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yg_a Workplace
Thha&t Works

EmplLoyee Expecience 3.8

A Look Into the

x l e r 1 E n c E SRR el . T R Futuce of Wock

Employees have different needs and are in different places physically,

L
a k e II. 0 c a .t 1 0 n 0 u mentally, and in their stage of life. To access the full potential of the talent
- markets, employers need to embrace not just one but the entire spectrum
f 't h 't @ of options—from fully remote to hybrid to fully on-site.
2 i oy A 3 MO e 0 e e I u a 1 0 n . Hybrid may sound like the solution, but it still limits organizations to talent
A Q UENT ¥ ah iy ed e L L4 e £ that are within commmuting distance of offices. Today's top talent want the
i ability to work remotely, whla"char that's from thsi_r home or an entirely new
location halfway across the globe. Grgani'zat'ian'a;.naad to build the internal
support and culture alongside the infrastructure, systems, and processes to

not only normalize hybrid and remote work but also facilitate the experiential
‘aspirations of the workforce.

Today, the organizations that will attract and ra_téih the best staff will have
a culture without location bias, where employees can be confident they
can enjoy rich life experiences while achieving their full potential and
career aspirations.

Employee Expecience 3.8
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“While they may have desired perceptions or
nersonal needs, employees need to first be met
where they are, and in the context of their
pnarticular work. Some blended accommodations
and choices should be created and with the

combined participation of all worker types.”

Bob Schwarctz

Dean, Schools of Arts, Design & Business at Mount Mary

EmplLoyee Expecience 3.8

Q. I believe the cultuce of ocganizations has evolved to

Younger workers are game
for change.

Nearly everyone agrees that workflows, processes, policies, and
collaboration tools have enabled employees to work from home
effectively. But what about its impact on employees’ well-being?
According to our survey, younger workers are more optimistic about
the success of remote opportunities from the standpoint of diversity,
inclusion, equity, and belonging. Perhaps due to being fully immersed
in digital platforms from a young age, they are more comfortable
building relationships virtually. At the same time, their older colleagues
place more value on in-person interactions and find it more difficult to
experience belonging and inclusion in a remote or virtual setting. 9.39%, 9.7%

18.7%

17%

13.7%

13.1%

1.4%

Our survey also revealed that with age comes skepticism about

workplace change. Although the opinion is overwhelmingly positive,

those aged 56+ were less convinced than their younger counterparts

that organizational culture had indeed evolved beyond the in-office

experience. Could it be that they are feeling protective of the status

quo, or feeling vulnerable as the world changes around them? The _

G'.'E.at Resignation or Reflection has shown us that taEerﬂ alre clearly Ages 18-24 Ages 25-40 Ages 41-55 Ages 56+
willing to walk away from the status quo and the organizations that

refuse to evolve.

5.5%

3 Diversity, inclusion, equity, and belonging policies and Bl | don't believe organizational culture has evolved
practices transfer to the hybrid experience. beyond the in-office experience.

e accommodate hybrid or rcemote wocking employees because:

EmplLoyee Expecience 3.8
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Key takeaways
and solutions.

S0, what should your organization do to create an employee
experience that meets the needs of your staff whether they
want to work remote, hybrid, or in another country? Working
with Dr. Terri Horton, we've created some recommendations 1o
help you take the next step to create an employee experience
that serves your organization today and in the future.

0l.

Nocmalize hybrid
work

B2.

Win at employee
experience

Leaders must continue to build a culture that normalizes remote and
hybrid work. That means mitigating proximity bias and alleviating guilt
and fear that may be felt by remote workers. They need 1o create more
opportunities that bring employees together to facilitate collaboration,
creativity, innovation, and promote a sense of belonging. _Al:l_dif_tinnally.
organizations need to develop associated metrics and embed them
into engagement and performance management practices.

[ el e Just as many organizations have prioritized
unconscious bias training, it is also critically important to prioritize
proximity bias training. Organizations should reimagine leadership
development programs that align with the realities of leading remote
and hybrid teams, illuminate blind spots, provide modeling for
coaching, and inspire remote employees to thrive.

Employee experience is the new competitive advantage to hedge
against resignations and quiet quitting, as well as navigating ever-
changing employee perspectives about the role of work in their lives.
Leaders should prioritize the employee experience as fervently as

the customer experience, by frequently collecting data to uncover
sentiment, unmet needs, and emerging / shifting preferences across
employee segments. Aﬂd'it_iunall_y, they should use these insights to
develop innovative strategies that foster remote and hybrid work, DEIB
(Diversity, Equity, Inclusion, and Belonging), engagement, and retention.

Employee attitudes about work are evolving
and continue to be influenced by what's happening in their lives in
response to increased external volatility, uncertainty, and complexity.
Organizations should increase the frequency of pulse surveys to collect
employee sentiment and experience data. These surveys should
specifically explore how the external environment impacts employees'
personal lives and intersects with their work and experiences.

Employee Expecience 3.8




The details on our data.

4,45"

C-Suite

14.15*

VP / Director

28, 44

Manager

3,484

Respondents

9L 0"

Non-management

The information presented here reflects the results of a global
survey conducted by Aquent and Vitamin T from June to July 2022
with 3,484 respondents. Additional data was also collected through
LinkedIn polls on the Vitamin T and Aquent company pages. We
engaged Dr. Terri Horton, MBA, MA, a recognized thought leader

on the Future of Work, to help craft the survey questions and provide
insights on the results.

EmplLoyee Expeclence 3.8

AQUENT

Guest contributor;

Dr. Terri Horton MBA, MA

C b

We are the leading global work solutions company. Through a range of brands
and services, we help guide businesses toward the talent, technology, and
resources they need to excel. From specialty recruiting and talent experience

1o creative strategy and project management, we're making the future of work
better for everyone.

Learn more at aquent.com.

Dr. Horton is a widely recognized thought leader on the future of work, an
international speaker, and a subject-matter expert with two global research
consultancies. She was included in the Onalytica 2022 Who's Who in the
Future of Work report as a key opinion leader and expert with high credibility
and authority. She is a TEDxX speaker and the author of "Force Majeure: A
Futurist's Guide to Boldly Thriving on Your Terms in Future of Work.”

0 2022 Aguent



Versed
in the Metaverse
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@ The metaverse undoubtedly will transform how we work, live, socialize,
I m m e r S 1 V e w 0 rll. [I S and behave as consumers and employees. While we may be a few years
away from its broad-scale implementation, brands are building out dynamic
consumer experiences in the metaverse now. It will radically change how

. -_—
m e e .t .t h e h u S 1 n e S S businesses interact with consumers, how work is done, what products and

services are offered, and how they are made and distributed. With the global

metaverse market estimated to grow to anywhere from $1.6 trillion to $5 trillion

w 0 r II. [I by 2030, companies and talent who are sitting on the sidelines will miss out on
. new opportunities.

Along with its vast potential for value creation, the metaverse will change

the employee experience, including onboarding, training, and networking.
Additionally, it will alter existing jobs and unleash new roles and career paths
that were previously unimaginable. This report examines how employees and
leaders view the transition to the metaverse, the future employee experience,
and what matters to them most.

Employee Expecience 3.8




‘There is a fight for top-tier talent at the
moment...venturing into the metaverse is not only
agreat way to elevate the way you engage with your
employees but a way to take your interactions with

your customers to a whole new dimension.”

Co-Founder, Mooning,
a Web3 and Metaverse Agency

EmplLoyee Expecience 3.8

e DO you plan to impcove youc knowledge or skills
e to transition 1into emecging metavecse rcoles?

Surprisingly few aspire
to take their skills to
another dimension.

Maybe as a result of not believing their work will transfer, a whopping
47% of employees overall are “not interested” in developing their skills in
preparation for metaverse brand and employee experiences.

iLoyee Expecience 3.8

What is driving this apathy? Could it be that the metaverse is too far

off, being a number of years away from reaching its full potential? Is it a ;
lack of visionary leadership at the senior levels of organizations? Or is it LI 7 £|"’é
a lack of understanding of the kinds of roles that will transition into the

metaverse? We thinfr it's a cnmhinatian nf all three. Given that marketing,

Tcansitional

Upskilling

Outlook | "
y 4
52.6

E_pera#-n::e Designers, and '.lezrrrr‘;n"tun1’(3..r Maﬂa;;en-_.} will, in fau:.t, be the
architects of the metaverse, both talent and organizations should take
steps today to prepare for the future.

= Yes B Mo

EmpLoyee Expecience 3.8 p. 15



K E t a k E a W a S 91 Leaders need to do more than linger in the "wait and see” space—

while it may seem safe, it's actually a risky competitive position. Though
® a fully realized metaverse may be seven to 10 years away, winning
Stact the . | : :
a n S 0 u 1 0 n S . strategies are already being formed. Now is the time to evaluate where
. convecsation the metaverse intersects with the customer and employee experience
without and begin connecting the dots to determine what metaverse strategies
hesitation make sense for your organization.

