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WORKFORCE

WORKPLACE

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

WORKFORCE

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.

Our focus on the workforce includes
demographics, generational shifts,
attitudes and expectations, the
changing skills base and trends
in learning and education.

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.

About us
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.
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Summary of key findings
Our survey of 1,080 private, public
and voluntary sector employers
finds that:
•

•

•

•

•

2

Of respondents questioned,
68% report that they have
already implemented automatic
enrolment. This ranges from
65% in the private sector to
80% in the public sector.
Fifty-one per cent report that all
eligible jobholders are enrolled
into the same pension scheme
as those workers who had been
in the company plan before
automatic enrolment, while
29% of employers have separate
pension arrangements for newly
enrolled eligible jobholders.
Thirty-three per cent of
organisations (mostly private
sector) are using contract-based
defined contribution plans to
enrol eligible jobholders,
while 25% use defined benefit
(mostly public sector) and 16%
master trusts.
Of those surveyed, 59% report
that their newly enrolled
employees are contributing less
than 6% of salary, though this
varies by sector, with just 25%
of public sector workers making
this contribution compared with
72% of private sector workers.
Fifty-one per cent of employers
say that they are contributing
less than 6% of pay to the
pension pots of the newly
enrolled.

•

•

•

•

•

Of those questioned, 46% report
opt-out rates of less than 10%,
rising to 52% in the voluntary
sector. By region, 60% of
Scottish-based employers report
opt-out rates of less than 10%,
followed by 59% of Midlandsbased organisations. By contrast,
just 28% of Welsh employers can
claim the same.
Sixty-eight per cent of small and
medium-sized employers have
achieved an opt-out rate below
10%, while just 39% of large
firms have achieved this feat.
The average proportion of
eligible workers that have opted
out of the pension scheme
since the staging date is 7.4%,
according to our respondents.
The most common strategic
reviews that have been carried
out (or will have been carried
out) in response to automatic
enrolment are to ensure that
the pension arrangements
support: employee needs (55%);
the business needs of the
organisation (51%); and
the organisation’s culture and
values (48%).
The most common operational
reviews that have been carried
out (or will have been carried
out) in response to automatic
enrolment are: meeting the
legal requirements of autoenrolment (70%); the way they
communicate to employees about
pensions to employees (57%);
and HR, payroll and pension
administration systems (57%).
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•

•

•

Under half have reviewed (or are
reviewing) scheme charges (43%)
or default options (42%).
Twenty-two per cent report
that there have been no
additional costs due to
automatic enrolment. Among
those employers that do report
an increase associated with
automatic enrolment, the most
common approaches are to
simply absorb the extra costs
(38%), restrict and/or stop wage
growth (14%) and reduce hiring
intentions and/or cut jobs (13%).
Among those who have yet to
go through automatic enrolment,
18% report that they anticipate
no additional costs. Of those that
do, the most common forecast
responses are to restrict or freeze
wage growth (48%), absorb the
extra costs (26%) and reduce
hiring intentions or cut jobs
(19%).
Our research indicates that
those private sector firms that
have adopted a business strategy
that is focused on customer
quality are more likely to have
higher employee and employer
contributions, lower enrolment
opt-outs and are more likely
to review pension charges and
default fund suitability.
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1 Pension progress, arrangement
and schemes
Figure 1 shows the progress of
pension automatic enrolment in the
workplace as at September 2014.
It finds that 68% of respondents
report that they have already
implemented automatic enrolment.
This ranges from 65% in the private
sector to 80% in the public sector.

We asked our respondents
whether their organisation has
different pension arrangements for
eligible jobholders who have been
automatically enrolled and for those
workers who were already members
of the company pension scheme
prior to automatic enrolment.

Within the private sector, the
transport and storage (75%), energy
and utility (72%) and wholesale and
retail (71%) firms are more likely
to report implementing automatic
enrolment. Larger employers are
more likely to have implemented
automatic enrolment than smaller
ones, reflecting the staging date
timetable.

Just over half (51%) reported that
all eligible jobholders are in the same
pension scheme as those workers
who had been in the company plan
before automatic enrolment. This
approach ranged from 43% of
voluntary sector firms to 55% of
public sector respondents. Within
the private sector, firms operating in
the energy and utility (65%), finance

Larger employers
are more likely to
have implemented
automatic enrolment
than smaller ones,
reflecting the staging
date timetable.

