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Executive Summary

About the survey

The second annual Fidelity Global Employer Survey aims to understand and benchmark priorities, challenges, and
opportunities for multinational employers, and track the impact of employer actions on business outcomes. Data
collection took place in February 2023.

Understanding the big challenges and opportunities for employers around the world

Last year, we saw many multinational corporations adopt policies and operating procedures to adapt to a world
affected by the global pandemic. This year, many companies around the world have shifted their focus to attracting,
retaining, and developing talent as their top priorities.

This paper is arranged to highlight three talent-related strategic questions you may
want to initiate with your company:

Question 1

What benefits can companies use to attract workers besides pay?

In addition to considering pay increases, our research suggests that employers that embrace responsibility for the
financial wellness and overall well-being of their employees have better results with talent-related priorities.

Question 2

How can an emphasis on fostering diversity, equity, and inclusion improve your talent-related
outcomes?

Despite many employers reporting challenges, incorporating actions that promote diversity, equity, and inclusion
(DEI) may help employers meet talent-related priorities like attraction of quality candidates and high levels of
employee satisfaction.

Question 3

Does your company have a consistent definition of flexibility at work?

Flexibility at work is the top offering desired by workers and provided by employers. However, flexibility across industries
or even within a company may have different meanings. Employers should consider leading the conversation on how
to define flexibility more clearly with their employees so that the approach meets employee needs and also aligns
with business goals.

Fidelity GLOBAL EMPLOYER SURVEY 2023 3



A note from the team

Understanding challenges & opportunities
with a data-driven approach

As we enter the second year of the Fidelity Global
Employer Survey, multinational companies continue to
operate in a fast-moving and increasingly complex
environment. Last year, we saw many multinational
corporations adopt policies and operating procedures,’
like implementing new technologies and introducing
remote working, to adapt their operations to a world
affected by the global pandemic.2

As we move into a period of redefining what work
means for both employers and workers, we underscore
now more than ever the value and importance of
identifying data-driven best practices and data-informed
actions for employers to consider. For this survey, we
examined anticipated priorities and needs of global
multinationals to identify important global trends, areas
of challenge, and potential opportunities for employers.

We have learned that many employers across the world
share the same complex challenge: supporting their
workers at all stages of their careers.

About the survey

Acknowledging that a singular approach is not
appropriate for all employers, we present three key
questions to be considered through the specific lens of
your company. We have also identified associated
opportunities, where actions may positively influence
both employer outcomes and the employee experience
at headquarters and local offices around the world.

The annual Fidelity Global Employer Survey aims to understand and benchmark priorities, challenges, and
opportunities for multinational employers, and track the impact of employer actions on business outcomes.
The sample consisted of more than 1,000 senior leaders at U.S. and non-U.S. based multinational
companies where the company: employs at least 1,000 employees globally; has a presence in at least two
countries/regions; and is for-profit or nonprofit (Jovernment bodies were excluded).

The data collection, research, and the subsequent analysis were completed in partnership with Dynata, a
third-party market research company, using their global research panel in conjunction with their partner

vendors. Data collection took place in February 2023.

Fidelity
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The big focus for employers in 2023

Talent remains a top priority for companies
across the globe

During the height of the pandemic, we expected crisis While not surprised, we are intrigued that
management to be the top priority for most workplaces approximately half of senior leaders of the

around the world. However, with increasingly high multinational companies we surveyed have identified
inflation rates (and shrinking budgets), shifting worker managing the talent pipeline (talent acquisition,
dynamics, and a series of geopolitical events, we were retention, and development) as a top priority. In fact,
curious to see what would emerge as top priorities for 4 of the top 5 business priorities were directly
employers in this year’s survey. related to the workforce.

The top 5 most popular current priorities are broadly consistent across regions
in which organisations operate. At least 4 of the top 5 priorities were directly
related to workers.