So, how can you hegi A taking advantage of the Dppurtunities Hecumended tadlelsl If you are not talking about tlhe metaverse .W”h
your clients or consumers, they are probably wondering why. Even if

; i : 5 , | .
the metaverse will I:nrlng in the COMINgG yearss We've created you haven't built out a metaverse strategy, start the conversation and

some recommendations to help you take the first steps. inquire about their perspectives, needs, and expectations about the
role the metaverse will play in their future. The insights collected from
this approach can also lay the foundation for the identification and
development of strategies to begin upskilling and reskilling employees.

i T A e '
0 W d 0 0 u m 0 v E f 0 I ) W a I b d p <. L= o az Today, only 16% of people know what the metaverse is and its potential
® _ iy P & T T = power to transform how we live and work. So it's not surprising that many
s =T agram] e YREE o employees can't imagine how their work will be transformed. As a result,
7 oy - Get ahead of the i g . e
l e i | organizations may encounter some resistance and lag times in upskilling

Leacning cucve and reskilling employees, which can chip away at competitive advantage,
learning and development initiatives, engagement, and retention.

Recommended Action: BRI ERIaEIS e [TRs[sTaR 8 daTo I AT s =18 s 10 ls [aTgh|
know. Start at square one—assess your employees’ and leaders’

level of awareness, knowledge, and competency in metaverse basics.
Use these insights to develop a town-hall-style discussion to educate
your team on how the metaverse is transforming your industry and its
potential impact on specific business units and customer segments.
Follow up with a variety of learning approaches, from microlearning
(short learning bursts) to specially curated, formal training for your
industry and company.
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Cryptocurrency, digital assets, on-demand pay ... We asked talent worldwide
about some of the most future-facing trends, and reveal what and how they

want to be paid in the years to come. (How much they are paid is covered in

our 2023 Salary Guide.)

Technology is expanding payroll capabilities as well as expectations, with
employees envisioning more pay options, autonomy, and speed. Employees
are asking why not add cryptocurrency to the pay mix? Or access wages
whenever | want, instead of a fixed pay period? Or receive NFTs that might
become valuable collectibles?

Cryptocurrency was, of course, the most polarizing topic. But despite a
year marked by volatility, market crashes, and lawsuits, optimists still view
cryptocurrency as a viable form of currency, albeit a highly speculative one.

cryptocurrency alongside stocks and mutual funds in their 401(k).

Now is the time to start exploring emerging pay preferences that could give
early adopters an advantage in hiring and retaining the best talent.

Employee Expecience 3.8




“As employers continue to downshift in response
to current and Looming economic headwinds, theuy
must not Lose sight of the impact of employee

A compensation on engagement and retention
strategies-and emerging preferences around pay.”

Dc. Tecci Horcton, MBA, MA

Author, "Force Majeure: A Futurist's Guide to Boldly
Thriving on Your Terms in the Future of Work.”

EmpLoyee Expecience 3.8

Workers are saying
es to NFTs, but only
in small doses.

e Whilch of the top ccyptocuccencles arce you most
e Likely to prefer?

Those who choose cr
P, 0 would rather go birc

s 22 e It's no surprise that the two most well-known cryptocurrencies, Bitcoin Bitcioin
S and Ethereum, pave the way in terms of popularity and investment
T appetite. And it's a sentiment that holds true across the age generations.
FEmpLoyee Expecience 3.8
Ethereum ‘

By choosing Bitcoin (62.7%) and Ethereum (26.5%) rather than
stablecoins USDC (8.7%) and Tether (1.4%), employees make it clear that

their goal is to make money, and they believe crypto investments will rise US Dollar Coin (USDC) ‘
in value. Stablecoins are most popular with the baby boomer generation.

Pegged to the U.S. dollar and 100% backed by cash reserves,
stablecoins are designed to be a non-volatile store of value, which offers Tathisr
interest in the range of 5-20% but no potential to increase in value.

While the cryptocurrency market crashed in the latter half of 2022, Binance Coin (BNB) ‘
there's the old saying, "what goes down must go up.” As an investment, I
digital currency holds major potential. Even though it's considered :
speculative, those choosing to jump into the market are obviously

looking for big wins.

Stablecoin: A type of cryptocurrency with its value pegged to a
currency and backed by physical assets,

EmplLoyee Expecience 3.8 p. 18




K E u .t a k E a W a l=| S 91 The issue of compensation is one of the core drivers of the Great

Resignation and the recent Quiet Quitting phenomenon. Despite
° Be g in cautiou E'L}F , rnarket volatility, flexil:}ilitly "'lldl'DL.Iﬂd ‘the strumur.e of {:{}n:npensfatiﬂn o
a n [I s 0 II. u 't 1 0 n s include cryptocurrency is increasingly attractive to millennial and
. but get stacted Gen Z workers. Therefore, reimagining compensation models that
leverage blockchain technology to introduce cryptocurrency into the
compensation mix, can serve as a future-focused strategy for recruiting
and retaining top millennial and Gen Z talent and demonstrate a

S0, how can you start rethinking cumpensatic:-n maodels commitment to the long-term financial interests of employees.

now to attract and retain the best talent for the years to PPTT—TYET B qin cautiously, as the cryptoourrency
come? Working with Dr. Terri Horton, we've created three market has experienced a significant amount of volatility and

recommendations to help you take the next steps to uncertainty, and contemplating the infusion of eryptocurrency into pay
ambrace the future of work may cause trepidation for some employees. Start by assessing the level

of general knowledge employees have about cryptocurrency. Follow up
with FAQs and use cases on how cryptocurrency is being introduced
into the compensation mix. Conduct a survey to collect data on what
components of compensation and to what extent employees might be

N e moeiplf

So how do

i 3
L

interested in introducing cryptocurrency into their compensation. Use
the insights to map next steps in exploring viability.

IIIIII
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¢ D0 you pLan to worck as a digital nomad within
« the next one To three yeacs for at Least:

Get up to speed with the
digital nomad.

Jostwhen you ware getting & hande ocn work-from-bome, employ=es
row want 1o work-frorm-argahars. Dur survery revealed that ot lsast G0%
of employees of al ages and lresls wart 1o work remotsly as & “digital
romad” within the nest 1-3 y=ars. Of those, ower BI% predsr a 612

manth timeframe—7T08 {or the B8+ ags group. The results from owe

Employeas have diffarant neads and arein different places phyaicaly,

Ta k E 1 0 c at io n 0 u t mantally, ard in their stage of i\, To acceas the full potential of the talant

marksis, employers reed to embracs not just ore but the entire spectrum

& of options—from fully remiote to hybed tofully on-sie.
of the equation. e =
Hybrid may sound like the solution, butitatll fmits crganizations o tekent
that are within commuting distance of officas. Today's top talent wart the
ability to work remotaly, whether that's from their home or an antirsly rew
location Falfway ecross the globs. Organizationa need to build the intermal
support ard culture alongsids the infrastructurs, aystems, and processes to

riot only normalize bybrid and remots work but alec facilitats the axpsarisntial
aspiratiors of the waorkfonze.

“Any senior role now transcends locations,
and needs people to work with teams across the

Rl e et et world. I think the most important requirements

o e s | 68| . for global working would be data security, a good

e T e " i video calling service, collaborative
wis irmporiant that their nest job alows tham 1o Tve argwhers, which - . & »
' tools, insurance, and a formal contract.

urdersoores why comparnies nesd o corsider this approach

Today, the organizations that will attrect and retain the beat staff will hawe
& cublture without [ocation bias, whare employess can be confident they
can erjoy rich life experiences while schiewing their full potential and
caresr agpirstions.

Fifty courtdries from Portugal to Bali to loelard now offsr virtusl romad
winas alowirg worksrs of forsign companias 1o siay for six months 1o five
waans. Yes, this is happening Mow is thea tims 10 buid the infrastructure,
systerns, and pro-osssss o faciliate this movamant or rsk increased
turreoear and 8 reduosd tal=nt pool.

Global Program Mensger, Fortures G080 Teah Frm
Cigital nomad working in Dubasi

Digital normad: & locetior-indeperdent, imchnology-erabled lifestyde

dl“nﬂ one to fravel and wark m?' I | da raxiplen o work s digiod romad B B-12 monidha B 1-1momihs 7] 2=1wasts I 45 monidhe T

i .. ;
i . . F
Erploysa Expecisrcs 3.0 L L Emplayss Expmris#nca 3.0 :, i Erplayss Expacisnce 5.8 p. @7

Emplayss Expecisnce 3.0

Emplayes Expaciamce 3.8

If you plLan to wock as a digital nomad, which
of these pollicles ace most impoctant to you?

s Which fiexible worck policies do you belleve would
« contrcibute most to your wock-life balance?

For employees, it's all 0

about the where and when.

L
| | Immersive wor

y : : SFIP 1 s . . K dptitas = ) . 2
asioyipsrelmloe s it e s T _. are a gener ational thin g. | 4 e i o meet the husi

Irstmad of how much they waork, dey's talemt claarty placs more
importance on deaiding whane and when they work. Globaly mars
than T3% gave ful fiedbiity the highest importance, that is, the ability

“We are on the cusp of amajor employee-driven
e | transformation to a whole newway of working. The
pidivarvs (I opportunity for employers to embrace this future

PR e is equally profound. To do so, we need to reset our

—— : idea of normal work to be flexible work.”