Figure 1: Proportion of respondents who have implemented automatic enrolment (%)

4
Yes
28

No

Don’t know
68
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(60%) and professional, scientific
and technical (58%) sectors are more
likely to have adopted this approach.
There is a relationship by size (61%
of small and medium firms have
one plan for all workers compared
with 48% of large firms) and by
business strategy (54% of companies
adopting a premium-quality focus to
their products or services approach
had one plan compared with 44%
of those that have a standard/basic
quality focus).
The next most common approach
(29%) is to have separate schemes
for newly enrolled eligible jobholders.
This method is more common among
private sector (33%) firms, especially
those operating in the transport and
storage (47%) and accommodation,
food service activities, arts,
entertainment and recreation (40%)
sectors. Large employers (31%) are
more likely to do this than small and
medium (19%) ones.
Finally, 14% reported that some
eligible jobholders are automatically
enrolled into the same pension scheme
as existing members while some
others are automatically enrolled
into a different pension scheme. This

is more likely in the voluntary and
public sectors (21%) and among
those firms adopting a standard/basic
approach (14%) compared with those
with a premium approach (7%).
Table 1 reveals the pension
arrangements into which jobholders
are being enrolled. Contract-based
defined contribution (DC) plans,
such as group personal pensions or
stakeholder plans, are common in the
private sector, especially among those
firms operating in the manufacturing
(66%), energy and utilities (64%)
and information and communication
(53%) industries.
Around one in five private sector
employers use a master trust, such as
NEST or the People’s Pension; this
approach is more typical in businesses
operating in the accommodation,
food service activities and arts,
entertainment and recreation (39%),
transport and storage (32%) and
wholesale and retail (22%) industries.
Trust-based DC is more
characteristic among finance sector
(18%) and transport and storage
firms. Few employers have adopted
a hybrid approach (a mix of DB and
DC which share pension risk more

Table 1: Pension plans used to enrol eligible jobholders (% of respondents)

4

Total

Private

Public

Voluntary

Contract-based DC

33

43

5

32

Defined benefit

25

10

66

27

Master trust

16

19

6

22

Trust-based DC

6

7

1

6

Hybrid

3

3

1

2

Other

3

2

6

2

Focus on pension auto-enrolment 2014

equally, also known more recently
as defined ambition). However,
risk-sharing schemes appear to
be slightly more common in the
information and communication
(16%), transportation and storage
(14%) and professional, scientific
and technical (10%) industries
and, perhaps, these sectors may
also be more receptive to the idea of
collective DC and defined ambition.
What pension scheme new
employees are enrolled into and
how it differs from existing plans
should not necessarily make a
significant difference in delivering
good pension outcomes. What is of
far more importance is the level of
contribution, as well as opt-outs from
saving, pension charges and fund
performance.

Labour Market Outlook
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2 Contribution and opt-out rates
Table 2 shows how much newly
enrolled employees are contributing
to their pensions. It shows that
59% of employers report that
their workers are contributing
less than 6%, though this varies
by sector, with just 25% of public
sector workers making this
contribution compared with 72%
of private sector workers. In large
organisations, employees are more
likely to contribute more (though
public sector employers are more
likely to be big) and in companies
that have a business strategy
focused on high product/service
quality.

For instance, whereas 34% of
high-value-added businesses
report that the average employee
contribution is less than 3%, this
figure increases to 47% for those
that have not adopted this business
strategy. By contrast, 39% of firms
focused on quality say that the
average employee contribution is
between 3% and 5.9% compared
with 27% with a standard/basic
quality focus. Overall, in the private
sector, the typical (mean) employee
contribution is 3.9%.

... 59% of employers
report that their
workers are
contributing less
than 6%, though this
varies by sector, ...

Table 3 shows how much employers
are contributing to the pension
schemes of the newly enrolled.

