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DO YOU THINK YOU ARE PAID ENOUGH? (BY SKILLSET)

50%

43%

Sales

SalesIT

42%50%

41%43%

41%42%44%

Engineering
Science Finance/Acc
SalesIT

PAID TO
PERFORM
Performance-based remuneration
is gathering momentum across
the globe, with the highest
incidence of performancelinked pay in the fast-growing
economies of the APAC region,
while developed nations such as
Denmark and Sweden have the
lowest percentages.
Interestingly, almost half of all
workers worldwide agree they
would perform better if their pay
was linked to their performance
and productivity, however, less
than half are rewarded this way.
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VARIABLE PAY, DEPENDENT UPON PERFORMANCE TARGETS (BY COUNTRY)
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DO YOU THINK YOU ARE PAID ENOUGH?
Yes
(BY REGION)

Performance-based pay includes any arrangement
where an element of the total remuneration
package is tied to meeting performance targets
and may include profit sharing, performance
bonuses and sales commissions.
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SEC TION 1

PAYING TO PERFORM
The adoption of performance-based remuneration has gradually gathered momentum in
various parts of the globe since these surveys first looked at the issue in Europe in 2005,
where some 20% of respondents were on performance pay.
Currently, 75% of those in China have some of their remuneration tied to performance
benchmarks, and the average across the globe is 44%.
Performance-based pay includes any arrangement where an element of the total
remuneration package is tied to meeting performance targets and may include, profit
sharing, performance bonuses and sales commissions.
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INCIDENCE OF PERFORMANCE PAY (BY REGION)

The highest incidence of performance
pay is in the fast-growing economies
of the APAC region, with 59% of

Is any of your pay/compensation variable, such that a portion is dependent upon your
individual performance/productivity targets? (% Yes by Region)

respondents on some form of incentive
payments, compared with 39% in
EMEA and 36% in the Americas.
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INCIDENCE OF PERFORMANCE PAY (BY COUNTRY)

Globally, there is a broad spread in
the adoption of performance pay,
reflecting differing attitudes to work
and remuneration.

Is any of your pay/compensation variable, such that a portion is dependent upon your
individual performance/productivity targets? (% Yes by Country)
75% 75% 75% 72% 70% 67% 63% 62% 55% 50% 48% 48% 47% 47% 45% 43% 40% 40% 38% 36% 36% 36% 36% 35% 32% 32% 30% 29% 26% 24% 21%

The highest incidence among survey
respondents is in the Asia Pacific region
and among newly emerging economies.
Respondents in China report a high
percentage of employees on variable
pay, but Indonesia, Thailand, Malaysia,
Russia, India, Singapore and Hong
Kong also have more than 60% of
respondents on performance pay.
The rate is 30% or less in Denmark,

Kelly Global Workforce Index™
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INCIDENCE OF PERFORMANCE PAY (BY GENERATION)

When asked to evaluate the pay/
compensation variable, a total of 75% of
respondents in China agree a portion of

Is any of your pay/compensation variable, such that a portion is dependent upon your
individual performance/productivity targets? (% Yes by Generation)

pay was dependent upon their individual
performance. More employees among
Gen X (77%) and Baby Boomers (75%)
receive variable pay, compared with just
73% among Gen Y.

CHINA TOTAL

GEN Y

GEN X

BABY BOOMERS

75%

73%

77%

75%

GLOBAL TOTAL

GEN Y

GEN X

BABY BOOMERS

44%

45%

48%

36%

The global figure in contrast, showed that
44% of respondents agree their pay/
compensation is variable. The results
surprisingly showed that more Gen X
(48%) and Gen Y (45%) receive variable
pay, compared with just 36% among
Baby Boomers.

Kelly Global Workforce Index™
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INCIDENCE OF PERFORMANCE PAY (BY SKILLSET)

In China, performance pay
predominates in a few key fields such as
Sales (85%), Science (83%), Healthcare
(81%) and Marketing (80%).

Is any of your pay/compensation variable, such that a portion is dependent upon your individual
performance/productivity targets? (% Yes by Professional/Technical employees)
China

Globally however, there was a slight
difference in incidence of performance in
skillset. Functions that most employees
agree they are on variable pay are Sales
(76%), Marketing (56%), IT (52%) and
Engineering (51%).