Tax guidancs |

Workplace preferences

Global looetion fledbiliy

A shudy showed thet amployess worked fsasr hours when &1 home but

iroressed howuns on the weskend and swanirgs, highlighting how the e vl i E
structure of the working we=kis changing. ' e

s ey SRR | 5 34 2 in the Metaverse

In Morth Amerioa, the differance is swen more striking Threeyaars agao, A-day wark week |
wunlimited vacation or l=aee was 8 promising new retention straisgy,

with T2% of LLE. employses supmssing interest. But socording 1o our
latest findings, it havs lost its status an & tandy park to attract the bast
talent Turrs out, unlimited waoation hes not baen sneosy aedl inthes
LLS. Americarms take just 14 days off per year on averngs, versus 24

| days for Eurapeans, with muah of the paid fime off going uresed. Anrisel office
Faid workers' comparastion | . shuidown periadisl

De. Sean Gallaghecr

Diracior, Cartre for the Mew Warkforee at
Swinbume Unkersity of Technology Ausralin

Linlimited vacation

Beasross: Fmmari, Rwicrw, Farkwera - Making Far Work:
Aok - & Dwlzrfw ard Swinkurms Edpa Report
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Employes Expecisnce 1.0 - .:' Erployss Expacisnce I.4 . .\ EmpLoyss Expacisnce 3.1 3 | d Emplays ew 3 ¥ ey mplaysa Expeclsnce 1.0

L How impoctant 1s 1t to youw to wock for an
What 3 |,|I]|.|1" mEtaUEI'SE pcganization that has developed oc 1s ccoeatlng

a metaverse strategy for customecs?

- I belleve that ocganlzations ace moving im the
Bull-d.l-u 1 ﬂ? Ur wa lt cight dicection and at the cight pace as the

p futuce of wock continues to unfold and emecge
and see:

in the metaversa.
Leeders ane the first to admit it—they're rot forging abesd with
developing employes exparisnces in tha metavsnss. Chear Z3% of VPs
ard Directors agresd that crganzations arsillpreparsd ard dow 1o
mioee. 'WWhat i holding them back?'#We baleve it's seourity issues, imied
basd gt to woo=ss necessary hardwars, limited knowlsd gs sround virbasl
spaces and how they opareis, and possibly o lxak of skilksd talent that
could be cantributing 1o 1his sluggishress.

stratequ? Employees

“Small steps toward exploring the metaverse can
make a huge difference to today's workers, who
Look for companies investing in their learning

e et i N and growth. Creating a space for learning will

e e B we e e v | generate excitement and new connections that

b A e i [P g e e o e N/ bring a remote-first workforce together to

drive business forward.”

“There is a fight for top-tier talent at the
moment...venturing into the metaverse is not only
a great way to elevate the way you engage with your
employees but a way to take your interactions with

your customers to a whole new dimension.”

fyau'ra not thinking abaut your meswanse stratsgy; your smployees
wish you weare, Chver 56% of people survergsd want 1o work for a

company that's proactively pursuing the metaversewith s strategy o
ENgEEe oUSIDmErs.

siaking their alaim 1o key propertiss and branding opportunifies in the

i -. '-,'.I'-_ ' o
‘ J ; . ey - . i3 i i,

L] .
Stauin g ahead means : : . Rl o st et 45 e At gy
L w

miarTy are takinegg @ “wait and ses approach. But the majority of

Mereartheless, anly 18% of leaders are confidant that companies
ara hesded inthe right direotian with thar metavares strafsgy.
COrganizatiors that bridgs that gap and figurs out how to oreads and
implement a strategy wil heve a compatitvs advankage cver thoss
companies sitting on the sidsires,

employ=es clearly agres that they waould prafer fo work for a aompary

thinking ahead. =5 W ST

pr— *f’_. -

Cao-Foundsr, Moonimg,
& Wb ard Metroerss Sgancy

Susie Hall, Aguent

Prasident, Cormmunity & Cusiorrer Engagement
Metaverne Innovation Team

Metovarse: 4 virtunlreality spacs whears uaers oan interaot with a
camputar-gerarsied amvircnmeant ard other usars.
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» What processes and emplLoyee expeclences do you
Em I .I.Du EE EH I EI" 19" CE 3 Q: belleve could tramsition imto the metaverse?

are qoing virtual.

WWhen it oormes 1o smiployes sapaisnos, opporturities ars sndlsss
to transition o ramber of initisthess iro the metevarse to help build

Cryptocurrancy, digital asssts, on-damard pay ... We asked talent workdwide

We' teri = There's b hift
ereeniering an vk e o o o o ere s peen a sni

Erei age of alternative e X in howmillennial andlf S ;As Emplnlier:
o S : 2 employess envisioning more pey options, sutoremy, and speed. Employess ¢ : £ 0 EUI‘I‘BI’I HI'I
Decoding the® nayroll. o e Gen Z workers want to - st o

Future of Pa ' 3 -
| Coprarey oo o i o s compensat
*
strategies-an

connectiity, community, ard angagerrent. Employess are ready for =
tHes futurs, and mars then 30% of them sgrae that sames of o compamy's Imimresrsiva and indsractive
work prooessss and separisnoes should transition 1o the metmwanse. learning experienoss |

Ve
'
WWhils 19%: cannot magine this type of tmnsition, we're confidsnt that :
this bedief is simply a lack of awarersss ard urdersianding of the

1
|
R B
11 - % Ir ’
¥ -
e
metmearss and the opporiurity it brirgs. Ve R Y 't‘-
) |
‘,_“'.

Employe= superiances toppireg the metmeanse transition lisk weare Orbaarding 1;. ‘
imrresnsive and inderactvwe l=arning, team meetings, ard ocnbosrding. |

Howesvear, age groups showed somewvarying prefarenoes. Surmesy
resporderis undar 4 0ysans old praferred the metaverss for reoruitmeant
ard warkpleos tours, bt would rather connect in parsan for cnboarding,
orE-an-are mestings, and water-oooler comeansations. Thass sged G6+

fawor atbendirg social and corporss svenis in personesnsus online.

B=anuitmeant, workplace taurs

= cryptocumency as & viable form of currency, akbsit a highly apeculative ona.
Iriervi=as and ossassmeris Cre in five American adults has owned it, and retirement esvers can even hold
. 1 ' cryptocurrency alongside stocks and mutual funds in thair 2070k

Moww ia the time to start exploning amenging pay prafersnces that could give
sarky sdopbare an advantage in hiring ard retaining the best talent.

EmplLayss Expacismce .8 T P Emplayss Expecisnce 3.8

How open are you to ceceiving a portion of your p 1 ] 'l-'l- . t If you ace open, what peccentage of your salacy h h h .t Q Whnich of the top ccyptocuccencies ace you most
Q: compensation in ccyptocuccency? ' El] I E aI'E WI 1“ I D would you Llike pald in coyptocuccency? T nse w D c uuse cru ! n : 1ikely to prefec?
&
wager their paycheck.

Younger qenerations

want cryptocurrenc

would rather go big than

At the heart of any successful rewards
o S e e — and compensation strateqy is the ability to

Ciut of the respondsnts who are open 1o orypiocurnenay, over 42% Eitaain

open 1o receiving partaf thei payin crypiacumency withyounger =11 . ® . of employees would experiment with 1-3% of their pay taking a =% | ard Etherzum, pave the way in terma of popularity and imeastmart ' * .
S g o i Rt oo ety Some are riskina it on & s e T G et | s B it ek o i e - empathize with the needs of your workforce.
opan [55% and BBY: respaivelyl ard baby boomars the Inast (2%, An : ' paychacks By chocsing Bitooin (E27%) and Ethersum [26.5%) rather than e - = . .
s by i LisE ~ F sinblacaine UEDC ¢0.7%] and Tethar {1 4%], smployees maks it dear that _ wE e ] U S'I: h Eg 1INN1N g 'I:[] SBR LISE CASAeS f or
crypto, while others , : .
o — blockchain-supported compensation, so this
I [ ]

akready i rypiccurTenay with mean cutnum bering women e o one, af rasponders
is your chance to innovate and Lead.”

But how much?

'Wihils 6% of survey respondsnis give the idea s hard "no,” many ans

thair goal is o make money and they baleve orypto imestmends will roe
in valua, Stablacoins are most popdar with the babry boomer genarnation.
Pepgad ta thea LS. dollar and 100%: kaoled byansh reasaress,

stablscains are desigred to be & ron-olatile siore of valus, which offers
interest in the rangs of B=20% but no potertial 10 norease invalus.

Parfioipation mey grow owsr fime as the argpteourrenocymarkst ragains
its momermum and becomes mons ragulatad, howser, oryphoourneroy
isvarymuch & speculatiie osoet atthis time. While many employess
Ty B2E Crypbocurteroy as too risky, that could changs, since 24%

of thoee surveysd irdiosted “rat row, parhaps in e futurs —a salid

1in 4 employess.

UIE Dellar Coin [LEBDC]

#rd itjust mokas serss that fewer employess aged B8+ are willrg 1o B WG P Dpenneass tTo
dabbis in & new, volatle assst in the years lsading up 1o their ratirement. 1o the ides ol Coyptocuccency |

recaivineg part of {
thsir pay in crypdo

Tether ”

Maarty B9 of cur survey respondends are "opan” or “wary open” to
rapeiving oryphocurmanoy as part of their pay mix The numbers ware
ewan higher inour 1 020 0-parson Linkedin poll at 20%. Whils mary claim
o ba “notvery opan® (2R%), thery don't go so far &= to sey "revern” so they
ars poisrdally warming up o the idea.

Withils thes orypioourrenoy markst crashed in the latier half of 2022,
thara's the old saying, 'what poes down must go up.” s an irvastmeant,
digital curenoy balds major potertial. Even though it's considered
speoulaties, thase choosing to jump imo the market are chviously
looking for big wins.