Table 2: Current approximate average member contribution (as a % of salary) of
those that have been automatically enrolled (% of respondents)

% of salary

Total

Private

Public

Voluntary

1–2.9%

28

37

4

27

3–5.9%

31

35

21

36

6–8.9%

20

10

47

17

5

2

12

4

9% and over

Table 3: Current approximate average employer contribution (as a % of salary) of
those that have been automatically enrolled (% of respondents)

% of salary

Total

Private

Public

Voluntary

1–2.9%

25

32

5

20

3–5.9%

26

31

10

32

6–8.9%

18

16

24

19

9% and over

14

6

39

13
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Again, just over half are contributing
less than 6%, though there is
variation by sector, employer size
and business strategy. While 22% of
private sector employers contribute
6% or more, this proportion is
higher in the utilities and energy
(57%), finance (40%) and
manufacturing (32%) sectors and
among quality-focused companies
(24%). In the private sector, the
average employer contribution is
4.5%.

... 46% of employers
report opt-out rates
of less than 10%, ...

We asked our members for the
proportion of eligible workers that
have opted out of their pension
scheme since their staging date. Given
the high proportion of our members
who did not know this, the figures
should be treated with some caution.
Overall, Table 4 shows that 46%
of employers report opt-out rates
of less than 10%, rising to 52%
in the voluntary sector. Within
the private sector, 87% of energy
and utility firms confirm opt-out
rates of less than 10%, followed
by employers in the manufacturing
(58%), professional, scientific
and technical (54%) and finance
(53%) industries. Just under half of
retail and wholesale organisations
(49%) also report opt-outs below

the 10% level. However, just 25%
of accommodation, food service
activities and arts, entertainment and
recreation firms can say the same.
By region, 60% of Scottish-based
employers report opt-out rates of
less than 10%, followed by 59%
of Midlands-based organisations.
By contrast, just 28% of Welsh
employers that responded to our
survey could claim the same. By
business strategy, 50% of enterprises
focusing on product or service
quality as a differentiator have
achieved opt-out rates of less than
10% (40% less than 5% and a
further 10% between 5% and 9.9%).
Among those that do not focus on
quality as a differentiator, 42%
achieved an opt-out rate below 10%
(25% less than 5% and a further
17% between 5% and 9.9%).
In addition, higher employer
contributions (between 6% and
11.9% of employee salary) are
more likely to result in opt-outs
below 10% than lower (between
1% and 5.9%) contributions.
Table 5 looks at the relationship
between employee opt-out rates
and employer contribution levels.
For instance, 53% of employers
that contributed between 1% and

Table 4: Proportion of eligible workers who have opted out of the pension scheme
since their staging date (% of respondents)
Total

Private

Public

Voluntary

Less than 5%

35

35

34

37

5–9.9%

11

12

6

15

10–14.9%

10

11

7

9

15–19.9%

3

4

20% or more

6

6

5

5

35

31

48

30

Don’t know

6
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2.9% to the pension plan record
an employee opt-out rate of below
10%; by contrast, 58% of employers
which pay between 6% and 8.9% to
the scheme have achieved an opt-out
level below 10%. However, just 46%
of employers with a contribution
rate above 12% have achieved an
opt-out rate below 10%, illustrating
that while employer contribution
rates can have an effect on opt-out
levels, there are other factor that also
influence opt-out rates.

Possible explanations for why larger
employers have higher opt-out levels
include the high levels of ‘don’t
knows’ among large employers
(especially in the public sector), that
large employers have had more time
to see people subsequently opt out of
pension savings after being enrolled,
the level of employer contributions
and the proportion of eligible
jobholders already saving through a
workplace pension before automatic
enrolment was implemented.

By size, 68% of small and mediumsized employers have achieved an optout rate below 10% while just 39%
of large firms have achieved this feat.
Table 6 gives more information about
the proportion of large employers
reporting an eligible worker opt-out
rate of less than 10%. For instance,
while six in ten organisations that
employ between 250 and 499 staff
have achieved an opt-out rate of
less than 10%, only three in ten
employers that have 20,000 or more
workers can claim the same.

For instance, the opt-out rate may
be higher in a firm that already has
84% of its eligible jobholders in
the pension plan compared with a
company that has 42% in a pension
plan. Even though the opt-out
rate could be higher, the actual
number of employees who may
have subsequently left the pension
could be relatively small. It will be
interesting to see whether opt-out
rates increases over time among
employers that have recently gone
through automatic enrolment.

... while employer
contribution rates
can have an effect on
opt-out levels, there
are other factors that
also influence optout rates.

