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About CIPD
The CIPD is the professional body for 
HR and people development. We have 
over 130,000 members internationally – 
working in HR, learning and development, 
people management and consulting across 
private businesses and organisations in the 
public and voluntary sectors. We are an 
independent and not-for-profit organisation, 
guided in our work by the evidence and the 
front-line experience of our members.

cipd.co.uk

About Halogen
Halogen Software offers an organically built cloud-based talent 
management suite that reinforces and drives higher employee 
performance across all talent programmes – whether that is recruiting, 
performance management, learning and development, succession 
planning or compensation. With over 1,750 customers worldwide, 
Halogen Software has been recognised as a market leader by major 
business analysts and has garnered the highest customer satisfaction 
ratings in the industry. Halogen Software’s powerful, yet simple-to-
use solutions, which also include industry-vertical editions, are used 
by organisations that want to build a world-class workforce that is 
aligned, inspired and focused on delivering exceptional results.

www.halogensoftware.com

Championing better work and working lives

The CIPD’s purpose is to champion better work and working lives by improving practices in people and 
organisation development, for the benefit of individuals, businesses, economies and society. Our research work plays 
a critical role – providing the content and credibility for us to drive practice, raise standards and offer advice, guidance 
and practical support to the profession. Our research also informs our advocacy and engagement with policy-makers 
and other opinion-formers on behalf of the profession we represent. 

To increase our impact, in service of our purpose, we’re focusing our research agenda on three core themes: the future 
of work, the diverse and changing nature of the workforce, and the culture and organisation of the workplace.

WORK
Our focus on work includes what 
work is and where, when and how 
work takes place, as well as 
trends and changes in skills and 
job needs, changing career 
patterns, global mobility, 
technological developments and 
new ways of working.

WORKPLACE
Our focus on the workplace includes how organisations are 
evolving and adapting, understanding of culture, trust and 
engagement, and how people are best organised, developed, 
managed, motivated and rewarded to perform at their best.

WORKFORCE
Our focus on the workforce includes 
demographics, generational shifts, 
attitudes and expectations, the 

changing skills base and trends 
in learning and education.



Employee Outlook
Autumn 2014

cipd.co.uk/employeeoutlook    1

Contents

Foreword from the CIPD 2

Foreword from Halogen 3

Key findings 4

Job satisfaction and engagement 7

Employee attitudes towards managers 9

Pressure at work 11

Work–life balance 12

Employee attitudes to the current economic climate 13

Job-seeking 15

Performance management 16

Career satisfaction 17

Conclusion 22

Background to the survey 24



2    cipd.co.uk/employeeoutlook

Once again, the CIPD is delighted 
to be partnering with Halogen on 
our important Employee Outlook 
tracker research. The CIPD/Halogen 
autumn 2014 Employee Outlook 
reveals some interesting findings on 
employee attitudes to careers and 
career progression.

The survey demonstrates that job 
satisfaction and engagement levels 
have risen. Importantly, the survey 
also highlights how attitudes to 
senior leaders, specifically confidence 
and trust, are improving. The 
pressure on employees seems  
to have reduced and their satisfaction 
with achieving the right degree of 
work–life balance increased. The story 
is a little less positive in the public 
sector than in the private sector. 

In this survey, the questions 
on performance management 
focused on the relationship of 
monetary reward and performance 
management systems and their link 
to individual performance. What is 
interesting is the feedback regarding 
the effectiveness of performance 
management systems, with less 
than a quarter saying they think 
their organisation’s performance 

management system is effective. 
The survey also asked about 
satisfaction with career training 
and development, and here there is 
a better story, with higher levels of 
satisfaction with what organisations 
are providing.

Job-seeking has increased slightly, 
with public sector employees 
showing the biggest increase 
in job-seeking intentions. 
Interestingly, there is a link between 
satisfaction with career training 
and development and job-seeking 
intentions. For the first time, 
this survey asked questions on 
employees’ careers to understand 
the degree of satisfaction to date 
and the extent to which employees 
are satisfied with their career 
having met their expectations. It 
is disappointing to see that 24% 
of employees are dissatisfied or 
very dissatisfied with their career 
development. Without knowing 
the expectations that employees 
had on entering employment, it is 
hard to understand how realistic 
these expectations may have been 
and thus whether this has had 
an effect on their satisfaction. 
However, it demonstrates the 

role that the education system 
and organisations play in career 
development, particularly as those 
who are less satisfied cite ‘poor 
quality career advice and guidance 
at school’ and ‘being in the wrong 
job/career so unable to show 
strengths or potential’ as factors 
that had contributed to not meeting 
their career expectations. The most 
important factors identified by 
employees when thinking about 
their career or working life are 
job satisfaction, work–life balance 
and the people they work with. 
Organisations have a role to 
play here in helping to create an 
environment in which these factors 
can be realised. 

Jessica Cooper
Research Adviser, CIPD

Foreword from the CIPD
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Halogen Software is once again 
proud to be sponsoring the CIPD 
Employee Outlook report.

The autumn 2014 findings 
provide a firm endorsement of the 
importance of the line manager–
employee relationship, and the need 
for the line manager to understand, 
manage and coach each employee 
as an individual and to appreciate 
their specific motivations and 
drivers. 

With nearly a third (33%) of 
employees indicating that their 
careers have failed to live up to 
their aspirations and over one-third 
(37%) stating that they believe their 
career aspirations are unlikely to 
be met by their current employer, 
it is clear that organisations need 
to better understand where these 
disconnects are happening.

Regular discussions about career 
progression between line managers 
and their employees can help to 
uncover some of these answers. 
For example, findings in this 
latest report reveal that contrary 
to many popular opinions, softer 
factors relating to personal lifestyle 

and values far out-score more 
established perceptions of career 
aspirations – with job satisfaction 
(72%), work–life balance (66%) 
and work colleagues (43%) far 
outweighing fun (11%) and  
status (4%). 

At Halogen we encourage 
organisations to implement four 
best practices to demonstrate 
to employees their value to 
the organisation today, and a 
willingness to invest in them and 
their future:

• fostering career planning/
management discussions

• encouraging multi-directional 
career progression

• supporting career development 
• recruiting from within.

It’s also important to remember 
that career development should 
focus on helping organisations 
achieve their strategic goals. Once 
individual needs and motivations 
are understood, employee training 
and development can be targeted 
appropriately to deliver to both the 
needs of the organisation and the 
expectations of the individual. 

