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      THE METRICS STANDARD 

INTRODUCTION TO WORKFORCE 
 

Workforce Is Who We Employ and the Makeup of the Workforce 

 
 

Demographic 
 

 

 Gender Mix 
 Age Mix 
 Ethnicity Mix 

Demographic measures relate to the 
personal characteristics that employees 
bring with them to the workplace. 

Structural 
 

 

 Job Types 
 Functional Mix 
 Managerial Levels 

Structural measures relate to the positions 
employees hold and the organizational 
structures that bind them together. 

Tenure 
 

 

 Tenure Mix 
 Average Tenure 

Tenure measures relate to employees’ 
length of service with the organization. 
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 Anatomy of a  

Measure Construction
Expresses the measure as a 
formula, using a “dot” convention 
with some formula inputs to 
convey a subset of a data item. 
Formulas used in measure profi les 
may take the form of rates, 
ratios, indexes, or compositions 
(breakdowns).

Interpretation
Provides context for the measure by translating 
the formula, describing the meaning of high or 
low results, and identifying its importance and 
relevance in human capital management.

Data Sourcing
Identifi es likely sources 
of the inputs required by 
the measure formula. In 
some cases, additional 
considerations or decision 
points for sourcing data 
inputs are discussed.
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Measure Profi le

Source: Corporate Leadership Council research.

Variations
Lists variations on the core measure, accomplished 
either by narrowing the scope of the measure or by 
changing an input of the formula.

Related Measures
Lists measures that are commonly linked 
with the measure to provide alternate 
perspectives on human capital issues.

Defi ning Targets
Offers suggestions as to what factors, 
context, and other measures should 
be considered when setting targets 
for a measure. Where appropriate, 
considerations are described for both 
absolute and relative targets.

Analysis Dimensions
Suggests dimensions for analysis of the 
measure beyond an organization-wide result, 
for better understanding of results drivers 
and better targeting of workforce populations 
for interventions to improve results.

Limitations
Describes the limitations of the measure, 
typically by describing what areas of the 
topic are not addressed or assumptions 
organizations make in interpreting results.

Measure Icons
Provides an at-a-glance summary of the measure’s content type (volume, cost, 
time, quality, satisfaction), the formula type (rate, ratio, index, composition), 
and the diffi culty of sourcing the data for or benchmarking the measure.
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Icons: Measure Description
Icons at the Top of Each Measure Profile Offer 

an At-A-Glance Summary of the Measure for Easy Assessment 
of Measure Content, Format, and Difficulty of Implementation

Content Type
Identifi cation of the process dimension 
tracked by the measure (may be more 
than one). This information can be 
used to develop measure sets for broad 
perspectives on human capital issues.

  Volume   Number of people or units with a characteristic, 
or occurrences of an event

  Cost  Organizational expenses, revenues, profi ts, or value

  Time   Process cycle time, volume of time invested, 
or timeliness of events

  Quality  Performance of people, processes, or systems

  Satisfaction   Participants’ subjective perceptions of a process, 
program, or experience

Formula Type
Identifi cation of the type of formula used 
for the measure. This information can be 
used to ensure diversity of formula types 
among tracked measures if desired.

  Rate   Proportion of one or more parts to a whole of 100%

  Ratio  One number relative to another, often expressed 
as a reduced fraction

  Composition  Breakdown of a whole into its parts, showing the number 
or percentage allocated to each

  Index  Weighted combination of disparate data into one number 
relative to a scale or anchor

For interpretation of measure results, users should fi rst understand what is measured by the formula (content 
type) and how the formula presents that content (formula type). The icons presented for each Measure Profi le, 
particularly those for content type, can also be helpful for executives selecting groups of metrics around business 
issues. When selecting metrics to assess leadership development, for example, an organization is likely to form a 
holistic perspective that incorporates measures of volume, quality, cost, and satisfaction, rather than measures 
focused exclusively on quality or volume.

A+
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Benchmarking Rating
Ratings of the diffi culty of developing 
relevant benchmark data 
in most situations.

Benchmarking—Easy (Bench-E)
Relevant benchmark data is easy to develop, typically because data is readily accessible 
and data processing is easily made standard.

Benchmarking—Medium (Bench-M)
Relevant benchmark data is more diffi cult to develop, either because data is less accessible 
or because organizations do not often track the data consistently. Benchmarking is likely 
to require a reasonably signifi cant auditing effort to ensure consistency.

Benchmarking—Hard (Bench-H)
Relevant benchmark data is extremely diffi cult to develop, due to the unavailability 
of data or the highly organization-specifi c nature of the data. Survey data can overcome 
this challenge if benchmarked against organizations taking the same survey.

Data Rating
Ratings of the relative diffi culty of 
sourcing the data from within a typical 
organization’s systems. These ratings 
can provide an indication of ease of 
implementation of a measure.

Data—Easy (Data-E)
Data is easily sourced at most organizations.

Data—Medium (Data-M)
Data is more diffi cult to source, either because many organizations do not track this type 
of data or because the data are more diffi cult to isolate or defi ne from existing sources.

Data—Hard (Data-H)
Data is extremely diffi cult to source, either because the data are rarely tracked 
by organizations or because data are nearly impossible to isolate or defi ne from 
existing sources.

Icons: Ease of Implementation
Icons at the Top of Each Measure Profile Offer 

an At-a-Glance Summary of the Measure for Easy Assessment 
of Measure Content, Format, and Difficulty of Implementation

Another common consideration in organizations’ measure selection efforts is the ease or diffi culty of putting a 
measure into practice for reporting and monitoring. Each Measure Profi le presents a Benchmarking Rating to alert 
users as to the likelihood of obtaining reliable benchmark data for a particular measure. The profi les also contain a 
Data Rating for ease of sourcing based on experience in implementing relevant data sources and formula inputs for 
members. Actual ease of implementation for data sourcing will depend entirely on an organization’s own systems, 
data defi nitions, and data entry practices.
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422      THE METRICS STANDARD 

 

AGE STAFFING BREAKDOWN 

Application This measure will be most useful for organizations that expect to experience 
significant knowledge drain from retirements in future periods or those that believe 
their labor flow dynamics are changing the age composition of their workforce. 

Description Distribution of headcount by age at the end of reporting period. 

Formula End of Period Headcount.[Age] / End of Period Headcount * 100 

Interpretation 

 

Age Staffing Breakdown indicates the percentages of the workforce that fall within 
various age groupings. Graphically, the data are presented as a percentage of the 
total workforce, i.e., a stacked bar graph. 
 
Organizations are generally interested in the age profile of their workforces for three 
significant reasons. First, employee preferences and behaviors tend to vary with age. 
For example, the benefits desired by 25-year-old employees are likely to differ from 
those valued by 45-year-olds. The reasons that employees enter and leave an 
organization are also likely to differ across age groups. Given these variances, it is 
important for an organization to understand how its employment offer appeals to 
employees at various ages and what behaviors are likely from various age groups. 
 
Second, experience levels are likely to vary with age, either industry-specific 
experience or professional working experience. While age is certainly not a predictor 
of performance, the experience levels of various age groups may necessitate 
different development strategies. Employers with very young workforces may focus 
development on basic professional skills or basic managerial development, while 
those with more experienced workforces may focus development energies on 
emerging technologies, high-level managerial skills, or other areas. Recruiting 
practices are also likely to differ based on the age profile of existing employees  
and new hires, helping to determine whether recruiting efforts are focused on college 
recruiting programs, industry networking, etc. 
 
Third, organizations must understand their age profiles to gauge potential exposure 
to retirement costs and knowledge drain from employees nearing retirement age.  
The United States especially faces a future labor shortage created by the impending 
retirement of the baby boomer population. Organizations must understand their 
potential for loss of knowledge and experience through a baby boomer retirement 
wave and plan in advance for the back-filling of those retirements. 
 
Age Staffing Breakdown, while somewhat more complex than the other measures 
related to age, provides the most detailed view of age across the organization by 
indicating the relative percentage of all age groups in the workforce. 

Data Sourcing Organizations typically calculate age of employees based on their date of birth,  
as captured in a personal data table in an HRIS. 
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Composition Volume Bench-E Data-E 

Considerations  

Analysis 
 

Employers may find it useful to analyze Age Staffing 
Breakdown by various organizational groups and units 
to understand differing employee preferences among 
those groups and to understand any potential retiree 
knowledge loss issues in key areas. Dimensions for 
such analysis may include organizational unit, job 
function, geography, job title, job family, managerial 
level, and employment level. 

 

Limitations 
 

Age Staffing Breakdown does not indicate the age 
profile of those leaving and entering the organization;  
it indicates only the resulting age composition of the 
workforce. The measure does not provide information 
about the cost of past or future retirements to the 
organization, and it does not directly indicate the skill, 
knowledge, or tenure levels of employees in various age 
groups. Any interventions designed to address an 
organization’s age profile must not have a 
discriminatory impact on protected age groups. 

Targets As this measure is a breakdown measure, any targets would need to be set for the individual 
components of the breakdown. Generally, many organizations desire to target a relatively even age 
distribution that is not very heavily weighted toward any one age group. However, any targets must 
be set with care to avoid creating any discriminatory impact on protected age classes. 

 

 

Variations Related Measures 

• Age Staffing Breakdown—Customer Facing 
• Age Staffing Breakdown—Exempt 
• Age Staffing Breakdown—High Performers 
• Age Staffing Breakdown—High Potential 
• Age Staffing Breakdown—Managers 
• Age Staffing Breakdown—Non-Exempt 
• Age Staffing Breakdown—Revenue Generating 
• Age Staffing Breakdown—Successors 

 
 

 

• Average Workforce Age 
• Benefits Satisfaction Index 
• Educational Attainment Breakdown 
• Employee Engagement Index 
• External Hire Rate 
• Organization Tenure Staffing Breakdown 
• Successor Pool Coverage 
• Termination Rate 
• Training Course Content Breakdown 
 

 
 

Source: Corporate Leadership Council research. 
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AVERAGE WORKFORCE AGE 

Application This measure will be most useful for organizations that expect to experience 
significant knowledge drain from retirements in future periods or those that believe 
their labor flow dynamics are changing the age composition of their workforce. 

Description The average age of the workforce at the end of the reporting period. 

Formula Total Workforce Age / End of Period Headcount 

Interpretation 

 

Average Workforce Age indicates the arithmetic mean of ages across the entire 
workforce. This measure thus provides not a distribution of ages but a single number 
by which an employer can quickly gauge the age of its workforce. 
 
Organizations are generally interested in the age profile of their workforces for three 
significant reasons. First, employee preferences and behaviors tend to vary with age. 
For example, the benefits desired by workforces with average ages of 30 versus 45 
are likely to differ. The reasons that employees enter and leave an organization are 
also likely to differ across age groups. Given these variances, it is important for an 
organization to understand how its employment offer appeals to employees at 
various ages and what behaviors are likely from the workforce given its average age. 
 
Second, experience levels are likely to vary with age, either industry-specific 
experience or professional working experience. While age is certainly not a predictor 
of performance, the experience levels of various age groups may necessitate 
different development strategies. Employers with a very young average age may 
focus development on basic professional skills or basic managerial development, 
while those with higher average ages may focus development energies on emerging 
technologies, high-level managerial skills, or other areas. Recruiting practices are 
also likely to differ based on the age profile of existing employees and new hires, 
helping to determine whether recruiting efforts are focused on college recruiting 
programs, industry networking, etc. 
 
Third, organizations must understand their age profiles to gauge potential exposure 
to retirement costs and knowledge drain from employees nearing retirement age.  
The Unites States especially faces a future labor shortage created by the impending 
retirement of the baby boomer population. Organizations must understand their 
potential for loss of knowledge and experience through a baby boomer retirement 
wave and plan in advance for the back-filling of those retirements. 
 
As compared to other metrics related to age, Average Workforce Age provides  
a single number to represent the entire workforce, which offers simplicity for 
communication of results. However, it does not indicate the dispersion of ages 
around the average, which is an important limitation of this measure. 

Data Sourcing Organizations typically calculate age of employees based on their date of birth,  
as captured in a personal data table in an HRIS. 
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Ratio Volume Bench-E Data-E 

Considerations  

Analysis 
 

Employers may find it useful to analyze Average 
Workforce Age by various organizational groups and 
units to understand differing employee preferences 
among those groups and to understand any potential 
retiree knowledge loss issues in key areas. 
Dimensions for such analysis may include 
organizational unit, job function, geography, job title, 
job family, managerial level, and employment level. 