Birmnce Caoin (ERE] |

It's imporant to rote that this sunesy was teleen in G2 2022 while
thea arypto markst wes crashing. S&dditicnally, the sicok maket was

experieroing a greatdeal of volatlity dus to mflaticn and f=ars of
racession, 8o responderds may haes besn thinking mans cautiousky,

Metme=rse Practice Leadsr, Squert

Gryptoourrenoy: A digitel assat [call=d a tokan orooinl that functions

outsids of estabished firenoisl irstiobions, such &= barks or
gowarnmants, with its valus based on supply ard demard. Stableooin: & typs of cryptocurreroy with its valus peggad o e

ourency and backed by phiysioal asseds.
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Digital nomads, remote vs hybrid, unlimited vacation, and more. Part 1 of our
Employee Experience 3.0 report is out, providing key insights on the future of
work. If you want the stats on how to create a workplace that works ..5ee more

Employee

3.0 Report

A Look Into the
Future of Work

- DOWNLOAD NOW

MAQUENT

ﬂ@i\ 28 "

What's holding your organization back from embracing the metaverse? Create a
winning strategy with insights from almost 3.5k talent about what processes they
would like to see transition into the metaverse. Get the report and ...see more

of VPs and
Dicectocs agcreed
that ocganizations
are 1ll-pcepaced
and slow to move.

55"

AQUENT Employee Expecience 3.8

&\ Like &) Comment () Share <4 Send

What do your employees want? In our global talent survey, flexibility ranked higher
than unlimited vacation or the 4-day workweek. Download the report for detailed
insights on the future or work, plus an action plan for your ..see more

« Which fiexible wockplace policy contcibutes to
. your wock-Life balance?

Full flexibility: |
onsite, remote, or hybrd | |

Flexible hours

4-cday work week |

Linlimited vacation .

Annual office |
shutdown period(s) |

Emplovee Expecience 3.8

L,
f @1\ 146 « 2 comments

Looks like unlimited vacation may have lost its luster. In today's workforce, PTO is
all about the where and when. Download the report for more insights into what
employees want, and what your company should offer to attract and  ...see more

Goodhye 9 to b -
hello flexible
workweek.

AQUENT ’ e = i Employee Expecience 3.8
" e ;] 4 #ﬁ-t'- 'y

é Like (&) Comment — Share '?5&11::1

Aquent NN
' AWl 530,550 followers

What does it mean to be a Digital Nomad? It's all about living a location-
independent, technology-enabled lifestyle that allows one to travel and work
remotely. With more than 60% of employees surveyed interested in ..5ee more

-

AQUENT Employee Expecience 3.8

el i i . i g
‘ g'.ﬁ:l". L0 * 4 Comments
"

¢ Like & Comment > Share +7 send

Believe it or not, people are interested in receiving some form of their salary in
crypto. What's the magic number for your employees? Download the report for
actionable insights to get you started. #FutureOfWork #Crypto ...see more

People are willing to wager

their paycheck. But how much?

AQUENT Employee Expecience 3.9

L
G @\ 28 + 4 comments

) Like & Comment () Share < Send

Is your company infrastructure ready for the future? More than 80% of employees
surveyed agree that some aspects of a company's work processes and

experiences should transition to the metaverse. Get our report for ...5ee more

" What pcocesses and employee expeciences do you
believe could transition into the metaverse?

Immersive and interactive
learming expenences

Team meetings

Onboarding

Recruitment, workplace tours

Interviews and assessments

AQUENT Employee Experience 3.0

Waiting for 2 weeks for your paycheck? That's so 1990s. Today's employees want
it as soon as their project is done. Download our report to find out how your
organization can get ahead of this trend. And also access part 1 and ...see more

A majority of
employees value
on-demand pau.

¢ Like & Comment ) Share <7 send

Ready for the metaverse with a company-wide strategy? If not, get part 2 of our
report to better understand employee expectations and access an actionable plan
to get started. ...See more

What's your metaverse strateg
nLoyees want to know.

EmpLoyee Experience 3.8

g @h 28 = 4 comments

é Like &) Comment > Share "75&:1[1

Even though the crypto market has been volatile, 46% of survey respondents are
at least warming up to the idea. Learn how this impacts your hiring strategy by
downloading our latest report. #FutureOfWork #Crypto #Salaries ...5ee more
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AQUENT Employee Expecience 3.8

of respondents are
wacming up to the

idea of receiving
pact of their pay
in ccypto.
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Part 1: Creating a workplace
that works.

Get a glimpse into the future of work. Discover insights from a
global survey of 3,484 professionals conducted in partnership with
work futurist Dr. Terri Horton.
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THE DAWN OF MODERN \ A |
TEAMWORK.

SETTING THE STAGE FOR HIGH PERFORMANCE

n an increasingly complex tech-driven world, the significance
gty % gl

of high-performing teams grows more pivotal than ever. ' —— - Ak TO ADOPT OR NOT ADOPT AI—-THAT IS THE QUESTION
Built on trust and a shared purpose, they execute with | R j iz

nimbleness, resolve intricate problems, and accomplish more _;.'}:':_?_.__. - a X g O | ALL THE WORLD’S A VIRTUAL WORKSPACE

to promote creativity and develop abilities than their low-to- g, W/ /

moderately performing counterparts. Today’s workplaces are s SR _ R _

changing, and as staffing patterns shift, corporate investments g | 8 4 ' (O /
in DEI tighten, remote work arrangements pivor, and Al S SO b | LEEAY R e s o
advancements reshape the very fabric of work, the imperative to

rethink the art of high-performance teamwork looms even larger.

“TALENT INSIGHTS REPORT y TALENT INSIGHTS REPORT




WHAT'S CHANGED IN TODAY'S WORKPLACE:

Employer-led job market

Not long ago, talent enjoyed unprecedented bargaining power.
Now, employers are dealing out layoffs and belttightening
measures amid economic uncertainty and tech-driven
efficiency gains.

On-site ultimatums

After years of plentiful remote work opportunities, many
employers have swung firmly in the other direction, taking their
teams from fully remote to hybrid, or even on-site, despite strong
resistance from employees.
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THE 8§ BEHAVIORS THAT SET TEAMS AHEAD

In high-performing teams, we see healthy dynamics, communication, and
engagement all contributing to a team’s outcomes and ability to achieve their goals.

TALENT INSIGHTS REPORT

SETTING THE
STAGE FOR HIGH
PERFORMANCE
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2/8 Q:

MOTIVATED BY BRAND How motivated are team members to contribute to
PURPOSE fulfilling the company’s brand purpose?

s T 3

it AW\ e Y W Connection to brand purpose drives performance. A — S
P, o™ ?‘f'j
: _ {
Our survey shows that a connection with company values and brand \ ' A i
TALENT INSIGHTS REPORT urpose motivates teams to outperform. Younger workers around ! : |
pUth b 5 : Very or moderately motivated ;
the globe, particularly millennials and those in Generation Z, want
to work toward a purpose aligned with their beliefs, and chis shapes }‘i -— (SELECTED BY) —
their career decisions. According to a study in 44 countries, Gen ;{,
Zers and millennials are m{}rc.m{}twamd by .111.c:nnmgh11 work and .- !—' 94 % Vs, ;’; 6 % |
personal fulfillment, less motivated by traditional status symbols =' ]
B oD e il e { HIGH-PERFORMING LOW-TO-MODERATELY
such as job title, seniority, or material possessions. _ et uiskbtuii o
-
[t is of vital importance for companies to articulate their brand e s S CRBC

purpose, anchor strntcgic decisions for the ﬂl‘g:‘LI‘liE:‘iti{]n around
it, and connect employees to that core. Without knowing your
) " . | " -
company’s reason for being, it’s harder to feel motivated to dig deep
or go the extra mile. It’s also Important to be intentional during the
recruiting process, ensuring the values of new team members align

with the company’s mission and vision.

) TALENT INSIGHTS REPORT 12



“Organizations cannot afford to be behind the curve on Al

The biggest risk is standing still.”

Frances Karamouzis

GROUP CHIEF OF RESEARCH, GARTNER

TALENT INSIGHTS REPORT

TO ADOPT OR NOT
ADOPT AI-THAT
IS THE QUESTION

WHAT DOES Al MEAN FOR TEAMS
IN MARKETING, CREATIVE, AND DESIGN?

