
1

SUMMER 2019

INSIGHTS OF THIS EDITION:
Employee Satisfaction, Development Opportunities, 

Soft Skills, Mobility, Gender Inequality at Work 

TALENT 
DATA 

RESEARCH



2

1. Introduction…………………………………………..3 

2. Employee Satisfaction……………………………....4

3. Development Opportunities………………………..8

4. Soft Skills…………………………………………….10 

5. Mobility……………………………………………...13 

6. Gender Inequality at Work ………………………..17

7. Conclusion…………………………………………..20 

8. About Talent Data Labs…………………………....21 

CONTENTS



3

As the world becomes increasingly digital and connected, business
practices based on the use of AI and data science are becoming the new
standard. The HR sector is not unaffected by these changes: studies show
that 69% of the organizations with 10,000 or more employees now have
an entire team dedicated to improving their recruitment process through
the use of data. However, applying an analytical framework to the
multidimensional field of talent management is not an easy challenge.
Furthermore, most of the products offered in this booming sector lack
the scientific rigor and the necessary research base needed to deliver the
expected results. This is why Talent Data Labs stands out in the market.
Our products stem from a dedicated team of qualified psychologists,
neuroscientists and data scientists, and we believe that this is what
ensures their quality.

To really understand the algorithms that are the foundation of our
products and consulting projects one would need a certain amount of
tech-savviness, together with a solid quantitative background. The vast
quantity of high-quality anonymized data gathered during our activities
can be used to generate some insights and statistics on the HR sector.
Over the summer, we have carried out analyses and written articles to
spread the information hidden in our datasets. This report contains some
of the results of this work.

INTRODUCTION

ABOUT THIS REPORT

ABOUT THE DATA

More than 3000 working professionals from the business world

Male: 64% Female: 36%

The average number of years of 
experience :

4 years

Most popular countries of 
residence of the respondents:

Denmark, Sweden, Norway, Spain, 
UK, Germany

https://www.crforum.co.uk/research-and-resources/research-report-strategic-workforce-analytics/
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In our survey, we asked if people are satisfied with
the employer they are now working for. Surprisingly,

15% of the employees were extremely dissatisfied
with their current employer.

We investigated this sample of the 15% most
dissatisfied employees in more detail and aimed to

find key reasons why these people don’t feel
comfortable at their work. According to their
responses, the organization and their supervisor
are the key factors of contributing to unhappiness. .

In addition, we asked participants to distribute 100
points between 10 attributes of the work so that
more important attributes would receive more

points. Then, for the same 10 attributes, respondents
gave the level of current satisfaction.

EMPLOYEE SATISFACTION

Let’s first look at the complete sample, which includes both satisfied and dissatisfied
employees. As you can see from the graph below, employees consider autonomy, high
compensation, good work/life balance and ability to apply creativity and innovation
at work as the most important attributes. From these four attributes, high compensation
and benefits have the lowest level of satisfaction.
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We compared satisfaction with 10 attributes of work of complete sample with that of
sample with low satisfaction. This time we used the percentage level of satisfaction, which

was calculated as the ratio of satisfaction to importance of an attribute. As you can see
from the graph below, clear organizational goals, leadership effort and compensation
and benefits are the top 3 attributes which scored the lowest for the sample of
dissatisfied workers.

EMPLOYEE SATISFACTION
For the sample with only dissatisfied workers, importance of the attributes of work
doesn’t change substantially. However, levels of satisfaction are much lower for all of the

attributes. Let’s examine where the differences are the highest.
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In our research, dissatisfied workers were also asked how they want to change the way
their manager behaves to make them satisfied. 34.4% of dissatisfied employees

indicated that a supervisor should provide career opportunities. Support and
appreciation from the supervisor are also highly important contributors to the
satisfaction level - according to 25.1% of our respondents. Conversely, only 15.9%
answered that the employer should improve compensation and benefits to make them

satisfied. It seems money, albeit a strong motivator, can’t substitute support and
appreciation from the management.

EMPLOYEE SATISFACTION
If we combine importance and satisfaction of dissatisfied workers on one graph, we can
highlight which exact attributes companies should pay attention to. The results show that

companies should focus on enhancing leadership effort put into motivating employees
as well as compensation and benefits system.
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According to our research, the main reason why employees want to leave their current
workplace is a lack of development opportunities. This means that companies might
not pay enough attention to providing learning and growing their workforce.

So, how not to lose your employees? And which development opportunities to 
provide?

DEVELOPMENT OPPORTUNITIES

In our study, we asked which development opportunities employees find the most
attractive. As you can see, leadership track, international career opportunities,
and external learning programs were appreciated the most.

While the graph above shows personal preferences towards different development
opportunities, the pie chart below presents what should be actually implemented at the
current employer of employees. Clear steps upwards and learning courses are the
development opportunities employees want to improve/increase the most.
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The workplace is a complex environment, one in which team dynamics and interpersonal

skills are often topping the list of performance drivers. This is why soft skills matter, and

why they are almost always assessed during the application process. At Talent Data Labs,

we asked employees about their soft skills and collected their responses, creating an

extensive dataset that we used to draw insights on the subject.

SOFT SKILLS

According to our research, the most popular soft skill among employees is Drive, with

68.6% of our sample describing themselves as driven individuals. Coming up in the

second place, we find Curiosity (62.6%), followed by Leadership (55.2%). At the other

end of the list, we can observe how Humility, Charisma, and Extraversion are the rarest

soft skills, with the extraversion observed only in 14.8% of our sample.



12

Different sectors often require different people and different soft skills. Consequently,

certain soft skills will be easier to find in some sectors than in the others. We have created

an infographic showing the most and least representative soft skills of people operating

in different industries.

