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The leading concerns of  global 
chief  executives for 2020 include a 
possible recession, difficulties attract-
ing and retaining talent, and trade 
uncertainty, according to the findings 
of  a survey released on January 2 by 
The Conference Board.

The annual survey asked nearly 
750 CEOs and nearly 800 other 
C-Suite executives primarily from 
four regions (Europe, Latin Ameri-
ca, Asia, and the U.S.) which external 
and internal issues they believe merit 
the most immediate attention in 
2020.

The CEOs and other C-Suite 
executives surveyed globally ranked 
the risk of  a recession as their top 
external worry in the year ahead, 
followed by uncertainty about global 
trade, more intense competition, and 
global political competition. Of  the 
18 external “hot-button issues” they 
were asked about, the CEOs sur-
veyed globally indicated they are least 

worried about terrorism, volatility 
in energy prices, and uncertainty in 
corporate tax policies. However, the 
responding CEOs expressed slightly 
more concern about the impact of  
climate change on their business 
than in the past, ranking it ninth on 
the list of  external threats, up from 
11th in 2019.

Broken down by country, the U.S. 
CEOs surveyed ranked the risk of  
a recession as their biggest external 
concern in 2020, followed by more 
intense competition and a tight labor 
market, with uncertainty about global 
trade and global political competition 
tied for fourth place. Meanwhile, the 
Chinese CEOs polled ranked trade 
uncertainty as their top worry, tied 
with the risk of  a recession; and  
expressed much higher levels of   
concern about the effects of  econom-
ic sanctions than their counterparts  
in other regions. 

The findings also showed that con-
cerns about cybersecurity remain high, 
with this issue ranking seventh among 
the CEOs surveyed globally, and sixth 
among the CEOs surveyed in the U.S. 
When asked about how they are man-
aging cybersecurity issues, more than 
70% of  responding CEOs globally 
said they plan to increase their cyber-
security budget in 2020. However, 
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nearly 40% of  these CEOs admitted that 
their organization lacks a clear strategy for 
dealing with the financial and reputational 
impact of  a cyber attack or a data breach.

In addition, the survey asked the 
CEOs to identify their leading internal 
concerns for 2020. Attracting and re-
taining top talent was ranked as the top 
concern by the responding CEOs not 
just globally, but in the U.S., Europe, 
Latin America, and China. The other 
main concerns cited by the responding 
CEOs globally were creating new busi-
ness models in response to disruptive 
technologies, followed by creating a more 
innovative culture and developing next-
generation leaders. The CEOs surveyed 
globally indicated that of  the 19 potential 
internal concerns listed, they were least 
worried about providing health care bene-
fits for employees, labor regulations, or 
implementing equal pay for equal work. 
However, the women C-Suite executives 
surveyed globally ranked equal pay as 
their sixth-biggest internal concern.  

Companies Should 
Do More to Track  
the Quality Of Hires

As recruiters and hiring managers are 
under substantial pressure to find the right 
candidates for open positions as quickly 
as possible in the current competitive job 
market, they often fail to adequately mea-
sure the quality of  their hires, both during 
and after the recruiting process, a recent 
study released by recruitment platform 
JazzHR has observed.

The findings of  the report, published 
in December 2019, are based on an analy-
sis of  survey data from more than 5,000 
of  the platform’s small and mid-sized 
business customers. The survey found 
that only 64% of  respondents currently 
measure the quality of  their hires, while 
36% do not. In addition 58% of  the busi-
nesses surveyed reported that they do 

not start measuring the quality of  a hire 
until 90 days after the candidate has been 
recruited, and another 8% indicated that 
they wait six months before starting to as-
sess the quality of  a hire. 

The results also showed that when 
asked about how they measure the qual-
ity of  a hire, just 20% of  the businesses 
surveyed said that they start measuring 
this metric as soon as a candidate has 
been hired using pre-hire metrics, like 
time-to-hire and assessment scores; while 
38% of  respondents reported measuring 
the quality of  new hires based exclusively 
on post-hire metrics, like performance, 
productivity, and cultural fit. Researchers 
pointed out that tracking pre-hire met-
rics provides a fuller picture of  each new 
employee, which employers can then use 
to adjust how they source and engage top 
talent starting at the top of  the recruiting 
funnel. 