_*.'.-
oo lueN
Amid all the hype, the jury is still out (licerally, While some workers fear Al will take their jobs, o~ - - =
i i # ] ekl
] 1IS1G . : . . F : . o g g o
LALENTINAGH LS REEORT with lawsuits by authors, artists, and others researchers and leaders alike view Al as a tool that re 7
pending) on whether generative Al companies can helps enhance productivity and creativity. | “\X /e bﬁl ieve Al U
use copyrighted material to train their Al systems. _ |
. : The teams who are taking time to learn and H h h
And then there was the unintentional leak of ik G RIS e - § Wilil €nnancc numarn "
- - < < yractice usine Al will be better prepare : .
proprietary code by employees using ChatGPT at }h actice using Al will be better prepared for the talent and embower
: e S , . future. However, a recent survey shows that p
one of the world's largest tech companies. It’s no :
: : : .. . ' 0 ATKEters are receivine trainine or l b
surprise that research highlights misinformation, only 10% of marketers are receiving training or PCOP € O DC morc
legality, data security, privacy, and reputation as guidance from their company, and instead rely on ) : 1
o J / P, ] : St ) T . (o10/ s . C_l cat1V€} agl 63
e s o, o internet articles and videos (81%) and ralking wich
top concerns surrounding generative Al. But this = . >
s * : : . : olleagues and friends (73%). Ironically, while d fE
isn't the full piccure—AI is here and it's showing colleagues and friends (73%). Ironically, while ana cricient. |
- . - companies are racine to iind this skill set, prepared ' J
great promise. Organizations should be proactive I o ! | b 1 Cl
: ; e R g : yay skv-high salaries, one might ask why they Oonn ’ 1uange
in putrting guardrails in place, so their teams get to pay sky-high salaries, one might ask why they : ] ang -
e are not taking this opportunity to invest in the [ CEO, AQUENT I
the most out of using Al tools, and they can make - king el R ¢ &=
2 : VelopImetr 1T OWN emplovyees. 74|
sure their intellectual property is protected. development of their own/employees (% )

{3
1}
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e ———————— REMOTE TEAMS ATTRACT
e = DIVERSITY AND DRIVE BETTER
I I OUTCOMES

Remote environments drive pf:r{:m*m;mct:, not jur-;r thmugh

productivity but diversity too. They eliminate geographical,

ph}-':ain:nl, and social barriers: imprm*ing career u}‘:-purtm‘liti:::-; for

L
——

working parents, caregivers, ethnically diverse employees, employees
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with disabilities, and other underrepresented groups. A UK survey
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/
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revealed thar 80% of workers with disabilities view remote work

as essential when they are job hunting. And an international
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McKinsey study showed that underrepresented groups are more

likely to leave without flexible work options. This is foundational to

R T LA AT . T R e e
" |

T W A s SO0 S M

the diverse thin king that drives high pcrf*:::-rm:uu:c.
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Remorte work also levels the plavine field in 2 manner on-site
playing

cannot. Practices like virtual hand raising, anonymous polls,

L R

and cameras off during video calls, as well as asynchronous
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communication encourage participation, ensure all voices are
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heard, and help employees share their ideas with confidence.
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Does your team encourage inclusive How well does your team actively seek How effective is your team at
TALENT INSIGHES RER QICT discussions where all members feel diverse perspectives and opinions? incorporating diverse perspectives
comfortable expressing their ideas? into decision-making processes?
' '-Eg o 1, “.:f_,':iu; = | ’ ""I-.“:::_l___.' . " '.____._::-.:'.._:_:-" : _“"E"'_._-.—-" . . :.__“..-._;-;' :
AN gr) QN 79 QN 7Y
j A il A As
To a great extent or somewhat Very or moderately well Very or moderately effective
— % (SELECTEDRBY) & — — % (SELECTEDBY) &> — -— 5 (SELECTEDBY) & .-
85% vs. 6 612 6
Y% vs. 69% /9% s % /9% vs. 65%
REMOTE TEAMS ON-SITETEAMS ; i REMOTETEAMS ON-SITETEAMS ; s REMOTETEAMS ON-SITETEAMS
Iy L ) { ! i
Gis D 0/ \Q 0L AR
K=, =Y e .. NS 4 A= R
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KEY ACIIONS TO ELEVATE YOUR

TEAM’S PERFORMANCE:

Determine how your team appiies the

8 behaviors of high performance

Check in with your employees on how they feel the
team is doing. Meet with each team member one
on one, or survey the team as a whole (anonymous
responses promote more candid feedback). You
can also take the survey as a self-assessment for
greater clarity. These results identify the areas
where your team already excels and where they

IT] ight IlCL‘d CXTra support,
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Build an environment of safety and

trust and always lead by example

By providing an environment of psychological
safety and trust, you give your team the space they
need to think outside the box. It activates their
creativity, instills confidence, and encourages them
to take professional risks they might not otherwise
explore. To lead by example and model these
behaviors, you set your team up for success. And

you reduce employee burnout as well.
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Break down silos by creating

transparent channels of communication

Communication is essential in the workplace,
but it can be hard to get right. Particularly when
managing remote teams, a level of awareness is
required that pushes beyond the comfort zone of
some traditional leaders. Always consider how,
when, and with whom your team interacts; and
be proactive in seeking out diverse opinions and
perspectives. This breaks down silos between
departments, fosters cross-organizational

collaboration, and LMpProves outcomes.

TALENT INSIGHTS REPORT
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4 1 Respondents across North America, Europe,
3 and Asia Pacific.

TEAM PERFORMANCE LEVEL

60.1%

HIGH FRFOLMING

Z 399%

Lo T AGDERATERY
FREFORMING

R\

a
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EXCHANGE INFORMATION

High-performing teams have more

effective communication,

These ceams are much more likely to mitigate silos by sharing

information across the organization. And rwice as likely 1o

encourage collaborati ¢ extent (64%) compared w0

3. While

their low-to-moderately performang counterparts (3.

communication in today’s connected world may scem effordess.

clearly, high-performing teams are doing it beteer.

A silo mentalicy can waste time and resources, resulting in

sduplicared work, delays, disagreements, and missed rrumitics.

aboration

While working independenily is sometimes required
maximizes the benefits of reamwork and drives betrer onteomes for

your organization,

AN FORTEAMS
[TVE, AND DESIGN?

vill take their jobs,

cw Al asa tool chat

creativity. ) “We believe Al

ime to learn and . will enhance human |
or prepared for the | )
e talent and empower

urvey shows chat
Civing training ac people to be more
oo Tihead sl om . g

creative, a gslc‘

and efficient.”
s skill set, prepared ' :

night ask why thesy John H. Chuang
0y to invest in the CHOLAQUENT

oyees. 2 %5

TALENT INSGHTS REPORT

THE RENAISSANCE
o/ TEAMWORK

AQUENT

|

SETTING THE
STAGE FOR HIGH
ERFORMANCE

Q:

ve is your team at sharing information

How cft

across different dcp.u tments or funcrional areas?

Ai
Very or moderately effective i

e AELECTLDHY -

88% . 63%

OO
PERFOR,

TALENT

NIMEHTS REFORT "

“Organizations cannot afford to be behind the curve on A
The biggest risk is standing still.”

Framn:

GROUP

To lead a team is to set forch on a complex mis

ADOPT AI-THAT
IS THE QUESTION

THE 8 BEHAVIORS THAT SET TEAMS AHEAD

In high-performing teams, we

agement all contributing to a team’s outcomes and ability to achieve their goals.

ALL THE WORLD
A VIRTUAL
VORKSPACE

ion. Especially roday. Leaders are

sranding at the crossroads of established and emerging practice, tz with the
challenge of navigating uncharted dimensions of work. It’s time to disrupt the s

quo by letting go of previous models, placing focus not

1 what was effective before,

bue the drivers of high performance within a modern context. In this new time of

awakening, this teamwork renai
ship. and rhe_\, re respons ble fo creating the riaht working conditions.

it is the team leader who is the caprain of the

healthy dynamics, communication, and

TO ADOPT OR NOT ADOP

R HIGH PERFORMANC

ALL THE WORLID'S A VIRTUAL WORKSPACE

ADAPT & INNOVATE

Change is inescapable in today’s world.

How companies (and individwals) respond 1o it can separate the
winners froms the losers, High-performing reams have 1 much
higher willing rhings, take risks, experiment, and
Fearn fro growth mindser, they harness their

creativiry e , adapt w, and thrive in change.

Over 50% of high-performing teams chose “very effcctively” to
describe their response to change and innovarion, Compare that

o just 14% of low-to-moderately performing teams, whe are morne

likely to rake 2 wait-and-see approach., or even bury their heads in

the sand,

96% of high-performing teams are very or moderately
effective at adapting to change and embracing innovation.

8§ behaviors of high performance

ream is doing. Meet with each team me

an one, or suevey the team as a wheol

can also take

where your team alre

might meed exera supporr.

Determine how your team applics the Build an environment of safery and

trust and always lead by example

Check in with your emplavees on how they feel the By providing an environment of ps

safeey and erust, you give

MORYIIONnS

responses promote more candid feedback)

suevey as @ selfassessm )
greater clariry. These results identify the areas example and model these when, and with w

excels and where they £ team up for success, And be proaceive in seckin,

you reduce employee bumour as well.

KEY ACTIONS TO ELEVATE YOUR
TEAM’S PERFORMANCE:

Break down silos by creating

transparent channels of communication

Communication it essential in the workplace,

bt it can be hard

zet right, Pasticulacly when

need to think ourside the box. Ie aceivares their managing remote teanys, 4 level of awarencss is

instills confidence, and encourrages them required that pushes bevond the comfore zone of
¢ otherwise sone traditional leaders. Always consider how,
1 YOHIT team interacts; and

¢ diverse opinians and

perspectives, This breaks down silos between
departments. fosters cross-organizational

collaboration, and improves outcomes.

produrctivicy, and expertise. But che face that his

score higher on “adapting to change and ¢

Q:

How effective is your team in adapting to change

and embracing innovation?

Az

Very ar moderately effective

%%  T3%

HECH- FERFORMING SERATELY
AMS NG TEAMS
TALENT INSHHTS RERORT "

ALTHOUGH EARLY,
AL ADOPTERS ARE
PACES AHEAD

For most teams, it’s still earky days when it comes to Al adoption,

-performing teams

mbracing innovation” is

nerative Al

reflecred in a more proactive stance toward g

As A mbrace it

are more likely to uncover a fistmover advantage by

cams who are willing re

s i importand

change more rapidly than their peers.