 

Limitations 
 

Average Workforce Age does not indicate the dispersion 
of ages around the mean; it provides only a single 
number to represent workforce age. It does not indicate 
the age profile of those leaving and entering the 
organization. The measure does not provide information 
about the cost of past or future retirements to the 
organization, and it does not directly indicate the skill, 
knowledge, or tenure levels of employees in various age 
groups. Any interventions designed to address an 
organization’s age profile must not have a 
discriminatory impact on protected age groups. 

Targets Organizations are likely to target results for Average Workforce Age at the median of a relevant 
benchmark group of industry or talent competitors. At the median, it is assumed, the organization  
is not likely to be significantly more susceptible than competitors to the inexperience of very young 
workers or the retirement costs or “brain drains” associated with older workers. However, any 
targets must be set with care to avoid creating any discriminatory impact on protected age classes. 

 

 

Variations Related Measures 

• Average Workforce Age—Customer Facing 
• Average Workforce Age—Exempt 
• Average Workforce Age—High Performers 
• Average Workforce Age—High Potential 
• Average Workforce Age—Managers 
• Average Workforce Age—Non-Exempt 
• Average Workforce Age—Revenue Generating 
• Average Workforce Age—Successors 

 
 

 

• Age Staffing Breakdown 
• Benefits Satisfaction Index 
• Educational Attainment Breakdown 
• Employee Engagement Index 
• External Hire Rate 
• Organization Tenure Staffing Breakdown 
• Successor Pool Coverage 
• Termination Rate 
• Training Course Content Breakdown 
 

 
Source: Corporate Leadership Council research. 
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ETHNIC BACKGROUND STAFFING BREAKDOWN 

Application This measure will be most useful for organizations that track the ethnic diversity  
of their workforce. 

Description Distribution of headcount by ethnic background at the end of reporting period. 

Formula End of Period Headcount.[Ethnic Background] / End of Period Headcount * 100 

Interpretation 

 

Ethnic Background Staffing Breakdown indicates the percentages of the workforce 
represented by various ethnic groupings. Graphically, the data are presented as a 
percentage of the total workforce, i.e., a stacked bar graph. 
 
This measure enables an organization to monitor the ethnic balance of its workforce, 
to promote diversity among staff, and to help ensure the lack of bias in the 
workplace. The human resources function can play a critical role in guiding line 
managers to hire and retain the best available mix of high-performing employees 
regardless of ethnicity. HR can also help ensure respect for diversity through 
employee training initiatives, enforcement of diversity-sensitive work environment 
policies, and adherence to established grievance procedures. 
 
In addition to ethnic staffing mix, organizations tracking workforce diversity are 
likely to also monitor the hiring and turnover trends among ethnic groups to 
understand which units or functions within the organization may have difficulty 
attracting or retaining a particular ethnicity. To achieve a targeted ethnic 
composition in certain functions or areas, then, organizations may consider 
implementing ethnicity-specific attraction and retention strategies or mentoring 
programs, taking into account any established differences in benefits or other 
preferences among employees. 
 
Though Staffing Rate—Minority provides similar information, Ethnic Background 
Staffing Breakdown will be more useful to organizations that wish to view the 
percentage composition of each ethnicity individually. 

Data Sourcing Organizations typically source ethnicity from a personal data table within an HRIS. 
The accuracy of this measure will depend on the accuracy of self-identification or 
other identification methods used to capture this data. Note that in some countries it 
may not be lawful to report such information. Refer to local regulations and consult 
with legal counsel as appropriate. 
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Composition Bench-E Data-E 

 

Considerations  

Analysis 
 

Employers may find it useful to analyze ethnic 
composition by business unit, job function, and EEO 
job category to help assess any variations or gaps that 
might exist within organizational subsegments and to 
assist with regulatory reporting. Organizations may 
also analyze ethnicity by location and job family to 
determine the extent to which its ethnic composition 
mirrors the local labor market. Viewing breakdowns 
by hierarchical level and promotion rates can also  
help detect any “glass ceilings” that might exist. 

Limitations 
 

Ethnic Background Staffing Breakdown does not, 
without further analysis, indicate how the organization’s 
ethnic mix compares with that of the labor market for 
relevant locations and positions. While this measure 
may help to identify ethnic imbalances in the workforce, 
it will not by itself explain why such imbalances exist. 
Analysis of hiring, internal movement, termination, 
compensation, and other patterns and behaviors would 
be necessary to understand any root causes for different 
behaviors among ethnicities. 

Targets As this measure is a breakdown measure, any targets would need to be set for the individual 
components of the breakdown. Most organizations target an ethnic mix that is comparable to the 
labor market(s) from which employees are sourced, by geographical area as well as by trade or skill 
area. When compared to a relevant benchmark group, organizations typically target the median,  
so as not to differ widely from the practices and environments of talent or industry competitors. 
Any interventions designed to address an organization’s ethnic profile must not have a 
discriminatory impact on protected groups. 
 
In addition, some employers may also target a workforce composition that is representative of its 
potential customer base—to demonstrate a true valuing of the market segment and to leverage the 
knowledge of employees on how best to serve targeted market segments. 

 
Variations Related Measures 

• Ethnic Background Staffing Breakdown—
Customer Facing 

• Ethnic Background Staffing Breakdown—
Executives 

• Ethnic Background Staffing Breakdown—
Exempt 

• Ethnic Background Staffing Breakdown—
High Potential 

• Ethnic Background Staffing Breakdown—
Managers 

• Ethnic Background Staffing Breakdown—
Non-Exempt 

• Ethnic Background Staffing Breakdown—
Successors 

 

 

• Employee Engagement Index—Minority 
(variation) 

• Grievance Rate 
• Net Hire Ratio—Minority (variation) 
• Performance Rating Distribution 
• Performance-Based Pay Differential—Minority 

(variation) 
• Promotion Rate—Minority (variation) 
• Promotion Speed Ratio—Minority (variation) 
• Staffing Rate—Managerial 
• Staffing Rate—Minority 
• Voluntary Termination Rate—Minority (variation) 

 

Source: Corporate Leadership Council research. 
  



428      THE METRICS STANDARD 

GENDER STAFFING BREAKDOWN 

Application This measure will be most useful for organizations that track the gender diversity  
of their workforce. 

Description Distribution of headcount by gender at the end of reporting period. 

Formula End of Period Headcount.[Gender] / End of Period Headcount * 100 

Interpretation 

 

Gender Staffing Breakdown indicates the percentages of the workforce represented 
by each gender. Graphically, the data are presented as a percentage of the total 
workforce, i.e., a stacked bar graph. 
 
This measure enables an organization to monitor the gender balance of its 
workforce, to promote diversity among staff, and to help ensure the lack of gender 
bias in the workplace. The human resources function can play a critical role in 
guiding line managers to hire and retain the best available mix of high-performing 
employees regardless of gender. HR can also help ensure respect for diversity 
through employee training initiatives, enforcement of diversity-sensitive work 
environment policies, and adherence to established grievance procedures. 
 
In addition to gender staffing mix, organizations tracking workforce diversity are 
likely to also monitor the hiring and turnover trends among males and females to 
understand which units or functions within the organization may have difficulty 
attracting or retaining a particular gender. To achieve a targeted gender composition 
in certain functions or areas, then, organizations may consider implementing gender-
specific attraction and retention strategies, taking into account any established 
differences in benefits or other preferences among employees. 
 
Though Staffing Rate—Female provides very similar information, Gender Staffing 
Breakdown will be more useful to organizations that wish to view the percentage 
composition of both genders at once. 
 
 
 
 
 
 
 
 

Data Sourcing Organizations typically source gender from a personal data table within an HRIS. 
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Composition Volume Bench-E Data-E 

Considerations  

Analysis 
 

Employers may find it useful to analyze gender 
composition by business unit and job function to help 
assess any variations or gaps that might exist within 
organizational subsegments. Organizations may also 
analyze gender by location and job family to 
determine the extent to which its gender composition 
mirrors the local labor market. Viewing gender 
breakdowns by hierarchical level and promotion rates 
can also help detect any “glass ceilings” that might 
exist. 

Limitations 
 

Gender Staffing Breakdown does not, without further 
analysis, indicate how the organization’s gender mix 
compares with that of the labor market for relevant 
locations and positions. While this measure may help to 
identify gender imbalances in the workforce, it will not 
by itself explain why such imbalances exist. Analysis of 
hiring, internal movement, termination, compensation, 
and other patterns and behaviors would be necessary to 
understand any root causes for different behaviors 
between males and females. 

Targets As this measure is a breakdown measure, any targets would need to be set for the individual 
components of the breakdown. Most organizations target a gender mix that is comparable to the 
labor market(s) from which employees are sourced, by geographical area as well as by trade or skill 
area. When compared to a relevant benchmark group, organizations typically target the median, so 
as not to differ widely from the practices and environments of talent or industry competitors. Any 
interventions designed to address an organization’s gender profile must not have a discriminatory 
impact on protected groups. 

 

 

Variations Related Measures 

• Gender Staffing Breakdown—Customer Facing 
• Gender Staffing Breakdown—Executives 
• Gender Staffing Breakdown—Exempt 
• Gender Staffing Breakdown—High Potential 
• Gender Staffing Breakdown—Managers 
• Gender Staffing Breakdown—Non-Exempt 
• Gender Staffing Breakdown—Successors 

 
 

 

• Employee Engagement Index—Female (variation) 
• Grievance Rate 
• Net Hire Ratio—Female (variation) 
• Performance Rating Distribution 
• Performance-Based Pay Differential—Female 

(variation) 
• Promotion Rate—Female (variation) 
• Promotion Speed Ratio—Female (variation) 
• Staffing Rate—Female 
• Staffing Rate—Managerial 
• Voluntary Termination Rate—Female (variation) 

 

Source: Corporate Leadership Council research. 
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STAFFING RATE—50+ YEARS OLD 

Application This measure will be most useful for organizations that have a moderate or heavy 
proportion of employees nearing retirement age in their workforces, either within  
the organization as a whole or within key functions or skill groups. This measure 
will also be useful to organizations that carry heavy retirement cost burdens in 
defined benefit, retiree medical, or other benefit plans. 

Description Percentage of employees at the end of the period that are 50 years old or older. 

Formula End of Period Headcount.50+ Age / End of Period Headcount * 100 

Interpretation 

 

Staffing Rate—50+ Years Old indicates the percentage of the organization’s 
employees who are 50 years of age or older. A result of 20% means that one out of 
every five employees is age 50 or older. 
 
Organizations can use this measure to help understand their potential exposure from 
employees nearing retirement age. The United States especially faces a future labor 
shortage created by the impending retirement of the baby boomer population. This 
retirement wave over the next 10 to 15 years is likely to bring with it significant 
retirement costs, such as payments on defined benefits plans and retiree medical 
coverage. It is also likely to cause a drain of important knowledge, skill, and 
experience held by older workers. Organizations must understand this knowledge 
drain exposure to best plan in advance for the back-filling of those retirements. 
 
This measure should also be considered in conjunction with an analysis of the 
organization’s leadership ranks and succession pool. Because managers and 
executives tend to be older than other employees, the leadership strength of an 
organization may be especially susceptible to retirement drains. 
 
Other metrics are also available to measure the age of the workforce, including Age 
Staffing Breakdown and Average Workforce Age. Age Staffing Breakdown would 
also reveal the percentage of the workforce 50 and older through components of the 
breakdown. However, Staffing Rate—50+ Years Old is best suited among these 
three measures to specifically and simply measure retirement exposure by totaling 
all age groups 50 and older and indicating that result in a single percentage. 

Data Sourcing Organizations typically calculate age of employees based on their date of birth,  
as captured in a personal data table in an HRIS. 
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Rate Volume Bench-E Data-E 

Considerations  

Analysis 
 

Employers may wish to further break down the 50+ 
age grouping to assess the proportion of employees 
within one year, three years, five years, etc., of normal 
retirement age. Additionally, employers are likely 
 to analyze this measure by managerial level, 
organizational unit, organization tenure, job function, 
job family, and other analysis dimensions to identify 
pockets within the organization that are most 
susceptible to negative impact of a large wave of 
retirements. 

Limitations 
 

Staffing Rate—50+ Years Old does not indicate the age 
profile of those leaving and entering the organization;  
it indicates only the relative level in the workforce of 
older workers. It does not indicate the average 
retirement age or the number of years until retirement 
for 50+ employees. Also, the measure does not provide 
information about the cost of past or future retirements 
to the organization, and it does not directly indicate the 
skill, knowledge, or tenure levels of employees in the 
50+ age group. Any interventions designed to address  
an organization’s age profile must not have a 
discriminatory impact on protected age groups. 