Table 5: Employee opt-out rates analysed by the size of employer pension
contributions (as a % of salary), by % of employers

Opt-out level

Employer contributions as % of salary
1–2.9%

3–5.9%

6–8.9%

9–11.9%

12%+

<10%

53

48

58

43

46

10–19.9%

17

19

12

9

26

6

11

4

5

2

20%+

Table 6: The proportion of large employers reporting an
eligible worker opt-out rate of less than 10%

Employer size

% of large employers

250–499

58

500–999

42

1,000–1,999

36

2,000–4,999

26

5,000–9,999

46

10,000–19,999

38

20,000 or more

30
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3 Strategic and operational reviews
... those companies
focused on service or
product quality are
more likely to have
examined employee
needs ...

Tables 7 and 8 highlight the
operational and strategic reviews
that have taken place (or are
planned) in response to automatic
enrolment. Table 7 shows the most
common strategic approaches to
the advent of automatic enrolment
have been to review the pension
arrangements to ensure they meet
employee needs (37% have carried
out a review while a further 18%
plan to carry one out in the next 12
to 18 months).

Again there are variations. By
sector, employers in the private
sector (60%) are more likely to
report actual or planned activity
in this area than the public sector
(33%). Similarly, those companies
focused on service or product
quality are more likely to have
examined employee needs (64%)
than firms who have not adopted
this approach (55%).

Table 7: In light of automatic pension enrolment, has your organisation carried out a review of its pension arrangements to
ensure that they support the… (% of respondents)

Organisation response

8

Yes

No, but we plan
to in the next
12–18 months

No

Don’t know

Needs of its employees

37

18

26

19

Business strategy of the organisation

35

16

30

19

Organisation’s culture and values

32

16

33

19

Reward strategy

29

18

33

20

Employer brand

27

15

39

19

Organisation’s approach to talent management and
development

25

19

36

20
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Table 8: In light of automatic pension enrolment, has your organisation reviewed any of the following… (% of respondents)

Yes

No, but we plan
to in the next
12–18 months

No

Don’t know

Meeting the legal requirements of auto-enrolment

56

14

15

15

The way you communicate about pensions to
employees

43

14

24

19

HR, payroll and pension administration systems

42

15

26

18

How it will pay for the cost of automatic enrolment

38

16

24

22

Employer contribution rates

38

14

30

18

Member contribution rates

37

15

28

20

The scheme provider

36

15

30

18

The way you communicate about other benefits to
employees

35

14

32

19

The DC pension scheme charges

28

15

30

27

The scheme adviser

28

15

35

22

The DC pension fund default options for scheme
members

28

14

30

28

Your software providers

25

13

40

22

By contrast, Table 8 reveals there
has been more activity regarding the
operational activities associated with
automatic enrolment. For instance,
70% of respondents have reviewed
(or are planning to) whether
their pension plans meet the legal
requirements of auto-enrolment,
while 57% have examined (or plan
to) the way they communicate to
employees about pensions.
However, there is less activity
around checking whether the
default fund (42%) meets member

needs or if pension charges (43%)
represent good value, though
premium-quality employers are
more likely to have carried out
these reviews. The low-level activity
around pension charges indicates
that relying on employers to find
the best deals for their workers or
competition between providers may
not be enough and so legislation
in this area looks appropriate.
Similarly, pension fund default
options and performance may also
require legislative action to get them
on employers’ agendas.

... there is less
activity around
checking the default
fund (42%) meets
member needs or
if pension charges
(43%) represent
good value, ...
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4 Responses to automatic enrolment cost
It appears that smalland medium-sized
employers (18%)
have been more
likely to limit pay
growth than larger
organisations (12%).

Our survey asked respondents
who had already gone through
automatic enrolment how they
have coped with the extra cost
associated. Overall, 22% report
that there have been no additional
costs due to automatic enrolment.
Among those that do report an
increase, Table 9 shows the most
common approaches are to simply
absorb the extra costs (38%),
restrict and/or stop wage growth
(14%) and reduce hiring intentions
and/or cut jobs (13%).
There are variations by sector. For
instance, 26% of construction
respondents and 22% of finance
sector firms report freezing or
restricting pay growth. By contrast,
no energy or utility firms report
this action, while just 3% of
information and communication

and 5% of administrative and
support service activity firms say
they have cut back on pay growth.
It appears that small- and mediumsized employers (18%) have been
more likely to limit pay growth
than large organisations (12%).
Employers with a premium
product or service focus are less
likely (11%) to have limited salary
growth than those without such
an approach (17%). Similarly,
employers that have frozen pay
over the past 12 months are far
more likely (33%) to have restricted
salary growth in light of automatic
enrolment than those employers
that did not freeze pay (12%).
Employers in the construction
(0%), transport and storage (2%)
and energy and utilities (7%)

