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Talent Crunch - how to plan for the future?

Manpower Inc. Older Worker Recruiting and
Retention Trend Survey

— Manpower conducted a survey of over 28,000 employers
In 25 countries and territories (people over 50)

— 2 guestions
— Do you have a Recruiting strategy for older workforce?
— Do you have a Retention strategy for older workers in your company?
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Older Worker Recruitment and Retention
Strategies in Place Today

Figure 5: Percentage of Employers in 25 Countries and Territories with Recruiting and Retention Strategies for
Older Workers in Place Today

Recruiting strategy Retention strategy

Don't Know

Don't Know

Source: Manpower survey of more than 28,000 emplyers across 25 countries and territories, October 2006.
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Survey f| ndingSZ (Estonia did not participate in the survey)

Do you have a Recruiting strategy for older workfor ce?
14% of the company have a strategy

80 % has not developed such a strategy

Top: Singapore; 48%

Bottom: Sweden 4%

Do you have a Retention strategy for older workers in your company?
21% of the company have a strategy for retaining older workers

72% has not developed a strategy

Top: Japan 83%

Bottom: Italy and Spain 6%. Sweden, 8%

Factors that affects the results are to which exten  t companies act on:
Number of potential workers in the country

The countries demographic profile

To which extent the lack of competence is known

Laws (for example Japan and Singapore)
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Talent Crunch - Talent Shortage Survey

About Manpower’s Annual Fourth year

— Nearly 39,000 employers
— 33 countries and territories
— Research conducted in Quarter 1 2009

1. How much difficulty are you having filling jobs due to
the lack of available talent?

2. What Is the one job you are having the most difficulty
filling due to the lack of available talent?

Monday, 10 May 2010
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Global survey findings

SEEKING SKILLED WORKERS: Percentage of
Employers Having Difficulty Filling Jobs Globally

60% —
40% 41%
40% -
31% 30%
20% -
O% | | | |
2006 2007 2008 2009

Source: Manpower Inc.
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Global survey findings

Employers having the most/least difficulty filling jobs include:

THE TALENT CRUNCH: Countries Most and Least Affected

62% 62% % = Percentage of employers
56% indicating difficulty filling jobs

55% 40% 48% 48% due to lack of available talent.
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Source: Manpower Inc.

Sweden 29%

Monday, 10 May 2010
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Global survey findings

The top 10 jobs employers are
having difficulty filling globally

Monday, 10 May 2010

Skilled Trades

Sales Representatives

Technicians
(production/operations,
engineering or maintenance)

Engineers
Management/Executives
Accounting & Finance Staff
Laborers

Production Operators

Secretaries, PAs,
Administration Assistants
& Office Support

Drivers
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Lack of competence with 14,5% unemployment rate?

» Despite recession — lack of competence within certain areas
« Large number of people are retiring in years ahead

» Once recovery takes hold, organizations will find it harder than ever
to attract and retain the talent they need to drive growth.

» Available talent will be subject to intensely competitive recruiting
efforts

« Competition from new competence in new markets (China, India etc)

« Continuity in current and attraction of new employees
— How do you attract and retain your employees in your company?

 Prepare now to catch future growth
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Estonian trends

% of Total Population
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47,99 %
18,86 %

43,53 %
18,79 %

42,13 %
19,02 %

39,11 %
22,20 %

38,96 %
17,91 %

65 and older

17,07 %

18,55 %

20,62 %

21,90 %

24,35 %
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Trends - Talent shortage

* When the market turns it will be even harder to attract key
competence.

- Employer Branding will play a key role in the competition of
competence.

« Drastic demographic changes in combination with a talent shortage

* In India and Japan there are many unemployed with IT competence
at the same time the employers say they have a problem finding
people with the right skills

« Big variation between countries in Europa. In Romania 62% of the
employers say they have problem finding the right competence and
In Irland the same figure is 5%
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Why is this important?

» Every fifth European are over 60

* Birth numbers are decreasing in
European countries

* Over half of Europe's inhabitants will be
over 40 year 2025

» Countries with greatest problem regarding
an aging population are Italy, Japan,
Germany and Spain

* Over 80 % of the Japanese companies
have a strategy to retain older workers
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What do employees & candidates want?
Manpower Work Life

Manpower Work Life is Sweden's
largest Work Life Panel that
continuously communicates the
Swedes’ views on work, salary
and other things that are
important in life.

The panel consists of
approximately 20.000 persons.

The surveys are targeted at
employees, job seekers,
the self-employed and students.
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Without a future, I'm leaving

* As many as 56% of people seeking a new job are
looking for better development opportunities

» A lack of career opportunities is strongly linked to
the desire to switch jobs

+ 30% of employees believe that they have good
career opportunities at their current workplace
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Selection of the most important factors for the
desire to remain at a workplace

A

HIGH

| have good managers
| find my work stimulating

Balance between
responsibility and
authority | find my work interesting
and rewarding

| have good career
opportunities at my
current job

| receive clear and | have confidence in my
constructive feedback immediate superior

| feel that | can
influence my work
situation

Importance for the desire to stay

LOW

30% Proportion who feel they have this 60 %
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A good manager solves everything

« Confidence in a manager
determines whether an employee will
recommend the workplace to an
acquaintance

« Good managers are important to
employees thriving at a workplace
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Good managers are crucial

90%
80% -
70%
60% -
50% -
40% -
30%
20%
10% -
0% ‘ !

