
Latina Moms
Exploring the unique connection between the personal 
and the professional

December 2022



2Latina Moms

Being a working Latina in corporate America, I constantly feel imposter syndrome. It’s this feeling of 

having to do more and trying harder to prove I am worthy of having a seat at the table. Along with the 

traditional gender and cultural roles I feel I need to take on, it is a constant battle of being a kick-ass 

woman in business or a wife and mother who cooks, cleans and tends to the household. Why can’t we 

have both?

In the past, I always felt I needed to be two different people, the “safe” Latina version of myself who 

didn’t speak with an accent, is educated and “white presenting;” and then the Mexican woman who 

sang Spanish music, ate tamales and watched telenovelas. 

When I became a mother, something changed. I knew I had to show my daughter that she could bring 

every part of herself to all parts of her life, and not have to hide or make herself smaller to fit in. 

A little over 2 years ago, TMP introduced Employee Resource Groups (ERG’s) and I immediately 

jumped at the chance to lead our Hispanic group, VIVA. It was an opportunity to be who I really am 

at work, to not have to hide my “Latina-ness” and educate our company about Latino culture, what 

matters to us, and who we are. 

Our group started small, meeting to chat about Latino culture, traditions, food, music and quickly 

evolved into more than that. It gave us a safe space to share generational traumas we have 

experienced and are fighting to overcome. We all shared discriminations we’ve encountered and the 

struggles of raising the second generation of Hispanic children.

Our ERG has become a sanctuary, giving us a chance for our voices be heard. VIVA has given us space 

to be understood and a sense of belonging in our organization. It has given us the opportunity to 

celebrate our culture and share our stories with pride. It has given me a place to be my authentic self.

Having an organization that welcomes and understands their Latina employees and how their 

personal lives bleed into their professional lives, makes life a little easier for those of us striving for 

success as working moms.

Sincerely, 

Angie Stratman 

Sales Development Manager & VIVA ERG Co-Chair 

The Mom Project

Welcome Letter:
from The Mom Project’s VIVA Group
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Latina moms are the largest group to have left the workforce during the COVID-19 pandemic. 

Even before the pandemic, Latinas were vulnerable to workplace instability, underemployment, 

and discrimination, often because of limited access to educational opportunities paired with 

occupational segregation and discriminatory policies.

From a broader perspective, Latina moms have been one of the first groups to leave the workforce 

when family responsibilities arise. Although some policy-related recommendations exist on how to 

better support Latina moms, greater knowledge is needed as to how best to support Latina moms 

in the workplace, to preclude their having to leave the workforce in the first place. 

This report aims to 1) improve understanding of the unique experiences and challenges for Latina 

moms as they balance family, work, and career, and 2) provide recommendations for employers on 

how to better support Latina moms, ultimately helping employers to retain this valuable segment 

of the workforce.

Latina moms want organizations to know that though they may look, sound, or act differently than 

their non-Latin counterparts, they are extremely smart and talented. When they feel authentically 

understood and supported, they can fully commit and dedicate themselves to their workplace as 

well as their family.  And employers will see the return on this investment many times over through 

measurable improvements in employee productivity and retention.

 

Sincerely, 

Pam Cohen, PhD 

Chief Research & Analytics Officer 

Werklabs & The Mom Project

Introduction
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In this report, Werklabs explores the intersection of the personal and 

the professional.  For Latina moms, home life impacts work and career 

considerations in distinct ways.  Factors such as family support, personal 

challenges, and financial stressors shape Latina moms’ ability to access 

opportunities and ultimately further develop their careers.  

The report then delves into the drivers of organizational satisfaction for 

Latina moms.  Many of these important factors are universally important, such 

as flexibility and benefits, but some operate distinctly for Latina moms, such 

as ERGs and representation.  By better understanding first how home life 

impacts work life and then what drives organizational satisfaction, employers 

can improve the ways they support Latina moms, boosting performance and 

retention. 

“The companies that want to thrive with a wave of 
women of color of Latinas [need to understand] 
family is threaded in our blood and our veins and our 
culture.”
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Methodology &
Demographics

This report synthesizes the findings from both in-depth qualitative interviews and a large-

scale quantitative survey. Werklabs conducted a series of 30 minute, 1:1 interviews in May and 

June 2022 with 20 Latina moms.  Werklabs uses an open-ended, semi-structured approach in 

conducting these interviews, which means that while the topic areas of intended interest are 

covered, the conversations are intentionally broad so that participants can discuss whatever 

matters most to them. This enables key themes to emerge organically, reducing potential 

interviewer bias.