Why do organisations need to be 
concerned about their employees’ 
career progression? Because 
organisations that want to retain 
their top performers need to work 
at engaging and retaining them. 
At the same time, to be engaged, 
employees need to feel they have a 
future with their organisation. 

High employee satisfaction and 
engagement are linked to higher 
performance, productivity, retention 
and business results. This means 
that embracing career management 
best practices and supporting your 
employees’ career development 
and progression just makes good 
business sense.

Nick Kemp
Director EMEA, Halogen Software

Foreword from Halogen
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Job satisfaction and 
engagement
The proportion of engaged 
employees has grown to reach 
38% from 35% in the previous 
survey, now matching the levels 
of engagement of a year ago. The 
engagement levels have grown by 
2% in the private (to reach 38%) 
and by 3% in the voluntary (to 
reach 55%) sectors, while the 
public sector is stable with 30% of 
employees engaged. 

In line with the increase in the 
engagement scores, net job 
satisfaction scores are up by +2, 
reaching +44, which is an increase 
of +4 compared with the levels 
of a year ago. Voluntary sector 
employees are the most satisfied 

again (+52), with job satisfaction 
scores up by +2 in both the private 
(+44) and the public sector (+39).

There has been a considerable rise 
in the job satisfaction levels of older 
employees (aged 55 and over) from 
+53 to +62, while the lowest scores 
are in the 18–24-year-old age group 
(+30).

Employee perceptions of 
their managers
As in the last survey, about two-
thirds of employees are satisfied 
with the relationship with their line 
manager (65% compared with 64% 
in spring 2014).

Attitudes to senior managers are 
improving again, and have almost 
recovered to the levels of satisfaction 
with senior leaders in autumn 2013. 
Feelings of confidence in senior 
managers have improved the most 
(by +5), while levels of trust, being 
consulted and being treated with 
respect have all increased by 3 net 
percentage points, and perception of 
clarity of vision by +2. 

The improvements in attitudes to 
senior leaders are mainly accounted 
for by positive change in the private 
sector, where there is considerable 
improvement in all areas except 
clarity of vision. Trust and 
confidence levels are up by 6 and 7 
net percentage points respectively, 
and the scores for being treated 
with respect and being consulted on 
important decisions have each risen 
by 5 net percentage points.

Voluntary sector employees are 
less likely to report they are being 
consulted (down by 5 net percentage 
points), but levels of confidence 
are on the rise by 8 net percentage 
points, and clarity of vision has 
increased by +4, returning to the 
levels of a year ago (+36).

Attitudes to senior managers are improving 
again, and have almost recovered to the 

levels of satisfaction with senior leaders in 
autumn 2013. 

Key findings
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In comparison, attitudes to public 
sector senior managers are once 
again down in almost every aspect, 
with feelings of being consulted 
and being treated with respect 
down by 4 and 1 net percentage 
points respectively, and trust levels 
down by 7 points to reach a net 
score of –32. Clarity of vision 
decreased from +13 to +4, although 
employees maintain the same levels 
of confidence in their leaders. 

Pressure at work
The level of excessive pressure 
experienced at work has decreased 
slightly since the last survey, 
although 39% of employees 
still report that they experience 
excessive pressure every day or 
once or twice a week. At the same 
time the proportion of employees 
saying they are never under 
excessive pressure has declined by 
2% over the course of the year.

Public sector employees 
experienced the most significant 
decrease in excessive pressure 
levels, with 48% feeling under 
excessive pressure every day or 
once or twice a week (compared 
with 50% in spring 2014). 

Work–life balance
Compared with the previous 
survey, a greater proportion of 
employees say they are achieving 
the right degree of balance between 
work and home lives, with 59% 
agreeing or strongly agreeing. The 

proportion of women achieving the 
right level of work–life balance has 
grown again by 2%.

Voluntary sector employees are the 
only ones whose work–life balance 
levels have dropped (by 10%), 
which may have to do with an 
increasing seasonal workload. 

Employee attitudes to the 
current economic climate
There was no significant change in 
the proportion of employees saying 
they are likely or very likely to lose 
their job (16% compared with 
15% in spring 2014, and 18% in 
autumn 2013). However, fears of 
redundancy have increased more 
considerably among public sector 
employees compared with the levels 
of a year ago (26% say they are 
likely or very likely to lose their 
jobs, compared with 23% in the last 
survey, and in autumn 2013). On 
the other hand, the private sector 
experienced only a 1% increase in 
concerns over job loss, and in the 
voluntary sector fears of job loss 
dropped to 17% from 21%.

For the first time this survey 
asked employees how their 
organisation is responding to the 
economic climate. Overall, public 
sector employees appear to have 
experienced the most negative 
types of responses – in addition 
to pay freezes, being the most 
common response (51% compared 
with 21% in the private sector), 

V39%
The level of excessive 
pressure experienced 
at work has decreased 
slightly since the last 
survey, although 39% of 
employees still report that 
they experience excessive 
pressure every day or once 
or twice a week.
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42% have seen redundancies and 
reduction in headcount, while 
recruitment freezes and training 
cutbacks were both mentioned by 
about a third of respondents (34% 
and 33% respectively). 

The responses of private sector 
employees are the most balanced 
ones – just under a quarter of them 
have seen an increase in recruitment 
activities and headcount (24%). 
Still, 21% saw pay freezes and 18% 
saw redundancies and a decrease 
in headcount. Voluntary sector 
employees had a slightly more 
negative experience, although they 
were most likely to see pay increases 
in their organisation (15% compared 
with 13% in the private sector).

Overall, a fifth of employees (21%) 
say there were no noticeable changes 
in response to the economic climate, 
although only 11% of public sector 
employees felt that way.

Job-seeking
The overall proportion of respondents 
who are looking for a new job with 
a different employer has increased 
slightly since spring 2014 (23%), 
but is actually slightly lower in the 
voluntary sector (25% after a surge 
to 27% in spring 2014).

However, it is the public sector 
that has seen the most increase in 
job-seeking intentions, where over 
a quarter of employees (26%) are 
looking for a new job – the highest 
proportion of talent on the move 
in the sector ever reported by the 
Employee Outlook. 