Targets Organizations are likely to target results for Staffing Rate—50+ Years Old at the median of a 
relevant benchmark group of industry or talent competitors. At the median, it is assumed, the 
organization is not likely to be significantly more susceptible to retirement costs or “brain drains” 
than competitors. However, any targets must be set with care to avoid creating any discriminatory 
impact on protected age classes. 

 

 

Variations Related Measures 

• Staffing Rate—50+ Years Old—Customer Facing 
• Staffing Rate—50+ Years Old—Executives 
• Staffing Rate—50+ Years Old—Exempt 
• Staffing Rate—50+ Years Old—High Performers 
• Staffing Rate—50+ Years Old—High Potential 
• Staffing Rate—50+ Years Old—Managers 
• Staffing Rate—50+ Years Old—Non-Exempt 
• Staffing Rate—50+ Years Old—Revenue 

Generating 
• Staffing Rate—50+ Years Old—Successors 

 
 
 

 

• Age Staffing Breakdown 
• Average Workforce Age 
• Employee Engagement Index 
• External Hire Rate 
• Manager Instability Rate 
• Organization Tenure Staffing Breakdown 
• Positions Without Ready Candidates Rate 
• Successor Pool Coverage 
• Termination Rate 
• Termination Reason Breakdown 
• Voluntary Termination Rate 

 

Source: Corporate Leadership Council research. 
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STAFFING RATE—DISABILITY 

Application This measure will be most useful for organizations that are able to track disability 
characteristics among the workforce. 

Description Percentage of employees at the end of the period who have disabilities. 

Formula End of Period Headcount.Disability / End of Period Headcount * 100 

Interpretation 

 

Staffing Rate—Disability indicates the percentage of the organization's employees 
that identify themselves as having a disability. A result of 1% means that 1 of every 
100 employees identifies as having a disability. 
 
Having a staffing profile that reflects the profile of the general working population 
helps to ensure that an organization is hiring and retaining the best employee for any 
job, using employment practices based on merit rather than irrelevant criteria such as 
disability status. Organizations might use this measure to gauge the effectiveness of 
EEO/Equity strategies and to guide actions around attraction, retention, and 
accommodation of disabled employees. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Data Sourcing Organizations typically source disability status from a personal data table within  
an HRIS. The accuracy of this measure will depend on the accuracy of  
self-identification or other identification methods used to capture this data. Note that 
in some countries it may not be lawful to report such information. Refer to local 
regulations and consult with legal counsel as appropriate. 
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Rate Volume Bench-M Data-M 

Considerations  

Analysis 
 

This measure is most useful when combined with an 
external analysis of the disability profile of relevant 
labor markets. Additional analysis of the various types 
of disabilities represented in the workforce may also 
inform an employer’s investment in accommodations 
for those disabilities and relevant employee benefit 
programs. 

Limitations 
 

Staffing Rate—Disability does not, without further 
analysis, indicate how the organization’s abilities mix 
compares with that of the labor market for relevant 
locations. While this measure may help identify 
imbalances in the workforce, it will not by itself explain 
why such imbalances exist. Analysis of hiring, internal 
movement, termination, compensation, and other 
patterns and behaviors would be necessary to understand 
any root causes for different behaviors among disability 
statuses. 

Targets Most organizations target a disability staffing profile that is comparable to the labor market(s) from 
which employees are sourced, by geographical area as well as by trade or skill area. When 
compared to a relevant benchmark group, organizations typically target the median, so as not to 
differ widely from the practices and environments of talent or industry competitors.  
Any interventions designed to address an organization’s disability profile must not have  
a discriminatory impact on protected groups. 

 

 

Variations Related Measures 

• Staffing Rate—Disability—Corporate 
• Staffing Rate—Disability—Exempt 
• Staffing Rate—Disability—Field 
• Staffing Rate—Disability—Managers 
• Staffing Rate—Disability—Non-Exempt 

 

 

• Employee Engagement Index 
• Employment Brand Strength 
• HR Customer Satisfaction 
• New Hire Satisfaction with Recruiting 
• Termination Reason Breakdown 
 

 
 
 

Source: Corporate Leadership Council research. 
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STAFFING RATE—FEMALE 

Application This measure will be most useful for organizations that track the gender diversity  
of their workforce. 

Description Percentage of employees at the end of the period that are female. 

Formula End of Period Headcount.Female / End of Period Headcount * 100 

Interpretation 

 

Staffing Rate—Female indicates the percentage of the workforce represented by 
females. A result of 30% means that 30% of employees are female. 
 
This measure enables an organization to monitor the gender balance of its 
workforce, to promote diversity among staff, and to help ensure the lack of gender 
bias in the workplace. The human resources function can play a critical role in 
guiding line managers to hire and retain the best available mix of high-performing 
employees regardless of gender. HR can also help to ensure respect for diversity 
through employee training initiatives, enforcement of diversity-sensitive work 
environment policies, and adherence to established grievance procedures. 
 
In addition to gender staffing mix, organizations tracking workforce diversity are 
likely to also monitor the hiring and turnover trends among males and females to 
understand which units or functions within the organization may have difficulty 
attracting or retaining a particular gender. To achieve a targeted gender composition 
in certain functions or areas organizations may consider implementing gender-
specific attraction and retention strategies, taking into account any established 
differences in benefits or other preferences among employees. 
 
Though Gender Staffing Breakdown provides very similar information, Staffing 
Rate—Female will be more useful to organizations that wish to focus specifically on 
the representation of females in the workforce and communicate those results simply 
using one percentage figure rather than a breakdown measure showing both genders. 
 
 
 
 
 
 
 
 

Data Sourcing Organizations typically source gender from a personal data table within an HRIS. 
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Rate Volume Bench-E Data-E 

Considerations  

Analysis 
 

Employers may find it useful to analyze Staffing 
Rate—Female by business unit and job function to 
help assess any variations or gaps that might exist 
within organizational subsegments. Organizations 
may also analyze gender by location and job family to 
determine the extent to which its female composition 
mirrors the local labor market. Viewing female 
staffing rates by hierarchical level and promotion rates 
can also help detect any “glass ceilings” that might 
exist. 

Limitations 
 

Staffing Rate—Female does not, without further 
analysis, indicate how the organization’s gender mix 
compares with that of the labor market for relevant 
locations and positions. While this measure may help to 
identify gender imbalances in the workforce, it will not 
by itself explain why such imbalances exist. Analysis of 
hiring, internal movement, termination, compensation, 
and other patterns and behaviors would be necessary  
to understand any root causes for different behaviors 
between males and females. 

Targets Most organizations target a gender mix that is comparable to the labor market(s) from which 
employees are sourced, by geographical area, as well as by trade or skill area. When compared  
to a relevant benchmark group, organizations typically target the median, so as not to differ widely 
from the practices and environments of talent or industry competitors. Any interventions designed 
to address an organization’s gender profile must not have a discriminatory impact on protected 
groups. 

 

 

Variations Related Measures 

• Staffing Rate—Female—Customer Facing 
• Staffing Rate—Female—Executives 
• Staffing Rate—Female—Exempt 
• Staffing Rate—Female—High Potential 
• Staffing Rate—Female—Managers 
• Staffing Rate—Female—Non-Exempt 
• Staffing Rate—Female—Successors 

 
 
 

 

• Employee Engagement Index—Female (variation) 
• Gender Staffing Breakdown 
• Grievance Rate 
• Net Hire Ratio—Female (variation) 
• Performance Rating Distribution 
• Performance-Based Pay Differential—Female 

(variation) 
• Promotion Rate—Female (variation) 
• Promotion Speed Ratio—Female (variation) 
• Staffing Rate—Managerial 
• Voluntary Termination Rate—Female (variation) 

 

Source: Corporate Leadership Council research. 
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STAFFING RATE—MINORITY 

Application This measure will be most useful for organizations that strive for ethnic diversity of 
the workforce. 

Description Percentage of employees at the end of the period that represent ethnic minorities. 

Formula End of Period Headcount.Minority / End of Period Headcount * 100 

Interpretation 

 

Staffing Rate—Minority indicates the percentage of the workforce represented  
by ethnic minorities. A result of 30% means that 30% of employees are identified as 
part of an ethnic minority group (usually all non-Caucasian ethnic groups). 
 
This measure enables an organization to monitor the ethnic balance of its workforce, 
to promote diversity among staff, and to help ensure the lack of bias in the 
workplace. The human resources function can play a critical role in guiding line 
managers to hire and retain the best available mix of high-performing employees 
regardless of ethnicity. HR can also help to ensure respect for diversity through 
employee training initiatives, enforcement of diversity-sensitive work environment 
policies, and adherence to established grievance procedures. 
 
In addition to ethnic staffing mix, organizations tracking workforce diversity are 
likely to also monitor the hiring and turnover trends among ethnic groups to 
understand which units or functions within the organization may have difficulty 
attracting or retaining a particular ethnicity. To achieve a targeted ethnic 
composition in certain functions or areas, organizations may consider implementing 
ethnicity-specific attraction and retention strategies or mentoring programs, taking 
into account any established differences in benefits or other preferences among 
employees. 
 
Though Ethnic Background Staffing Breakdown provides very similar information, 
Staffing Rate—Minority will be more useful to organizations that wish to focus 
specifically on the representation of minorities in the workforce and communicate 
those results simply using one percentage figure rather than a breakdown measure 
showing all ethnicities individually. 
 
 
 
 
 

Data Sourcing Organizations typically source ethnicity from a personal data table within an HRIS. 
The accuracy of this measure will depend on the accuracy of self-identification or 
other identification methods used to capture this data. Note that in some countries it 
may not be lawful to report such information. Refer to local regulations and consult 
with legal counsel as appropriate. 
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Rate Volume Data-E Bench-E 

Considerations  

Analysis 
 

Employers may find it useful to analyze ethnic 
composition by business unit, job function, and EEO 
job category to help assess any variations or gaps that 
might exist within organizational subsegments and to 
assist with regulatory reporting. Organizations may 
also analyze ethnicity by location and job family to 
determine the extent to which their ethnic composition 
mirrors the local labor market. Viewing ethnicity by 
hierarchical level and promotion rates can also help 
detect any “glass ceilings” that might exist. 

Limitations 
 

Staffing Rate—Minority does not, without further 
analysis, indicate how the organization’s ethnic mix 
compares with that of the labor market for relevant 
locations and positions. While this measure may help to 
identify ethnic imbalances in the workforce, it will not 
by itself explain why such imbalances exist. Analysis of 
hiring, internal movement, termination, compensation, 
and other patterns and behaviors would be necessary to 
understand any root causes for different behaviors 
among ethnicities. 

Targets Most organizations target an ethnic mix that is comparable to the labor market(s) from which 
employees are sourced, by geographical area, as well as by trade or skill area. When compared to a 
relevant benchmark group, organizations typically target the median, so as not to differ widely 
from the practices and environments of talent or industry competitors. Any interventions designed 
to address an organization’s ethnic profile must not have a discriminatory impact on protected 
groups. 
 
In addition, some employers may also target a workforce composition that is representative of its 
potential customer base—to demonstrate a true valuing of the market segment and to leverage the 
knowledge of employees on how best to serve targeted market segments. 

 

 

Variations Related Measures 

• Staffing Rate—Minority—Customer Facing 
• Staffing Rate—Minority—Executives 
• Staffing Rate—Minority—Exempt 
• Staffing Rate—Minority—High Potential 
• Staffing Rate—Minority—Managers 
• Staffing Rate—Minority—Non-Exempt 
• Staffing Rate—Minority—Professional 
• Staffing Rate—Minority—Successors 

 
 

 

• Employee Engagement Index—Minority 
(variation) 

• Ethnic Background Staffing Breakdown 
• Grievance Rate 
• Net Hire Ratio—Minority (variation) 
• Performance Rating Distribution 
• Performance-Based Pay Differential—Minority 

(variation) 
• Promotion Rate—Minority (variation) 
• Promotion Speed Ratio—Minority (variation) 
• Staffing Rate—Managerial 
• Voluntary Termination Rate—Minority (variation) 
 

Source: Corporate Leadership Council research. 
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STAFFING RATE—MULTILINGUAL 

Application This measure will be most useful for organizations that have defined business 
strategies around communicating with customer segments in their native languages. 
This measure is also likely to be useful for multinational organizations intending to 
provide expatriate experiences for employees. 

Description Percentage of employees at the end of the period that speak more than one language. 

Formula End of Period Headcount.Multilingual / End of Period Headcount * 100 

Interpretation 

 

Staffing Rate—Multilingual indicates the percentage of the organization’s workforce 
that speaks more than one language. A result of 15% means that 15% of employees 
speak at least two languages. An organization may also create variations on this 
measure that relate to specific languages, e.g., Staffing Rate—Spanish Speaking. 
 
