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Employment Outlook Shows Signs of Improving
U.S. employers are reporting a 

slight seasonally adjusted increase in 
their hiring plans between October 
and December 2016, according to  
the results of  a quarterly survey  
conducted by staffing agency Man-
power released on September 13. 

The latest survey, which regularly 
asks more than 11,000 U.S. employers 
about their hiring intentions, showed 
that 22% of  respondents anticipate 
increasing staff  levels in the fourth 
quarter (Q4) of  2016, down 1% from 
Q3 2016 and up 1% from Q4 2015. 
Meanwhile, 6% of  respondents said 
they expect to reduce their workforce, 
69% said they anticipate no changes 
in hiring levels, and 3% said they are 
undecided about their hiring inten-
tions in Q4 2016.

After taking seasonal variations 
into account, researchers concluded 
that the nationwide net employment 
outlook for the fourth quarter of  
2016 is +18%—a figure that is three 

percentage points higher than the 
corresponding level in the previ-
ous quarter, and that matches the 
strongest post-recession outlook 
level reported in Q4 2015. The net 
employment outlook is derived by 
taking the percentage of  employ-
ers anticipating an increase in hiring 
activity and subtracting from this the 

percentage of  employers expecting a 
decrease in hiring activity. 

The findings also indicated that em-
ployers in all of  the 13 industry sectors 
covered in the survey expect payrolls to 
increase during Q4 2016, with employ-
ers in leisure & hospitality (+30%), 
wholesale & retail trade (+22%), 
transportation & utilities (+20%), 
and professional & business services 
(+17%) reporting the strongest hir-
ing intentions. Relatively stable hiring 
plans were reported by employers in 
the following sectors: construction 
(+14%), information (+14%), nondu-
rable goods manufacturing (+15%), 
education & health (+13%), and other 
services (+10%).

Broken down by region, the survey 
found that net employment outlooks 
in all four of  the U.S. regions surveyed 
are either improving or holding steady. 
The results indicated that hiring pros-
pects in Q4 2016 are up slightly from 
the preceding quarter in the Northeast, 
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successfully turn 
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the South, and the West, and are relatively 
stable in the Midwest. Compared to Q4 
2015, hiring plans in Q4 2016 were re-
ported to be slightly stronger in the West, 
and to be relatively stable in the Midwest, 
the Northeast, and the South. 

Researchers also cited the results of  a 
global survey of  nearly 59,000 employers 
in 43 countries. The survey showed that 
staffing levels are expected to grow by 
varying degrees in 42 of  the 43 countries 
covered in Q4 2016, with only employ-
ers in Brazil saying they expect payrolls 
to decline in the October-December time 
frame. Generally, researchers observed 
that uncertainty associated with the slow-
down of  the global economy, the Brexit 
referendum, and continued financial 
market volatility appears to have had little 
impact on employer hiring confidence. 

Americans Express 
Interest in Lifetime 
Income Options 

While a majority of  Americans say 
they are confident that they will have suf-
ficient income in retirement, large shares 
also express interest in purchasing a finan-
cial product that would provide them with 
a guaranteed monthly income in retire-
ment, according to the results of  a survey 
conducted by the Teachers Insurance and 
Annuity Association of  America (TIAA). 

The survey of  1,000 U.S. adults con-
ducted in June 2016 showed that 58% feel 
confident that they can successfully turn 
their retirement savings into income after 
they stop working, and that only 35% are 
concerned about running out of  money 
in retirement. Researchers pointed out, 
however, that this confidence could be 
misplaced, as only 46% of  respondents 
indicated that they know how much they 
have saved in their retirement savings ac-
counts, and just 35% said they know how 
much monthly income they will have in 
retirement.