Performance management
About six in ten (59%) respondents 
estimate that the monetary rewards 
that they have received over their 

career have been linked to their 
personal performance either a great 
deal or to some extent. Men (64%) 
are more likely than women (54%) 
to think this is the case. Employees 
in the private sector (63%) are 
much more likely to think that their 
monetary rewards have been linked 
to their performance either a great 
deal or to some extent than those 
in the voluntary sector (56%) or in 
the public sector (44%). 

Just 22% of employees say that 
their organisation’s performance 
processes are effective or very 
effective in incentivising their 
performance. Half of public sector 
respondents say their organisation’s 
performance management processes 
are ineffective or very ineffective 
in incentivising their performance, 
compared with 44% of voluntary 
sector employees and 36% of those 
in the private sector.

Career satisfaction
Overall, half of respondents say they 
are satisfied or very satisfied with how 
their career has developed to date 
(50% of both women and men). Just 
under a quarter of employees (24%) 
are dissatisfied or very dissatisfied 
with their career development.

Job satisfaction was the most 
important factor identified in 
contributing to satisfaction with 
career or working life (72%). 
Work–life balance was the second 
most important factor (66%).

However, when asked about the 
extent to which their career has 
exceeded or met their expectations, 
only 12% of respondents say 
their career has exceeded their 
expectations and a third say that 
their career has failed to meet their 

expectations. Notably, the two 
most commonly cited factors that 
respondents gave for not meeting 
their career expectations were poor 
quality careers advice and guidance 
at school (30%) and being in the 
wrong job/career so unable to show 
strengths or potential (31%).

Looking specifically at the individual 
career experiences with their current 
employer, 42% of employees are 
satisfied or very satisfied with the level 
of career training and development in 
their current organisation, while 28% 
are dissatisfied or very dissatisfied. 
Satisfaction with career training 
and development is also linked to 
job-seeking intentions – only 12% 
of those satisfied with the level of 
career training and development are 
looking for a new job with another 
organisation, compared with 
47% of those who are dissatisfied 
with their career training and 
development provision. 

Three in ten employees think it 
is likely that they will be able to 
fulfil their career aspiration in their 
current organisation. Employees 
in the voluntary sector are most 
likely to have positive views, with 
38% thinking they will be able to 
fulfil their career aspirations in their 
current organisation compared with 
31% of private sector employees 
and 28% of public sector 
employees. Once again this is linked 
to job-seeking intentions – only 6% 
of employees who believe they are 
likely or very likely to meet their 
career aspirations in their current 
organisation are looking for a new 
job, compared with 48% of those 
who think it is unlikely or very 
unlikely that their career ambition 
would be fulfilled by their current 
employer.
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Job satisfaction and engagement

Engagement
The Employee Outlook 
Engagement Index comprises 
a set of measures which are 
important to understanding the 
level of engagement an employee 
feels towards their organisation. 
The Index consists of 16 items, 
weighted and aggregated together 
to give an overall score (see below).

The Engagement Index highlights 
that the proportion of engaged 
employees has grown to reach 
38% compared with 35% in 
spring 2014. However, the growth 
in engagement is accounted for 
by a decrease in the proportion 
of employees who are neutral 

(59%, down from 61%), as 4% of 
employees remain disengaged, as in 
the previous survey.

With regard to sector differences, 
engagement levels have grown 
in both the private (to reach 
38%) and voluntary (to reach 
55%) sectors, while the public 
sector is stable with 30% of 
employees engaged, as in spring 
2014. Although the engagement 
levels decrease with the size of 
the business, micro-businesses 
lost considerably in engagement 
levels (55% of employees are 
engaged, compared with 61% in 
spring 2014). On the other hand, 
engagement levels have grown by 

9% in small businesses and by 
7% in medium-sized businesses, 
again decreasing the proportion of 
employees who remain neutral.

Job satisfaction
In line with the increase in the 
engagement scores, net job 
satisfaction scores are up by 2 
net percentage points, reaching 
+44, which is an increase of 4 net 
percentage points compared with 
the levels of a year ago. Voluntary 
sector employees are the most 
satisfied again (+52), although 
not quite to the level of last year 
(+54). The job satisfaction scores 
are up by +2 in both the public 
sector (+39) and the private sector, 

Employee Engagement Index

Factor Items included in the factor

Going the extra 
mile

I will often take on more work to help relieve my colleagues’ workloads.
I will often work for more hours than those I am paid or contracted to do.

Alignment to 
organisation 
purpose

I know very clearly what the core purpose of my organisation is.
I am highly motivated by my organisation’s core purpose.

Work–life 
balance

I achieve the right balance between my home and work lives.
Approximately how much of the time do you feel under EXCESSIVE pressure in your job?

Relationships 
with colleagues I have positive relationships with my colleagues.

Satisfaction with 
role

My job is as challenging as I would like it to be. 
My organisation gives me the opportunities to learn and grow.
I am satisfied with the content of my job role.
Overall, how satisfied or dissatisfied would you say you are with your current job?

Attitude to 
senior managers

I have confidence in the directors/senior management team of my organisation. 
I trust the directors/senior management team of my organisation.

Satisfaction with 
line manager/
advocacy

Overall how satisfied or dissatisfied are you with the relationship you have with your 
immediate supervisor, line manager or boss?
How likely or unlikely would you be to recommend your organisation as an employer?
I don’t think my employer treats me fairly.
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but only private sector levels have 
increased consistently over the 
year (+44 in autumn 2014, +42 
in spring 2014, +39 in autumn 
2013), showing an overall increase 
of +6. Public sector levels of job 
satisfaction are actually slightly 
lower than a year ago.

Levels of job satisfaction are on 
the rise in all SMEs, despite the 

drop in engagement scores in micro 
businesses. In large organisations 
satisfaction scores remain the same 
and are the lowest of all business 
sizes (+36).

There has been a considerable rise 
in job satisfaction levels of older 
employees (55+ years old) from +53 
to +62, while the lowest scores are in 
the 18–24-year-old age group (+30). 

Table 2: The extent to which employees are engaged at work, by quarter (%)

Autumn
2014

Spring
2014

Autumn
2013

Engaged 38 35 36

Neutral 59 61 60

Disengaged 4 4 4

Table 3: Employee net satisfaction, by sector and size of organisation

Autumn
2014

Spring
2014

Autumn
2013

Overall +44 +42 +40

Private sector +44 +42 +39

Public sector +39 +37 +41

Voluntary sector +52 +48 +54

Micro businesses +68 +64 +63

Small businesses +41 +34 +36

Medium businesses +39 +33 +32

Large businesses +36 +36 +33

V+62
There has been a 

considerable rise in job 
satisfaction levels of older 
employees (55+ years old) 

from +53 to +62. 