Global
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85%

Science

83%

Healthcare

81%

Marketing

80%

Engineering

76%

Finance/Accounting
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73%

Education

68%

Law

63%

Sales

76%

Marketing

56%

IT
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37%
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31%
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31%
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IMPACT OF PERFORMANCE PAY

Among those respondents not
receiving performance-based pay,
there is a strong view that they would

If not on performance pay, do you agree or disagree that you would perform at a higher level if your pay/
compensation was tied to your performance/productivity? (% Agree by Region)

perform at a higher level if they were
to switch to such an arrangement.
A total of 46% globally say they
would perform at a higher level on
performance pay, with the greatest

APAC

AMERICAS

EMEA

GLOBAL

56%

44%

41%

46%

attraction in APAC (56%), followed by
the Americas (44%) and EMEA (41%).
The findings suggest that many
workers are quite confident in their
ability to do their job well and
believe they could probably increase
their income if they were rewarded
according to performance.1

1

Respondents were asked to answer the question
on a scale from 1 to 5, where 1 = Strongly
Disagree, and 5 = Strongly Agree. Total responses
“Agreeing” were those rated 4 and 5.
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PREFERRED PAY OPTION

The changing attitudes to variable pay
arrangements are well reflected in the
responses received to the question on the
choice between pay for performance, and

If you were offered either pay for overtime work or pay for performance/productivity, which would you prefer? (% by Region)
GLOBAL

Pay for overtime work

pay for overtime.

36%

Pay for performance/productivity

57%

Other

In effect, employees were asked to
make a choice between the certainty

APAC

of additional pay for the extra

28%

hours they work, or the uncertainty

66%

of a reward based solely on their
performance and productivity.

AMERICAS

43%

Uniformly, across the globe, the majority

51%

of respondents chose the uncertainty of
performance pay, based on a confidence
that their effort and initiative will deliver a
better pay outcome than extra pay for

EMEA

37%

54%

overtime.
Globally, 57% of respondents opt for
the performance option, with APAC
the highest (66%) compared with
EMEA (54%) and the Americas (51%).

Kelly Global Workforce Index™
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PAY EQUITY (BY REGION)

There is a revealing glimpse into the
employee mindset arising out of the

To what degree do you agree or disagree that the pay/compensation you receive for your work is equitable? (% Agree by Region)

question as to whether employees believe
that their remuneration is equitable.
Perhaps surprisingly, fewer than half of
respondents (38%), globally, believe that

APAC

AMERICAS

EMEA

GLOBAL

43%

45%

32%

38%

they are paid a fair salary for the work
they perform.
The lowest ranking from an employee
perspective is in EMEA, where just
32% believe their pay is equitable,
compared with 43% in APAC and 45%
in the Americas.
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PAY EQUITY (BY SKILLSET)

Across various industries in the
workforce, the pay equity situation is

To what degree do you agree or disagree that the pay/compensation you receive for your work is equitable? (% Agree by Industry)

markedly different.
Globally, pay equity as perceived by

China

employees is highest in IT, Math and
Sales, where 43% believe their
compensation is equitable. The industries

Sales

50%

Science

50%

Healthcare

44%

Marketing

43%

Engineering

41%

Finance/Accounting

41%

IT

38%

Education

37%

Law

37%

IT

43%

pay, followed by Health Care (44%) and

Math

43%

Marketing (43%). The respondents from

Sales

43%

Engineering

42%

Finance/Accounting

41%

Marketing

41%

Security Clearance

38%

considered by respondents to be least
equitable are Education (31%), Health
Care (33%) and Science (35%).
However, in China, 50% from Sales and
Science agreed they received equitable

Law (37%), Education (37%) and IT (38%)
were the least equitable.
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SEC TION 2

FREEDOM TO ROAM – THE APPEAL OF TELECOMMUTING
As more flexible work practices have entered the labor market, telecommuting – working from
home or remotely – has become more widespread.

Kelly Global Workforce Index™
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TELECOMMUTING

More than a quarter of the
respondents (29%), globally, work
remotely for at least part of the working

Do you work from home or remotely? (% Yes by Region)
40%

week. By region, significantly more
respondents in APAC (37%) work
from home or remotely than in the
Americas (24%) and EMEA (23%).2
30%

20%

10%

APAC

2

Americas

EMEA

Global

Actual question: Currently, how many days per
week do you work from home or remotely?
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BENEFITS OF TELECOMMUTING

The decision to telecommute
represents a big change in the mode of
employment, so the benefits and costs

What are the advantages of working from home/remotely?
(% Working from home/remotely for a portion of the week. Multiple responses allowed)

need to be carefully weighed in the minds
of employers and employees.
The biggest advantage of telecommuting
identified by employees is the time saved

China

53%

commuting to and from work, and the

2%

26%

72%
46%

43%

Fewer interruptions,
resulting in greater
focus and
productivity

Work day may be
shorter, allowing
for more
free/personal
time

8%

related expenses, cited by 65% of
respondents globally, who work from
home or remotely for a portion of the
week.