Upplever att man har Upplever att man har OK Upplever att man har bra
daliga chefer chefer chefer

79%

46%

20%

Proportion who will be switching jobs within

the coming six months

Feel they have Feel they have Feel they have good
poor managers OK managers managers
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The snowball effect

Proportion who would recommend their

workplace to an acquaintance

Confidence in the manager is crucial to willingness to recommend a
workplace to an acquaintance.

100%
90%
80%
70%

60% -

50%
40%

30%

20%
10%
0%

. 86%

59%

23%

Have little confidence in  Have some confidence in  Have high confidence in
their immediate superior  their immediate superior  their immediate superior



have received
job offers through their Web-
based social networks

of 60-year-olds and,
of 20-year-olds use
their Web-based social networks
to seek employment

-
A
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Google the manager

« Almost one employee in two checks whether the
manager seems good before they decide to apply for a
job at a new workplace

» Teachers seeking new jobs give highest priority to
checking whether the manager is good

« Teachers are also least satisfied with their managers
only 32% say they are satisfied with their manager
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Young managers snoop on the Net

« 28 percent of the young managers and 12 percent of 60-
year-old managers check out job applicants on network
sites as a part of the employment process

* Almost 4 of 10 managers who perform such checks want
to make sure that the applicant’s profile suits the
company

« 25 percent of the managers who have performed Net
checks have also excluded candidates on the basis of
the information they found
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Different generations and their qualities

* Clever
» Assured

* Responsible
- Distinctive * Loyal
« Ambitious
» Clever
» Clever
* Loyal

* Loyal
* Think they know best

» Responsible

* Impatient
» Assured
» Self-centered
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-Easy to work with - Impatient
- Helpful - Assured
- Responsible - Self-centered

- Easy to work with
- Impatient
- Make high demands on
themselves
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What can organizations do now?

Plan for

attraction

Plan for

retention

Monday, 10 May 2010
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Forcast and planning of future talent needs

retention

competence Over next 10 years

regarding the

"best workforce” and identify gaps

Create plan to close
gaps

Business plans
and trends in the market

From needs of competence

and future growth




Plans for attraction

*Create an EVP (Employee value
proposition)

*What do you want the individual to
contribute to your company?

*Career development
sLeadership
*Culture

Compensation & Benefits

*Understand and engage the talents you
need

P
ldentify how you attract the candidates '%/
you need — in which channels?

*Optimize the flow of talents
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Planning for retention

» Leadership
« Career development
« Successions planning
« Talent planning
» Development conversations
« Performance Management
« Compensation & Benefits
« Culture
« Marketing
* Managing a pipeline of talents




Optimizing Talent Flow

Figure 2: Optimizing Talent Flow
Strategically assessing, developing and redeploying individuals over the course of their careers where they are
most needed and where they can be most successful.

Pre-employment — Engage with schools to encourage alignment with employer needs.
h — Scholarships for education leading to in-demand careers with direct path to employment.
outreac — Internships.

— Assess job-readiness, skills and interests; place in most appropriate roles.
Entry-level — Career development plan aligned with individual and company needs.
— Development and training.

Rebalancing Skills to Match Needs of Employer and Interests/Aptitudes of Individual
(ongoing process throughout mid-career)

. — Assessment.
Mid-career — Career choices.
— Continuing education to build relevant and in-demand skills.
— Retraining to avoid skill obsolescence.
— ldentify High demand — Active retention efforts.
high-demand — Job design, incentives or flexibility to
Near-retirement employt_aes. . encourage continuing full-time work.
career pathing — De_termme their — Pari-time, contractor, consulting, sabbatical
retirement plans. or telecommute options as part of phased
retirement.

— Retraining to higher demand roles.
— Outplacement to consultancy or staffing firm
for project work on as needed basis.
Low demand — Retirement on time.
— Early retirement incentives.
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Managing the Talent Pipeline

Companies should develop their own transition plans well before employees
retire or leave the company:

— A Talent Needs Analysis will determine which roles in the organization are at highest
risk of brain drain

— Succession planning  would then identify high-potential candidates to replace high
priority individuals

— A clear process should be developed to ensure knowledge transfer between the
employee and his/her successor

— Intellectual capital can also be retained through communities of practice

— Creating a pool of retired employees  available to work on projects will help preserve
institutional knowledge

— Individual transition planning is the last step of the transition process and involves a
timeline for ex. retirement, actions steps and success measures for completing the
transition.
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Managing the Talent Pipeline
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