Table 1: The extent to which employees are engaged at work, by gender, sector 
and size of organisation (%)

Engaged Neutral Disengaged

All 38 59 4

Men 35 60 5

Women 40 57 2

Private sector 38 58 4

Public sector 30 65 4

Voluntary sector 55 44 1

Micro businesses 55 44 1

Small businesses 48 47 5

Medium businesses 43 51 5

Large businesses 36 59 5
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Table 4: Senior manager net agree scores

Autumn
2014

Spring
2014

Autumn
2013

They consult employees about important decisions. –23 –26 –22

They treat employees with respect. +15 +12 +16

I trust them. +4 +1 +5

I have confidence in them. +8 +3 +8

They have a clear vision of where the organisation is going. +27 +25 +26

Attitudes to line managers
As in the last survey, about two-
thirds of employees are satisfied 
with the relationship with their line 
manager (65% compared with 64% 
in spring 2014): 65% of employees 
in the private sector, 66% in the 
public sector and 68% in the 
voluntary sector agreed or strongly 
agreed that they are satisfied 
with that relationship. There is 
little difference in the levels of 
satisfaction with the line manager 
across organisations of different 
sizes, and between younger and 
older employees.

Attitudes to senior managers
Despite a drop in the scores 
last quarter, attitudes to senior 
managers are improving again, 
and have almost recovered to the 
levels of satisfaction with senior 
leaders in autumn 2013. Feelings 
of confidence in senior managers 
improved the most (by 5 net 
percentage points), and levels of 
trust, being consulted on important 
decisions and being treated with 

respect are also on the rise (all 
by 3 net percentage points), but 
the overall net scores on these 
attitudes to leaders are still quite 
low. Perception of clarity of vision 
has the highest net score (+27), 
although it has shown a smaller 
improvement (+2). 

However, looking at sector 
differences, improvements in 
attitudes to senior leaders are 
mainly accounted for by positive 
change in the private sector. There 
is a considerable improvement 
in trust and confidence levels (by 
6 and 7 net percentage points 
respectively), as well as employees 
experiencing respectful treatment 
and being consulted on important 
decisions (both rising by 5 net 
percentage points). There is only 
a slight decrease in the clarity of 
vision, compared with a slight rise 
in the previous survey. 

Attitudes of voluntary sector 
employees to senior managers 
appear to be recovering after a 

Employee attitudes towards managers

V65%
About two-thirds of 
employees are satisfied 
with the relationship with 
their line manager (65% 
compared with 64% in 
spring 2014).
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drop in spring 2014. Although 
they are less likely to report they 
are being consulted (down by 5 
net percentage points), trust levels 
are stable (+15), as is perception of 
being treated with respect (+29). 
Confidence levels are on the rise by 
8 net percentage points, and this is 
the only sector to have an increase 
in clarity of vision, returning to the 
levels of a year ago (+36).

In comparison, attitudes to public 
sector leaders are once again down 
in almost every aspect, with feeling 
of being consulted and being 
treated with respect down by 4 and 
1 net percentage points respectively, 
and trust levels down by 7 points 
to reach a net score of –32. Clarity 
of vision decreased from +13 to 
+4, although employees maintain 
the same levels of confidence in 
their leaders. Overall, public sector 
employees are the most negative 
about their senior managers.

Table 5: Senior manager net agree scores, by sector
Private sector Public sector Voluntary sector

Autumn 
2014

Spring 
2014

Autumn 
2014

Spring 
2014

Autumn 
2014

Spring 
2014

They consult employees about important decisions. –20 –25 –39 –35 –11 –6

They treat employees with respect. +22 +17 –9 –8 +29 +28

I trust them. +14 +8 –32 –25 +15 +15

I have confidence in them. +18 +11 –27 –27 +15 +7

They have a clear vision of where the organisation 
is going.

+31 +32 +4 +13 +36 +32
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The levels of excessive pressure 
experienced at work have dropped 
slightly since spring 2014, although 
39% of employees still report that 
they experience excessive pressure 
every day or once or twice a week 
(compared with 41% in spring 
2014 and autumn 2013). However, 
the proportion of those who are 
never under excessive pressure is 
declining gradually, and is now at 
10%, compared with 11% in spring 
2014 and 12% in autumn 2013. 

Public sector employees 
experienced the most significant 
decrease in excessive pressure 
levels, with 48% feeling under 
excessive pressure every day or 
once or twice a week (compared 
with 50% in spring 2014). On the 
other hand, there is a 3% decrease 
in the percentage of public sector 

employees who are never under 
excessive pressure. Private sector 
employees are slightly less likely to 
be under excessive pressure every 
day or once or twice a week than 
in the last survey (39% compared 
with 40% in spring 2014).

The same proportion of staff in 
the voluntary sector (39%) report 
excessive pressure at work every 
day or once or twice a week, 
although the percentage of those 
experiencing excessive pressure 
every day has increased from 10% 
to 12%.

Both men and women report a 
decrease in excessive pressure every 
day or once or twice a week (43% 
of men compared with 45%, and 
36% of women compared with 
38% in spring 2014).

Table 6: Proportion of employees saying they are under excessive pressure at work… (%)

All Men Women Private Public Voluntary

Every day 13 (–1) 15 (–1) 11 (–2) 13 (–1) 17 (–2) 12 (+2)

Once or twice a week 26 (–1) 28 (–1) 25 (0) 26 (0) 31 (0) 27 (–2)

Once or twice a month 26 (+1) 25 (+2) 28 (+2) 26 (+2) 26 (+2) 28 (–1)

Less frequently than once a month 24 (+1) 23 (+1) 25 (+1) 25 (+1) 21 (+4) 23 (–3)

Never 10 (–1) 9 (–2) 12 (0) 10 (–2) 6 (–3) 10 (+3)

Pressure at work

V39%
39% of employees 
still report that they 
experience excessive 
pressure every day or once 
or twice a week.
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In line with a slight drop in the 
scores around excessive pressure 
at work, more employees say they 
are achieving the right degree 
of balance between work and 
home lives, with 59% agreeing or 
strongly agreeing. As before, the 
proportion of women achieving 
work–life balance is growing, 
with a 2% increase among those 
agreeing or strongly agreeing  
that they achieve the right level  
of balance.