As language diversity among the general population intensifies, organizations 
increasingly find the need to communicate with customers in their native languages. 
Organizations can reach customers in these languages through both direct customer 
sales and service contact, as well as written communication through product design, 
collateral, and advertising. As a result of this customer need, many organizations 
have started to track employees’ language skills, especially within call centers, sales, 
marketing, and other customer-facing functions. 
 
Additionally, Staffing Rate—Multilingual may be useful to multinational 
organizations that provide expatriate assignments that benefit from language skills. 
For this purpose, results from this measure can be useful for tracking potential 
expatriate assignment candidates and identifying gaps in language needs within 
particular functions or job roles. 
 
Where organizations have sufficient employee skills in particular languages,  
they may wish to support employees with those skills through formal or informal 
conversation groups and language clubs. Such groups can help employees to 
maintain their language fluency and also feel an extra sense of belonging and 
engagement within the organization. 

Data Sourcing Organizations typically source language fluency from a personal data table within  
an HRIS or from a separately housed table related specifically to language. The 
accuracy of this measure will depend on the accuracy of self-identification or other 
identification methods used to capture this data. Some employees may hesitate  
to identify their language capabilities if they do not wish to be identified with a 
particular ethnic group. 
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Rate Volume Data-M Bench-M 

Considerations  

Analysis 
 

For the purpose of customer communication, this 
measure will be most helpful when analyzed by job 
functions that are directly customer facing or that 
develop products or material for customers. Similar 
analysis of the organization’s customer base will also 
be helpful. For the purposes of multinational 
expatriate programs, organizations may analyze by 
location, as well as by the job titles or job families  
that are most likely to participate in such programs. 
Additionally, an employer may wish to analyze 
language capabilities by language and by fluency level 
to more finely assess skill levels and put capabilities 
to use. 

Limitations 
 

Depending on how this measure is used by individual 
organizations, the measure may not distinguish between 
employees with conversational language abilities and 
those with true fluency in oral and written 
communication. Further analysis is required to 
understand which languages employee can speak and 
how that matches with the organization’s customer base. 

Targets Many organizations target their workforce language capabilities to mirror that of their customer 
base (both existing and desired customers). An employer’s language profile should also mirror  
that of relevant labor markets. If such information is not available, an employer will likely wish to 
target moving results to between the median and the 75th percentile of a comparable benchmark 
group, depending on the role language plays in its business strategy. 
 
Any interventions designed to address an organization’s language profile must not have a 
discriminatory impact on protected groups of employees or customers. 

 

 

Variations Related Measures 

• Staffing Rate—Multilingual—Contact Center 
• Staffing Rate—Multilingual—Customer Facing 
• Staffing Rate—Multilingual—Expatriates 
• Staffing Rate—Multilingual—Managers 
• Staffing Rate—Multilingual—Revenue 

Generating 
 

 

 

• Cross-Function Mobility 
• Cross-Geography Mobility 
• Educational Attainment Breakdown 
• Market Opportunity Index 
• New Products & Services Revenue per FTE 
• Operating Revenue per FTE 
• Staffing Rate—Customer Facing 
• Staffing Rate—Revenue Generating 
 

Source: Corporate Leadership Council research. 
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AVERAGE SPAN OF CONTROL 

Application This measure will be most useful for organizations that are experiencing rapid 
increases or decreases in workforce size or that are concerned about their 
hierarchical balance. 

Description Average number of direct reports for each supervisor. 

Formula Total Span of Control.All Supervisors / End of Period Headcount.Supervisors 

Interpretation 

 

Average Span of Control indicates the average number of direct reports of 
supervisors within the organization. A result of eight means that supervisors  
have an average of eight direct reports. 
 
A high result indicates a high number of direct reports for each supervisor.  
If supervisors become thinly stretched, employees may not receive sufficient 
coaching, development focus, and performance feedback. A very low span of 
control, on the other hand, may indicate organizational inefficiencies and excessive 
overhead. If low spans of control are accompanied by numerous hierarchical levels, 
this may also carry with it a high level of bureaucracy and slowness in reacting to 
market demands. 
 
Results for this measure tend to be higher in labor-intensive industries such as 
manufacturing, while results tend to be lower in professional industries such as 
financial services, information technology, and professional services. 

Data Sourcing Organizations typically identify supervisors and their direct reports through a 
supervisory organizational hierarchy, an HRIS field that identifies an employee’s 
direct manager, or a performance management system that documents reporting 
relationships. 
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Ratio Data-M Volume Bench-M 

Considerations  

Analysis 
 

Employers may find it helpful to analyze this measure 
across organizational units, functions, and geographies 
to understand differences in organizational norms 
around spans of control. It may also be helpful to 
analyze this measure by the level of supervisors to 
understand how spans of control change as 
supervisors move upward through the organization. 

Limitations 
 

Average Span of Control cannot indicate the quality of 
personnel management provided to employees or the 
stability of managers in their roles. This measure does 
not directly indicate the number of hierarchical levels in 
the organization or the nature of career paths leading to 
supervisory positions. Also, it does not measure the cost 
of operating under a particular hierarchical model or any 
operating inefficiencies that result from multilayered 
management structures. 

Targets Targets are likely to vary throughout various hierarchical levels of the organization. At the front 
lines, such as in call centers or on shop floors, supervisors may be able to effectively manage 10 to 
20 employees. However, in the seniormost ranks, organizations might target spans of control of just 
a few direct reports. The overall organizational target is then derived from aggregating targets at 
these various levels. 
 
Relative to a benchmark group of employers with similar organizational structures, many 
organizations will elect to target the median, representing an average result for span of control 
without unduly risking operational inefficiencies or inattention to employees. 

 

 

Variations Related Measures 

• Average Span of Control—Contact Center 
• Average Span of Control—Corporate 
• Average Span of Control—Executives 
• Average Span of Control—Field 
• Average Span of Control—High Performers 
• Average Span of Control—High Potential 
• Average Span of Control—LDP Participants 
• Average Span of Control—Low Performers 
• Average Span of Control—Revenue Generating 
• Average Span of Control—Successors 
• Average Span of Control—VP 

 

• Average Workforce Tenure—Managers 
(variation) 

• Cross-Functional Mobility—Managers 
• Employee Engagement Index 
• Employee Satisfaction with Leadership 
• Employment Brand Strength 
• LDP Prevalence Rate 
• Manager Instability Rate 
• Manager Quality Index 
• Positions Without Ready Candidates Rate 
• Staffing Rate—Managerial 
• Successor Pool Coverage 
• Upward Review Rate 
• Voluntary Termination Rate—Managers 

(variation) 
 

Source: Corporate Leadership Council research. 
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CUSTOMER-FACING TIME RATE 

Application This measure will be most useful for organizations for which direct customer 
interactions are a major driver of organizational performance or that employ a large 
proportion of customer-facing employees. 

Description Number of workdays devoted to customer-facing activities as a percentage of total 
workdays. 

Formula Workdays.Customer Facing / Workdays * 100 

Interpretation 

 

Customer-Facing Time Rate measures the percentage of total work time devoted to 
customer-facing activities. 
 
Given the prevailing focus on lean organizations and reducing overhead, many 
organizations use the extent to which employees are customer facing as an indicator 
of efficiency in organizational design. Organizations with this focus believe that the 
higher the results for this measure, the lower the proportion of “overhead” 
employees and thus the higher the overall efficiency of the workforce. 
 
Also, or perhaps alternatively, organizations may make a connection between a high 
Customer-Facing Time Rate and a healthy customer focus. This view implies that 
the more time employees spend touching customers directly, the more the 
organization is likely to incorporate customer needs and feedback into its customer 
service, product development, distribution strategies, and other practices. 
 
This measure is likely to be adopted by organizations with customer contact through 
multiple units of the organization in addition to a sales department, such as through 
contact centers, customer relations, consultants, underwriters, service 
representatives, etc. Organizations likely to have such structures include financial 
services, retail, professional services, and some technology and consumer product 
firms. 
 
This measure is similar to Staffing Rate—Customer Facing but views customer-
facing activities at a more granular level. An employee may be in a customer-facing 
role but only spend 10% of his or her time actually communicating with customers. 
This measure adopts a stricter view by analyzing percentage of time spent by any 
employee with customers. 

Data Sourcing Tracking this measure requires some degree of employee time tracking, whether 
approximated periodically by the employee (e.g., weekly, monthly), tracked in 
hourly timesheets, or by some other method. Customer-facing activities may either 
be flagged by the employee in a special field within a timesheet system, or the 
organization may derive customer-facing time by mapping certain activity codes  
as customer facing. 
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Rate Volume Bench-M Data-M 

Considerations  

Analysis 
 

Analysis of this measure by organization unit or 
location may be useful if an organization can compare 
similar product divisions or different locations 
offering the same products. Comparisons among 
diverse product lines may be less useful, as they are 
likely to require different levels of customer 
interaction. To understand how customer-facing time 
differs among employees in the same unit or location, 
organizations may wish to also analyze this measure 
by job family, pay grade, gender, tenure, language 
abilities, and performance rating. 

Limitations 
 

Customer-Facing Time Rate does not indicate how 
many employees interact with customers or the 
distribution of customer-facing time across employees. 
The measure is only an indirect measure of an 
organizational orientation toward efficiency and 
customer focus; it is possible for an organization to have 
a high Customer-Facing Time Rate but also have 
excessive overhead costs or poor customer focus. 

Targets An organization that is developing customer focus or customer-centric process design as a strategic 
differentiating characteristic may target moving results toward the 75th percentile among peers that 
traditionally have similar customer-facing models as the organization’s own industry. 

 

 

Variations Related Measures 

• Customer-Facing Time Rate—Contact Center 
• Customer-Facing Time Rate—Corporate 
• Customer-Facing Time Rate—Exempt 
• Customer-Facing Time Rate—Field 
• Customer-Facing Time Rate—High Tenure 
• Customer-Facing Time Rate—Low Tenure 
• Customer-Facing Time Rate—Managers 
• Customer-Facing Time Rate—Non-Exempt 
• Customer-Facing Time Rate—Revenue 

Generating 

 

• Average Workweek 
• Cross-Function Mobility 
• EEO Job Category Staffing Breakdown 
• Function Staffing Breakdown 
• New Products & Services Revenue per FTE 
• Operating Revenue per FTE 
• Return on Human Investment Ratio 
• Staffing Rate—Corporate 
• Staffing Rate—Customer Facing 
• Staffing Rate—Multilingual 
• Staffing Rate—Revenue Generating 
• Training Course Content Breakdown 
• Work Units per FTE 
 

Source: Corporate Leadership Council research. 
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EEO JOB CATEGORY STAFFING BREAKDOWN 

Application This measure will be most useful for organizations that have set goals around the job 
category mix of their workforce. This measure will also be especially helpful for 
organizations that cannot otherwise easily measure job families, levels, or functions. 

Description Distribution of headcount by EEO Job Category at the end of reporting period. 

Formula End of Period Headcount.[EEO Job Category] / End of Period Headcount * 100 

Interpretation 

 

EEO Job Category Staffing Breakdown provides the percentages of the workforce 
within each EEO job category for United States employers who report workforce 
figures to the Equal Employment Opportunity Commission. Graphically, the data are 
presented as a percentage of the total workforce, i.e., a stacked bar graph. 
 
For many employers, this measure represents a simple view of the composition of 
various hierarchical levels and skills among the workforce. Countries other than the 
United States may use similar conventions for variation measures (e.g., Canadian 
NOC codes). Within the EEO categories, many organizations are interested in their 
Officials and Managers population as an approximation of Staffing Rate—
Managerial. Organizations are also often interested in their level of Office and 
Clerical workers as an approximation of an hourly workforce and sometimes an 
approximation of hourly overhead positions. 
 
Employees in different job categories may have different expectations and goals 
regarding career paths, compensation and benefits, desired work environment, and 
other aspects of the organization’s employment offer. If an organization understands 
each population’s values regarding the employment brand, it can use this measure to 
inform the design of compensation and benefit programs, training programs, 
engagement strategies, and other HR programs and interventions. 
 
Some organizations may also wish to track EEO Job Category Staffing Breakdown 
to monitor the progress of initiatives designed to alter the basic makeup of the 
workforce. For example, an organization might aim to reduce the relative number of 
sales positions or increase the relative number of managerial positions in order to 
support its business strategy. 

Data Sourcing Organizations typically identify job categories in an EEO job category field within 
an HRIS job table. 
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Composition Volume Bench-E Data-E 

Considerations  

Analysis 
 

Mirroring the EEOC’s use of data, employers may 
find it helpful to analyze the gender and ethnic 
makeup of each job category to understand the impact 
of diversity efforts. It may also be useful to view job 
category composition by business unit, as diverse 
business lines may have vastly different job needs. 