The results also provided evidence that 
Americans are underestimating their retire-
ment income needs. Of  the respondents 
who are not currently retired, 41% said 
they are saving 10% or less of  their income 
for retirement, and 63% estimated that they 
will need less than 75% of  their current 
income to live comfortably in retirement. 
In addition, of  the 28% of  respondents 
who are not retired and indicated they are 
not saving anything for retirement, just 
47% said they are worried about not having 
enough money in retirement.

Yet when asked to name the retire-
ment plan feature they consider to be most 
important, 49% of  respondents said the 
plan should provide a guaranteed monthly 
income in retirement. Moreover, when 
offered a choice among several lifetime 
benefits, 68% of  the adults surveyed chose 
a retirement “paycheck” that lasts as long 
as they live over options like an unlim-
ited lifetime airline ticket (9%), a new car 
every year for the rest of  their life (9%), or 
unlimited dining out (4%). However, only 
43% of  respondents said they are willing 
to commit a portion of  their retirement 
savings to a choice that would allow them 
to receive a monthly payment for life, and 
41% said they are unsure whether their 
current retirement plan provides an option 
for lifetime income.

When asked to identify the specific 
sources of  income they expect to draw 
from in retirement, 73% of  respondents 
said they expect to rely on Social Security; 
29% said they anticipate receiving pay-
ments from a defined benefit pension 
plan; 54% indicated they intend to make 
withdrawals from retirement accounts like 
401(k)s, 403(b)s, or IRAs; and 14% said 
they plan to use annuities to generate an 
income.

The survey also found that while most 
respondents expressed a desire to have 
reliable monthly income in retirement, 
the vehicles they expect to use to gener-
ate that income differ by generation and 
by income level. For example, 84% of  the 
baby boomer respondents said they plan 
to rely on Social Security for retirement 
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income, compared to 69% of  Gen X and 
61% of  Gen Y respondents. By contrast, 
the Gen X and Gen Y respondents were 
more likely than the baby boomers to say 
they plan to make withdrawals from retire-
ment accounts.

Of  the generations surveyed, millenni-
als were less likely to say they are familiar 
with annuities (20%) than Gen Xers (38%) 
and baby boomers (41%). However, mil-
lennial respondents were more likely than 
older respondents to say they would be 
willing to commit a portion of  their retire-
ment savings to a product that will provide 
them with a monthly payment for life.

Broken down by income, the survey 
showed that respondents with incomes 
over $100,000 per year were more likely 
to say they expect to draw from a wide 
array of  income sources than people 
with incomes under $50,000 per year. 
For example, 69% of  respondents at the 
higher income level said they intend to 
withdraw savings from a retirement plan, 
compared to 41% of  respondents at the 
lower income level. The higher income re-
spondents were also more likely than their 
lower income counterparts to say they 
expect to receive payments from a pension 
plan (40% vs. 19%) or income from annui-
ties (27% vs. 10%).

Health Plan Costs 
Projected To Rise  
4% in 2017

While U.S. employers project that per-
employee health benefit costs will increase 
modestly in 2017, they also report that the 
costs would be even higher if  they made 
no changes to their plans, the preliminary 
results of  an annual survey conducted 
by human resources consultancy Mercer 
indicate. 

These preliminary findings of  a 
national survey of  employer-sponsored 
health plans that will be concluded later 
this year include responses from 1,277 

employers prior to August 11. According 
to these initial results, employers predict 
that health benefit costs per employee will 
rise by an average of  4% in 2017 after they 
make planned changes, such as raising 
deductibles or switching insurance carriers. 
Researchers observed that employers have 
held cost growth to about 4% or less each 
year since 2011, and that prior to 2011 
costs had been rising by about 6% a year 
for seven years. 

The survey also shows that the pro-
jected underlying cost growth from 2016 
to 2017—or the increase employers expect 
would occur over this period if  they made 
no changes to their plans—is at a new low 
of  just 5.5%. Noting that the difference 
between the underlying cost growth and 
the actual cost growth can be an indication 
of  how much or little employers are cut-
ting health plan value by raising deductibles 
or other cost-sharing provisions, research-
ers speculated that the decline in the 
difference between these figures to just 1.5 
percentage points for 2017 could indi-
cate that employers are not planning to 
do much cost-shifting. For the past eight 
years, they pointed out, this gap has been 
approximately three percentage points, and 
has not been less than two points. 