The report also provided recommen-
dations on what companies can do to 
improve their “Quality of  Hire” (QoH) 
scores. The study defined QoH as the val-
ue a new hire adds to the company based 
on his or her contribution to its long-term 
success. First, researchers said, employ-
ers should define what employee success 
means to their organization by determin-
ing what values and competencies the 
company’s leadership and team as a whole 
prioritize. Specifically, they advised, com-
panies should draw up a comprehensive 
list of  employee success criteria, including 
both pre-hire and post-hire metrics like 
pre-employment assessments scores, time-
to-hire, ramp-up time, and productivity.

Second, the report advised companies 
to calculate their QoH scores by assign-
ing a value and a weight to each selected 
criterion based on its importance to the 
organization. Third, researchers suggested 
collecting feedback on new employees 
from managers between two to six months 
after they start. Fourth, the report recom-
mended that employers track each individ-
ual’s QoH scores throughout the employee 
lifecycle, and use the individual’s scores 
over time to calculate an overall score. 
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Looking at the organization as a whole, 
the report recommended that employ-
ers consider how their QoH scores have 
changed over time, and which external fac-
tors might be affecting the hiring process. 
Researchers also advised companies to con-
sider whether certain departments or teams 
are scoring higher or lower than others; 
and, if  so, how the company’s recruitment 
process can be adjusted to standardize 
QoH across the organization.

Many Americans 
Nearing Retirement 
Are Saddled  
With Debt

Older workers approaching retire-
ment age often have high levels of  debt 
and financial obligations that can result in 
financial distress, and can negatively affect 
their well-being in retirement, an article 
published by the Center for Financial 
Studies has warned. 

“Debt Close to Retirement and Its 
Implications for Retirement Well-being,” 
was written by economists Annamaria 
Lusardi, Olivia S. Mitchell, and Noemi 
Oggero; and published in July 2019. Using 
data on 2,672 U.S. adults aged 56-61 from 
the 2015 wave of  the National Financial 
Capability Study (NFCS), the study found 
that although more than seven out of  10 
of  these near-retirees own a home, 37% 
still have a home mortgage, and 11% have 
outstanding home equity loans. Moreover, 
10% of  respondents with mortgages said 
they had been late with mortgage pay-
ments at least once in the previous year, 
and 9% of  those with mortgages or equity 
loans reported owing more on their homes 
than they believe they could sell them for. 

The analysis further revealed that 6% 
of  these older workers still had student 
loans, and that 8% of  respondents with 
retirement accounts had taken a loan or a 
hardship withdrawal from their savings in 
the last 12 months. Additionally, 36% of  

respondents said they carry a balance on 
their credit cards and are charged interest, 
while 23% reported engaging in expensive 
credit card behaviors, such as paying the 
minimum only, paying late or over-the-
limit fees, or using credit cards for cash 
advances. Moreover, 18% of  respondents 
said they had borrowed from alternative 
financial services, such as payday loan 
providers, in the past five years. 

Broken down by education, the 
analysis found that the older adults with a 
college degree were less likely than those 
with a high school education only to use 
alternative financial services (10% ver-
sus 21%), but were more likely to have 
a home mortgage (42% versus 33%) or 
a home equity loan (13% versus 7%). 
Analyzed by income, the study found 
that respondents with household income 
below $35,000 were 13 percentage points 
more likely to use alternative financial 
services than respondents with income 
between $35,000-$75,000 (30% versus 
17%), while just 7% of  those with income 
over $75,000 reported doing so. 