Europe
North America

Talent acquisition

Talent retention

Talent development
Implementing new technologies
Employee benefits utilisation

Talent development

Talent acquisition

Talent retention

Employee benefits utilisation
Implementing new technology

-

%0 TR
E 3

Asia

Talent development
Talent acquisition
Talent retention
Implementing new
technologies

South America Soesll i Employee benefits
utilisation
Talent development
Talent acquisition
Environmental sustainability
Talent retention
Workforce diversity, equity, % -
and inclusion Africa Australia
Talent development Talent development
Talent acquisition Talent acquisition
Talent retention Talent retention
Environmental sustainability Workforce diversity, equity,
Employee engagement and inclusion
Employee benefits utilisation

Question: Which of the following topics are top of mind for your company globally? Base: Variable based on regions of operation (overlapping). Operates in NA = 917, SA = 474, Eur = 682,
Asia =471, Aus = 395, Afr = 201.
Source: The Fidelity Global Employer Survey 2023
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The big focus for employers in 2023

Despite the focus, many multinational
companies say making progress on their
talent-related priorities is challenging

Given the number of factors that may impede progress for companies that have focused on building and maintaining the
talent pipeline, we are not surprised by the number of companies stating difficulties in making progress.

Employers are reporting efforts related to building the talent pipeline to be
very or extremely challenging.

% of employers that state Navigating economic conditions 48%
D [B50E [5 TRy or- Environmental sustainability 42%
extremely challenging
Talent retention Y 37%
Implementing new technologies 34%
Crisis management/navigating COVID-19 34%
Managing risk within the company 34%

Talent development [T 33%
Employee engagement [T 31%
Talent acquisition T 30%

Political and regulatory issues 29%

Question: In the last 12 months, to what extent has each of the following had an impact on your business strategy?
Source: The Fidelity Global Employer Survey 2023

More than half of multinational employers state their biggest pain points are
talent-related issues. One in four employers state their biggest pain point is
related to the talent pipeline (attracting, retaining, and/or developing talent).

% of employers that

0, o

state the issue is their 45% Other 30% Talent
biggest pain point 17% Geopolitical & Global Concerns Worker Welfare &

15% Navigating Financial Constraints Management

in an Uncertain Economy

5% Organisational Security

4% Communication Challenges

4% Other Issues 25% Talent

Maintaining the Talent Pipeline

Question: Thinking about all your company’s priorities, what is your company’s biggest pain point?
Source: The Fidelity Global Employer Survey 2023
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The big focus for employers in 2023

Additionally, the talent-related challenges that
employers face are complex in nature

Employers are reporting several factors that may impact their movement with talent-related priorities.

Burnout and Turnover

Employers are reporting increased employee and manager burnout rates, especially in
companies that employ more women.

0,
36% 43% 50% 50%
299, 35%
Employers with more men
All employers
[ Employers with more women
Employee Burnout Manager Burnout

Question: Which of the following has your company experienced over the past year?
Source: The Fidelity Global Employer Survey 2023

Employers are reporting that turnover has increased since 2022.

2023 46%

2022 35%

Question: Which is the annual turnover rate at your company?
Source: The Fidelity Global Employer Survey 2023

Are certain industries more affected by burnout than others?

0,
43% 52% e
0,
Employers have reported 35%
employee and manager All Industries
burnout has increased; this I construction
was more pronounced in the Employee Burnout Manager Burnout

construction industry.

Question: Which of the following has your company experienced over the past year?
Source: The Fidelity Global Employer Survey 2023
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The big focus for employers in 2023

Workforce Strategy Changes

As expected with the elevated levels of inflation around the world, many employers have cut their budgets
for employee compensation and benefits packages. Additionally, managers are experiencing the inability to
hire additional workers or even a reduction in force on their teams.

34%
26% 26%
22% 20%
Reduced Hiring Merger and/or More Layoffs and/or
Budgets Freeze Acquistion Outsourcing Downsizing

Question: Which of the following has your company experienced over the past year?
Source: The Fidelity Global Employer Survey 2023

Are certain industries more affected by changes in workforce strategy
than others?