Limitations 
 

Many organizations find that an analysis of job families, 
functions, or bands provides a clearer picture of 
organizational composition for decision-making 
purposes than does an analysis of EEO job categories. 
However, because these job categories are regulated, 
they are the most commonly available classifications 
and the most easily benchmarked within a country.  
This measure does not indicate the actual number of 
employees or the hiring and turnover trends within each 
job category, nor does it directly indicate the 
appropriateness of job category composition for an 
organization’s strategy. 

Targets As this is a breakdown measure, any targets would need to be set for the individual components of 
the breakdown. Any targets related to job categories would be highly dependent on industry norms 
and organizational strategy. For example, an employer aiming to automate many activities 
performed by clerical personnel may target moving results toward the 25th percentile for its Office 
and Clerical population. 

 

 

Variations Related Measures 

• EEO Job Category Staffing Breakdown—
Corporate 

• EEO Job Category Staffing Breakdown—
Female 

• EEO Job Category Staffing Breakdown—
Field 

• EEO Job Category Staffing Breakdown—
High Performer 

• EEO Job Category Staffing Breakdown—
High Potential 

• EEO Job Category Staffing Breakdown—
Minority 

• Job Family Staffing Breakdown 
• NOC Category Staffing Breakdown 
 

 

• Average Span of Control 
• Corporate Expense Rate 
• Cross-Function Mobility 
• Direct Compensation Expense per FTE 
• Function Staffing Breakdown 
• Internal Placement Rate 
• Organization Tenure Staffing Breakdown 
• Promotion Speed Ratio 
• Staffing Rate—Corporate 

Source: Corporate Leadership Council research. 
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EMPLOYEE OWNERSHIP RATE 

Application This measure will be most useful for organizations that allow employees to purchase 
equity in the company. It will be especially useful for companies that have 
established targets around levels of employee ownership or that have stated 
objectives around increasing employee equity ownership. 

Description Employees who own company equity as a percentage of total headcount at the end 
of the reporting period. 

Formula End of Period Headcount.Equity Owners / End of Period Headcount * 100 

Interpretation 

 

Employee Ownership Rate measures the portion of the workforce that owns equity 
in the company. A result of 20%, for example, means that 20% of employees own 
some portion of the company’s equity. 
 
In recent decades, employee ownership has been viewed as an important lever for 
driving a sense of engagement by employees in the profitability and success of the 
company. If employees have a personal financial stake in the stock price of the 
organization, many companies reason, they will be more likely to perform their job 
duties in a manner that tends to increase the stock price. Employee stock ownership 
plans, stock option bonuses, and other retirement and benefit plans have made equity 
ownership accessible to many employees.  
 
This measure serves to gauge the impact of such programs. It assesses the breadth of 
employee ownership across the workforce, not the depth of employee ownership.  
An Organization Effectiveness measure called Employee Stock Ownership 
Percentage tracks the depth of ownership by measuring the percentage of equity that 
is owned by employees. Employee Ownership Rate, on the other hand, looks solely 
at the percentage of the workforce that owns any level of equity, no matter how large 
or small. Both measures may be useful in assessing progress toward organizational 
goals for employee ownership. 

Data Sourcing Organizations might source stock ownership information from the data of third 
parties or plan administrators, if the company does not itself track which employees 
own equity. 
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Rate Volume Bench-E Data-E 

Considerations  

Analysis 
 

Employers may wish to analyze this measure by 
employee and organizational characteristics to 
understand among which populations equity 
ownership is most prevalent. Dimensions for such 
analysis may include tenure, age, performance rating, 
pay grade, employment level, employment type, 
function, job family, location, and organizational unit. 

Limitations 
 

This measure does not causally connect employee 
ownership to stock price or financial results, and it is not 
a direct measure of employee engagement in improving 
the business. Employee Ownership Rate is at best an 
indirect measure of engagement and connection to 
business drivers and could be supplemented by more 
direct measures of these characteristics. 

Targets Organizational targets for this measure will depend on the level of organizational emphasis on 
employee equity ownership. Companies that have stated objectives for a high level of employee 
ownership should target the 75th percentile of a benchmark group. Companies that do not have 
internal objectives to maximize ownership or do not make employee ownership widely available 
might target the median or lower of a benchmark group. 

 

 

Variations Related Measures 

• Employee Ownership Rate—Executives 
• Employee Ownership Rate—Exempt 
• Employee Ownership Rate—High Performer 
• Employee Ownership Rate—High Potential 
• Employee Ownership Rate—High Tenure 
• Employee Ownership Rate—Low Tenure 
• Employee Ownership Rate—Managers 
• Employee Ownership Rate—Non-Exempt 
• Employee Ownership Rate—Revenue Generating 

 

• Average Number of Options per Employee 
• Compensation Satisfaction Index 
• Employee Commitment Index 
• Employee Engagement Index 
• Employee Stock Ownership Percentage 
• Employment Brand Strength 
• Market Capitalization per FTE 
• Operating Profit per FTE 
• Organization Tenure Staffing Breakdown 
• Return on Human Investment Ratio 
• Stock Incentive Eligibility Rate 
• Total Compensation Expense per FTE 
 

 

Source: Corporate Leadership Council research. 
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EMPLOYMENT LEVEL STAFFING BREAKDOWN 

Application This measure will be most useful for organizations that are experiencing a shift over 
time, whether intentional or not, in the mix of exempt and non-exempt or salaried 
and hourly positions within the workforce. 

Description Distribution of headcount by employment level (e.g., exempt/nonexempt or 
salaried/hourly) at the end of reporting period. 

Formula End of Period Headcount.[Employment Level] / End of Period Headcount * 100 

Interpretation 

 

Employment Level Staffing Breakdown provides the percentages of the workforce 
within each employment level, typically exempt and non-exempt within a U.S. 
workforce (alternatively, salaried and hourly). Graphically, the data are presented as 
a percentage of the total workforce, i.e., a stacked bar graph. 
 
Exempt and non-exempt (or salaried and hourly) workforces often have different 
expectations and goals regarding career paths, compensation and benefits, desired 
work environment, and other aspects of the organization’s employment offer. If an 
organization understands each population’s values regarding the employment brand, 
it can use Employment Level Staffing Breakdown to inform the design of 
compensation and benefit programs, training programs, engagement strategies, and 
other HR programs and interventions. 
 
Some organizations may also wish to track Employment Level Staffing Breakdown 
to monitor the progress of initiatives designed to alter the basic makeup of the 
workforce. For example, an organization aiming to reduce the number of clerical 
positions and increase the number of highly skilled positions in order to support its 
business strategy may expect employment level composition to shift in favor of 
exempt, or salaried, positions. 

Data Sourcing Organizations typically flag employment level in a job-related HRIS table. In the 
United States, all jobs must be classified as exempt or non-exempt (to comply with 
overtime pay regulations). In addition, or as an alternative outside the United States, 
employees may be classified as receiving salaried or hourly wages to characterize 
employment level. 
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Composition Volume Bench-E Data-E 

Considerations  

Analysis 
 

Within the broad classifications of exempt/nonexempt 
or salaried/hourly, many opportunities for more 
granular workforce analysis exist. Job families or pay 
bands, as subsets of employment level, might provide 
a richer analysis for program design and decision 
making. 

Limitations 
 

While Employment Level Staffing Breakdown provides 
a snapshot view of workforce composition, it does not 
indicate the actual number of employees or the hiring 
and turnover trends within each level. Also, it does not 
directly indicate the appropriateness of level 
composition for an organization’s strategy, nor does it 
indicate the level of skill or performance for each 
employment level. 

Targets As this is a breakdown measure, any targets would need to be set for the individual components of 
the breakdown. Any targets related to employment level would be highly dependent on industry 
norms and organizational strategy. For example, an employer with a workforce already weighted 
toward non-exempt employees that is also trying to eliminate managerial levels may target moving 
results toward the 25th percentile for its exempt population. 

 

 

Variations Related Measures 

• Employment Level Staffing Breakdown—
Corporate 

• Employment Level Staffing Breakdown—
Female 

• Employment Level Staffing Breakdown—
Field 

• Employment Level Staffing Breakdown—
High Performer 

• Employment Level Staffing Breakdown—
High Potential 

• Employment Level Staffing Breakdown—
High Tenure 

• Employment Level Staffing Breakdown—
Low Performer 

• Employment Level Staffing Breakdown—
Low Tenure 

• Employment Level Staffing Breakdown—
Minority 

 

 

• Bonus Eligibility Rate 
• Customer-Facing Time Rate 
• EEO Job Category Staffing Breakdown 
• Function Staffing Breakdown 
• Internal Placement Rate 
• Organization Tenure Staffing Breakdown 
• Overtime Rate 
• Return on Human Investment Ratio 
• Staffing Rate—Corporate 
• Staffing Rate—Customer Facing 
• Total Compensation Expense per FTE 
• Training Course Content Breakdown 

Source: Corporate Leadership Council research. 
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FUNCTION STAFFING BREAKDOWN 

Application This measure will be most useful for organizations that rely on key functional areas 
to achieve organizational strategy or that have identified skill/functional areas that 
are “at risk” for talent poaching or for labor market shortages. 

Description Distribution of headcount by function at the end of the reporting period. 

Formula End of Period Headcount.[Function] / End of Period Headcount * 100 

Interpretation 

 

Function Staffing Breakdown provides the percentages of the workforce staffed 
within each organizational function, such as sales, finance, information technology, 
engineering, manufacturing, etc. Function should be determined by the nature of the 
work an employee does, not by the organizational unit they happen to be assigned to. 
Graphically, the data are presented as a percentage of the total workforce, i.e., a 
stacked bar graph. 
 
Organizations can use this measure to better understand how workforce allocations 
by function align with key skill areas for the organization, what functional areas may 
be under- or overstaffed, or simply how diverse employees’ skill sets might be. If 
particular functional areas have been flagged as “at risk” for talent poaching or for 
labor market shortages, this measure can provide one data point to monitor 
associated trends. 

Data Sourcing Organizations often identify functional assignments through a functional tag applied 
to each employee’s job within HRIS tables. Less accurately, function can be 
approximated from employees’ assignments in an organizational structure  
(e.g., all employees in Investor Relations are automatically tagged as being in the 
Finance functional area). 
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Composition Volume Bench-H Data-M 

Considerations  

Analysis 
 

To provide further understanding of the organization’s 
functional composition and the strength of key 
functional areas, employers may analyze Functional 
Staffing Breakdown by tenure, age, pay grade, 
educational level, and performance rating. 

Limitations 
 

While Function Staffing Breakdown provides a snapshot 
view of functional composition, it does not indicate the 
actual number of employees or the hiring and turnover 
trends within each function. It does not directly indicate 
the operating expenses associated with any function. 
Also, the measure does not by itself indicate the level of 
specific skills that each functional area possesses. 

Targets As this is a breakdown measure, organizations would need to set targets for the individual 
components of the breakdown. Targets are likely to be set only for functional areas that are 
instrumental to achieving organizational strategy. For example, an employer engaging in a major 
sales initiative may target its sales function staffing rate at the 75th percentile of a relevant 
benchmark group. An employer engaged in a cost-cutting initiative might target the staffing rates 
for its “overhead” functions to be between the 25th and 50th percentile of the benchmark group. 

 

 

Variations Related Measures 

• Function Staffing Breakdown—Corporate 
• Function Staffing Breakdown—Customer Facing 
• Function Staffing Breakdown—Executives 
• Function Staffing Breakdown—Field 
• Function Staffing Breakdown—High Performer 
• Function Staffing Breakdown—High Potential 
• Function Staffing Breakdown—High Tenure 
• Function Staffing Breakdown—Low Performer 
• Function Staffing Breakdown—Low Tenure 
• Function Staffing Breakdown—Managers 
• Function Staffing Breakdown—Successors 
 

 

• Average Span of Control 
• Corporate Expense Rate 
• Cross-Function Mobility 
• Organization Tenure Staffing Breakdown 
• Staffing Rate—Corporate 
• Staffing Rate—Customer Facing 
• Staffing Rate—Managerial 
• Training Course Content Breakdown 

 

Source: Corporate Leadership Council research. 
  



454      THE METRICS STANDARD 

STAFFING RATE—CORPORATE 

Application This measure will be most useful for organizations focused on striking a balance 
between managing overhead costs and providing support to the business lines. 

Description Corporate full-time equivalent employees as a percentage of total full-time 
equivalent employees. 