To shed light on these behaviors, 
the authors looked at the respondents’ 
answers to six questions designed to test 
their financial literacy. The results showed 
that those who had higher levels of  finan-
cial literacy were less likely to use alterna-
tive financial services, to use credit cards 
in expensive ways, or to have auto loans 
close to retirement. The authors also cited 
the results of  an additional analysis show-
ing that significant shares of  near-retirees 
do not know how much interest they are 
paying on their mortgage, credit cards, 
or auto loans; and that even larger shares 
of  these older workers do not compare 
offers before taking out a mortgage, credit 
card, or loan. 

In addition, the authors investigated 
whether behavioral biases could be par-
tially responsible for the observed bor-
rowing patterns. They found evidence that 
lack of  self-control and impulsive spend-
ing behavior can help explain why some 
older adults have high-cost, revolving con-
sumer credit together with low-yield liquid 



4

The information contained in this newsletter is for general use, and while we believe all information 
to be reliable and accurate, it is important to remember individual situations may be entirely differ-
ent. The information provided is not written or intended as tax or legal advice and may not be relied 
on for purposes of avoiding any Federal tax penalties. Individuals are encouraged to seek advice from 
their own tax or legal counsel. This newsletter is written and published by Liberty Publishing, Inc., 
Beverly, MA. Copyright © 2020 Liberty Publishing, Inc. All rights reserved. 

BENEFITPlan Trends

Having access to 
paid family leave 
might allow some 

women to take 
temporary leave 

rather than quit-
ting, which could 
have significant 
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their labor force 
participation in 

the long run.

savings. Researchers pointed out that 
individual debt choices may also be af-
fected by social norms, including shared 
ideals that drive behavioral expectations 
around finances, and reduced social 
stigma associated with debt problems.

Finally, the study’s authors recom-
mended that policy-makers and financial 
services providers help people cope 
with the risks associated with carrying 
debt later in life by organizing programs 
targeted at workers to discuss debt and 
debt management, such as workplace 
financial wellness programs that cover 
personal finance topics beyond investing 
and saving. 

Paid Family  
Leave Encourages 
New Mothers to 
Continue Working

In states that have introduced paid 
family leave policies, the share of  women 
leaving their job within one year of  
having a child has fallen substantially, 
and the gap in workforce participation 
between women with and without young 
children has nearly closed over the long 
term, according the findings of  a study 
conducted by the Institute for Women’s 
Policy Research (IWPR) and funded by 
the March of  Dimes Center for Social 
Science Research.

The study, published on January 3, 
“Reducing maternal labor market de-
tachment: A role for paid family leave,” 
was written by economists Kelly Jones 
and Britni Wilcher. Noting that working 
women in the U.S. often leave the labor 
force when they have a child because of  
the lack of  a Federal paid family leave 

policy, the authors posited that having 
access to paid family leave might allow 
some women to take temporary leave 
rather than quitting, which could have 
significant implications for their labor 
force participation in the long run. To 
test this hypothesis, the researchers relied 
on two policy-based natural experiments: 
the implementation of  state-legislated 
paid family leave programs in California 
in 2004 and in New Jersey in 2009.

For the analysis, the authors esti-
mated an event-study difference-in-dif-
ferences model comparing pre-to-post-
policy trends in labor force participation 
between women with and without minor 
children in each state. The findings indi-
cated that in the absence of  paid leave, 
nearly 30% of  women leave the labor 
force in the year following a birth, and 
one in five do not return for more than 
a decade. 

Conversely, the investigation of  labor 
market participation among women in 
California and New Jersey before and af-
ter each state implemented a paid family 
leave program showed that there was a 
20% reduction in the number of  women 
leaving their jobs in the first year after 
having a child, and a reduction of  up to 
50% after five years. The effects were 
found to be the largest for women with 
higher educational attainment, which, ac-
cording to researchers, suggests that paid 
leave policies are especially important for 
ensuring that the most productive work-
ers remain in the labor market.

“In most U.S. households, when a 
child is born, the default is that the mom 
steps away from the labor force at least 
temporarily,” Jones observed. “If  she 
can do that in a way that guarantees her 
return to that job and provides partial 
wage replacement, we are much more 
likely to encourage her attachment to the 
workforce.” 


