% global)
- Job security - 86% (89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 42% (37% global)
- working hours - 42% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 49% (37% global)

Being able to work from home is a non-
negotiable for me - 46% (39% global)

—> 64% say their employer
isn’t providing enough
flexibility around working
from home (2% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 67% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 66% (37% global)

My employer expects me to be in the office more
now than six months ago - 39% (35% global)

80% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 42% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 39% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 39% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

—> 53% family leave
for all talent 5% giobal)

« 47% diverse workforce (42% global)
- 46% gender pay equity (65% global)
« Who is responsible for:

« Improving equity - 18% worker/44%
employer (18%/52% - global)

- Improving work-life balance - 58%
worker/9% employer (35%/29% - global)

- My motivation at work - 57% worker/5%
employer (45%/20% - global)

- Advancing in one’s career - 52% worker/10%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 41% (29% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof
skills for my career (e.g. Al) - 53% (52% global)

« | would not accept a job if it didn’t
offer L&D opportunities to future-
proof skills - 40% (36% global)

- | would quit a job if | wasn’t offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 33% (29% global)

« Who is responsible for:

« Training & upskilling - 44% worker/20%
employer (23%/42% - global)

- The learning and development opportunities
workers are most interested in:

—2> Al = 39% (29% global)

- IT and tech literacy & Data science /
analytics - 29% (29% & 17% global)

- Management and leadership
skills - 23% (21% global)

« Programming / coding - 22% (18% global)
- Wellbeing and mindfulness - 21% (23% global)

- | hide aspects of myself at work - 64% (55% global)
N vissza az attekintéshez
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if they thought it would
negatively affect their
work-life balance
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spain.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 54% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 44% (47% global)

- | am worried about losing my
job = 47% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 44% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 33% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 45% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 59% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 46% (48% global)

-« The top 3 most important factors when thinking
about current or future employment are:

Work-life balance
— 95% (93% global)

« Pay rank - 94% (93% global)
- Job security - 93% (89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 33% (37% global)
- working hours - 37% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 29% (37% global)

Being able to work from home is a non-
negotiable for me - 34% (39% global)

My employer isn’t providing enough flexibility
around working from home - 40% (42% global)

29% say that in the past
few months, their employer
has become stricter about
making sure staff come
into the office wi% giobal)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 24% (37% global)

My employer expects me to be in the office more
now than six months ago - 31% (35% global)

84% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 37% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 34% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 32% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

80% gender pay
equity (e5% global)

- 50% family leave for all talent (45% global)
- 43% corporate social responsibility (36% global)
« Who is responsible for:

« Improving equity - 9% worker/59%
employer (18%/52% - global)

- Improving work-life balance - 19%
worker/44% employer (35%/29% - global)

- My motivation at work - 34% worker/27%
employer (45%/20% - global)

- Advancing in one’s career - 17% worker/47%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 25% (29% global)

- | hide aspects of myself at work - 52% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 52% (52% global)

+ 34% of workers would not accept a job

if it didn’t offer L&D opportunities to
future-proof skills (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 27% (29% global)

« Who is responsible for:

« Training & upskilling - 18% worker/45%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:
Al — 33% 9% global)

« coaching and mentoring - 33% (20% global)
« IT and tech literacy - 29% (29% global)
- data science / analytics - 21% (17% global)

- Management and leadership
skills - 18% (21% global)
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would quit a job if it was
preventing them from
enjoying their life
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sweden.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 59% feel ambitious about their
career right now (56% global)

- | want to take on more managerial
responsibilities - 37% (47% global)

- | am worried about losing my
job - 54% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 54% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 31% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 43% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 60% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 56% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

—> Work-life balance
— 90% (93% global)

- Pay rank - 88% (93% global)
- Job security - 85% (89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldnt accept a job if it didn’t
provide flexibility around:

- where | work - 36% (37% global)
- working hours - 39% (41% global)

- I'd consider quitting my job if my employer
asked me to spend more time working
in the office — 33% (37% global)

- Being able to work from home is a non-
negotiable for me - 34% (39% global)

—> 26% say their employer
isn’t providing enough
flexibility around working
from home (2% global)