Reduced budgets for

. 68%
employee compensation
and benefits impacted 34% 45%
the construction and Al iR ieies
transportation/warehousing Construction
industries the most. I Transportation and warehousing

Question: Which of the following has your company experienced over the past year?
Source: The Fidelity Global Employer Survey 2023
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The big focus for employers in 2023

The Impact of Technology
O O O O O

Rl

More than 1 in 5 employers are leveraging automation
and/or artificial intelligence (Al) as a part of their
business strategy.

Question: Which of the following has your company experienced over the past year?
Source: The Fidelity Global Employer Survey 2023

Within the last several years, the popularity of artificial intelligence may have seemed inescapabled and
prompted many employers to incorporate automation and/or artificial intelligence into their business
operations, which may impact their staffing levels.

Are certain industries more impacted by technology than others?

_ _ 48%
The information technology
- - °
industry was more likely to 25% 21% A _
outsource work and leverage - - r::;:ri:::ffechnomgy
artificial intelligence as a part
of its business strategy. Outsource work Leverage automation

and/or artificial intelligence

Question: Which of the following has your company experienced over the past year?
Source: The Fidelity Global Employer Survey 2023
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The big focus for employers in 2023

An objective review of benefit offerings may help
to identify opportunities for differentiation

Trying to understand the situation of employers that state building and maintaining the talent pipeline is their most
important priority yet their biggest pain point, we asked employers about their efforts to attract and retain employees.

The majority of employers report that their benefit offerings are in line with,
or better than, peers. This is an opportunity to verify.

How competitive would you say your company’s benefits are?

Health 11% 44% _ Worse than peers
In line with peers
Financial benefits 11 % 43% _ [ Better than peers
Work/life benefits  11% 43% _
Protection/welfare benefits 12% 44% _ .
Interesting to note:
' Employers with higher
ime off benefits 10% 45% revenues ($5B or
Stock-based compensation — o o _ more) and those with
Long-term incentives 11% 43% more college-
educated employees
i 0, 0,
Base compensation - 13% 43% _ in the workforce
Stock-based compensation — o o _ report a greater
Employee stock purchase plan 13% 45% number of “better

than peers” offerings.
Another type of benefit 6% 31% _

Question: Within your peer group, how competitive would you say your organisation’s benefits are? Totals do not equal 100% due to don’t know and/or not applicable responses.
Source: The Fidelity Global Employer Survey 2023

Employers are reporting candidates are accepting fewer job offers than last year.

With their perceived competitiveness of their benefit and compensation packages, we would anticipate employers having
success with attracting and retaining workers, but we learned that is not the scenario that employers are reporting.

Job offer acceptance rate 2022 65%

2023 - 61% €= 4%

Question:. About what percent of prospective new hires accept offers to work at your organisation?
Source: The Fidelity Global Employer Survey 2023
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The big focus for employers in 2023

Contrasting the prevalent perception from employers that their benefits offerings are in line with,
or even better than, peers with the idea that employers are also reporting lower job offer
acceptance rates drives a couple of questions from us: As an employer, are you offering benefits
that align with the values of the workers you want to join your workforce? While benefit packages
may be perceived to be comparable to competitors, are they the benefits that will successfully
attract the workers you need?

Trying to address the disconnect strategically

Employers are looking to satisfy their talent-related So we present the following three key questions for
priorities while adapting to a complex and ever- your teams to consider and identify associated
changing landscape with incredibly dynamic worker opportunities, where employer action may positively
values, but how specifically can they do that? As influence both employer outcomes and the employee
mentioned at the start of this piece, we acknowledge experience at headquarters and local offices around
that there is no one-size-fits-all approach. the world.

3 questions for those who want to lead with talent

How can an emphasis on fostering
diversity, equity, and inclusion improve
(& your talent-related outcomes?

Fidelity GLOBAL EMPLOYER SURVEY 2023 11



Benefits

What benefits can companies use to
attract workers besides pay?

In this section, we cover: A
/\ + I

1. Pay increases are often cited as the m @1
immediate solution to rising costs due to \/4/\, C //__\\ |

high rates of inflation around the world.
2. Employers are presented with an
opportunity to understand that pay increases -
are sought to increase financial security and O A —
bolster financial wellness. N
3 ibil >7—< =

. Employers that embrace responsibility for
the financial wellness and overall well-being
of their employees have better results with
talent-related priorities.

