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Workers Have Mixed Feelings About Career Prospects
U.S. workers are feeling increas-

ingly confident about their jobs and 
are optimistic about their prospects 
for receiving improved pay and bene-
fits, but these positive sentiments are 
offset by concerns about being asked 
to work more for the same pay and 
about being replaced by a lower cost 
employee, according to the results of  
a Harris Poll survey.

The survey of  1,192 American 
workers, conducted in May 2013, is 
part of  a monthly index that tracks 
the sentiments of  American work-
ers on jobs and benefits. The survey 
found that positive and negative 
shifts effectively cancelled each other 
out, resulting in May’s aggregated 
concerns holding steady in compari-
son to April, at 57%; and remaining 
slightly up from March, at 56%. 

When asked whether they expect 
to receive better benefits over the 
next three months, 20% of  respon-
dents anticipate an improvement in 

their health care benefits, up from 
16% in April and March; while 19% 
expect to receive better retirement 
benefits, up from 13% in April and 
from 18% in March. In addition, 
32% expect to get a raise from their 
employer in the next three months, 
up from 29% in April, though down 
slightly from 34% in March.

The increased optimism among 
workers about benefits and salary 
was counterbalanced by rising fears 
about either being replaced or having 
to perform additional work with no 
commensurate pay increase. The results 
showed that 18% of  respondents 
believe they will be replaced by a lower 
cost employee, up from 15% in April; 
and that 56% are concerned that 
they will have to work more without 
getting more compensation, up from 
53% in April and 50% in March.

According to researchers, fears 
among employees are worsening that 
they will see their current responsi-
bilities shifted to either technological 
or manpower alternatives in the future, 
as nearly half  (45%) of  the workers 
surveyed anticipate that in the next 
three months at least some of  their 
job responsibilities could be taken  
away. Specifically, 15% expect tech-
nology could take over their job, 
while smaller shares expressed  
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concern that their responsibilities could 
be taken over by a co-worker (14%), a 
lower cost employee within their compa-
ny (12%), or temporary employees (11%). 
By contrast, relatively few were worried 
that their job would be taken over by 
an outsourced employee from another 
country (5%), an outside consultant (5%), 
or robotics (3%).

Younger employees (ages 18–34) feel 
particularly vulnerable to such efficiency 
measures, with 57% saying they believe 
their job or responsibilities could be 
shifted in the next three months. Younger 
workers were most likely to express con-
cern that technology (21%) or temporary 
employees (17%) could replace at least 
some of  their responsibilities.

Al Angrisani, President and CEO 
of  Harris Interactive observed that the 
index is pointing to some renewed hope 
in key aspects of  workers’ outlooks 
for the immediate future, reflecting the 
improved jobs outlook recently released 
by the Department of  Labor. “That 
said,” he continued, “the slight rise in the 
unemployment rate indicates that hir-
ing continues to be an issue, as reflected 
in mounting concern among employees 
that they will be expected to do more for 
the same or less pay, or that their jobs 
will be displaced by lower cost options. 
Ultimately this increased pressure on the 
worker will lead to worker frustration 
and could dramatically impact company 
productivity overall.”

Professionals Want 
To Customize Their 
Work Environment 

As the rapid growth in technology tools 
expands options for communication and 
collaboration, a culture shift is taking place 
in which professional workers are seeking 
to personalize and customize their work 
environments in a number of  ways, includ- 
ing in terms of  work style and location, 

according to a report released by profes-
sional services provider Intelligent Office.

The findings of  “The Work IQ Report 
2013,” were based on the results of  three 
surveys of  more than 3,000 adults in the 
U.S. and Canada conducted between  
November 2011 and April 2013. The 
study found that 84% of  respondents  
believe that technology is important to 
their professional success. 

The report also found that 66% want 
to have a work laptop or tablet that af-
fords them freedom and mobility, and 
65% want to have the right to download, 
install, modify, or otherwise control their 
work computer. In addition, 61% want to 
use a device that is more mobile than a 
desktop while at work, one-third indicated 
they want to work for a company that 
allows them to use their own technology, 
and nearly one-quarter asserted that they 
would not work for a company that did 
not allow them to use social media. 

The findings further showed that near-
ly two-thirds (65%) of  survey participants 
want to work as an entrepreneur or for 
themselves, and 61% want more flexible 
work hours than the traditional nine-to-
five schedule. 

The study noted that while working 
outside of  their offices, modern profes-
sionals are working independently, hold-
ing meetings, and working while traveling. 
When asked about their current work 
habits, 70% reported that they work from 
an alternate location—meaning outside 
of  their home or office—on a regular 
basis, with 22% doing so at least weekly, 
and 49% spending between one to three 
hours at these alternative locations. 

“Modern professionals are increasingly 
challenging the conventions of  working 
and are re-writing the rules of  how, when, 
and where business is conducted,” the 
report said. “The trends that are present 
today are dramatically different from how 
we worked even just 10 years ago.”

Researchers observed that these trends 
have been the subject of  much debate, as 
employers seek to sort out the issues sur-
rounding telecommuting policies, social 
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media policies, and the potential problems 
associated with bring-your-own-device 
policies. “Even though many of  these 
debates are far from over, one thing is 
becoming increasingly clear: Companies 
who want to remain competitive for top 
talent should be looking to adapt and 
implement policies that allow for the flex-
ibility and mobility that today’s employees 
want,” they concluded. 

Multiple Retirement 
Plans And  
Asset Allocation

American workers who have more than 
one type of  retirement plan are more like-
ly to invest a higher percentage in equities 
than those who do not, a study released in 
April 2013 by the nonpartisan Employee 
Benefit Research Institute (EBRI) found.