Formula FTE.Corporate / FTE * 100 

Interpretation 

 

Staffing Rate—Corporate indicates the percentage of the workforce that belongs to a 
corporate function. Corporate functions typically include HR, finance, legal, 
information technology, marketing, investor relations, corporate communications, 
facilities, real estate, procurement, and other functions that are essentially shared by 
the various business lines of the organizations. A result of 30% means that 30% of 
employees belong to such staff functions as opposed to line units. 
 
Many organizations find it useful to understand to what extent their operations are 
line oriented versus staff oriented. While it is impossible to prescribe the “right” mix 
of corporate and noncorporate staff, many organizations aim to strike a balance 
between managing overhead costs and providing adequate functional support to the 
business lines. 
 
Where this measure also approximates location decentralization, understanding the 
workforce split between corporate and the line can be helpful in managing human 
capital programs and designing human resources support structures. For example, a 
highly centralized organization may need a single organization-wide training and 
development center, while a widely dispersed organization may need to hold training 
events in a multitude of locations. Employee communications in a highly centralized 
organization may reach all employees with very little effort from executives, while 
widely dispersed organizations may incorporate road shows or video 
communications from executives into communication efforts. 
 
Noncorporate entities may prefer to rename this measure to be more appropriate for 
their structures by terming this measure as Staffing Rate—Headquarters, Staffing 
Rate—Main Campus, or Staffing Rate—Administration. 

Data Sourcing The identification of corporate staff typically follows the functional duties of a 
person rather than the location of that person. While some organizations may have a 
headquarters location referred to as the “corporate office,” this measure would also 
include any functional support personnel who happen to be co-located with business 
lines or otherwise decentralized. 
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Rate Volume Data-M Bench-M 

Considerations  

Analysis 
 

Employers may find it useful to break down Staffing 
Rate—Corporate into various corporate functional 
areas or various job types (e.g., clerical, managerial, 
etc.) to assess the levels and nature of corporate 
support among functions. 

Limitations 
 

Measures of the staffing levels of various functions are 
only indirect measures of the operating costs of these 
functions and do not indicate the quality or efficiency of 
support provided. Staffing Rate—Corporate does not 
indicate the allocation of operating expenses among 
corporate and other areas, only the allocation of staff. 
This measure also does not indicate what staffing, if 
any, is necessitated by a decentralized structure that 
would not be needed in a more centralized structure. 

Targets Many organizations will target the median of a comparable benchmark group for this measure. 
However, employers that have specific strategies around corporate support may select different 
targets. For example, employers with strict cost-containment strategies may target moving results 
toward the 25th percentile, while an employer investing heavily in one or more functional areas to 
create a strategic advantage (e.g., information technology) might target the 75th percentile. 

 

 

Variations Related Measures 

• Staffing Rate—Corporate—Exempt 
• Staffing Rate—Corporate—High Performers 
• Staffing Rate—Corporate—High Potential 
• Staffing Rate—Corporate—Managers 
• Staffing Rate—Corporate—Non-Exempt 
• Staffing Rate—Corporate—Successors 

 

• Corporate Staffing Rate 
• Customer-Facing Time Rate 
• Function Staffing Breakdown 
• HR Expense Breakdown—Function 
• HR Staffing Breakdown 
• Operating Expense per FTE 
• Staffing Rate—Customer Facing 
• Staffing Rate—Revenue Generating 
• Training Channel Delivery Mix 
• Training Staff Ratio 
 

 

Source: Corporate Leadership Council research. 
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STAFFING RATE—CUSTOMER FACING 

Application This measure will be most useful for organizations for which direct customer 
interactions are a major driver of organizational performance or that employ a large 
proportion of customer-facing employees, such as within a sales force or contact 
center. 

Description Full-time equivalent employees in customer-facing roles as a percentage  
of all full-time equivalent employees. 

Formula FTE.Customer Facing / FTE * 100 

Interpretation 

 

Staffing Rate—Customer Facing measures the percentage of the workforce that 
serve in customer-facing roles. A result of 20% indicates that one of every five 
employees has direct contact with customers in their job role. 
 
Given the prevailing focus on lean organizations and reducing overhead, many 
organizations use the extent to which employees are customer facing as an indicator 
of efficiency in organizational design. Organizations with this focus believe that the 
higher the results for this measure, the lower the proportion of “overhead” 
employees, and thus, the higher the overall efficiency of the workforce. 
 
Also, or perhaps alternatively, organizations may make a connection between a high 
Staffing Rate—Customer Facing and a healthy customer focus. This view implies 
that the more employees touch customers directly, the more the organization is likely 
to incorporate customer needs and feedback into its customer service, product 
development, distribution strategies, and other practices. 
 
This measure is likely to be adopted by organizations with customer contact through 
multiple units of the organization in addition to a sales department, such as through 
contact centers, customer relations, consultants, underwriters, service 
representatives, etc. Organizations likely to have such structures include financial 
services, retail, professional services, and some technology and consumer product 
firms. 
 
This measure is similar to Customer-Facing Time Rate, which analyzes the 
percentage of time spent by employees with customers. While Customer-Facing 
Time Rate may provide a more accurate picture of contact with customers, it is a 
much more difficult measure to track than Staffing Rate—Customer Facing. 
Additionally, this measure provides an overall indication of what portion of the 
workforce interacts with customers in their job roles, which is not indicated by 
Customer-Facing Time Rate. 

Data Sourcing Organizations typically determine which employees are customer-facing using 
organizational units, job titles, or job families, as sourced from job tables or 
organizational trees within an HRIS. 
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Considerations  

Analysis 
 

Employers may find it useful to analyze this measure 
by division, geography, job function, and job family to 
understand which areas of the organization interact the 
most and least with customers. To understand the 
profile of employees that interact with customer, 
organizations may wish to also analyze customer-
facing staff by tenure, age, gender, ethnicity, language 
abilities, and performance rating. 

Limitations 
 

Because employees are usually identified as customer 
facing by their job and not by their specific activities, 
Staffing Rate—Customer Facing does not itself measure 
the percentage of time spent on customer activities or 
the depth of customer relationships. Also, this is merely 
an indirect measure of an organizational orientation 
toward efficiency and customer focus; it is possible for 
an organization to have a high result for this measure but 
also have excessive overhead costs or poor customer 
focus. 

Targets An organization that is developing customer focus or a customer-centric organizational design as a 
strategic differentiating characteristic may target moving results toward the 75th percentile among 
peers that traditionally have similar customer-facing models as the organization’s own industry. 

 

 

Variations Related Measures 

• Staffing Rate—Customer Facing—Contact Center 
• Staffing Rate—Customer Facing—Corporate 
• Staffing Rate—Customer Facing—Exempt 
• Staffing Rate—Customer Facing—Field 
• Staffing Rate—Customer Facing—High Tenure 
• Staffing Rate—Customer Facing—Low Tenure 
• Staffing Rate—Customer Facing—Managers 
• Staffing Rate—Customer Facing—Non-Exempt 
• Staffing Rate—Customer Facing—Revenue 

Generating 

 

• Cross-Function Mobility 
• Customer-Facing Time Rate 
• EEO Job Category Staffing Breakdown 
• Function Staffing Breakdown 
• New Products & Services Revenue per FTE 
• Operating Revenue per FTE 
• Return on Human Investment Ratio 
• Staffing Rate—Corporate 
• Staffing Rate—Multilingual 
• Staffing Rate—Revenue Generating 
• Training Course Content Breakdown 
• Work Units per FTE 
 

 
Source: Corporate Leadership Council research. 
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STAFFING RATE—MANAGERIAL 

Application This measure will be most useful for organizations that are concerned about their 
hierarchical balance, for reasons of cost containment, personnel management, or 
career path development. 

Description Managers as a percentage of total headcount at the end of the reporting period. 

Formula End of Period Headcount.Manager / End of Period Headcount * 100 

Interpretation 

 

Staffing Rate—Managerial indicates the percentage of the organization's workforce 
employed in managerial positions. Managerial positions, for this measure, typically 
refer to positions with managerial titles, regardless of whether those positions 
involve supervisory responsibility. A result of 14% means that 14% of all employees 
occupy managerial positions. 
 
A high proportion of managers in the workforce may indicate that the organization 
has a relatively tall structure with many hierarchical levels. As compared to flatter 
organizations, some employers with tall hierarchies experience higher salary costs, 
more difficult top-down communication, and a loss of responsiveness in decision 
making due to bureaucratic procedures. 
 
A low proportion of managers, on the other hand, tend to indicate a flat organization 
structure with fewer hierarchical levels. Organizations with flat structures can risk 
stretching managers too thinly, potentially diluting personnel management, project 
management, and senior-level planning. In addition, maintaining a low number of 
managerial positions long term may result in a smaller pool of internal talent from 
which to draw for succession planning purposes when needed. 
 
Results for Staffing Rate—Managerial tend to be lower in labor-intensive industries 
such as manufacturing, while results tend to be higher in professional industries such 
as financial services, information technology, and professional services. 

Data Sourcing Organizations may identify managers using any of several data sources, including a 
managerial/non-managerial column in an HRIS table, an EEO job category label of 
Officials and Managers, or a supervisory organizational hierarchy. 
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Considerations  

Analysis 
 

As Staffing Rate—Managerial is likely to vary across 
functions, employers may wish to analyze this 
measure among functions or organizational units.  
It may also be helpful to analyze this measure by 
tenure, gender, ethnic background, and other personal 
characteristics to better understand the diversity and 
career path implications of hierarchy in the 
organization. 

Limitations 
 

Staffing Rate—Managerial does not differentiate 
between managers and nonmanagers at various 
hierarchical levels or titles, so it provides only a two-
dimensional view of hierarchical structure. This measure 
does not directly indicate the number of hierarchical 
levels in the organization or the nature of career paths 
leading to managerial positions. Also, the measure 
cannot indicate the quality, experience, or stability of 
managerial staff. 

Targets Targets for the proportion of managers in an organization are likely to depend on organization 
design, industry, job function mix, and career path strategies. Within a benchmark group of 
organizations in similar industries or with similar job functions, an organization aiming to 
minimize salary costs or hierarchical levels may target moving results toward the 25th percentile. 
Organizations aiming to provide a plethora of managerial positions for career pathing or employee 
retention purposes may instead target moving results toward the 75th percentile of a relevant 
benchmark group. 

 

 

Variations Related Measures 

• Staffing Rate—Executive 
• Staffing Rate—Managerial—Contact Center 
• Staffing Rate—Managerial—Corporate 
• Staffing Rate—Managerial—Female 
• Staffing Rate—Managerial—Field 
• Staffing Rate—Managerial—High Performers 
• Staffing Rate—Managerial—High Potential 
• Staffing Rate—Managerial—LDP Participants 
• Staffing Rate—Managerial—Minority 
• Staffing Rate—Managerial—Revenue Generating 
• Staffing Rate—VP and Above 

 

• Average Span of Control 
• Average Workforce Tenure—Managers 

(variation) 
• Cross-Functional Mobility—Managers 
• Employee Satisfaction with Leadership 
• LDP Prevalence Rate 
• Manager Instability Rate 
• Manager Quality Index 
• Positions Without Ready Candidates Rate 
• Promotion Rate 
• Promotion Speed Ratio 
• Return on Human Investment Ratio 
• Successor Pool Coverage 
• Upward Review Rate 
• Voluntary Termination Rate—Managers 

(variation) 
 

Source: Corporate Leadership Council research. 
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STAFFING RATE—PART TIME 

Application This measure will be most useful for organizations that make use of part-time work 
arrangements with relative frequency or that actively manage part-time arrangements 
as part of a portfolio of flexible work arrangements. 

Description Part-time employees as a percentage of the total workforce. 

Formula End of Period Headcount.Part Time / End of Period Headcount * 100 

Interpretation 

 

Staffing Rate—Part Time indicates the percentage of the workforce that is classified 
as part time. The remainder of the workforce consists of full-time employees.  
A result of 3% means that three of every one hundred employees are classified as 
part time. 
 
Part-time work arrangements are often seen as desirable work–life benefits and can 
be beneficial to employers in many circumstances. Employees who aren’t able to 
devote full-time hours to a job but have an important skill set or valuable experience 
may still be retained by an employer on a part-time basis. Employees who wish to 
retire gradually over a period of time might move to a part-time status, allowing the 
organization to continue to benefit from their knowledge. Part-time employees often 
receive fewer benefits than full-time employees, which might represent cost savings 
to the employer. 
 
Part-time staff may also present some limitations for employers. If staff members are 
only available to perform certain activities during certain hours, other staff or 
processes may experience productivity interruptions. Also, part-time employees may 
represent additional payroll or other processing costs to the organization. 
 