Employers were also asked about 
changes they would like to see in the Af-
fordable Care Act (ACA). Of  the large 
employers (500 or more employees) 
polled, 80% said they favor eliminating 
the excise tax on high-cost plans, and 61% 
said they favor eliminating the employer 
mandate; or the so-called “play or pay” 
rule that requires employers with 50 or 
more employees to offer coverage or be 
subject to penalties. However, just 47% 
of  the large employers surveyed indicated 
that they favor repealing and replacing the 
ACA entirely. 

In addition, the survey results suggest 
that the minimal interest employers had 
shown in the past in terminating their own 
plans and sending employees to the public 
exchanges to purchase coverage appears 
to have all but disappeared: just 2% of  
the large employers and 9% of  the small 
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employers (10-499 employees) surveyed 
said it is at all likely that they will terminate 
their plans. Researchers noted that in 2010, 
by contrast, 6% of  large employers and 
20% of  small employers thought it was 
likely they would terminate their plans. 

Effective Compliance 
Risk Management 
Starts at the Top

Companies seeking to embed  
compliance risk management into both 
their strategy and everyday operations 
should set the right tone at the top,  
assess their compliance and ethics risks 
in collaboration with other risk functions, 
and build governance and oversight struc-
tures that effectively monitor regulatory 
matters, an annual report on compliance 
prepared by professional services firm 
PricewaterhouseCoopers recommended.

Released on September 14, the find-
ings of  the report on the state of  compli-
ance are based on a survey of  more than 
800 global executives, most of  whom 
are legal counsel or compliance officers. 
The survey showed that while 98% of  
the executives surveyed believe that their 
company’s senior leaders are committed 
to compliance and ethics, 55% reported 
that senior leaders provide only ad hoc 
program oversight or delegate most 
compliance and ethics oversight activi-
ties. In addition, just 48% of  respondents 
reported that their organization assesses 
its “tone at the top,” or whether execu-
tives consistently communicate and model 
a commitment to compliance and ethics; 
and only 36% of  respondents indicated 
that compliance officers are inherently  
integrated into or play a key role in  
strategic planning.

Moreover, while 77% of  the execu-
tives surveyed reported that there is an en-
terprise risk management (ERM) process 
at their organizations, and 88% of  these 
respondents said that the ERM process 
covers compliance and ethics-related risks; 
just 54% of  these respondents indicated 
that the framework their company uses 
for compliance and ethics risk assessment 
aligns with the framework it uses for its 
ERM process, and another 54% reported 
that they needed to conduct at least some 
additional compliance and ethics-specific 
risk assessment activities in order to fully 
address their organizations’ compliance 
and ethics risks.

The report’s authors further noted that 
although compliance and ethics teams 
rely heavily on the top of  the organiza-
tion when conducting risk assessment 
activities, they may be neglecting to obtain 
valuable information from middle man-
agement and rank-and-file employees: 
while majorities of  the executives sur-
veyed indicated that their organization 
includes interviews with management 
(59%) and/or board/management input 
(55%) in their compliance and ethics risk 
assessment process, only 21% said their 
company includes employee surveys. 

The survey also asked respondents 
about how their company’s reporting 
structure supports its compliance and  
ethics oversight responsibilities and  
accountabilities. While nearly two-thirds 
(65%) of  respondents indicated that an 
audit committee oversees most compli-
ance and ethics programs at the board 
level, just 20% said that their company’s 
board of  directors had formed a separate, 
stand-alone compliance/ethics committee 
to provide oversight of  the compliance 
and ethics program. However, 72% re-
ported that their company has a dedicated 
business unit or business area compliance 
officers.