When looking at these charts, we should keep in mind that the most representative skills

of a specific sector are not necessarily those that impact performance the most. In some

cases, employees that possess the scarcest soft skills can leverage their peculiar abilities

and create great value for their companies.

SOFT SKILLS
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Relocating workers to a different geographical area is an effective solution to some of the
common problems faced by companies who are opening a new office or looking to fill an
open position. However, this practice has its downsides. For employees, leaving family
and friends, facing bureaucratic issues, and starting your life over are all stressful
experiences that can deter people from accepting to move for their job. Here is what
students and professionals had to say when we asked them about their willingness to
move to different locations.

MOBILITY

The graph above shows the percentages of respondents who are willing to relocate to
the countryside, to a different city (in their country of residence), to a new country (in their
continent of residence), or to a whole new continent. The possibility of moving to a
different country is the option that obtained the highest number of positive responses.
Surprisingly, people are almost as likely to be willing to move to a completely different
continent as they are to move to a different city within their current country (50.64 and
50.43% respectively).
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Destination of relocation opportunities only tells us one side of the story that is behind
employees’ decisions. Whether or not people are still studying or already working and
country of residence also play a relevant role.

MOBILITY

Students tend to be more open to the idea of relocating than professionals, while people
from Northern Europe do not seem to be willing to relocate as much as their Spanish or
Anglo-Saxon counterparts.
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We continued our analysis of workforce mobility by looking at the features that
characterize the mobile worker. As shown in this table, mobile workers tend to be more
ambitious when it comes to career goals. They are almost twice more likely to want to
become entrepreneurs or own a company, whereas grounded workers are almost three
times more likely to want to quit working completely.

MOBILITY

The correlation between being willing to relocate and the desire to start a business is a
sign of mobile workers’ inclination to make the most out of the growth opportunities
offered by their employers, in order to reach the necessary maturity to achieve their
professional goals. This graph shows how mobile workers have a higher interest in
different types of development opportunities.

Ambition, together with a predisposition for change and a hunger for professional
development, seems to be the distinguishing trait of mobile workers. Their positive
attitude towards relocation stems from the desire to measure themselves in new and
challenging environments and, ultimately, become better professionals.
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Talent Data Labs has researched pressing issues such as gender inequality at work by
using our wealth of talent data. Statistics show that highly educated women still
earn 20% less than men. The infographics below paint a more detailed picture of the
problem and present some insightful statistics.

GENDER INEQUALITY AT WORK

Adjusting for the level of seniority doesn’t significantly reduce the aforementioned gap.
Despite the mean gap in wage being less than 20% when adjusting for the same position
levels, the gap is still significant, especially for C-level executives. For C-levels the
difference in salaries between men and women is 19%. Furthermore, positions at mid-
level such as an “individual contributor” and “team lead” show big mean pay gaps.

Even at the early stages of a career women encounter degrees of wage inequality.
According to our research, while the biggest gap exists for people with more than ten
years of experience, the mean pay gap for people with more than a year but less than
three years of experience is 25.7%. Which is substantially higher than commonly believed
so let’s dive into a little more background-related details.
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GENDER INEQUALITY AT WORK

(Mean pay gaps were calculated by comparing the average salaries of full-time male and female
employees. Adjustments for the same number of working hours were not implemented for this calculation.
It is however highly unlikely that these hour adjustments would compensate for the gap.)

Getting a higher educational degree decreases the pay gap for women, but not
substantially.
The pay gap decreases by one percent with each subsequent level of higher education.
Still, even for MBA graduates, the pay gap between men and women exists at the level of
17.8%

The financial services sector has the worst gender pay gap.
The mean pay gap in the graph below shows how much fewer women earn in each of
these industries. The financial sector showed the most notable results – for each dollar a
man makes in finance, a woman makes just 70 cents.
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In this report we have analyzed 5 important human resource topics:

Employee Satisfaction, Development Opportunities, Soft Skills, Mobility,

and Gender Inequality at Work. We will continue researching these and

other important talent management topics, which we will keep sharing in

our articles and reports.

This “Summer 2019: Talent Data Research” report shows how data

analytics can be used to create useful insights in the talent management

field. For all of these topics we have found valuable statistics, hidden

information, and unpredicted results due to our wealth of talent data. By

having this data at our disposal and by generating more data on a daily

basis we can tackle these and many other human resource related

problems.

The understanding of where your company stands considering

these issues (how satisfied are your workers, which development

opportunities they want, etc.) will allow you to start building and

implementing a data strategy within your company. It can be a

challenge, but data is king today. So make sure you treat it correctly!

Sincerely yours,

Talent Data Labs team

CONCLUSION



Better Recruitment with Real Data and Data-Driven Tools

We realized that there aren’t a lot of HR tech companies that use valid
scientific methods for their advisory products. Together with a team of
psychologists, neuroscientist and data scientists we used the talent
database to create and verify a scientific method for HR management.
With this product we continued as Talent Data Labs.

ABOUT TALENT DATA LABS

SCIENTIFIC
Using scientific methods we identify features for 

talent in your organization that predict 
performance.

SECURE
We at talent data labs guarantee the 
safety of your company and personal 

data.

FAST
Our adaptive algorithm allows you to 

directly identify issues in your 
organization.

OUR TECHOLOGY

OUR PRODUCTS
GOOD AI/ML IS DATA HUNGRY: WE HELP YOU ACROSS THE BOARD

SKILLS, PERSONALITY, AND CULTURE ASSSESSMENTS
INTERNAL SELF-ASSESSMENT, APPLICATION AS A SERVICE

ADVISORY

If you want to learn more, request a demo on our website, or contact us 
at insights@talentdatalabs.com.

ABOUT TALENT DATA LABS

https://www.talentdatalabs.com/