Given the increased productivity and motiv:

workers, which has been widely documented, d

actually used 40%

w do more work, Fewer intermuprions, better wor

all of these facrors o
COMPanEes afe IOW Fequilfing a teturn 1o office, citing perto

and productivi

Help your team align with brand

purpose then recognize their work

to clearly communicate it to emplovees. As a
leader, if you don't have a brand purposc, engage
key stakeholders o develop one. Make sure you
articulate the brand purpose to the members of Always impl

your team, and reinforce it through yo

DESPITE THE PUSH TO
ON-SITE, REMOTE REMAINS

I'HE CLEAR VICTOR

In our survey, 66% of remote teams identify as high pecforming

wversus 47% of on-site teams—a difference of 19 percentage poings.

femote

£
finding makes

dmark study of 27 countries found remote workers

of 72 minutes a day by not commuting, and they

of the time they saved (abour halfan houra day)

ife balan

and the desire 1o continue 3 remote acrangement—

ueribute o higher perfermance, Though many

cactually stand to benefic by <

the very remote flexibility they're resisting.

TALENT INSGHTS REFORT )

S B

1/8

MOTIVATED BY BRAND
PURPOSE

Connection to brand purpose drives performance.

Ovisr survey shows that a connection With company vithies and brand

purpose motivates teams to outperform, Younger workers around

the ghobe, particularly millennials and those in Generation Z. want

o work towand a purpess aligned with their beliefs and chis shapes
v L

Zers and millennials are more motivated by meaningful work and

their carcer decisions. According o a study in

i coun

personal fulfillment, bess morivared by eraditional starus symbeols

such as job title, senioriry. or marerial possessions.

It is of vital importance for companies to articulate their brand

purpose, anchor strategic decisions for the organization around

es 1o that core. Withour knowd

* reason for being, ics hander to feel motivated to digdecp

ir, and connect employ BUE

oy

or go the extra mile. 16 also important to be intentional during the

: L PrOCess, ens o vahues of new team members alig
FECETing Process, ensu e values of new team members align

with the company’s mission and vision,

How would you rate the level of Al adoption

O your team?

Az

Excellent or good

Vs,

TALENT INSGHTS REFORT

KEY ACTIONS CONTINUED:

review, and othee metrics of efficiency.

cgrate them in your processes

wpanies lack a brand purpose or struggle Generative Al is here to stay, and h
ed it. Encour
upskill so chey don’t ger lefr
sure your new hires are open to doi
ment bese practices to pr

actions. brand while providing much-needed strar

et your

ablish best practices for AL use and Prioritize results over on-site work and

advocate for remote arrangements

Remote work makes sense for w0 miany reasons:

YOUT team to It creates opparamity for more div , better
ind, and make work-life balance, deeper team engagements,
2 the same. and increased hiring retention. In remore work,

Awards and shourours are nice ways w h and ance. Consider wsing your project forward thinking.
moments of success when your team 4 management rool to measure the impace of Al This is cspecially true in creative induseries, where
the company’s larger vision, through project completion tines, rounds of innovation and idea generacion are one of the

teading work products.
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Employer-led job marker

ot
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prary
measures  amid  economic  uncertaimyy  and

go, talent enjor

d unprecedente

3 ane

cHicien;

Diversity programs under fire

Many companics who made con

nd inclusion {DEL) during the

are curbing their investments due o declining b

well as

Al and legal pushback.

L0
How motivated are team members to contribure to
fulfilling the company’s brand purposc?

Az
Very or moderately motivated

= SELICTH

Y9 s

HICH FERFORMING
AMS

A GROWTH MINDSET
IS KEY

High-performing teams are prozctively learning, adopting, and

experimenting with AL They are cager to see how

mitments around  diversity,
reckoning of 20200

iness pesults, as

I tools enhance

human cre.

b
b

iy, initiate brainstorming. amtomate rote tasks with

1an super nd more. When it comes to knowledge work,

the combination of

advanced, efficient era.

REMOTE TEAMS ATTRACT
DIVERSITY AND DRIVE BETTER
OQOUTCOMES

Remote environments drive performance, not just through

productivity but diversity oo, They diminate geagraphical,

unities for

il social barriers; improving career oppor

arents, carcgivers, ethnically diverse employees, emplovees
with disabilitics, and other underrepresent

revealed that 80% of workers with disabi

roups, A UK survey
ties view renate work
as essential when they are job hunting. And an international
MeKinsey study showed that underrepresented groups are more
likely to leave without Aexible work options. This is foundational o

hatdrives high performance.

the diverse chink

Remote work also levels the playing ficld in a manner on-site
cannot. Practices like virtual hand raising, anonymous polls,
and cameras off during video calls. as well as asynchronous

communication encourage participation, ensure all vodoes are

heard, and help employees share their ideas with confidence,

TALENT INSKGHTS RERORT

humans and Al marks the beginning of a mo

{ TODAY'S WORKPLACE:

S B

On-site ultimarums

Afer years of plentiful rer work opperunities, many

3 have swu mly in the other dircction, raking cheie

reams from Fully + hivbrid, or even on-sive, despite strong

resian

 feom canploy

Rapid rechnology shife

dth how to int

grate generative Al
e, Mar

le eher usage,

ans for jobs—tod: in th

W STAFLING to experimen

practices to protect thei

TALENT INSHGHTS REFORT -

FOSTER TRUST

Without trust, a team is not really a team.

No matter how taleited the individuals are, 4 teain can't reach

its potential unless jts members are worki

performing teams, members know they can re

have confidense in cach other’s charcter, sx

The 27% gap we see between high-performing

sgether. In high
n cach other; they
ths, and abilities,

other teams is

contly, indicating Jost produstivity due to unhealthy teant dynaniics

such as mistrust, disrespect, and competitiveness.

High-performing teams realize the synergies of collal

have leaders who foster trusti

OGN, €

How would you rate the level of Al expertise

On your team?

Az
Excellent or good

- 34% VS,

g HIEH FERFORMING
TEAMS

TALENT INSHGHTS REFORT

TEDY] — -

horation and

a shared experience.

MORE EMPLOYEI
IN AVIRT

Q:
Duoes your team encourage inclusive
el
comfortable expressing their ideas?

discussions where all members fi

As

Toa great extent or somewhar

85% . 692
HEMOTE TRAMS ONTETEAMS

How well does

diverse persp

Very or

792

REMOTE TEAM:
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ADAPT & INNOVATE

{':hﬂngc is inescapable in today’s world.

Q:

How effective is your team in adapting to
change and embracing innovation?

A:
Very or moderately effective
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MOTIVATED BY BRAND PURPOSE

Connection to brand purpose

drives p erformance.

How motivated are team members to contribute
to fulfilling the company’s brand purpose?

r\:

Very or moderately motivated
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2023 SALARY GUIDE

HOW TO USE THE SALARY TABLES

Salaries reported for a given role vary according to differences in a candidate’s
skills and level of experience, geography, demand for the role, and the size and
complexity of the hiring company. To understand how this works, reference the
example on the right.

2023 SALARY GUIDE

Position [ Title

ROLE
Front End Developer

ZE% earm
less than

|

LOW
$65,000

|

25% of Front End
Developers have
a salary that is
below $65.000,

Median

|

MID
$80,000

|

50% of Front

End Developers
earn less than
£80,000, and 50%
garn more than
$80,000.

2B0L sarm
more than

|

HIGH
$100,000

|

25% of Front End
Developers have
a salary that is
above $100,000.




SAARIES BV ' g
. 9§ now everythin

During the pandemic, skilled marketing, creative, teams and geographies. Build your dream team
and digital talent relocated throughout the globe. by focusing more on the "who" and less on the
Which means the best people may not be inyour  “where.” For more insights on how to make
immediate location. But there's a silver lining. remote/hybrid a win-win for talent and the
Companies who adopt a “work-from-anywhere” organization, refer to our recent report on the
approach can spend a lot less to fill the same future of work, Employee Experience 3.0 Part 1.
role while choosing from a broader, more diverse

pool of talent. Consider this: a UX Lead who

fetches $184,750 in San Francisco would earn

$163,000 in San Diego and $155,000 in Phoenix.

These salary tables empower you to ensure
wage equity and transparency across your

2023 SALARY GUIDE

ead who fetches

150 in San Francisco would earm
0 in $an Diego and

In Phoenix, *

“ s EII' ROLE Sample Size”
ase

AGENGY ACCOUNT MANAGEMENT AND STRATEGY

2023 SALARY GUIDE

GITIES REPRESENTED INGLUDE:

San Francisco, Silicon Valley,
and New York.

This group had the highﬁ:f:.l average monthly net

salaries nationwide.

- Salary data supplemented by addiional market research.

General Manager

Group Account Director
Account Director

Senior Account Manager
Account Manager

Account Coordinator / Executive
Head of Strategy

Strategist

GREATIVE AND DESIGN

Creative Director

Associate Creative Director

Design Director

Creative Operations Manager

Design Operations Manager

Digital Designer = 5 years experience
Digital Designer = 5 years experience
Ul Designer > 5 years experience

Ul Designer < & years experience

Art Director > b years experience

Art Director < 5 years experience

$97,500
$161,500
$88,000
$82,000
$75,500
$58,507
$125,000
$99,500

$123,000
$111,750
$100,000
$78,750
$85,000
$90,000
$77,500
$88,750
$85,000
$90,000
$80,000

$135,000
$179,000
$112,500
$92,000
$86,250
$60,000
$150,000
$113,000

$165,000
$137,500
$130,000
$93,000
$100,000
$93,000
$85,000
$115,400
$100,000
$110,000
$95,000

$190,000
$200,000
$128,750
$113,250
$110,000

$65,500
$182,500
$165,000

$200,000
$1569,250
$150,000
$131,250
$120,000
$100,000

$92,500
$159,000
$130,000
$129,750
$120,000




Ups, downs,
| and obseurities.