Minimize time
commuting and related
expenses

Greater flexibility to
deal with any
unexpected
personal incidents

Other significant benefits are “fewer

Increased
motivation

Improved
communication
with manager/
colleagues

Other

interruptions” (47%) and “greater
flexibility” (45%).
47%

Similarly in China, employees agree the

Global

advantages of working from home are

5%

26%

65%
45%

31%

Greater flexibility to
deal with any
unexpected
personal incidents

Work day may be
shorter, allowing
for more
free/personal
time

13%

headed by "minimize time commuting
and related expenses (72%), "greater
flexibility" (53%) and "fewer interruptions"
(46%).
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DISADVANTAGES OF TELECOMMUTING

There are also disadvantages in
telecommuting. Chief among them are
“Lost opportunities for collaboration and

What are the disadvantages of working from home/remotely?
(% Working from home/remotely for a portion of the week. Multiple responses allowed)

networking on-site with colleagues/
management”, cited by 55% of
respondents globally.
72%

Other significant downsides are “Difficulty

16%

58%

37%
47%

China

26%
29%

1%

23%

separating ‘work’ life from ‘personal’
life/establish boundaries”, cited by 37%,
and “Reduced access to company
Lost opportunities for
collaboration and
networking on-site with
colleagues/management

information and involvement in team
activities”, (36%).

Reduced access
to company
information and
involvement in
team activities

In China specifically, up to 72% of

Difficulties
Reduced visibility,
Difficulty
communicatig
resulting in a
separating
with manager
“work” life from disadvantage in
or colleagues
terms of work
“personal”
assignments,
life/establish
performance
boundaries
evaluations, or
promotions

The
temptation to
work longer
hours or not
to take
regular breaks

Lack of
A feeling of
Other
isolation from motivation
on-site
colleagues/man
agement

respondents agree the biggest
55%

collaboration and networking on-site with
colleagues/

15%

37%

disadvantages are "lost opportunities for

34%
36%

29%
30%

2%

23%

Global

management". This was followed by
"reduced access to company information
and involvement in team activities" (58%)
and "difficulty separating 'work' life from
'personal' life/establish boundaries" (47%).
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SEC TION 3

HARNESSING THE CROWD
One of the more entrepreneurial applications of the internet for business has been the
phenomenon of crowdsourcing – where a business will turn to a global marketplace of individuals,
contractors and freelancers for a product or service. It relies on global reach and leverage to
attract the most competitive offer from a global audience.

Kelly Global Workforce Index™
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EXPERIENCE WITH “CROWDSOURCING”

To date, experience in crowdsourcing
is relatively low, with just 13% of

Have you had any work experience related to “crowdsourcing”? (% Yes by Region)

respondents having had direct work
experience with it. Involvement in APAC

40%

(16%) is somewhat higher than in the
Americas (12%) and EMEA (11%).

30%

20%

10%

APAC
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INTEREST IN “CROWDSOURCING”

While actual experience with
crowdsourcing is relatively low, there

To what degree would you be interested in completing “crowdsourcing” work? (% Interested by Region)

is a considerably higher level of
interest in becoming involved.

40%

One-third of respondents say they
would be interested in undertaking
crowdsourcing work, with the highest
level in APAC (34%) followed by EMEA
(33%) and the Americas (29%).3

30%

20%

10%

APAC
3

Americas

EMEA

Global

Respondents were asked to answer the question
on a scale from 1 to 5, where 1 = Not At All
Interested, and 5 = Very Interested. Total
responses “Interested” were those ranked 4 and 5.
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CONCLUSION

A SHIFTING BALANCE
The uptake of performance-based remuneration has developed
quickly and seems to be gaining converts in segments that were
previously skeptical or opposed.

The shift reflects a change in mindset as much

The change appears to have extended

as a change in work practices. Performance-

across regions, industries and generations,

based pay fundamentally alters the way

effectively breaking a longstanding mould.

employers and employees think about
issues of performance, effort and reward.

The flexibility this entails is also featuring

The prolonged economic downturn in

technologies to work remotely or at home,

many countries and a renewed focus

and in the way firms are tapping new global

on productivity have helped to better

sources of supply for business services.

in the way that employees utilise new

align business and employee goals. High
rates of unemployment in many markets
have also seen employees more ready
to accept an element of risk in their
pay in return for improved output.
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ABOUT THE KELLY GLOBAL WORKFORCE INDEX
The Kelly Global Workforce Index (KGWI) is an annual global survey revealing opinions
about work and the workplace. Approximately 122,000 people across the Americas, EMEA
and APAC regions responded to the survey. This survey was conducted online by RDA Group
on behalf of Kelly Services.
ABOUT KELLY SERVICES®
Kelly Services (NASDAQ: KELYA, KELYB) has maintained leadership position in workforce
solutions since 1946 based on a valuable premise: Investing in people. Serving clients around
the globe, Kelly provides employment to more than 560,000 employees annually. Kelly has
been active in the China market since 2007. The seven offices in Greater China provide
specialist mid to senior permanent recruitment and Recruitment Process Outsourcing.
Specializations in recruitment cover Accounting, Automotive, Banking & Finance, Chemical,
Consumer & FMCG, Healthcare & Life Science, Industrial & Manufacturing, Human Resources,
IT&T and other main industries.
An Equal Opportunity Employer © 2013 Kelly Services

kellyservices.cn
weibo.com/kellyservices
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