The findings from these interviews helped inform the creation of the Nuances of Motherhood 

survey, fielded in September 2022.  In the survey, Werklabs asked respondents questions aimed 

at understanding the nuances of their personal and professional experiences as mothers, with a 

larger view toward identifying what organizations can do to create supportive work environments.  

A rigorous quantitative analysis of survey results was then performed to evaluate the 

measurement model and assess which questionnaire items best “fit together.” This enabled 

Werklabs to (1) understand how both personal and professional factors impact respondents’ 

overall access to opportunity, and (2) define predictors of organizational satisfaction that 

ultimately impact outcomes such as retention and productivity.

The Nuances of Motherhood was fielded to The Mom Project Community and gathered more than 

3400 responses, including 285 respondents who self-identified as Hispanic or Latino. 

51% are between 35-44 

years of age.

Most (66%) are employed 

full-time, part-time, or on a 

contingent basis.

78% have 1-2 children, 

while the remaining 22% 

have 3+ children.
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Overall, Latina moms rate their access to economic opportunity lower than 

other demographic groups, both in terms of amount and ease of access.

Access to 
Opportunity
5 drivers in order of impact on Latina moms’ access to opportunity
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Family support is absolutely critical when it comes to supporting women’s 

access to economic opportunity.  For moms, this means receiving support 

from others - partners, siblings, parents - in navigating various childcare and 

household responsibilities, including handling child care logistics, taking care 

of sick children, and managing household chores.

The positive impact of family support on access to economic opportunity is 

strongest for Latina moms.  Indeed, in qualitative interviews, Latina moms 

often describe an extremely strong cultural emphasis on the role of family. 

That focus extends beyond the immediate family of partner and children, 

to the extended family of parents, siblings, aunts, uncles, cousins and 

grandparents.

While this interconnectedness can be a source of support, it can also create 

an additional set of responsibilities that can be overwhelming for Latina moms 

and is often not well understood by non-Latino colleagues and managers. One 

interviewed mom said,  “I would like to see is how moms balance their family and 

work life. Sometimes I feel so guilty when I try to do my own thing. My immediate 

family is understanding, but Latino culture is very predominant [where it’s difficult 

to] say no to [extended family].”

My husband is pretty supportive. Even 

though he works outside of the home 

during the day, when he’s back, he is 

willing to help take care of the kids 

during that time my work hours are 

done...My sister is also very supportive 

and willing to watch the kids on the 

weekends or whatever is needed.”

-Interviewed participant

“

Family Support

1 .

Impact Level: HIGH

5 Key Drivers
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Professional challenges such as pursuing growth and career advancement, 

having the time and opportunities to build a professional network, being 

excluded or overlooked for opportunities, or searching for a new job limit 

overall access to opportunity.  One mom said, “There were times where there 

was an opportunity for growth, and I was looked over several times...I’ve come to 

find out there was a comment made that they didn’t consider me for a [certain] 

position because I had kids and it would affect my schedule.”

Latina moms also report experiencing significant, distinctive struggles related 

to exclusion in the workplace, speaking up or having a voice in the workplace, 

and proving themselves among colleagues. On a scale from 1 to 10, moms 

rated the extent to which they find each of the following challenging:

Professional Challenges

2 .

Impact Level: HIGH

The top three professional 

challenges Latina moms say they 

face are 1) pursuing growth and 

career advancement, 2) searching 

for a new job, and 3) having the 

time and opportunities to build a 

professional network.

Speaking up or 
having a voice in the 

workplace

Proving yourself in 
the workplace among 

colleagues

Exclusion, missing 
out at work, or being 

overlooked for 
opportunities
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Having strong goals and priorities significantly improves access to 

opportunity for all surveyed moms, but this effect is strongest for Latina 

moms.  Strong goals and priorities include the extent to which respondents 

say creating a better life for their children, teaching their children to navigate 

inequities and biases, and providing financial stability to their children are 

goals they possess as moms.

[I want to] be able to teach [my 

children] resilience, so they can 

navigate in life with a positive attitude 

regardless of the circumstances.”

-Interviewed participant

“

Goals & Priorities

3 .

Impact Level: MODERATE
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Financial stressors such as concerns around paying for child care, budgeting 

and household finances, and job stability inhibit access to opportunity for all 

surveyed moms.  Latina moms often discuss the significant financial burden 

of childcare within the context of career tradeoffs.  Many describe needing to 

make difficult career sacrifices as a result of the financial burden of child care.

Latina moms say:

     Paying for child care is extremely challenging (54%) 

     Budgeting and household finances are extremely challenging (45%) 

     Job stability is extremely challenging (41%)

I haven’t worked for 4 years and I’ve 

recently been trying to look for at-

home work to help my husband with 

the bills so he can get that load off his 

shoulders since he does also help with 

our boys. I want to do the same for 

him and not be financially stressed.”