Organizations with very low results for this measure may wish to assess whether 
more pervasive part-time arrangements might positively impact retention and 
knowledge management across the workforce. Employers with high results for 
Staffing Rate—Part Time may instead wish to analyze the productivity and 
processing costs of part-time workers to ensure costs and efficiencies are being 
managed appropriately relative to the organizational benefits of part-time 
arrangements. 

Data Sourcing Organizations typically identify part-time and full-time status from a  
full-time/part-time indicator within an HRIS job table. 
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Considerations  

Analysis 
 

Employers may find it useful to analyze this measure 
by employee and organizational characteristics to 
understand where part-time arrangements are 
common. Dimensions for such analysis may include 
organizational unit, job family, job function, tenure, 
age, gender, pay grade, employment level, and 
performance rating. If an organization uses part-time 
arrangements to address the needs of certain employee 
populations such as working parents or working 
students, it may also wish to analyze by demographic 
characteristics that will enable it to gauge the success 
of these strategies. 

Limitations 
 

Staffing Rate—Part Time does not provide any 
indication of the number of hours worked by part-time 
employees, nor does it measure the productivity of  
part-time workers. It does not indicate the costs or the 
cost savings of offering part-time arrangements. 
Additionally, the measure does not indicate the impact 
of part-time arrangements on employee retention, 
engagement, or productivity. 

Targets Organizations must consider their stated goals for part-time resources in setting targets  
for this measure, such as an accommodation of exceptional employees, a common flexible work 
arrangement, a vehicle for gradual retirement, etc. Targets should also incorporate some 
understanding of the costs and benefits of part-time versus full-time resources for relevant 
positions, including such factors as compensation, benefits, productivity, and cultural impact. 
 
Employers that encourage part-time arrangements as a differentiating strategy may target moving 
results toward the 75th percentile of a relevant benchmark group. Organizations not employing 
such a strategy are likely to target the median. 

 
Variations Related Measures 

• Staffing Rate—Job Sharing 
• Staffing Rate—Part Time—Customer Facing 
• Staffing Rate—Part Time—Exempt 
• Staffing Rate—Part Time—Female 
• Staffing Rate—Part Time—High Performers 
• Staffing Rate—Part Time—Managers 
• Staffing Rate—Part Time—Non-Exempt 
• Staffing Rate—Part Time—Revenue Generating 
• Staffing Rate—Remote 

 

• Absence Rate 
• Age Staffing Breakdown 
• Average Workweek 
• Average Workforce Tenure 
• Benefits Expense per FTE 
• Benefits Satisfaction Index 
• Gender Staffing Breakdown 
• Offer Fit Index 
• Return on Human Investment Ratio 
• Schedule Flexibility Rate 
• Total Compensation Expense per FTE 
• Work Units per FTE 
 

Source: Corporate Leadership Council research. 
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STAFFING RATE—REVENUE GENERATING 

Application This measure will be most useful for organizations that believe there is a solid 
connection between revenue-generating positions and revenue performance within 
their own organizational context. 

Description Full-time equivalent employees in revenue-generating roles as a percentage of all 
full-time equivalent employees. 

Formula FTE.Revenue Generating / FTE * 100 

Interpretation 

 

Staffing Rate—Revenue Generating measures the percentage of the workforce, in 
full-time equivalent terms, that serves in revenue-generating roles. A result of 20% 
indicates that one of every five employees serves in a role that creates revenue for 
the organization. 
 
Given the prevailing focus on lean organizations and reducing overhead, many 
organizations use the extent to which employees are revenue generating as an 
indicator of efficiency in organizational design. Organizations with this focus 
believe that the higher the results for this measure, the better focused the 
organization is on producing top-line growth and the closer they are to 
understanding market needs and drivers. 
 
This measure is similar to Staffing Rate—Customer Facing in its focus on efficiency 
of organization design. Organizations that have difficulty identifying all customer-
facing positions might find it easier to implement this measure instead, if revenue-
generating roles can be determined from job families or organizational units. Also, 
while Staffing Rate—Customer Facing would include service and support roles, this 
measure focuses narrowly on only revenue positions. 

Data Sourcing Organizations typically determine which employees are revenue generating using 
organizational units, job titles, or job families, as sourced from job tables or 
organizational trees within an HRIS. 
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Considerations  

Analysis 
 

Employers may find it useful to analyze this measure 
by division, geography, job function, and job family  
to understand which areas of the organization have the 
greatest and least positional revenue emphasis.  
To understand the profile of employees who generate 
revenue, organizations may also wish to analyze 
revenue-generating staff by tenure, age, pay grade, 
employment level, employment type, and performance 
rating. 

Limitations 
 

Because employees are usually identified as revenue 
generating by their job and not by their specific 
activities, Staffing Rate—Revenue Generating does not 
measure the percentage of time spent on revenue 
activities. Also, this measure does not indicate the 
volume of revenue produced by employees or the 
profitability of top-line production. 

Targets An organization that is developing lean organizational design or revenue focus as a strategic 
differentiating characteristic may target moving results toward the 75th percentile among peers 
who traditionally have similar revenue position models as the organization’s own industry. 

 

 

Variations Related Measures 

• Staffing Rate—Revenue Generating—
Contact Center 

• Staffing Rate—Revenue Generating—
Corporate 

• Staffing Rate—Revenue Generating—
Exempt 

• Staffing Rate—Revenue Generating—
Field 

• Staffing Rate—Revenue Generating—
High Tenure 

• Staffing Rate—Revenue Generating—
Low Tenure 

• Staffing Rate—Revenue Generating—
Managers 

• Staffing Rate—Revenue Generating—
Non-Exempt 

• Staffing Rate—Revenue Generating—
Successors 

 

 

• Bonus Actual to Potential Rate 
• Bonus Compensation Rate 
• Corporate Expense Rate 
• Customer-Facing Time Rate 
• EEO Job Category Staffing Breakdown 
• Function Staffing Breakdown 
• New Products & Services Revenue per FTE 
• Operating Revenue per FTE 
• Return on Human Investment Ratio 
• Staffing Rate—Corporate 
• Staffing Rate—Customer Facing 
• Staffing Rate—Multilingual 
• Work Units per FTE 
 

Source: Corporate Leadership Council research. 
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STAFFING RATE—TEMPORARY 

Application This measure will be most useful for organizations that currently use temporary 
resources with relative frequency or that expect use of temporary resources  
in future periods. 

Description Temporary employees as a percentage of the total full-time equivalent workforce. 

Formula FTE.Temporary / FTE * 100 

Interpretation 

 

Staffing Rate—Temporary indicates the percentage of the organization’s full-time 
equivalent workforce that is classified as “temporary,” as opposed to “regular.” 
Temporary workers are those who may be employed for a limited duration or those 
that are otherwise sourced from a temporary employment agency to fulfill short-term 
staffing needs. 
 
Organizations may use temporary employees to fill short-term recruitment vacancies 
or the temporary absences of regular employees. In some cases, organizations may 
come to rely on temporary employees during hiring freezes, or they may use a 
temporary employment relationship as a trial to determine whether a candidate is 
appropriate to hire on a regular basis. High results for Staffing Rate—Temporary 
may indicate that an organization relies heavily on such trial relationships to make 
effective hiring decisions. However, high results could instead indicate that 
managers are using temporaries excessively to avoid restrictive hiring policies or 
that recruiting capabilities are ineffective in planning for and filling vacancies. 
 
Temporary employees are also used by many organizations as a contingent 
workforce to allow for seasonal swings in resource requirements. Employers can 
track this measure monthly and quarterly to better plan for or mitigate their monthly, 
yearly, or cyclical swings in labor demand and their resultant use of temporary 
resources. 
 
Acquiring temporary resources can often be less costly than hiring “regular” workers 
who may receive benefits or demand higher wages. Practically speaking, 
organizations might also find that temporary workers can be released more quickly 
than permanent workers when necessary. Thus, high results for this measure might 
indicate that an organization uses temporary employment as a cost-cutting measure. 
However, organizations adopting such workforce strategies must also weigh the 
productivity costs associated with cycling through temporary employees, as new 
temporaries require time to understand the organization’s processes, rules, and 
culture to be effective. 

Data Sourcing Organizations may track temporary employees through HRIS or payroll tables, or 
through third-party employment agencies. Most organizations find it difficult to 
accurately capture temporary resources not tracked within the organization’s payroll 
system. 
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Data-E Rate Volume Bench-M 

Considerations  

Analysis 
 

Employers may find it useful to analyze this measure 
by organizational unit, function, or location to 
understand where temporary employees are most 
heavily used. When possible, organizations may also 
analyze results by job family or job title to understand 
which positions are most commonly occupied by 
temporary resources. Such analysis might be helpful 
for exposing gaps in recruitment practices. 

Limitations 
 

Staffing Rate—Temporary does not, without further 
analysis, indicate for what purpose temporary 
employees exist, e.g., temporary vacancies, temp-to-hire 
practices, seasonal fluctuations, etc. The measure also 
does not indicate the cost of using temporary workers 
versus regular workers, nor does it measure the impact 
of temporary employees on workforce productivity. 

Targets Organizations set targets for this measure within the context of their stated goals for temporary 
resources, e.g., short-term coverage of vacant administrative positions, seasonal coverage of 
unskilled labor, etc. Targets should also incorporate some understanding of the costs and benefits 
of temporary versus regular resources for relevant positions, including such factors as 
compensation, benefits, productivity, and cultural impact. 
 
Employers that leverage temporary employment as a differentiating strategy may target moving 
results toward the 75th percentile of a relevant benchmark group. Organizations not employing 
such a strategy are likely to target the median. 

 

 

Variations Related Measures 

• Staffing Rate—Temporary—Corporate 
• Staffing Rate—Temporary—Customer Facing 
• Staffing Rate—Temporary—Exempt 
• Staffing Rate—Temporary—Field 
• Staffing Rate—Temporary—Managers 
• Staffing Rate—Temporary—Non-Exempt 
• Staffing Rate—Temporary—Revenue Generating 

 

• Absence Rate 
• Age Staffing Breakdown 
• Average Workweek 
• Average Workforce Tenure 
• Benefits Expense per FTE 
• Benefits Satisfaction Index 
• Gender Staffing Breakdown 
• Offer Fit Index 
• Return on Human Investment Ratio 
• Schedule Flexibility Rate 
• Staffing Rate—Temporary 
• Total Compensation Expense per FTE 
• Work Units per FTE 
 

Source: Corporate Leadership Council research. 
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STAFFING RATE—UNION EMPLOYEES 

Application This measure will be most useful for organizations that have collective bargaining 
agreements in place or that operate in industries that commonly have such 
agreements. 

Description Union employees as a percentage of total headcount at the end of the period. 

Formula End of Period Headcount.Union / End of Period Headcount * 100 

Interpretation 

 

This measure indicates the percentage of the organization’s workforce that is 
affiliated with labor unions. A result of 40% indicates that 40% of employees are 
affiliated with a labor union. 
 
An organization may use Staffing Rate—Union Employees to understand what 
percentage of its workforce are subject to collective bargaining agreements. This 
data can aid in understanding the relative flexibility from year to year of 
compensation and benefits programs, as well as other workforce policies and 
programs. This data can also provide context for designing staffing models and 
constructing training programs. 

Data Sourcing Organizations typically source union participation for this measure from a union flag 
or bargaining unit name field in an employee job record table or compensation-
related table. 

© 2005 Corporate Executive Board. All Rights Reserved. 

 



 MEASURE PROFILES      467 
 

W
O

R
K

FO
R

C
E:

 S
tr

uc
tu

ra
l 

Rate Volume Data-E Bench-E 

Considerations  

Analysis 
 

As this measure will be most useful in the 
development and maintenance of compensation, 
benefit, staffing, and training programs, organizations 
will likely want to analyze this data by employee 
segments considered in designing such programs. 
Dimensions for such analysis might include 
organizational unit, job function, job family, pay 
grade, organization tenure, age, and employment 
level. 

Limitations 
 

Without further analysis, this measure does not indicate 
to which bargaining agreements or unions employees 
belong. It does not indicate what percentage of 
employees are in job families with the potential of being 
covered by bargaining agreements and which are not 
likely to fall under a labor union. Also, the measure does 
not indicate the cost to the organization of operating 
under collective bargaining agreements, and it does not 
characterize the relationship between the organization 
and unions. 

Targets Corporate Leadership Council does not recommend that an organization set targets for this 
measure. Any target might be construed as attempting to limit employees’ rights to bargain 
collectively. 