’7
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Benefits

Despite global increases in cost of living,
workers indicate pay is only one factor
Impacting their employment choices

Global inflation rates may be cooling, but core inflation has yet to peak in many international markets.
Additionally, tight talent markets in advanced economies often drive demand for workers up.

Inflation rate, average consumer prices (annual percent change, 2023)

., o

&

9

[ 25% or more

10% - 25%

3% - 10%

0% - 3% <
[ Less than 0% OIME 202

No data Source: World Economic Outlook (April 2023)
The impact of rising inflation is affecting many in the Our research indicates that no single factor is driving
workplace* — employers and employees alike. workers to leave their jobs and explore opportunities

elsewhere. Rather, workers are changing jobs to
improve many aspects of their overall well-being:
from finances to health to elements in both their
personal and professional lives.® We believe employers
have an opportunity to broaden their understanding of
how they can support their workers.

For many, the immediate (and only) solution that may
help with inflation and the rising cost of living may be
higher pay. However, contrary to what many may
assume, higher pay, while important, is not the only
factor that encourages employees to seek a new job.

Fidelity GLOBAL EMPLOYER SURVEY 2023 13



Benefits

A focus on financial wellness could be a key
differentiator in attracting talent

Employers that are more responsible for their employees’ well-being fare

better themselves.

% of employers that report having employees who are very or extremely satisfied

82%

54%

Financial Wellness

Question: In general, how would you rate the mental/emotional health of your workforce?
Question: In general, how would you rate the financial wellness of your workforce?
Source: The Fidelity Global Employer Survey 2023

Employers that feel very and/or extremely responsible
for the financial wellness and mental health of their
workforce report their employees are more satisfied
than their industry peers. Yet approximately 1 in 5
employers around the world feel minimally
responsible for the wellness of their workers,
highlighting an opportunity for employers to take
action to potentially enhance employee satisfaction
and retention.

Fidelity

81%

56%

Minimally Responsible

Mental Wellness | Very/Extremely Responsible

For many employers, demonstrating responsibility for
the well-being of their workforce may also mitigate
other talent-related challenges. For example,
employers that broaden their understanding of what
financial wellness means for their workforce report
higher talent attraction rates than industry peers.

GLOBAL EMPLOYER SURVEY 2023 14



Benefits

Employers with more inclusive definitions of financial wellness (more elements
and/or characteristics associated with a healthy level of financial health) report
higher candidate attraction rates.

Talent attraction rate
1

[=2]
S
o~

(3]

N

oS

Narrow perspective Broader perspective
(less inclusive definition) " (more inclusive definition)

How are employers defining financial wellness?

Question: In your organisation’s view, what does it mean for employees to be “financially well”? Chart shows estimated marginal means controlling for firm characteristics.
Source: The Fidelity Global Employer Survey 2023

While many employers are stating that what they offer for benefits and compensation is either in line with or better
than their industry peers, we suggest revisiting this to see if what your company offers aligns with bolstering the
financial wellness and mental health of your workforce.

Additional questions to consider
e What responsibility does your company take when it comes to your workers’ well-being?

* How does your company’s level of responsibility align with your benefits and compensation offerings?
e How does your company define financial wellness and well-being?

* Does your company’s definition include how your employees define those concepts?

Fidelity GLOBAL EMPLOYER SURVEY 2023 15



Diversity

How can an emphasis on fostering diversity,
equity, and inclusion (DEI) improve your
talent-related outcomes?

In this section, we cover:

1. Many employers have planned (or are,
currently doing and/or have already
completed) several actions that
promote diversity, equity, and inclusion
(DEI) within their company.

2. Incorporating actions that promote DEI
may help employers meet talent-related
priorities like attraction and retention.