On the other hand, voluntary 
sector employees, who saw a 
dramatic increase in their work–
life balance levels in spring 2014, 
are now less satisfied, with a 10% 

drop in those agreeing or strongly 
agreeing that they achieve the right 
level of balance between work and 
home. Private and public sector 
employees are faring better, with 
the satisfaction levels in the private 
sector greater than a year ago 
(58% compared with 55%) and 
public sector scores just slightly 
lower than in autumn 2013 (59% 
compared with 60%).

Work–life balance is strongly linked 
to employee engagement and job 
satisfaction scores, with those 
agreeing or strongly agreeing that 
they achieve the right level of balance 
also reporting to be more engaged.

Work–life balance

Table 7: Proportion of employees agreeing they achieve the right balance between their work and home lives… (%)

All Men Women Private Public Voluntary

Strongly agree 12 (–1) 9 (–2) 15 (0) 11 (–2) 11 (–1) 13 (0)

Agree 47 (+2) 44 (+3) 50 (+2) 47 (+2) 48 (+5) 46 (–10)

Neither agree nor disagree 15 (+1) 18 (+2) 12 (0) 16 (+1) 13 (+1) 11 (+3)

Disagree 18 (–2) 19 (–3) 17 (–1) 18 (–2) 19 (–3) 20 (+2)

Strongly disagree 7 (0) 9 (0) 5 (–1) 6 (–1) 8 (–2) 8 (+4)

V59%
More employees say they 

are achieving the right 
degree of balance between 
work and home lives, with 
59% agreeing or strongly 

agreeing.
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There was no significant change in 
the proportion of employees saying 
they are likely or very likely to lose 
their job (16% compared with 
15% in spring 2014, and 18% in 
autumn 2013). However, fears of 
redundancy have increased more 
considerably among public sector 
employees compared with the levels 
of a year ago (26% say they are 
likely or very likely to lose their 
jobs, compared with 23% in the 
last survey and in autumn 2013). 
On the other hand, the private 
sector experienced only a 1% 
increase in concerns over job loss – 
14% compared with 13% in spring 
2014 and 18% in autumn 2013. 
The voluntary sector has seen the 
biggest drop (to 17% from 21%).

In autumn 2014 we asked 
employees how they feel their 
organisation has responded to the 
current economic climate: this is a 
slightly different question from the 
previous surveys, where employees 
reflected on whether (and how) 
their organisation has been affected 
by the economic downturn. 

The most popular answer is that the 
organisation has frozen pay, cited 
by 27% of employees, including 
51% of employees in the public 
sector. The least common response 
to the current climate is an increase 
in training (4% of employees), 
which is most prominent in the 
private sector (6% of employees, 
compared with 1% in both the 
public and voluntary sectors). Over 

a fifth of employees (21%) say 
there were no noticeable changes in 
response to the economic climate, 
although only 11% of public sector 
employees felt that way.

Overall, public sector employees 
appear to have experienced the 
most negative types of responses 
to the economic climate – in 
addition to pay freezes, being the 
most common response, 42% have 
seen redundancies and a reduction 
in headcount, while recruitment 
freezes and training cutbacks were 
mentioned by 34% and 33% of 
respondents respectively. Only 
9% felt there was an increase in 
recruitment.

The responses of private sector 
employees are the most balanced 
ones – the most common responses 
were that the organisation made no 
noticeable changes (24%) and that 
there was an increase in recruitment 
activities and headcount (24%). 
Still, 21% saw pay freezes and 18% 
saw redundancies and a decrease in 
headcount.

Voluntary sector employees had a 
slightly more negative experience, 
although they were most likely 
to see pay increases in their 
organisation (15% compared 
with 13% in the private sector). 
However, 25% experienced a 
pay freeze, 20% a cutback on 
training, and a further 16% saw 
redundancies. 

Employee attitudes to the current 
economic climate

V16%
There was no significant 
change in the proportion 
of employees saying they 
are likely or very likely to 
lose their job.



14    cipd.co.uk/employeeoutlook

Table 8: Proportion of employees saying it is likely or unlikely that they could lose 
their jobs as a result of the economic downturn… (%)

All Private Public Voluntary

Very likely 4 3 5 9

Likely 12 11 21 8

Neither likely nor unlikely 25 25 22 31

Unlikely 33 34 33 29

Very unlikely 22 23 16 21

Employees’ personal 
standard of living
The proportion of people who 
feel their standard of living has 
worsened has decreased again and 
is now at 19%, compared with 
24% in spring 2014 and 27% a 
year ago. More people say that their 
standard of living has improved 
(14% compared with 11% in 

the last survey) and it has stayed 
the same for over two-thirds of 
employees (67%).

The standard of living has improved 
for both men and women and 
across all sectors; however, the most 
dramatic change is in the voluntary 
sector, where the standard of living 
has improved for a further 11% of 

employees (18% compared with 
7% in spring 2014). Voluntary 
sector employees were also more 
likely to have had a pay rise since 
the beginning of 2014: 39% had 
their pay increased, compared with 
37% of employees in the private 
sector and 22% of those in the 
public sector.

Table 10: Thinking about the LAST SIX MONTHS, has your personal standard of living...? (%)
Figures in brackets reflect the change from spring 2014.

All Men Women Private Public Voluntary

Improved 14 (+3) 15 (+3) 12 (+3) 14 (+3) 11 (+3) 18 (+11)

Stayed the same 67 (+1) 65 (0) 69 (+2) 68 (+2) 63 (–1) 64 (–4)

Worsened 190 (–5) 20 (–3) 19 (–5) 18 (–4) 27 (–2) 17 (–8)

Base: 2,641; male: 1,314; female: 1,327; private: 1,896; public: 482; voluntary: 128.

Table 9: In which ways, if at all, has your organisation responded to the current economic climate in the last 12 months? (%)

All Private Public Voluntary

It has frozen pay. 27 21 51 25

It has made redundancies and reduced the workforce. 23 18 42 16

It has made no noticeable changes in response to the economic climate in 
the last 12 months.