 

 

Variations Related Measures 

• Staffing Rate—Union Employees—Corporate 
• Staffing Rate—Union Employees—Field 
• Staffing Rate—Union Employees—High Tenure 
• Staffing Rate—Union Employees—Low Tenure 

 

• Average Annual Salary per FTE 
• Average Hourly Rate 
• Average Workweek 
• Benefits Expense per FTE 
• Benefits Operating Expense Rate 
• Benefits Total Compensation Rate 
• Employment Brand Strength 
• Grievance Rate 
• Industrial Dispute Absence Days per FTE 
• Overtime Expense per FTE 
• Overtime Rate 
• Return on Human Investment Ratio 
• Termination Rate 
 

 
Source: Corporate Leadership Council research. 
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AVERAGE WORKFORCE TENURE 

Application This measure will be most useful for organizations that perceive they have a very 
low- or high-tenured workforce or that expect to experience significant knowledge 
drain from a retiring baby boomer employee population that has very high tenure. 

Description The average tenure of the workforce at the end of the reporting period. 

Formula Total Workforce Tenure / End of Period Headcount 

Interpretation 

 

This measure divides total workforce tenure for all employees by the end of period 
headcount to indicate the average tenure of employees within the organization.  
A result of 7.2 means that the average employee has an organizational tenure of 7.2 
years. 
 
A high average tenure tends to mean that many employees have significant 
experience and significant knowledge of organizational processes and history.  
Such employees are likely to be considered highly valuable and can help sustain 
organizational culture. However, very high tenure among the workforce can also 
lead to stagnation of culture and innovation. 
 
Low average tenure may be driven by high turnover levels (i.e., new employees have 
been hired to fill vacancies) or fast growth (i.e., new additions to the workforce bring 
down the overall average). Low tenure may or may not carry with it low levels of 
work experience, but low tenure will carry with it limited organizational context and 
limited knowledge of processes and history. 
 
Employers are likely to monitor tenure levels to track the impact of turnover and 
growth or contraction strategies on organizational knowledge and culture. Tenure 
levels are also likely to inform workforce strategies. For example, development 
needs of a low-tenured workforce may center on onboarding and process knowledge, 
while those of a high-tenured workforce are more likely to revolve around leadership 
development or continuing technical education. 
 
Other metrics are also available to measure the tenure of the workforce, including 
Organization Tenure Staffing Breakdown and Staffing Rate—< 1-Year Tenure. 
Average Workforce Tenure provides a single number to represent the entire 
workforce, which offers simplicity for communication of results. However, it does 
not indicate the dispersion of tenure around the average, which is an important 
limitation of this measure. 

Data Sourcing Tenure may be calculated using a hire date, though most organizations calculate 
tenure using an adjusted hire date that may include tenure from previous periods of 
employment with the organization. 
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Considerations  

Analysis 
 

Employers commonly analyze tenure within key skill 
areas, job functions, and managerial groups to 
understand the experience levels within the jobs that 
are likely to have the greatest impact on 
organizational performance. For diversity monitoring, 
organizations may also wish to analyze tenure by 
gender and ethnic background. 

Limitations 
 

While a strength of Average Workforce Tenure as a 
measure of tenure is its simplicity, a single average 
figure does not indicate the range of tenure above and 
below this average. While tenure is a measure of 
experience within the organization, it is not a direct 
indicator of general work experience, skill levels, or 
functional knowledge. This measure also indicates only 
tenure with the organization, not the tenure of 
employees within their current positions, tenure as 
managers, etc. 

 

 

Targets Organizations typically target an Average Workforce Tenure that strikes a balance between 
retention of knowledge and skills and injection of new ideas from external sources. To strike this 
balance, employers are likely to target the median of a benchmark group of industry peers or talent 
competitors for the organization’s primary skill sets or functions. 
 
Employers may also collect productivity data that support an absolute target for tenure within 
certain job families, e.g., a call center job that optimizes productivity with an average tenure of 
three years. 

Variations Related Measures 

• Average Workforce Tenure—Customer Facing 
• Average Workforce Tenure—Executives 
• Average Workforce Tenure—Exempt 
• Average Workforce Tenure—High Performers 
• Average Workforce Tenure—High Potential 
• Average Workforce Tenure—Managers 
• Average Workforce Tenure—Non-Exempt 
• Average Workforce Tenure—Revenue Generating 
• Average Workforce Tenure—Successors 

 
 

 

• Age Staffing Breakdown 
• Average Annual Salary per FTE 
• Average Termination Value 
• Employee Retention Index 
• External Hire Rate 
• Manager Quality Index 
• Market Opportunity Index 
• Organization Tenure Staffing Breakdown 
• Termination Rate 
• Termination Reason Breakdown 
• Total Compensation Expense per FTE 
• Training Course Content Breakdown 
• Work Units per FTE 

 

Volume Ratio Bench-E Data-E 

Source: Corporate Leadership Council research. 
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ORGANIZATION TENURE STAFFING BREAKDOWN

Application This measure will be most useful for organizations that experience significant tenure 
imbalances within the workforce or are experiencing shifts in tenure due to high 
turnover, reorganizations, or a retiring workforce. 

Description Distribution of headcount by organizational tenure at the end of the reporting period. 

Formula End of Period Headcount.[Tenure] / End of Period Headcount * 100 

Interpretation 

 

Organization Tenure Staffing Breakdown indicates the percentages of the workforce 
that fall within various tenure groupings. Graphically, the data are presented as a 
percentage of the total workforce, i.e., a stacked bar graph. 
 
High levels of tenure tend to mean that many employees have a significant 
experience and significant knowledge of organizational processes and history.  
Such employees are likely to be considered highly valuable and can help sustain 
organizational culture. However, very high tenure among the workforce can also 
lead to stagnation of culture and innovation. 
 
Low levels of tenure may be driven by high turnover levels (i.e., new employees 
have been hired to fill vacancies) or fast growth (i.e., new additions to the workforce 
bring down the overall average). Low tenure may or may not carry with it low levels 
of work experience, but low tenure will carry with it limited organizational context 
and limited knowledge of processes and history. 
 
Employers are likely to monitor tenure levels to track the impact of turnover and 
growth or contraction strategies on organizational knowledge and culture. Tenure 
levels are also likely to inform workforce strategies. For example, development 
needs of a low-tenured workforce may center on onboarding and process knowledge, 
while those of a high-tenured workforce are more likely to revolve around leadership 
development or continuing technical education. 
 
Other metrics are also available to measure the tenure of the workforce, including 
Average Workforce Tenure and Staffing Rate—< 1-Year Tenure. Organization 
Tenure Staffing Breakdown, while somewhat more complex than the others, 
provides the most detailed view of tenure across the organization by indicating the 
relative percentage of all tenure groups in the workforce. 

Data Sourcing Tenure may be calculated using a hire date, though most organizations calculate 
tenure using an adjusted hire date that may include tenure from previous periods  
of employment with the organization. 
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Considerations  

Analysis 
 

Employers commonly analyze tenure within key skill 
areas, job functions, and managerial groups to 
understand the experience levels within the jobs that 
are likely to have the greatest impact on 
organizational performance. For diversity monitoring, 
organizations may also wish to analyze tenure by 
gender and ethnic background. 

Limitations 
 

Organization Tenure Staffing Breakdown does not 
indicate the tenure profile of those leaving the 
organization; it indicates only the resulting tenure 
composition of the workforce. While tenure is a measure 
of experience within the organization, it is not a direct 
indicator of general work experience, skill levels, or 
functional knowledge. This measure also indicates only 
tenure with the organization, not the tenure of 
employees within their current positions, tenure as 
managers, etc. 

 

 

Targets As this measure is a breakdown measure, organizations would need to set targets for the individual 
components of the breakdown. Employers are most likely to set targets for a percentage of very 
low-tenured employees (e.g., less than one year of tenure), or for larger groups of tenure bands 
(e.g., more than three years of tenure, more than five years of tenure). Targets for these 
percentages, whether relative or absolute, typically aim to strike a balance between retention of 
knowledge and skills and injection of new ideas from external sources. 

Variations Related Measures 

• Organization Tenure Staffing Breakdown—
50+ Years Old 

• Organization Tenure Staffing Breakdown—
Customer Facing 

• Organization Tenure Staffing Breakdown—
Executives 

• Organization Tenure Staffing Breakdown—
Exempt 

• Organization Tenure Staffing Breakdown—
High Potential 

• Organization Tenure Staffing Breakdown—
Managers 

• Organization Tenure Staffing Breakdown—
Non-Exempt 

• Organization Tenure Staffing Breakdown—
Revenue Generating 

• Organization Tenure Staffing Breakdown—
Successors 

 

 

• Age Staffing Breakdown 
• Average Annual Salary per FTE 
• Average Termination Value 
• Average Workforce Tenure 
• Employee Retention Index 
• External Hire Rate 
• Manager Quality Index 
• Market Opportunity Index 
• Termination Rate 
• Termination Reason Breakdown 
• Total Compensation Expense per FTE 
• Training Course Content Breakdown 
• Work Units per FTE 

 
 

Volume Composition Bench-E Data-E 

Source: Corporate Leadership Council research. 
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STAFFING RATE—< 1-YEAR TENURE 

Application This measure will be most useful for organizations that have a low-tenured 
workforce, have set specific targets around increasing or decreasing their tenure 
levels over time, or are concerned about the implications of high turnover. 

Description Percentage of employees at the end of the period that have less than one year  
of tenure. 

Formula End of Period Headcount.< 1-Year Tenure / End of Period Headcount * 100 

Interpretation 

 

This measure indicates the percentage of the workforce that has less than one year  
of tenure. High levels of low tenure are often associated with high turnover. An 
organization with 20% annual turnover that aims to maintain static headcount is 
likely to have a Staffing Rate—< 1-Year Tenure of around 20% as well. 
 
Another way organizations like to frame this measure is, “As I’m walking the halls 
of my organization, what percentage of the people that I pass are relatively new?”  
While new entrants to the organization can bring with them fresh perspectives, new 
skills, and new ideas and practices from other organizations, they also typically have 
little knowledge of organizational history, culture, relationships, and processes. 
Onboarding time is required to bring these new employees to “full productivity.”  
 
This measure, therefore, can help indicate turnover problems as well as inform 
onboarding and training strategies. Low tenure within some job families (e.g., call 
center reps, bank tellers) may be expected and acceptable, while low tenure within 
other areas (e.g., engineering, investor relations) may be cause for greater concern  
to an organization. 
 
Other metrics are also available to measure the tenure of the workforce, including 
Average Workforce Tenure and Organization Tenure Staffing Breakdown. However, 
Staffing Rate—< 1-Year Tenure is best suited among these measures to specifically 
and simply measure the level of newer employees in the workforce. 

Data Sourcing Tenure may be calculated using a hire date, though most organizations calculate 
tenure using an adjusted hire date that may include tenure from previous periods  
of employment with the organization. 
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Considerations  

Analysis 
 

Employers commonly analyze this measure across key 
skill areas, job functions, customer-facing roles, and 
managerial groups to understand which areas key to 
organizational performance have the greatest levels of 
low tenure. For diversity monitoring, organizations 
may also wish to analyze tenure by gender and ethnic 
background. 

Limitations 
 

Staffing Rate—< 1-Year Tenure does not indicate the 
tenure levels of employees who have greater than one 
year of tenure. While tenure is a measure of experience 
within the organization, it is not a direct indicator of 
general work experience, skill levels, or functional 
knowledge. This measure also indicates only tenure with 
the organization, not the tenure of employees within 
their current positions, tenure as managers, etc. 

 

 
 

Targets Targets set related to specific tenure groups are usually set on an absolute basis, e.g., 20% of the 
workforce. If set relative to benchmark group, most organizations would aim to move results 
between the 25th and 50th percentiles, viewing low tenure as a negative consequence of employee 
turnover. Newer organizations, or those that place a higher value on newer employees and the 
outside perspectives they offer, might target the 50th percentile or higher. 

Variations Related Measures 

• Staffing Rate—< 1-Year Tenure—Customer 
Facing 

• Staffing Rate—< 1-Year Tenure—Executives 
• Staffing Rate—< 1-Year Tenure—Exempt 
• Staffing Rate—< 1-Year Tenure—Managers 
• Staffing Rate—< 1-Year Tenure—Non-Exempt 
• Staffing Rate—< 1-Year Tenure—Revenue 

Generating 
• Staffing Rate—< 1-Year Tenure—Successors 

 
 

 

• Average Termination Value 
• Employee Retention Index 
• External Hire Rate 
• Manager Quality Index 
• Market Opportunity Index 
• New Hire Performance Satisfaction 
• New Hire Satisfaction with Recruiting 
• Offer Acceptance Rate 
• Organization Tenure Staffing Breakdown 
• Termination Rate 
• Total Compensation Expense per FTE 
• Training Course Content Breakdown 
• Work Units per FTE 

 

Volume Rate Bench-E Data-E 

Source: Corporate Leadership Council research. 
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