« In the past few months, my employer has
become stricter about making sure staff
come into the office - 23% (41% global)

- I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home
is here to stay - 26% (37% global)

- My employer expects me to be in the office more
now than six months ago - 27% (35% global)

« 81% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 38% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 37% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 33% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

—> 70% gender pay
equity (e5% global)

- 43% diverse workforce (42% global)

- 39% diverse backgrounds in
leadership (37% global)

- Who is responsible for:

- Improving equity - 7% worker/62%
employer (18%/52% - global)

- Improving work-life balance - 33%
worker/25% employer (35%/29% - global)

- My motivation at work - 37% worker/19%
employer (45%/20% - global)

- Advancing in one’s career - 21% worker/33%
employer (27%/37% - global)

- My employer doesn’t understand my
generation - 21% (29% global)

« | hide aspects of myself at work - 44% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 45% (52% global)

« 29% of workers would not accept a job

if it didn’t offer L&D opportunities to
future-proof skills (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 25% (29% global)

« Who is responsible for:

« Training & upskilling - 14% worker/42%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

—> Wellbeing and
mindfulness - 26% 3% global)

« IT and tech literacy - 25% (29% global)
« Al - 25% (29% global)
« coaching and mentoring - 24% (20% global)

- creative and analytical thinking
-20% (15% global)
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losing their job :

- The top 3 most important factors when thinking
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switzerland.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

49% feel ambitious about their
career right now (56% global)

| want to take on more managerial
responsibilities - 35% (47% global)

| am worried about losing my
job - 50% (45% global)

If | find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 57% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 29% (35% global)

| feel | can be open with my employer
about wanting to progress quickly in
my career - 38% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 58% (57% global)

| would quit a job if it was preventing me
from enjoying my life - 50% (48% global)

about current or future employment are:

—> Mental health
support — 91% 3% global)

- The pay - 89% (93% global)

- Work-life balance & Job security
- 88% (93% & 89% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 34% (37% global)

—> Working hours
— A5% #1% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 30% (37% global)

Being able to work from home is a non-
negotiable for me - 35% (39% global)

My employer isn’t providing enough flexibility
around working from home - 30% (42% global)

In the past few months, my employer has
become stricter about making sure staff
come into the office - 25% (41% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 19% (37% global)

My employer expects me to be in the office more
now than six months ago - 28% (35% global)

81% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 37% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 31% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 35% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 67% gender pay equity (65% global)

—> 46% corporate social
responsibility 3s% global)

- 45% diverse workforce (42% global)
« Who is responsible for:

« Improving equity - 12% worker/57%
employer (18%/52% - global)

- Improving work-life balance - 28%
worker/32% employer (35%/29% - global)

- My motivation at work - 56% worker/14%
employer (45%/20% - global)

- Advancing in one’s career - 23% worker/37%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 21% (29% global)

- | hide aspects of myself at work - 50% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 49% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 30% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 26% (29% global)

« Who is responsible for:

« Training & upskilling - 22% worker/35%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

—> Wellbeing and
mindfulness - 31% 3% global)

« IT and tech literacy - 27% (29% global)

- Communication and presentation
skills = 24% (22% global)

« Al & Coaching and mentoring
-21% (29% & 20% global

- Management and leadership
skills = 20% (21% global)
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say their employer is
helping them develop
future-proof skills for
their career (e.g. Al)
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turkiye.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

73% feel ambitious about
their career right now (s6% global)

- | want to take on more managerial
responsibilities - 63% (47% global)

- | am worried about losing my
job - 58% (45% global)

- If I find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 59% (51% global)

- | would quit a job if it didn't offer career
progression opportunities - 50% (35% global)

- | feel | can be open with my employer
about wanting to progress quickly in
my career - 65% (46% global)

| wouldn’t accept a job if | thought
it would negatively affect my work-
life balance - 66% (57% global)

- | would quit a job if it was preventing me
from enjoying my life - 56% (48% global)

- The top 3 most important factors when thinking
about current or future employment are:

- Work-life balance - 95% (93% global)
« Mental health support - 94% (83% global)

« Health insurance/healthcare
benefits - 93% (78% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldnt accept a job if it didn’t
provide flexibility around:

- where | work - 39% (37% global)

Working hours
— A5% #1% global)

- I'd consider quitting my job if my employer
asked me to spend more time working
in the office — 37% (37% global)

- Being able to work from home is a non-
negotiable for me - 33% (39% global)

- My employer isn’t providing enough flexibility
around working from home - 44% (42% global)

« In the past few months, my employer has
become stricter about making sure staff
come into the office - 36% (41% global)

- I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home
is here to stay - 26% (37% global)

- My employer expects me to be in the office more
now than six months ago - 42% (35% global)

- 72% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 48% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 50% (37% global)

With a business that
doesn’t align with my values
on social and environmental
Issues — 58% 3% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 52% family leave for all talent (45% global)
- 47% diverse workforce (42% global)
- 46% gender pay equity (65% global)

- Who is responsible for:

« Improving equity - 12% worker/64%
employer (18%/52% - global)

- Improving work-life balance - 23%
worker/51% employer (35%/29% - global)

- My motivation at work - 34% worker/32%
employer (45%/20% - global)

- Advancing in one’s career - 20% worker/52%
employer (27%/37% - global)

- My employer doesn’t understand my
generation - 43% (29% global)

- | hide aspects of myself at work - 57% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 65% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 48% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 44% (29% global)

« Who is responsible for:

« Training & upskilling - 28% worker/46%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:
Al = 47% 9% global)

« Programming / coding - 37% (18% global)

- Software project management
- 27% (15% global)

- IT and tech literacy - 22% (29% global)

« Communication and presentation
skills = 21% (22% global)
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want to take on more
managerial responsibilities
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motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

42% feel ambitious about their
career right now (56% global)

| want to take on more managerial
responsibilities - 65% (47% global)

| am worried about losing my
job - 42% (45% global)

If | find a role | like, I'm happy to stay in
it, even if there’s no room to progress
or develop - 50% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 28% (35% global)

| feel | can be open with my employer
about wanting to progress quickly in
my career - 47% (46% global)

| wouldn't accept a job if | thought
it would negatively affect my work-
life balance - 60% (57% global)

| would quit a job if it was preventing me
from enjoying my life - 47% (48% global)

The top 3 most important factors when thinking
about current or future employment are:

—>» Work-life balance
— 95% (93% global)

- The pay - 94% (93% global)
- Job security - 91% (89% global)

united kingdom.

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 39% (37% global)
- working hours - 43% (41% global)

I'd consider quitting my job if my employer
asked me to spend more time working
in the office - 55% (37% global)

Being able to work from home is a non-
negotiable for me - 54% (39% global)

My employer isn’t providing enough flexibility
around working from home - 52% (42% global)

—> 60% say that in the past
few months, their employer
has become stricter about
making sure staff come
into the office #1% global)

I've made arrangements in my life (e.g.
moved houses, got a pet) based on the
assumption that working from home

is here to stay - 64% (37% global)

My employer expects me to be in the office more
now than six months ago - 34% (35% global)

79% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 37% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 32% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 31% (38% global)

- Top 3 most important in a potential or current

employer’s EDIB initiatives and policies:
- 63% gender pay equity (65% global)
- 52% a diverse workforce (42% global)
- 46% family leave for all talent (45% global)

« Who is responsible for:

—> Improving equity
- 46% worker/21%
em poner (18%/52% - global)

« Improving work-life balance - 56%
worker/12% employer (35%/29% - global)

- My motivation at work - 51% worker/11%
employer (45%/20% - global)

- Advancing in one’s career - 52% worker/15%
employer (27%/37% - global)

« My employer doesn’t understand my

generation - 33% (29% global)

« | hide aspects of myself at work - 56% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof
skills for my career (e.g. Al) - 45% (52% global)

« | would not accept a job if it didn’t
offer L&D opportunities to future-
proof skills - 32% (36% global)

- | would quit a job if | wasn’t offered learning
and development opportunities to future-
proof my skills (e.g. Al) - 24% (29% global)

« Who is responsible for:

« Training & upskilling - 43% worker/26%
employer (23%/42% - global)

- The learning and development opportunities
workers are most interested in:

—> Wellbeing and
mindfulness - 26% 3% global)

« IT and tech literacy - 25% (29% global)
« Coaching and mentoring - 24% (20% global)
« Al - 23% (29% global)

- Management and leadership
skills - 22% (21% global)
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progress or develop
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united states.

motivation & ambition

Ambition is more than climbing the career
ladder and talent’s motivation is not
necessarily driven by promotions.