Fidelity GLOBAL EMPLOYER SURVEY 2023 16



Diversity

Focusing on diversity, equity, and inclusion
may position you as an employer of choice

When asked about factors influencing their business strategy regarding the current job market and their workforce,
employers say that having a strategy to strengthen DEI within the company is top of mind. In a competitive market for
talent, employers should ensure all talent-related efforts are made through an inclusive lens.

In effect, we are seeing many companies around the world integrating an approach that strengthens diversity, equity,
and inclusion within their company as part of their business strategy.

Employers around the world are reporting higher levels of planned actions for
the future, suggesting an ongoing commitment to diversity, equity, and

inclusion within the workplace.

Average number of actions taken related to the company’s DEI strategy

6.7 6

Actions Taken

Question: Which of the following has your company done?
Source: The Fidelity Global Employer Survey 2023

While employers report taking fewer actions on average
in 2023, this decrease may suggest employers view
some of these actions, such as hiring a head of DEI or
setting up an office focused on DEI, as being
completed. It may also reflect a shift in priorities as

Fidelity

5 5.8

- 2022

Planned Actions M 2023

addressing challenges in other areas becomes more
pressing, but the increase in the number of planned
actions may indicate the decrease is a pause in
progress rather than a halt to diversity, equity, and
inclusion efforts.
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Diversity

Understanding diversity plans may help to
benchmark your company’s progress

We asked employers what actions they have completed, what they are currently doing, and what they plan to do in
the next one to two years. While not comprehensive of all actions that could be taken to strengthen DEI within a
company, this list provides a holistic view on activities related to DEI and may enable your company to benchmark its

progress and plans.

Employers are focusing on activities related to DEI within the talent pipeline
now and in the future.

Company practices related to DEI

I Done this/Currently Doing this

Planning to do this

o,
Adopt new inclusive hiring practices  |ERER 49%
o
Selected best  1rack promotion rates of underrepresented groups S 44670/’
talent-related 0
practices for  |Institute policies to ensure equitable advancement [N 47%
diversity, across workforce segments 45%
equity, and I 47%
inclusion Track attraction rates of underrepresented groups 44% S
. A
Track retention rates of underrepresented groups 5
44%
o,
Require mandatory training for leaders _440/?9 %
o,
Evaluate benefits utilization across workforce — 49%
40%
0,
Embed DEIl-centric goals into core values _42% 48%
%
Have an Office of DEI Practices N 47%
46%
%
Conduct git T 45%
onduct pay gap audi 45%
Evaluate goals/unmet needs across segments of [N 44%
the workforce to identify areas of opportunity for.. 46%
Evaluate vendors/suppliers for their diversity and [N 43%
inclusion practices 48%
P—— 43%
Stand up employee resource groups 47%

Question: Which of the following has your company done?
Source: The Fidelity Global Employer Survey 2023
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Diversity

Adopting a more strategic, rather than
operational, mindset may help with
transformational and sustainable change

We have listed a comprehensive (yet not exhaustive) list of actions related to strengthening of DEI. We want to also
highlight that many employers have reported that integrating DEI into their benefits and workplace is the most
challenging topic they have encountered, but our research identifies the potential benefit of their efforts. Companies
that have taken inclusive actions in regards to their talent functions report greater success in candidate
attraction and employee satisfaction, even after considering other actions taken for attraction and retention.

More actions done with an inclusive lens increase both employee satisfaction
and talent attraction rates.

Talent Number of inclusive Employee
attraction rate actions taken satisfaction rate
65% [ 3 or more L TT%
60% 1-2 60%
58% No action 57%

Question: Which of the following has your organisation done?
Values in charts are estimated marginal means controlling for all inclusive actions, number of attraction/retention actions, and firmographics.
Source: The Fidelity Global Employer Survey 2023

Additional questions to consider

e From the list of selected best practices, what activities is your company currently doing? What
activities is your company planning to do in the next one to two years?

« Of the best practices your company has completed or is currently doing, are there any activities your
company should revisit?

e How would you describe your hiring practices? Does your talent pool reflect a large, diverse set of
candidates?

* How diverse is the group of individuals who advance and are promoted within your company?