Table 9: Employer responses to automatic enrolment costs (% of respondents)

Response

Total

Private

Public

Voluntary

Not applicable – there were no significant extra costs

22

22

24

15

Absorbed the extra costs

38

38

34

50

Reduced/stopped wage growth

14

12

14

23

Reduced hiring intentions/cut staff

13

12

18

10

Reduced employer pension contribution for new/
existing employees

7

9

3

4

Reduced other elements of pay

6

6

6

3

Reduced non-employee costs

6

6

6

8

Passed the extra costs on in higher prices

5

5

3

2

4

5

3

4

3

3

2

6

2

2

1

1

Reduced the pension benefits of the scheme/s not
being used for automatic enrolment
Cut non-pension employee benefits (such as annual
leave or sick pay)
Other

10
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sectors have been less likely to have
responded to automatic enrolment
by cutting their hiring intentions
and staffing numbers, while firms in
finance (21%), and wholesale and
retail (20%) have been more likely.
We also asked those respondents who
had not yet gone through automatic
enrolment (mostly micro, small and
some medium-sized employers) how
they thought they would respond to
the additional costs arising from this
process. Overall, 18% report that they
anticipate no additional costs. Among
those that do predict an increase,
Table 10 shows the most common

planned approaches are to restrict or
freeze wage growth (48%), absorb the
extra costs (26%) and reduce hiring
intentions or cut jobs (19%).
Within the private sector, firms in the
transport and storage, finance and
wholesale and retail are more likely
to think that they will have to restrict
or freeze wage growth. Private
sector service firms are also more
likely to predict a negative impact
on jobs (24%) compared with other
employers.
While many smaller employers
indicate negative consequences

arising from automatic enrolment,
we are unable to quantify their
actual size, and so they may not be
significant. When we carried out
similar research last year, many
employers that were due to autoenrol predicted similarly adverse
impacts. Yet this year’s survey
indicates that they do not appear
to have taken place. If smaller firms
are able to start planning in advance
and receive support and guidance
from the state and from the pension
and payroll industry, they should
be able to minimise many of the
possible negative consequences of
automatic enrolment.

Table 10: Employer predicted responses to automatic enrolment costs (% of respondents)

Response

Total

Private

Public

Voluntary

Not applicable – we do not anticipate significant extra
costs

18

15

36

22

Reduce/stop wage growth

48

51

29

37

Absorb the extra costs

26

25

17

39

Reduce hiring intentions/cut staff

19

21

15

9

Pass the extra costs on in higher prices

13

15

–

10

Reduce other elements of pay

13

15

–

4

7

8

1

7

4

4

3

4

3

3

Other

3

2

6

Reduce the pension benefits of the scheme/s not being
used for automatic enrolment

2

1

11

Reduce non-employee costs
Reduce employer pension contribution for new/
existing employees
Cut non-pension employee benefits (such as annual
leave or sick pay)

–

3
2
–
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5 The trend towards extended working
lives

... 6% of
respondents say
that in the past
12 months they
have received more
applications from
older workers above
state pension age.

Our research asked our members if,
in the past year, their organisation
had seen more or fewer existing
staff seeking to stay on and work
beyond the state pension age.
Table 11 shows the proportion of
employers reporting a change in the
number of older workers wanting
to carry on past the state pension
age with their current organisation.
Overall, 21% of employers report
a request, most notably in the
public sector. Within the private
sector, 43% of manufacturing
firms report an increase while
27% of finance firms report the
same. By contrast, just 11% of
firms in the accommodation,
food service activities and arts,
entertainment and recreation and
12% of companies in the wholesale
and retail sectors report this. The
increase could be due to a number
of factors, such as financial, social
and health.
When it comes to new jobs, 6%
of respondents say that in the past
12 months they have received
more applications from older
workers above state pension age,

while a further 4% of employers
state that they have received fewer
applications from this group of
workers. These findings suggest
that workers above the state
pension age would prefer to carry
on with their existing employer
rather than seek a job with another
organisation.
Just 5% of all respondents report
that workers above state pension
age are less likely to receive a
wage increase in the next 12
months compared with other
colleagues in comparable jobs,
though this increases to around
one in ten in such industries as
manufacturing, information and
communication, and healthcare.
Most employers (81%) stated
that workers above state pension
age were no more or less likely to
receive a wage increase, while a
further 5% indicate that they are
likely to get a pay rise higher than
other colleagues in comparable
jobs. These findings suggest that
employers are not employing this
group because they can pay them
less than other workers.

