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Employees’ expectations of employers have changed

In the first chapter of Re:Me,

we saw how changes in how

we work, led by the pandemic,
have fundamentally affected the

nature of the relationship between

employees and employers.

62% of employees now feel their
relationship has changed, with

a third feeling it has weakened
(32%). Employers are feeling
this even more keenly, with 72%
agreeing the relationship has
changed — and 25% that it is for
the worse.

Sizeable gaps, such as this, in
perceptions between the two
groups is an issue that reoccurs
throughout the research, and
highlights the need for employers

to now ‘relearn’ what matters
most to employees — enabling
them to then realign their thinking
on everything from employee
communications to tailoring
employee benefits to individuals.

Employers need to recognise
that, following the pandemic,
employee benefits such as
healthcare not only fulfil a role in
improving employees’ physical
and mental wellbeing, but also
tangibly demonstrate their social
responsibility towards them.

Key finding 1:
Employees feel employers have a social
responsibility to them
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The risks of failing to realign with employees’
new priorities
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Key finding 4:
The need to align with new factors influencing
productivity



Key finding 1:
Employees feel employers have a social
responsibility to them

With the pandemic significantly
increasing the numbers of people
working from home, managers
have learned far more about

the detail of their employees’

lives, their physical and mental
health, and the time and financial
pressures each is under. 54% of
employees feel employers are now
more aware of their personal lives
and family commitments. As a
result, employees want companies
to respond: 61% now expect their
employer to make allowances for
their personal circumstances.

This is part of a wider, more
fundamental change in employees
expectations of their employer.

)

Our research shows that 71% of
employees now feel companies

have a social responsibility to their

employees. This extends beyond

work itself, with employees feeling
employers now have an increased

duty of care for their welfare,
wellbeing and overall happiness.
And this shift in beliefs is felt just
as strongly by employers (62%).

The research shows how
employees are now seeking an
improved, more individualised
employer experience, aligned to
their work life, changed priorities
and their employer’s heightened
understanding of their specific
family circumstances.

54% of employees

64% of employees

68% of employees

Companies that realign

their employee experience
empathetically, recognising
individual needs, stand to benefit
in terms of productivity — as well
as retaining and acquiring new
employees, as the economy picks
up. In fact, 68% of employees now
feel that companies that care will
attract the best talent.

agree that companies have a social responsibility to
their employees

feel that their employers are now more aware of their personal lives and
family commitments

agree that companies have had to become more socially
responsible as a result of Covid-19

agree that companies that care will attract the best talent

For HR departments, an accurate
understanding of the changes now,
creates the opportunity to realign
business objectives with new
employee priorities: an updated
Employee Value Proposition
centred on the individual that
integrates communications, policy
and benefits into a single strategy.



Key finding 2:

The risks of failing to realign with employees’

new priorities

The changed ‘contract’ between
employee and employer points

to a tipping point for both inter-
dependent groups. While taking on
board employees’ new values and
practical needs will undoubtedly
lead to increased productivity, not
doing so risks leaving employees’
sense of belonging diminished.

A high 45% of employees felt that
if employers didn’t accommodate
their new work values, this would

Our employees will be disengaged
in the workplace

Our employees will be less motivated
by the package being offered

Our employees’ productivity will
go down

Employee trust in the company
will diminish

Our employees will consider
alternative employment

Our employees will look for
alternative employment

There will be no impact

Employers

2%

| will look for alternative
employment

Trust in my employer

will diminish

| will feel disengaged in the
workplace

| will be less motivated by
the package being offered

| will consider alternative
employment

My productivity will go down

There will be no impact

Q Please complete the following sentence: ‘If my employer does not accommodate my work values...’

g

lead to a decrease in trust. Q What do you think might happen if your company does not accommodate your employees’ work values?

groups’ realities, with employers values would lead to employees
not recognising the risk they are looking for another job (vs 59%
of employees), and 41% that it
would diminish trust.

Just 4% of employees felt
there would be no impact.
Worryingly, there is a significant  facing. Just 36% of employers
mismatch between the two felt not accommodating new



Key finding 3:
The gap between employers’
and employees’ perceptions

The research also shows how the While 66% of employees confirm
pandemic has led to employees their work values are now focused
reprioritising those values that on job and financial security, 63%
matter most. In turn, this provides now prioritise self-care, health and
valuable direction for employers wellbeing — for both themselves

keen to increase productivity, loyalty and their wider family. With

and an improved sense of employee relationship boundaries clearly

belonging — the benefits of evolving, this indicates employees

realigning with them. increasingly feel their employer has
a clear duty of care towards them.

My work values are more focused on meeting
my basic needs: job and financial security

My work values are more focused on
self-care: health and wellbeing

My work values are more focused on relationships:
culture and relationships with colleagues

Q To what extent do you agree with the following statements on how your work values may have changed
since Covid-19?