» How are you tracking attraction, promotion, and retention rates of all workers, especially those
individuals from underrepresented groups?
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Flexibility

Does your company have a consistent definition
of flexibility at work?

In this section, we cover:

1. Offering flexibility in where and when
employees work was the top offering
that drove employee retention.

2. However, flexibility across industries or
within a company may have different
meanings. Employers should lead the
conversation on how to define flexibility
more clearly with their employees.

s
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Flexibility

Understanding the impact of flexible strategies
may affect your company’s success in
employee retention

Our previous research identified the importance of flexibility at work for many employees,® and many employers
have positively responded by supporting flexibility in the workplace.

An average of approximately 1 in 3 workers around the world stated that
flexibility at work is the most important part of their compensation and benefits
offering (after the main wage and/or salary).”

Percentage of respondents who answered that flexibility was the most important benefit offering

36%
33%
29%  28% 28% 979, 279
24% 24% 24% 24% 93¢,
I I 6%
A\ > o O S Q>
S q, e 0 RS » Ao > 4
09 (\\5‘\ 0@ ¢ & ¢ & ¥ NS & W
v 2 ‘b\v. (<€)
R Ay
) \O
< ©
Higher percentage of respondents Lowest percentage of respondents
who desired flexibility who desired flexibility

Question: After your main wage or salary, which of the following would be most important in your workplace benefit package?
Source: The Fidelity Global Sentiment Survey 2022
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Flexibility

More than 9 in 10 employers embrace flexibility at work in terms of where and
when their employees work, either now or they plan to within the next 1-2 years.

Will offer flexibility at work
42% for employees in the next
1-2 years

27 T

I

Vo’

8%

Currently offering
flexibility at work
for employees

No plans to offer
flexibility at work for
employees

Question: In the last 12 months, which of the following has your organisation offered to improve employee attraction and/or retention globally?
Source: The Fidelity Global Employer Survey 2023

Despite its popularity and prevalence, defining flexibility As offices and other types of physical workspaces open
strategies may be challenging for some employers (and back up (also acknowledging some of them never
some employees); The practice can look different from physically closed during the height of the pandemic),
country to country, region to region, industry to industry, we must acknowledge that flexibility at work isn’t
company to company, business unit to business unit, team only about working from home or another location
to team, and even with individuals on the same team. that isn’t employer-operated.
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Flexibility

What could flexibility look like in practice for your employees?

While not an exhaustive list, below is a comprehensive list of ways your company may consider adopting
flexibility at work.8

Fidelity

Remote work
(where work happens)

Also known as telecommuting,
remote work is what most
individuals assume flexibility at
work comprises. Remote work
usually refers to the practice of
working at a site that isn’t
employer-operated and may
pertain to certain types of roles.

Flexible hours
(when work happens)

Often most associated with
remote work but can also be
relevant for those who regularly
attend an employer-operated
workplace, flexible hours
encourage workers to start
and end (as well as pause and
resume) their working hours

to suit their needs as long as
they continue to meet business
expectations.

Condensed schedule
(when work happens)

With a condensed schedule
arrangement, workers would
perform the work they
conventionally would do in
five days in fewer days but
with longer shifts to
accommodate the change.
Some companies are also
considering the merits

of a four-day workweek.

Role sharing
(who makes work happen)

Role sharing infers that two
(or more) individuals share

the responsibilities, tasks,

and duties of one full-time

job (sometimes appropriately
splitting the compensation
between the individuals). Role
sharing may also encourage
more experienced workers to
gradually transition into
retirement.

GLOBAL EMPLOYER SURVEY 2023 23



Flexibility

Legislation about flexible working around the world

Fidelity

Brazil® T

The Brazilian government recently passed
legislation that requires employers

to give priority to employees with
disabilities and those with small
children when allocating positions

that can be performed remotely.
Noncompliance may be subject to a fine.

Mexico?

The Mexican government passed
amendments to the existing federal
labor law on teleworking. Employers
are now mandated to provide, install,
and maintain the necessary working
equipment and training needed by
the employee to perform the work,
and employers must pay for any
appropriate telework-related cost.
Workers and their employer must have
a written agreement that outlines the
teleworking arrangements.