21 24 11 18

It has recruited more staff and increased the workforce. 21 24 9 21

It has frozen recruitment. 19 16 34 11

It has CUT BACK on training. 18 14 33 20

It has responded in some other way. 12 10 17 17

It has increased pay. 11 13 4 15

It has CUT BACK on the number of hours that people work. 10 10 8 10

It has INCREASED the number of hours that people work. 5 6 5 5

It has cut pay. 5 3 9 7

It has INCREASED training. 4 6 1 1

Don’t know 7 7 7 8
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The overall proportion of 
respondents who are looking for a 
new job with a different employer 
has increased slightly since spring 
2014 (23%), but is actually slightly 
lower in the voluntary sector (25% 
after a surge to 27% in spring 
2014).

It is the public sector that has seen 
the biggest increase in job-seeking 
intentions, where over a quarter of 
employees (26%) are looking for a 
new job – the highest proportion of 
talent on the move in the sector ever 

reported in the Employee Outlook. 
Unsurprisingly, job-seeking 
intentions reflect the responses 
of public sector organisations to 
the economic climate – pay and 
recruitment freezes and training 
cutbacks. Naturally, job-seeking 
intentions are linked to engagement 
levels: 70% of disengaged and 29% 
of neutral employees are looking 
to move, compared with only 8% 
of engaged workers. Attitudes to 
senior managers also have a part to 
play.

Job-seeking

Table 11: Proportion looking for a new job, by sector (%)

Autumn
2014

Spring
2014

Autumn
2013

All 23 22 24

Private sector 22 22 24

Public sector 26 20 23

Voluntary sector 25 27 24

V23%
The overall proportion 
of respondents who are 
looking for a new job 
with a different employer 
has increased slightly since 
spring 2014.
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In this survey the performance 
management questions focused 
on the relationship of monetary 
reward and performance 
management systems, and their 
link to individual performance. 
About six in ten (59%) respondents 
estimate that the monetary rewards 
that they have received over their 
career have been linked to their 
personal performance either a great 
deal or to some extent. Men (64%) 
are more likely than women (54%) 
to think this is the case. Employees 
in the private sector (63%) are 
much more likely to think that their 

monetary rewards have been linked 
to their performance either a great 
deal or to some extent than those 
in the voluntary sector (56%) or in 
the public sector (44%). 

Just 22% of employees say that 
their organisation’s performance 
processes are effective or very 
effective in incentivising their 
performance. In contrast, 38% 
describe them as ineffective or very 
ineffective. Men (43%) are more 
likely than women (34%) to say 
that performance management 
processes are ineffective or very 
ineffective. 

There are significant differences by 
sector, with 26% of private sector 
employees saying performance 
management processes are effective 
or very effective, compared with 
17% of those in the voluntary 
sector and just 10% of employees 
in the public sector. 

Half of public sector respondents 
say their organisation’s 
performance management processes 
are ineffective or very ineffective 
in incentivising their performance, 
compared with 44% of voluntary 
sector employees and 36% of those 
in the private sector.

Performance management

Table 12: Extent to which respondents estimate that monetary rewards (for example pay and/or bonus) received over their 
careers have been linked to personal performance (%)

All Men Women Private Public Voluntary

A great deal 14 16 12 16 7 8

To some extent 45 48 42 47 37 48

Not at all 36 33 40 33 51 41

Don’t know 5 4 6 5 4 3

Table 13: How effective employees believe their organisation’s performance management processes are in incentivising 
their personal performance (%)

All Men Women Private Public Voluntary

Very effective 4 3 4 5 0 3

Effective 18 18 18 21 10 14

Neither effective 
nor ineffective

34 32 36 33 36 35

Ineffective 22 25 20 21 28 27

Very ineffective 16 18 14 15 22 17
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In this survey we asked several 
questions about career development 
to date and in particular about 
the factors contributing to career 
satisfaction. Overall, half of 
respondents say they are satisfied or 
very satisfied with how their career 
has developed to date, including 
50% of both women and men. 
Older employees (55+) and those 
aged 25–34 are the most likely 
to be satisfied or very satisfied 
with their career. On the other 
hand, only 46% of those in the 

18–24-year-old group and 43% of 
those in the 45–54-year-old group 
are satisfied or very satisfied with 
their career to date. 

Just under a quarter of employees 
(24%) are dissatisfied or very 
dissatisfied with their career 
development.

Looking at the factors which 
employees named as the most 
important when thinking about 
their career or working life, 

job satisfaction comes out as 
the top contributor, with 72% 
of employees highlighting its 
importance. This is in contrast to 
wealth (the fourth most popular 
factor), mentioned by 27% of 
respondents (including a third of all 
men and 22% of women). 

Work–life balance and colleagues 
were also in the top three things 
employees think about with regard 
to their career or working life, 
identified by 66% and 43% of 

Career satisfaction

Table 14: Extent to which employees are satisfied or dissatisfied with how their career has developed to date (%)

All Men Women 18–24 25–34 35–44 45–54 55+

Very satisfied 10 10 10 11 13 9 7 13

Satisfied 40 40 40 35 40 41 36 45

Neither satisfied nor dissatisfied 25 25 25 17 21 24 30 24

Dissatisfied 18 18 17 21 21 17 21 13

Very dissatisfied 6 6 7 15 5 8 5 5

Table 15: Most important factors identified by employees when thinking about their career or working life (%)

All Men Women 18–24 25–34 35–44 45–54 55+

Job satisfaction 72 72 72 61 66 72 71 76

Work–life balance 66 64 68 54 66 71 66 62

The people I work with 43 35 50 40 38 42 42 46

Wealth 27 33 22 28 35 26 29 23

Meaning/purpose 27 26 28 29 27 25 28 28

Progression 12 14 11 29 20 13 9 8

Fun 11 13 9 7 9 10 11 12

Giving something back/serving 
the public

12 12 12 15 11 8 13 14

Status 4 5 2 4 6 4 4 2

Other 2 1 2 3 1 1 2 2
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respondents respectively. While 
gender difference in responses is 
minor with regard to work–life 
balance (64% of men compared 
with 68% of women), women are 
more likely to identify the people 
they work with as an important 
factor (50% compared with 35% 
of men).

There are also age differences 
in how likely employees are 
to identify a particular factor 
as important in their career or 
working life. Those aged 25–34 
are the most likely to name wealth 
(35%), but are slightly less likely to 
focus on the people they work with 
(38%). Those in the 18–24-year-
old group are the least likely to 
be focusing on work–life balance 
(54%), but are the most likely to 
prioritise progression (29%) and 
giving something back/serving the 
public (19%).