Yet our research reveals a worrying
mismatch in perceptions, with
employers rating their care of
employees considerably higher
than employees themselves. As
one example, 47% of companies
‘rate’ their own behaviour
towards employees regarding job
protection and financial security,
while just 38% of employees feel
the same way.

Again, a mismatch is notable in how
well companies demonstrate their
ability to show care for employee
physical health and wellbeing.
While just 38% of employees ‘rate’
their employer caring positively
about their physical health, 46%

of companies view their own
behaviour more highly.

The value, however, of companies
recognising the gap and realigning

Individual care towards
me/employee

95%
Support for flexible working to Sugpor;cnm;q mental health
support caring responsibilities \/ and wellbeing 50%
V = \ 45%
(o)
Care towards the _— Job protection/ 40%
entire workforce providing job security
1 B 35%
30%
Support for flexible Care about employees’
working generally physical health
«= Employers
Leadership Communication Employees
Care about

employees’ jobs

Q In the wake of Covid-19, how do you rate your employer’s behaviour towards its workforce in relation to the following options?
Q In the wake of Covid-19, how do you rate your company’s behaviour towards your workforce in relation to the following options?

their thinking is clear and positive. employer demonstrated more and 39% if their employer
40% of employees who were care for their physical wellbeing, demonstrated more care for their
planning to leave said that if their it might impact on their decision, mental wellbeing.



Key finding 4:
The need to align with
new factors influencing

productivity

Employee productivity has certainly Employers echo this, with 68%

been polarised by the pandemic: overall feeling it has improved, and
while 32% of employees feel their larger enterprise companies feeling
productivity has decreased in the it the more keenly.

past year, over two thirds (68%)
feel changes at work have actually
boosted productivity.

Total Employees 32%

SME 35%

Mid-sized 30%

Enterprise 29%

Q In percentage terms, how has working in the current Covid-19 environment

) . . ; . Positive [ Negative
either positively or negatively impacted your productivity?




The study shows how this is not
the case for all ages and sexes,
with women 30-39 feeling their
productivity has most been
affected negatively during the
pandemic, perhaps due to focus on
family or other commitments.

We therefore set out to understand
which factors are most influencing
productivity, allowing employers
and their HR departments to
realign policy, behaviours and
motivational benefits accordingly.

High among factors positively
influencing productivity was
‘supporting personal mental
wellbeing’, cited by 41% of
employees. As well as an even
higher 56% of employers.

Employers

Their own personal mental wellbeing
Developing their skill set for
adjustments in role

Worrying about their personal
finances

Looking after family or friends that
have been unwell

Developing my skill set for
adjustments in role

M Employees

wellbeing °
finances
Looking after family or friends

that have been unwell

Q How have the following impacted on your productivity during Covid-19?
Q How have the following impacted your employees’ productivity during Covid-19?

For a third (33%) of employees
‘worrying about personal finances’
was a significant drag

on productivity.

And for 31% it is ‘looking after
family or friends that have been
unwell’; impacting via both stress
and the need to find the physical
time for caring. This is something
that employers are keenly aware
of, with 44% citing its impact on
productivity.

Employers who realign their
approach to employees, offering
individualised time flexibility,
physical support and healthcare
provision based on their increased
knowledge of personal situations,
are likely to enjoy the greatest
success.



Chapter 3: Reassure

In chapter 3 of Re:Me we explore the theme:
Reassure. Drawing on insights from our
research study, we’ll focus on the role of
rewarding staff in Covid-19 times, and how
employers can better communicate with staff
to recognise success and support wellbeing.

In particular, you’ll find insights into:

e How employers can drive productivity by
reassuring employees that they are doing
a good job

e Tailoring rewards to best suit individual
employees and ensuring their basic needs
are met

e The importance of celebrating success to
support employee wellbeing
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Visit metlife.co.uk/ReMe for
further content including:

A short film

An infographic
that highlights explaining the

Importance of
the four Rs

our findings

Products and services are offered by MetLife Europe d.a.c. which is an affiliate of MetLife, Inc. and operates under the “MetLife” brand.

Methodology

The Re:Me research was conducted in
August 2020 to examine the changing
relationship between employers and
employees, to reveal the values, expectations
and priorities that are important to both
sides and where the gaps lie in a Covid-19
world and beyond. It was a nationally
representative, online, quantitative study
among 900 employees (450 of both SME

and Corporate organisations) and 300
employers (150 of both SME and Corporate
organisations). Corporates have been defined
as those with 500+ employees and SME
defined as those with 50-500 employees.
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Invicta House, Trafalgar Place, Brighton BN14FR. Branch registration number: BRO08866. MetLife Europe d.a.c. (trading as MetLife) is authorised and regulated by Central Bank of Ireland. Deemed authorised by the
Prudential Regulation Authority. Subject to regulation by the Financial Conduct Authority and limited regulation by the Prudential Regulation Authority. Details of the Temporary Permissions Regime, which allows
EEA-based firms to operate in the UK for a limited period while seeking full authorisation, are available on the Financial Conduct Authority’s website. COMP 2767.02 AUG2022
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