The study, “Retirement Plan Partici-
pation and Asset Allocation, 2010,” was 
written by research associate Craig Cope-
land. Using 2010 survey data on working 
family heads from the Federal Reserve, 
Copeland looked at differences in invest-
ments by the type of  retirement plan 
each family head owned. In addition to 
finding that higher income and net worth 
were correlated with more investment in 
stocks, the analysis indicated that Ameri-
cans who owned an individual retirement 
account (IRA) were more likely to be 
invested all in stocks if  they also had a 
401(k) or similar workplace plan.

The analysis also showed that house-
hold heads who participated in both a 
defined benefit pension plan and a 401(k)-
type plan were less likely to allocate the 
latter to all interest-earning assets, such as 
bonds, and thus invested more in stocks. 

The findings further indicated that, 
as the ages of  the heads of  IRA-owning 
families increased, the likelihood that 
they were invested all in stocks decreased. 
Moreover, as the educational attainment 
of  the family head rose, the likelihood 

that IRA participants were invested all in 
interest-earning assets declined. 

Copeland found that if  the family 
head had more than 75% of  the assets 
in his or her 401(k)-type plan and the 
IRA assets included rollover assets, the 
investment in the IRA was more likely 
to have a higher stock allocation. The 
analysis also showed, however, that for 
family heads with a relatively low level 
(25% or less) of  investment in stocks in 
their 401(k)-type plan, the presence of  a 
rollover led to a higher likelihood of  their 
IRA being invested more in stocks than 
was the case when there was no rollover. 

In addition, the likelihood of  a working 
family head participating in a retirement 
plan increased with the size of  his or her 
employer. In 2010, 22.4% of  family heads 
working for employers with 10–19 em-
ployees participated in a plan, compared 
with 67.2% of  those who worked for 
employers with 500 or more employees. 

The data also indicated that 18.9% 
of  family heads who participated in an 
employment-based retirement plan in 
2010 had a defined benefit plan only, 
while 65% had a defined contribution 
plan only, and the remaining 16.1% had 
both. This is a significant change from 
1992, when 42.3% had a defined benefit 
plan only, and 40.8% had a defined con-
tribution plan only. 

“Due to the increased participation in 
defined contribution retirement plans like 
the 401(k), the manner in which partici-
pants allocate assets within these plans 
could have a significant effect upon the 
financial resources they ultimately will have 
available in retirement,” Copeland said. 

Recognition 
Programs Can  
Drive Results

Programs to motivate specific behav-
ior are increasingly being incorporated 
into Human Resources strategies, as 
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employers start to replace some of  their 
legacy employee recognition programs 
with new initiatives designed to drive 
results, the findings of  a survey conducted 
by WorldatWork and ITA Group indicated. 

The survey on employee recognition 
programs, which was conducted in Febru-
ary and March 2013, included responses 
from 471 Human Resources professionals. 
A full 88% of  respondents reported that 
their company has an employee recogni-
tion program, up from 86% in 2011.

When asked to identify the types of  
employee recognition programs their 
organization offered, the top responses 
were length of  service (84%), followed 
by above-and-beyond performance (75%), 
and peer-to-peer (42%). Researchers noted, 
however, that programs to motivate specif-
ic behavior had become a top-tier goal at 
a growing number of  organizations, cited 
by 41% of  respondents in 2013, com-
pared to 25% in 2008. They also pointed 
out that retirement recognition programs, 
which had been among the most preva-
lent programs since 2005, were offered 
by only 34% of  employers in 2013, down 
from 42% in 2011.

The other types of  employee recogni-
tion programs were still being offered by 
many employers, but were becoming less 
prevalent over time, including sales per-
formance (25%), employee of  the year or 
month (24%), safety performance (19%), 
suggestions/ideas (20%), major family 
events (18%), and attendance (9%).

When asked what types of  items are 
typically presented as recognition awards, 
respondents were most likely to cite 
certificates and/or plaques (77%), cash 
(not pay-for-performance or compensa-
tion) (61%), gift certificates for product 
purchases (50%), and company logo mer-
chandise (47%). The awards were most 
frequently presented in an one-on-one 
meeting with a manager (71%), followed 

by at a special event (61%), a staff  meeting 
(55%), or a company-wide meeting (41%).

In addition, the survey found that 
organizations continue to budget for  
recognition programs at an average of  
2% of  payroll, while around one-third of  
respondents reported that they budget 
exactly 1% of  payroll. The results indi-
cated that recognition budgets are either 
centralized (39%), held in each depart-
ment (17%), or split between the two 
areas (44%).

The poll also showed that 41% of  
respondents feel a high level of  support 
for recognition programs from senior 
management, up from 37% in 2010; and 
that 46% believe senior management 
views recognition as an investment rather 
than an expense.

When the HR professionals were 
asked how they measure the success 
of  employee recognition programs, the 
top response was employee satisfaction 
surveys (57%), followed by participation 
rates (53%), number of  nominations 
(42%), turnover (30%), productivity 
(21%), customer surveys (18%), and 
return on investment (ROI) (10%). 

“Employers are increasingly focusing 
their recognition programs on employee 
behaviors—for example, collaboration, 
teamwork, creativity and problem-solving 
—and are even expanding them to include 
health-related behaviors,” said Rose  
Stanley, CBP, recognition practice leader 
for WorldatWork. Stanley added that while 
the increase in organizations aiming to 
motivate behaviors marks the most notable 
change, “We are beginning to see a trend 
where wellness and recognition programs 
to motivate specific behaviors are starting 
to intersect,” Stanley said. “We expect 
this intersection to become more pro-
nounced as a way to drive health-care 
costs down and increase productivity.”

  