Interestingly, both wealth and 
meaning at work were identified 
by 27% of employees; however, in 
comparison with wealth, meaning 

and purpose was fairly equally 
important for employees of all age 
groups. Status was named as an 
important factor by the smallest 
proportion of employees – only 5% 
identified it as important in their 
career or working life.

Career progression
In addition to testing employees’ 
satisfaction with their career, we 
asked them about the extent their 
career progression exceeded, met 
or failed to meet their expectations. 
Overall, 12% of employees 
say their career exceeded their 
expectations, and nearly three times 
as many employees (33%) say their 
career failed to meet expectations. 
Men are more likely than women 
to say both that their career 
exceeded (12% compared with 
11%) or failed to meet expectations 
(35% compared with 31%), while 
almost twice as many women 
(15%) than men (8%) report 
that they didn’t have any career 
expectations.

Table 16: Extent to which employees report their career progression to date has exceeded, met or failed to meet expectations, 
by gender and age (%)

All Men Women 18–24 25–34 35–44 45–54 55+

Met my expectations 36 37 36 29 37 34 35 40

Exceeded my expectations 12 12 11 20 13 11 10 11

Failed to meet my expectations 33 35 31 31 36 33 36 29

Don’t know 8 7 8 11 7 9 8 6

Not applicable – I do not have 
any career expectations

12 8 15 10 7 11 12 15

V72%
Looking at the factors 

which employees named 
as the most important 

when thinking about their 
career or working life, job 
satisfaction comes out as 

the top contributor (72%).
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Factors that have 
contributed to individuals’ 
career expectations
Among respondents who report 
they have met or exceeded their 
career expectations, by far the 
most commonly cited factor was 
their own hard work and talent 
(76%). Choosing a career that fit 
their skills and aptitude was the 
second most commonly reported 
reason, with nearly half (49%) 
of employees identifying this as 
important. In addition, 47% of 
employees admit a degree of luck 
had contributed to meeting or 
exceeding their career expectations. 

Just over a quarter (27%) of 
employees say that investing in 
their own personal development 
by studying for a qualification or 
developing a skill outside work 
had been a key factor, while 25% 
cite taking the right qualifications 
at school or college as being a 
key reason for them meeting or 
exceeding their career expectations.

On the other hand, the two 
most commonly cited factors by 
employees who have failed to meet 
their career expectations are poor 
quality careers advice and guidance 
at school (30%) and being unable 
to show strengths and potential due 
to choosing a wrong career (31%). 

A further 28% of respondents cite 
taking the wrong qualifications at 
school, college or university as an 
important reason. 

Parenthood and other family 
commitments preventing career 
progression were cited by 21% 
of respondents, rising to 36% 
of women. Women are also 
more likely to say that not being 
able to afford to invest in their 
own personal development by 
studying for a new qualification 
or developing a new skill outside 
the workplace is a factor in failing 
to meet career expectations. In all, 
27% of women identify this as an 
issue compared with 18% of men.

Table 17: Educational, family and circumstantial factors that have contributed to individuals failing to achieve their career 
expectations, by gender and age (%)

All Men Women 18–24 25–34 35–44 45–54 55+

I’m in the wrong job/career so cannot show my 
strengths/potential

31 29 33 64 39 33 28 22 

Received poor quality career advice and guidance at 
school

30 30 30 32 35 23 27 36 

Took the wrong qualifications at school/college or 
university

28 28 29 38 36 29 30 20 

A degree of bad luck 24 31 16 29 20 19 27 26 

Could not afford to invest in my own personal 
development by studying for a qualification/
developing new skills outside work

22 18 27 21 29 24 19 20 

Parenthood or other family commitments have 
prevented me from progressing further

21 8 36 13 11 21 25 24 

Have not found the time to invest in my own 
personal development by studying for a qualification/
developing new skills outside work

18 19 16 25 13 19 21 14 

Poor parental advice 8 7 9 6 4 6 9 11 

Did not have the chance to take part in work experience 
or other engagement activities while still in education

8 7 8 15 8 5 4 14 

Family background 6 5 8 0 7 5 7 8 

Was not able to get on an effective apprenticeship 
programme or other form of vocational training course

4 5 3 0 4 4 5 3 

Poor personal health 9 9 9 9 6 5 12 12 

Don’t know 3 4 2 3 1 4 5 1 

None of the above 14 17 11 4 13 15 10 19 
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Career development in the 
current organisation
Looking specifically at individual 
career experiences with their 
current employer, 42% of 
employees are satisfied or very 
satisfied with the level of career 
training and development in their 
current organisation, while 28% 
are dissatisfied or very dissatisfied. 
Although the satisfaction levels 
are nearly the same in the private 
and public sectors (41% and 40% 
of employees respectively), public 
sector employees are more likely to 
be dissatisfied or very dissatisfied 
with the level of career training and 
development (31% of employees 
in the public sector compared with 
27% of employees in the private 
sector). Voluntary sector employees 
are the most satisfied with their 
organisation’s provision of career 
training and development (54%).

Satisfaction with career training 
and development is also linked 

to job-seeking intentions – only 
12% of those satisfied with 
the level of career training and 
development are looking for a new 
job with another organisation, 
compared with 47% of those 
who are dissatisfied with their 
career training and development 
provision. 

In terms of the quality of coaching 
and training for achieving career 
goals, 45% of respondents believe 
they receive the right coaching 
and training to some extent or to 
a great extent. Women (49%) are 
significantly more positive than 
men (42%) in this respect.

Employees from the voluntary 
sector (54%) are most likely to 
feel they receive the right coaching 
and training to achieve their career 
goals, followed by employees in the 
public sector (48%) and those in 
the private sector (44%). 