Italy

The ltalian government passed legislation
that requires employers to provide work-
related equipment to remote workers.
Noncompliance may be subject to a fine.

Spain’2

The Spanish government established a
remote work legal framework that
includes:

All remote working arrangements
should be established in a written
agreement and on a voluntary basis;

Remote employees should enjoy the
same rights as on-site employees;

Employers are required to provide all
employees, including those with
disabilities, with the necessary
resources, tools, and equipment
(including the digital equipment) to
perform their job. Employers should
also pay for any maintenance of such
tools and equipment as needed;

Employers are required to cover
expenses related to remote work.

U.K.13

New legislation is being proposed to
alter the existing flexible working law.
The changes would include:

Removing the requirement for
employees to explain in their
application what effect they think
it will have on the employer;

Allowing employees to make two
flexible working requests in 12 months
instead of the one currently allowed;

Requiring employers to consult with
the employee before being allowed to
refuse an application; and

Reducing the deadline for an employer
decision on flexible working requests
from three months to two months.
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Flexibility

L
I

Fidelity

Australia®4

Workers who fit into the following
categories may ask their employer
for flexible working arrangements:

* Individuals with the responsibility
for the care of a child who is
school-aged or younger;

* Individuals who provide care for
people with disabilities;

* Individuals ages 55 and older; and

* Individuals experiencing family or
domestic violence and those who
provide care or support to a member
of their household or immediate family
who requires care and support because
of family or domestic violence.

China'®

Passed in 2007, the Employment Promotion
Law of the People’s Republic of China
promotes flexible working arrangements.
This law states that employers must
“take measures to promote flexible
employment and provide flexible
working arrangements for employees,”
but does not specify what types of flexible
working arrangements are permitted and
leaves it to the discretion of the employer
to consider worker requests.

India'®

The Indian government recently passed
legislation that relaxes any limitation
on the number of remote workers

in special economic zones, previously
capped at 50%.
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Flexibility

A consistent, company-wide approach to workplace flexibility could have a
positive impact on your company’s talent strategy

Employers around the world have indicated they are
facing challenges with building the talent pipeline, but are
they excluding a segment of the available talent pool by
not embracing flexibility? Flexibility can work for many
types of workers, not just workers who work on a laptop.

As we continue to redefine what work can look like,
employers may benefit from fostering an attitude of

openness to experimentation when it comes to flexibility - @
and reviewing this as they begin understanding the needs @ @ (

of their workforce more fully over time. Additionally,
employers could benefit from embracing a spirit of
transparency when communicating how flexibility
opportunities may evolve over time and changing
business priorities.

Employers should consider the notion that embracing,
promoting, and defining flexibility at work may be
advantageous to meet their priorities related to talent.

Additional questions to consider
e How does your company define flexibility at work?
» Does your company’s definition align with how your employees define this concept?

» Does your company’s definition factor in what flexibility could mean across time zones, cultures,
generations?

» Does your company’s definition potentially exclude certain types of workers?

» Does your company’s definition set clear expectations and promote worker well-being?
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Conclusion

Making the effort to win with talent

As we move into a world that redefines what work means for both employers O
and workers, talent-related strategies continue to play a vital role for business

success. Employers have an opportunity to create workplaces that resonate

with all kinds of workers by welcoming innovative approaches to attraction \ l
and retention.

Workers are looking for employers that value their overall well-being, I | |
foster a culture of belonging and inclusion, and embrace flexibility as a
best practice in the workplace for all. Employers that embody these

practices are likely to be the companies that lead in the competition for talent.

More from Fidelity

This report highlights our research and insights as a global workplace benefits provider.