In 2022, salaries trended up with an average
increase of 1.1% across the board. But when you (+7%). Salaries for Presentation Designers
dig into the numbers, you discover that with a dropped 11% and roles where salaries stayed
- L 7.7% annual inflation rate® employees’ real wages  the same include Social Media Manager and
— -k N el (their buying power) have significantly declined. Digital Designer.

' ' . A recent report by Willis Towers Watson? stated
that U.S. companies plan to play catch-up in
2023 with an average pay increase of 4.6%. Plus,
according to Mercer, 70% of large employers
say they are looking to enhance their health and
benefits offerings in 2023 in an effort to attract
and retain talent.®

Data Analyst (+8%), and Product Designer

'-:‘-1-..].;*.'. _ -

' }': '- ,I .I,r

.I \

It remains 10 be seen if talent in the coming year
will pass on inflation to employers and demand
higher salaries. In that case, employers’ budgets
could be squeezed, causing them to cut back
on roles or supplement full-time employees with
freelancers. However, employers will need to
ensure pay transparency and equity among
their teams for similar roles and responsibilities,
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Roles that saw higher than average year-over-
year increases were SEQ Manager (+14%),
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% Difference

UX Lead $117,000 $140,000 $158,000 625 $114,750 $132,000 $150,000 439 +6.06%
e & “ " UX Designer $80,000 $100,000 $125,000 786 $80,000 $95,000 $120,000 +5.26%
UX Researcher $86,200 $105,500 $139,000 246 $83,000 $101,250 $135,000 +4.20%
" Ul Designer $69,500 $84,500 $101,350 9 $63,750 580,000 £105,113 +5.63%
' . Product Designer $92,500 $120,000 $145,000 560 $90,000 $112,000 $135,000 +7.14%
DIGITAL MARHETING, SEARGH, AND ANALYTIGS
Digital Marketing Manager $71,250 $87,000 $110,000 204 $70,000 $85,000 $102,375 +2.35%
Digital Marketing Specialist $59,950 $70,000 $80,000 84 $58,450 $68,250 $77,300 +2.56%
SEO Manager $66,990 $87,000 $99,000 $61,000 $76,000 $87,000 +14.47%
Social Media Manager $56,500 $72,000 $89,500 103 $55,000 $72,500 $86,000 -0.69%
Data Analyst 370,000 $82,000 $98,000 110 $62,625 $75,000 387,749 +9.33%
CREATIVE, DESIGN, AND GOPY
Art Director $75,000 $90,000 $105,000 568 $74,875 $88,000 $100,000 +2.27%
Digital Designer $60,000 $75,000 $90,000 292 $60,000 $75,000 $85,000 0.00%
Graphic Designer $52,000 $65,000 $80,000 1423 $50,000 $62,000 $76,800 +4.84%
Presentation Designer $65,000 $80,000 $100,000 41 $75,000 $90,000 $97,000 55 -11.11%
1.S. PAY “"HIHS[S '“] HIT 4.6% IN Elﬂsr Copywriter $62,750 $80,000 $100,000 336 $61,975 $78,500 $92,000 270 +1.91%

WTW SURVEY FINDS

2023 SALARY GUIDE P. 31 2023 SALARY GUIDE P.32
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An illuminating truth

On average, ethnically diverse talent earned
2.25% less than their white counterparts in

2022. UX Researchers, notably, earned 12% less.
On the other hand, some roles showed gains,
with premium salaries paid to Data Analysts,

Ul Designers, and SEO Managers of color. The
Digital Marketing Manager role, which paid more
to employees from underrepresented ethnicities
last year, showed pay parity this year.

Representation also remains a problem.
Although the needle is moving in the right
direction, it is moving too slowly, making

progress at about 1% per year. Diversity in the
advertising/marketing industry is now 32%, well
short of the 41% diversity in the LS. population ®

Clearly, there is still work to be done. How

can you be more intentional about building a
more diverse team? Get our diversity toolkit
by diversity recruitment expert Jenn Tardy and
diversity educator Kate Slater.

* A Diversity Report for the Advertising/Marketing Industry (2022), ANA, November 2022

(Y
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% Difference

Sample Size Sample Size White vs. BIPOC™

On average, ethnically diverse talent I

parned 2.25% less than their white
gounterparts in 2022,

2023 SALARY GUIDE 2023 SALARY GUIDE

UX Lead

UX Designer
UX Researcher
Ul Designer

Product Designer

DIGITAL MARRETING, SEARGH, AND ANALYTIGS

Digital Marketing Manager
Digital Marketing Specialist
SEQ Manager

Social Media Manager

Data Analyst

CREATIVE, DESIGN, AND COPY

Art Director

Digital Designer
Graphic Designer
Presentation Designer

Copywriter

$117,996
$80,000
$87,750
$70,000
$97,250

$70,000
$50,750
$54,000
$58,500
$68,000

$75,000
$60,000
$51,001
$65,000
$65,000

People who self-identified as Black, Indigenous, or a person of color (BIPOC).

$140,000
$100,000
$115,000

$82,500
$120,000

$85,000
$66,500
$65,995
$72,400
$78,000

$90,000
$76,600
$65,000
$85,000
$80,000

$150,750
$125,000
$136,000
$100,000
$145,000

$105,000
$74,875
$88,875
$94,250
$95,000

$101,295
$90,000
$80,000
$100,000
$97,500

© Example: +25% indicates the median salary for whites is 25% higher than the median for ethnically diverse talent.

$120,000
$75,000
$80,000
$63,750
$85,000

$72,000
$54,000
$76,000
$56,000
$75,000

$75,000
$60,000
$50,250
$64,000
$60,000

$150,000
$97,250
$101,000
$88,500
$111,120

$90,000
$62,500
$87,000
$70,000
$90,000

$90,000
$75,000
$65,000
$80,000
$80,000

$165,000
$122,000
$135,000
$101,600
$135,000

$110,000
$80,000
$100,000
$88,000
$110,000

$105,000
$90,000
$80,000
$100,000
$95,000

-7.14%
+2.75%
+12.17%
-7.27%
+7.40%

-5.88%
+6.02%
-31.83%
+3.31%
-15.38%
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A clear barrier to equal.

Our data revealed that there continues to
be a wage gap between genders’, with men
making 2.7% more than women on average
across all roles.

The gap is most persistent in the tech and
creative areas. UX Researcher topped the
chart with men being paid $18,000 more than
women—a median salary of $123,000 for men
versus $105,000 for women. Men also made
more than women in the roles of Presentation
Designer (+19.4%), Ul Designer (+15.8%), and
Data Analyst (+6.8%).

The exceptions were Digital Marketing
Managers, for which women were paid

19% more than men, and as SEO Managers,
women earned 14% more than men.

As more states require salary transparency,
perhaps we will see the pay gap begin to close,
and women receiving equal compensation for
equal work across the board.

i I © This data represents individuals identifying as male and female.

(i e DNITED STATES % Difference
“l a a I““Ea a ﬂ ala ““n I““es “ RORE Sample Size Sample Size Male ve. Female

be & wage pap between genders, with men
making 2.1% more than women on average

2023 SALARY GUIDE

" This data represents individuals identifying as male and female.
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UX Lead

UX Designer
UX Researcher
Ul Designer

Product Designer

DIGITAL MARKETING, SEARGH, AND ANALYTICS

Digital Marketing Manager
Digital Marketing Specialist
SEQ Manager

Social Media Manager
Data Analyst

CREATIVE, DESIGN, AND GOPY

Art Director

Digital Designer
Graphic Designer
Presentation Designer

Copywriter

$120,000
$80,000
$93,500
$72,000
$100,000

$75,000
$62,000
$52,000
$74,750
$75,000

$140,000
$100,000
$123,000

$95,000
$120,500

$80,000
$70,000
$76,000
$75,000
$82,500

$90,000
$78,000
$67,450
$90,000
$85,000

# Example: +25% indicates the median salary for males is 25% higher than the terale median;

$159,750
$127,250
$140,000
$108,500
$150,000

$98,500
$76,400
$90,625
$100,000
$103,750

£105,000
$90,000
$80,000
$100,000
$100,000

$113,750
$75,000
$83,000
$65,000

$85,125

$75,000
$53,250
$63,750
$56,500
$70,000

$75,000
$59,000
$50,000
$64,250
$62,500

$137,000
$99,840
$105,000
$80,000
$115,000

$95,500
$66,500
$87,000
$72,250
$77,000

$90,000
$75,000
$65,000
$72,500
$80,000

$156,750
$120,000
$135,000
$100,000
$138,625

$111,500
$78,500
$90,625
$89,500
$90,000

$100,000
$90,000
$80,000
$97,500
$95,000

+2.14%
+0.16%
+14.63%
+15.79%
+4.56%

0.00%
+3.85%
+3.63%

+19.44%
+5.88%




SALARIES BY
) EMERGING ROLES

Lovel up and press piay.