« 56% feel ambitious about their

career right now (56% global)

- | want to take on more managerial

responsibilities - 38% (47% global)

| am worried about losing my
job - 20% (45% global)

- If I find a role | like, I'm happy to stay in

it, even if there’s no room to progress
or develop - 54% (51% global)

| would quit a job if it didn’t offer career
progression opportunities - 32% (35% global)

—> 48% feel they can be
open with their employer
about wanting to progress
quickly in their career @s% giobal)

- | wouldn’t accept a job if | thought

it would negatively affect my work-
life balance - 56% (57% global)

| would quit a job if it was preventing me
from enjoying my life - 46% (48% global)

- The top 3 most important factors when thinking

about current or future employment are:
» The pay - 96% (93% global)
« Work-life balance - 94% (93% global)

- Job security & Health insurance/healthcare
benefits - 88% (89% & 78% global)

flexibility

Talent still demands and seeks flexibility
to accommodate all of their priorities.

| wouldn't accept a job if it didn’t
provide flexibility around:

- where | work - 39% (37% global)
- working hours - 43% (41% global)

- I'd consider quitting my job if my employer

asked me to spend more time working
in the office - 32% (37% global)

Being able to work from home is a non-
negotiable for me - 36% (39% global)

- My employer isn’t providing enough flexibility

around working from home - 24% (42% global)

—> 28% say that in the past
few months, their employer
has become stricter about
making sure staff come
into the office wi% giobal)

- I've made arrangements in my life (e.g.

moved houses, got a pet) based on the
assumption that working from home
is here to stay - 28% (37% global)

- My employer expects me to be in the office more

now than six months ago - 28% (35% global)

80% of workers work in the same location
as their colleagues (82% global)

equity & understanding

Talent is looking to build connections with
employers so that they can present their full
selves and work with organizations to improve
equity in the workplace.

« | wouldn’t accept a job:

- if | didn't agree with the viewpoints of
the leadership - 35% (38% global)

- if the organization wasn’t making a
proactive effort to improve its diversity
and equity - 32% (37% global)

- with a business that doesn’t align with
my values on social and environmental
issues - 32% (38% global)

- Top 3 most important in a potential or current
employer’s EDIB initiatives and policies:

- 58% gender pay equity (65% global)

—> 53% family leave
for all talent 5% giobal)

- 46% diverse workforce (42% global)
« Who is responsible for:

- Improving equity - 7% worker/68%
employer (18%/52% - global)

- Improving work-life balance - 32%
worker/29% employer (35%/29% - global)

- My motivation at work - 56% worker/17%
employer (45%/20% - global)

- Advancing in one’s career - 24% worker/35%
employer (27%/37% - global)

« My employer doesn’t understand my
generation - 20% (29% global)

- | hide aspects of myself at work - 54% (55% global)

Al & skilling

Talent continues to prioritize the future-
proofing of their skills, particularly in light
of the widespread adoption of Al.

- My employer is helping me develop future-proof

skills for my career (e.g. Al) - 49% (52% global)

« | would not accept a job if it didn’t

offer L&D opportunities to future-
proof skills - 32% (36% global)

- | would quit a job if | wasn’t offered learning

and development opportunities to future-
proof my skills (e.g. Al) - 25% (29% global)

Who is responsible for:

« Training & upskilling - 14% worker/44%
employer (23%/42% - global)

- The learning and development opportunities

workers are most interested in:

—> Management
and leadership skills
— 26% (21% global)

« Wellbeing and mindfulness & Al, IT and
tech literacy - 24% (23% & 29% global)

- Coaching and mentoring - 23% (20% global)

« Communication and presentation
skills = 19% (22% global)

« Programming / coding - 17% (18% global)
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