Table 11: Employers reporting existing staff seeking to stay on and work beyond
the state pension age (% of respondents)
Total

Private

Public

21

18

32

16

4

2

9

2

No change

63

69

42

71

Don’t know

12

11

17

11

More workers wanting to carry on past
the state pension age
Fewer workers wanting to carry on past
the state pension age

12
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Conclusions
Good defined contribution pension
outcomes are linked to contribution
rates, member opt-out levels and fund
charges, options and performance.
Our research indicates that those
private sector companies that have
adopted a ‘high-road’ business
strategy are more likely to have
higher contributions and lower
opt-outs as well as being more
likely to review default pension
charges and default suitability.
While such innovations as pension
charge caps, automatic escalation,
scheme governance, and so on, are
all important, they are not sufficient
to make automatic enrolment a
success. For it to be we need a
high-skill, high-performance, highwage, high-employee well-being and
high-employment economy. We need
to encourage ‘low-road’ companies
to raise their sights and we need to
support ‘high-road’ firms so that they
have the vision, resources or expertise
to deliver on these intentions.
Other findings from the survey
indicate that it may not be sufficient
to rely on the market or employer
activism to find low-cost pensions;
legislation could be needed in

this area and the size of the
charge cap regularly reviewed for
appropriateness. Similarly, it may not
be enough to rely on the industry and
employers to ensure that the default
pension fund and its subsequent
performance are appropriate. Instead,
we possibly need regulation to ensure
that they are subject to regular
reviews. The fact that pension opt-out
rates from automatic enrolment tend
to be higher in larger firms may be
a cause for concern as this indicates
that the opt-out rate increases over
time. However, other factors could
also be at work that are more
because of the type of organisations
concerned, so more research should
be carried out on subsequent optouts and the possible solutions
developed to counter increased
opt-outs. If employee and employer
pension contribution rates need
to increase, they should do so
gradually over time and according
to a timetable if we are to minimise
potential negative consequences.
Company contributions should
be highlighted to employees
as deferred pay and the tax
advantages of pension saving
should be highlighted.

... we need a
high-skill,
high-performance,
high-wage,
high-employee
well-being and
high-employment
economy.
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Background to the survey
YouGov conducted the online
survey for the CIPD of 1,080
employers between 4 and 25
September 2014. Figures 2 to 4

show the respondents by sector,
employer size (as measured by the
number of workers employed) and
region.

Figure 2: Proportion of respondents, by sector

Private sector

15

Public sector
21

Voluntary sector

64

Figure 3: Proportion of respondents, by employer size

2–9 workers
34

23

10–49 workers
50–249 workers

23

20

250+ workers

Figure 4: Proportion of respondents, by region

Northern England
15

19

4
9

Midlands
16

Southern England
Scotland

37
Wales
UK-wide
14
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CIPD Outlook Series
The Labour Market Outlook is part of the CIPD Outlook series, which also
includes the Employee Outlook and the HR Outlook. Drawing on a range
of perspectives (and with the opportunity to compare data across our regular
surveys), this triad of research enables the CIPD to offer unique insight and
commentary on workplace issues in the UK.

Others in the series
Employee Outlook
The Employee Outlook, published twice yearly in partnership
with Halogen, provides an update on the attitudes of
employees in the UK and the HR challenges facing employers.
It covers attitudes towards management, work–life balance,
workload and pressure, communication, and bullying and
harassment. Periodic focus reports cover topical issues.

cipd.co.uk/employeeoutlook

HR Outlook
The HR Outlook provides valuable insight and expert
commentary on the HR profession. It explores the size and
shape of HR functions, comments on the capabilities of
HR professionals and outlines emerging trends and future
priorities.

cipd.co.uk/hroutlook
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