Visit retirement.fidelityinternational.com to explore additional research, insights, and offerings.
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Endnotes

. The Fidelity Global Employer Survey 2022

On 5 May 2023, the World Health Organization determined that
“COVID-19 is now an established and ongoing health issue
which no longer constitutes a public health emergency of
international concern (PHEIC).” World Health Organization (5
May 2023). Statement on the 15th meeting of the IHR (2005)
Emergency Committee on the COVID-19 pandemic.
https://www.who.int/news/item/05-05-2023-statement-on-the-
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emergency-committee-regarding-the-coronavirus-disease-(covid-
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Outlook: A Rocky Recovery.
https://www.imf.org/en/Publications/WEO/Issues/2023/04/11/world
-economic-outlook-april-2023

Internal Fidelity Investments survey of 2,334 plan participants
based in the U.S., fielded 5-11 November 2021.

The Fidelity Global Sentiment Survey 2022
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International Labour Office (6 January 2023). Working Time and
Work-Life Balance Around the World.
https://www.ilo.org/global/publications/books/WCMS 864222/lang-
-en/index.htm

On 2 September 2022, Brazilian President Jair Bolsonaro signed
into effect Law No. 14,442, amending the Consolidation of Labor
Laws to, among other things, further define telework.
http://www.planalto.gov.br/ccivil 03/ Ato2019-
2022/2022/Lei/L 14442 .htm

. The amendments clarify existing teleworking regulations and

create new obligations for both employers and employees.
https://www.dof.gob.mx/nota_detalle.php?codigo=5609683&fecha
=11/01/2021#gsc.tab=0 The reform was published in the Mexican
Federal Official Gazette and entered into effect on 12 January
2021.
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. The lItalian Ministry of Labour codified remote working policies that

were established during the height of the pandemic.
https://f.datasrvr.com/fr1/022/99320/DM-22082022-n-149 pdf.pdf

. Government of Spain (9 July 2021). Law 10/2021, on remote

work. https://www.boe.es/eli/es/I/2021/07/09/10/con

. House of Commons Library (17 February 2023). Employment
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9648/#:~:text=Background,a%20statutory%20Code%200f%20Pra
ctice.

. Australian Government (6 December 2023). Fair Work Legislation

Amendment (Secure Jobs, Better Pay).
https://www.legislation.gov.au/Details/C2022A00079

. The Law of the People’s Republic of China on Promotion of

Employment, adopted at the 29th Meeting of the Standing
Committee of the 10th National People’s Congress of the People’s
Republic of the China on 30 August 2007, is hereby promulgated
and shall go into effect as of 1 January 2008.
http://english.www.gov.cn/archive/laws regulations/2014/08/23/co
ntent 281474983042585.htm

. Lakshminarayanan, A. (12 May 2023). Indian ITITES employees

in SEZs allowed to work from home until 31 December, 2023.
NatLawReview. https://www.natlawreview.com/article/indian-itites-
employees-sezs-allowed-to-work-home-until-december-31-2023
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Methodology

Goals of the survey

In its second year, Fidelity conducted this annual Global Employer Survey to explore the
following objectives:

Determine current and anticipated priorities of multinational corporations (MNCs) in the areas of talent,
compensation & benefits, culture and work environment and examine changes in priorities over time

Understand the employee experience, employee attraction, and retention at MNCs and identify key
actions that drive outcomes

Examine differences across headquarter location, region, and other firmographics

Survey participation & sample design

Surveyed 1,002 senior leaders at U.S. and non-U.S. based MNCs where the company:
Has a presence in two or more international markets (average = 10)
Employs at least 1,000 workers
Is for-profit or nonprofit (government bodies were excluded)

In some cases there were responses from more than one senior leader from a particular company

Survey respondents:

Were decision-makers with responsibilities in at least one of the following: human resources,
diversity & inclusion, compensation & benefits, general operations

Held a management, senior management, or executive role
Oversaw their program in more than one country

Were in the U.S., Canada, Brazil, France, Germany, ltaly, Spain, China, Hong Kong, Japan, Mexico,
or the U.K.

Survey process
The survey was conducted by Dynata, a third-party market research company, using their global

research panel in conjunction with their partner vendors. The survey was fielded in March 2023.
Respondents were able to complete the survey via desktop, tablet, or mobile device.
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