The metaverse is on the horizon. And with it, comes a wave of demand for new skills needed to
build immersive virtual reality experiences that take user engagement to a new level. It is expected
to unleash new roles and career paths that were previously unimaginable.

Here's a peek at some of the metaverse-related roles and salaries that our Metaverse Innovation
Team (MIT) is seeing, and how upskilling can pay off.

TODAY: FUTURE":

UX Designer $125,000 UX Developer $150,000
Digital Designer $90,000 Technical Artist $140,000
Graphic Designer $80,000 Concept Artist $100,000
Social Media Manager $70,000 Community Manager $120,000

“ With the metaverse expected to grow up to
35 trillion by 2030, companies and talent who
are sitting on the sidelines will miss out on
16w opportunities, ”

VALUE GREATION IN THE METAVERSE

McKinsey & Company, June 2022
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EMERGING ROLES:

Metaverse and gaming continue to be

at the forefront of emerging roles for
marketing, creative, and design. These
roles were selected based on placement
frequency in 2022, as well as their
strategic value for the future.

- aalary data supplemented by additional market research.

With the metaverse expected to grow up to $5 trillion by 2030°, companies and talent who are sitting
on the sidelines will miss out on new opportunities. To learn more about the metaverse, read our
recent report, where we collaborated with a future of work expert to explore how organizations can

begin taking advantage of opportunities today.

* Value creation in the metaverse, Mckinsey & Company, Jlune 2022

- Comparnson uses “high salary range, representing top quartile of earners.

ROLE

Concept Artist
Character Artist
Animator
Technical Artist

Frototyper

Front End Developer
Back End Developer
Audio Engineer
Blockchain Engineer
XR /AR / VR Engineer

Producer

Product Manager
Marketing Strategist
UX Researcher

Community Manager

$60,000
$60,000
$63,000
$65,000
$78,000

$65,000
$90,000
$70,000

$100,000
$100,000

$70,000
$75,000
$65,000
$90,000
$50,000

$80,000
$80,000
$85,000
$95,000
$120,000

$80,000
$120,000
$85,000
$135,000
$135,000

$90,000
$100,000
$125,000
$110,000
$80,000

$100,000
$100,000
$135,000
$140,000

$200,000

$120,000
$150,000
$125,000
$180,000
$180,000

$120,000
$135,000
$160,000
$140,000
$120,000

Sample Size”
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ROLE

AGENCY ACGOUNT MANAGEMENT AND STRATEGY

General Manager

GITIES REPRESENTED INGLUDE:

San Francisco, Silicon Valley,

and New York. ;
Group Account Director

This group had the highest average monthly net

salaries nationwide. Account Director

sSenior Account Manager
Account Manager

Account Coordinator / Executive
Head of Strategy

Strategist

CREATIVE AND DESIGN

Creative Director

Associate Creative Director

Design Director

Creative Operations Manager

Design Operations Manager

Digital Designer = 5 years experience
Digital Designer < 5 years experience
Ul Designer = 5 years experience

Ul Designer £ 5 years experience

Art Director > 5 years experience

Art Director = 5 years experience

" Salary data supplemented by additional market research.

$97,500
$161,500
$88,000
$82,000
$75,500
$58,507
$125,000
$99,500

$123,000
$111,750
$100,000
$78,750
$85,000
$90,000
$77,500
$88,750
$85,000
$90,000
$80,000

$135,000
$179,000
$112,500
$92,000
$86,250
$60,000
$150,000
$113,000

$165,000
$137,500
$130,000
$93,000
$100,000
$93,000
$85,000
$115,400
$100,000
$110,000
$95,000

$190,000
$200,000
$128,750
$113,250
$110,000

$65,500
$182,500
$165,000

$200,000
$159,250
$150,000
$131,250
$120,000
$100,000

$92,500
$159,000
$130,000
$129,750
$120,000

Sample Size”

UNITED STATES
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ROLE

UK, UI, AND PRODUCT DESIGN
UX Lead

UX Designer

UX Researcher

Ul Designer

Product Designer

DIGITAL MARKETING, SEARGH, AND ANALYTICS

Digital Marketing Manager
Digital Marketing Specialist
SEQ Manager

Social Media Manager

Data Analyst

CREATIVE, DESIGH, AND GOPY
Art Director

Digital Designer

Graphic Designer

Presentation Designer

Copywriter

! Salaries are based on U.S. data entered in our salary tool from 6/30/20 to 6/30/21 for 2021 and 6/30/21 to 6/30/22 for 2022,

$117,000
$80,000
$86,200
$69,500
$92,500

$71,250
$59,950
$66,990
$56,500
$70,000

$75,000
$60,000
$52,000
$65,000
$62,750

$140,000

$100,000

$105,500

$84,500
$120,000

$87,000
$70,000
$87,000
$72,000
$82,000

$90,000
$75,000
$65,000
$80,000
$80,000

$158,000
$125,000
$139,000
$101,350
$145,000

$110,000
$80,000
$99,000
$89,500
$98,000

$105,000
$90,000
$80,000
$100,000
$100,000

Sample Size

$114,750
$80,000
$83,000
$63,750
$90,000

$70,000
$58,450
$61,000
$55,000
$62,625

$74,875
$60,000
$50,000
$75,000
$61,975

$132,000
$95,000
$101,250
$80,000
$112,000

$85,000
$68,250
$76,000
$72,500
$75,000

$88,000

$75,000

$62,000
$90,000
$78,500

$150,000
$120,000
$135,000
$105,113
$135,000

$102,375
$77,300
$87,000
$86,000
$87,749

$100,000
$85,000
$76,800
$97,000
$92,000

Sample Size

% Difference

2022vs. 20217

+6.06%
+5.26%
+4.20%
+5.63%

+7.14%

+2.35%
+2.56%
+14.47%
-0.69%
+9.33%

+2.27%

0.00%
+4.84%
-11.11%
+1.91%
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GEOGRAPHY ...
VEAR OVEH YEAR ..

From Cafsfornia’s Equal Pay Act to Canada’s Pay BEquity Act, the 20203 will
be rememberad as “The Age of Pay Transparency.” In 2022, therewarg 17
siales in the LLS, with lews arcund pay iransparency, More are on the way.
While zome employers are embracing the change, othars are lodking for
ways to aveid baing transparant by providing wide, unrealisiic pay ranges.

With the rofler coaster ride of the post-pandemic warld, where many aspects
of the econpmy—demand, supphy; inflation, emplovment—have yat 1o

reach a new equiibrium, companies fully embracing wage transparency will
hopedully set us on a clear path to a fairer and mone balanced future,

Our 2023 Salary Guide gives you a window into actual salaries paid across
e LS. and Canada, a5 well 85 a trangparent look at the pay gaps that still
exxst for peaple of color and women,
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Wages aren't heeping up
With intlation.

jlen are making 2.1% more Fhnically diverse talent
tfian women on average | eamed 2.15% less than
a0r0ss all roles. their white counterparts
in 2011,
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The 2023 Salary Guide is here. Download your copy today. https://bit.ly/3FYgSlu

Get 100+ benchmarks for specialized roles in marketing, creative, and ...see more
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The stats on salaries are out. Download the 2023 Guide
today. https://Inkd.in/eQg6éptmH
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With the average annual salary increase at 1.1% and inflation looming somewhere
around 7.7%, real wages and buying power have significantly declined. Will talent
start demanding higher wages from their employers? Our 2023 guide ...see more

Wages aren't heeping
Up with inflation.
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Before you earn what you're worth, you have to learn what you're worth. Download

the 2023 Salary Guide. https://bit.ly/3FYgSlu
...See more
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In terms of pay equity, there's work to be done. Believe it or not, men are still
earning 2.7% more. That's across That's across all roles in marketing, creative,
and design. We address the gender pay gap in our 2023 Salary Guide, ...see more

Men are making 2.1%
more than women on
average across all roles.
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There's a vast salary range for Social Media Managers this year, all of which
comes down to experience and location. Learn how to attract the right talent or
advance your career in our 2023 Salary Guide. ...see more
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Pay parity and representation are still big issues nationwide. Though we are
making progress, slowly but surely. Uncover key insights and strategies for
building diverse teams in the 2023 Salary Guide https:/bit.ly/3FYgSlu ...see more

@\ ’ Ethnically diverse talent
e | barmed .25 Iess than
Saadtll || | their white counterparts
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The metaverse is on the horizon—and it's expected to grow up to $5 trillion
by 2030.
...see more

NEW INNOVATION ROLES ON THE RISE:

TODAY: FUTURE™

UX Designer $125,000 UX Developer $150,000
Digital Designer $90,000 Technical Artist $140,000
Graphic Designer $80,000 Concept Artist $100,000
Social Media Manager $70,000 Community Manager $120,000

" Comparison uses "high” salary range, representing top quartile of earnars,
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It pays to be transparent. s Sl“nllllllé

2023 Salary Guide
202 So glad you joined the conversation. Our 2023 Salary Guide gives
‘7| you a window into the state of salaries today, plus benchmarks for
SM.M" 100+ marketing, creative, and digital roles.

SEE WHAT'S INSIDE

Hello Tim,

There's no doubt about it, the workforce is in a precarious
place. Between inflation, quiet quitting, hiring freezes, and

View Salaries

WORK EMAIL

john.smith@aquent.com

STATUS

FULL NAME

John James Smith

LOCATION

Select a location near you -
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