Table 18: Extent to which employees are satisfied or dissatisfied with the level 
of career training and development in their current organisation (%)

All Private Public Voluntary

Very satisfied 9 9 6 18

Satisfied 33 32 34 36

Neither satisfied 
nor dissatisfied

29 30 28 23

Dissatisfied 18 17 21 17

Very dissatisfied 10 10 10 6

Table 19: Proportion of employees who feel they receive the right coaching and training within their 
organisation to achieve their career goals (%)

All Men Women Private Public Voluntary

A great extent 7 7 8 8 5 11

To some extent 38 35 41 36 43 43

Hardly 26 29 22 25 28 23

Not at all 22 23 21 23 20 19

V42%
42% of employees are 

satisfied or very satisfied 
with the level of career 

training and development in 
their current organisation.
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Three in ten employees think it 
likely that they will be able to fulfil 
their career aspirations in their 
current organisation, with men 
(32%) more likely to think this 
is the case than women (28%). 
Employees in the voluntary sector 
are most likely to have positive 
views, with 38% thinking they 
will be able to fulfil their career 
aspirations in their current 
organisation, compared with 31% 
of private sector employees and 
28% of public sector employees. 

Once again this is linked to job-
seeking intentions – only 6% of 
employees who believe they are 
likely or very likely to meet their 
career aspirations in their current 
organisation are looking for a new 
job, compared with 48% of those 
who think it is unlikely or very 
unlikely that their career ambition 
would be fulfilled by their current 
employer.

Table 20: Proportion of employees who think it likely or unlikely that they will be able to fulfil their career 
aspirations in their current organisation (%)

All Men Women Private Public Voluntary

Very likely 7 8 6 8 4 11

Likely 23 24 22 23 24 27

Neither likely 
nor unlikely

25 26 25 24 30 24

Unlikely 18 17 20 19 18 15

Very unlikely 19 19 18 19 20 17
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In autumn 2014 we see positive 
change in most aspects of 
employee engagement, particularly 
considering a drop in some scores 
in the last survey. The proportion 
of engaged employees is up 3%, 
without changes to the percentage 
of the disengaged (4%), and the 
net job satisfaction score is 4 
percentage points higher than 
a year ago. There is also good 
news for the gradual reduction 
in the proportion of respondents 
reporting excessive pressure at 
work, as more employees – and 
in particular women – say that 
they can achieve the right balance 
between their work and home lives. 

The private sector is ahead 
with the most dramatic rates of 
improvement since autumn 2013 
across all areas, with consistent 
growth in engagement and 
job satisfaction scores. This is 
accounted for, in part, by the 
relatively positive or neutral 
response to the economic climate 
in these organisations – the 
majority of employees either have 
not noticed any changes in their 
organisation or are reporting an 
increase in recruitment activities. 

The private sector is also the one 
most likely to have seen an increase 
in training as a way of responding 
to the economic climate. 

Most crucially, private sector 
leaders appear to be recovering 
their reputation. Confidence levels 
are up by 7 net percentage points, 
and trust levels increased by 6 net 
percentage points, with the levels 
of trustworthiness almost matching 
those of leaders in the voluntary 
sector. Similarly, net scores for 
being treated with respect and 
being consulted on important 
decisions both improved by 5 net 
percentage points. 

In stark contrast, employee 
outcomes in the public sector raise 
concern – more than a quarter of 
employees are looking for a new 
job (the highest ever reported in the 
Employee Outlook), even though 
the pressure at work appears to 
be down and more employees 
are achieving the right level of 
work–life balance. Turnover 
intentions are a likely reflection of 
the generally negative responses 
of these organisations to the 
economic climate: more than twice 
as many employees are reporting 
pay freezes and redundancies than 
their counterparts in the private 
sector, and 26% of employees fear 
they might lose their job. Attitudes 
to senior managers in the public 
sector have also dropped, with a 
7 percentage point decrease in the 
levels of trust invested in leaders.

Conclusion

Despite job satisfaction scores being on 
the rise, employers should take stock of 

how employees are feeling about their 
careers in general.
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While public sector employee 
engagement levels are stable at 
the moment, and the levels of 
confidence in senior managers are 
holding up, it is likely that we will 
see a further decrease in employee 
outcome scores in the next survey 
unless the type of response to the 
economic climate changes in the 
sector.

Despite job satisfaction scores being 
on the rise, employers should take 
stock of how employees are feeling 
about their careers in general. It is 
disappointing to see that only half 
of respondents are satisfied with 
their career progression to date 
and that a third of respondents 
report that their career has failed 
to meet their expectations. A key 
contributor to this, according to 
employees, is poor quality careers 
advice and guidance at school. 
This finding suggests that there is 
a role that employers can play in 
engaging with young people early 
on so that individuals can make 
informed decisions about choosing 
their career and fulfil their potential 
later in life. 

Furthermore, there is a need 
to provide career training and 
development to those already in 
employment, as only three in ten 
employees feel they will be able 
to fulfil their career aspirations in 
their current organisations, and 
the same proportion feel unable to 
show strengths and potential due 
to choosing a wrong career. These 

findings raise concerns over too 
rigid job design that does not allow 
employees to use and demonstrate 
skills that are not directly linked 
to their vocation. The findings also 
signal the low quality of personal 
development conversations that 
employees may be having at 
work. While some organisations 
are concerned that talent 
development programmes will 
provide individuals with skills and 
experience that make them more 
employable elsewhere, our survey 
findings show that individuals 
dissatisfied with the career 
training and development in their 
organisations are far more likely 
to be already looking for new jobs 
than those receiving a satisfactory 
degree of career development 
through their employer. 
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The CIPD has commissioned 
a quarterly survey among UK 
employees (including sole traders) 
to identify their opinions of and 
attitudes towards working life 
today, particularly during these 
difficult economic times.

YouGov conducted the latest 
quarterly online survey for the 
CIPD of 2,635 UK employees in 
September and October 2014.

This survey was administered 
to members of the YouGov Plc 
UK panel of more than 350,000 
individuals who have agreed to 
take part in surveys. The sample 
was selected and weighed to 
be representative of the UK 
workforce in relation to sector and 
size (private, public, voluntary), 
industry type and full-time/part-
time working by gender. Size of 

organisation was classified in the 
following way: sole trader (one-
person business), micro business 
(2–9), small business (10–49), 
medium (50–249) and large (more 
than 250).

Emails were sent to panellists 
selected at random from the base 
sample. The email invited them to 
take part in a survey and provided 
a generic survey link. Once a panel 
member clicked on the link they 
were sent to the survey that they 
are most required for, according to 
the sample definition and quotas. 
The sample profile is normally 
derived from census data or, if not 
available from the census, from 
industry-accepted data.

Net scores refer to the proportion 
of people agreeing with a statement 
minus those disagreeing.

Background to the survey
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