-Interviewed participant

“

Financial Stressors

4 .

Impact Level: LOW - MODERATE
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Personal challenges such as prioritizing physical and mental health, pursuing 

personal hobbies, and asking for help from others constrain access to 

opportunity for all moms, but this effect is strongest for Latina moms.

Latina moms face high expectations, which are often conflicting and 

unrealistic, from their families and community, from the larger society, and 

from themselves.  Both at home and in the workplace, Latina moms describe 

pushing back on traditional gender roles and cultural expectations and 

navigating how to set boundaries and establish realistic expectations both 

at home and at work.  Family encouragement and motivation are essential 

and appreciated, but fear of letting family down can also be a pressure. 

Participants commonly describe their parents’ strong work ethic as a 

formative influence on their own attitudes toward work.

Many Latina moms describe struggling to honor their parents’ sacrifices 

and take advantage of the opportunities their parents didn’t have, while 

simultaneously charting their own paths. As one mom put it, “Through it all, 

I realized that everything circled back to my parents - everything I learned and 

everything that I didn’t want to be I essentially was. But I was writing my own 

narrative - a new iteration of them coming here.”

Personal Challenges

5 .

Impact Level: LOW

The top three personal challenges 

for Latina moms are 1) feeling 

pressured to do it all, 2) feeling 

the need to always be strong and 

resilient, and 3) prioritizing mental 

health.
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Key Outcome

Access to economic opportunity has tangible implications for moms when it 

comes to unlocking economic earning potential.  Greater access to economic 

opportunity is positively associated with having pursued a career pivot such 

as reskilling or changing career paths.  When moms face fewer trade-offs 

between career and family, they are better positioned to pursue opportunities 

that help them realize their full potential.

Career Pivots

72% of surveyed Latina moms report having pursued a career pivot.  The 

top three reasons Latina moms cite for pursuing a career pivot are finding 

1) greater flexibility in work, 2) greater economic opportunity, and 3) more 

enjoyable work.

Many Latina moms describe a tension between career advancement and 

family responsibilities, with childcare obligations making it particularly 

difficult to devote sufficient time to career development.

Opportunities in the workplace have 

been a challenge except in times when 

I was willing to sacrifice personal time 

and most of my energy. With a child at 

home, I am no longer willing to do that.”

-Interviewed participant

“
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Organizational 
Satisfaction
7 drivers in order of impact on Latina moms’ organizational satisfaction
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For Latina Moms, leadership is the most impactful component of 

organizational satisfaction.  It is also one of the lowest-scoring factors, 

suggesting this area presents a prime opportunity for investment.  

The leadership driver encompasses a sense of trust that leadership genuinely 

acts to meet employee needs, cares about employee well-being, and 

communicates transparently.  Importantly, this also includes the extent to 

which respondents perceive that pay levels at their organizations are fair and 

transparent. In other words, when respondents think about leadership, they 

are thinking about fair and transparent treatment in both monetary and non-

monetary terms.

I know a lot of companies are 

looking to increase diversity in their 

leadership. It’s one thing to bring 

someone to the table, but someone 

has to feel like they are welcome at 

the field [and] belong.”

-Interviewed participant

“

Leadership

1 .

Impact Level: HIGH

7 Key Drivers
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For Latina moms, Employee Resource Groups (ERGs) have a distinctive, 

positive impact on overall organizational satisfaction. In fact, ERGs are a 

stronger driver of organizational satisfaction for Latina moms than for 

any other demographic group.  This includes not simply whether an ERG 

exists, but also whether these groups foster a sense of belonging, create 

opportunities for genuine connection, provide helpful resources, and are 

supported by organizational leadership.

I’m very close with [colleagues] and 

some of the other newer members 

of [Hispanic ERG]. I never had other 

Mexican or Latina women that 

experienced things that I did growing 

up, especially in a professional setting. 

It’s so great to get to talk to them 

about customs, cultures, traditions...”

-Interviewed participant

“

Employee Resource Groups (ERGs)

2 .

Impact Level: MODERATE - HIGH

Three out of five Latina moms feel their ERG: 

    Receives support from organization leaders  

    Creates opportunities for connection with other employees 

    Provides helpful resources 

    Fosters a sense of belonging

While some greatly appreciate the sense of recognition they feel in ERGs 

centered on their unique experience as Latinas, others also ask for ERGs that 

more directly address their parenting needs.
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Managers play a significant role in driving overall organizational satisfaction.  

This encompasses respondents’ feeling that their managers value their 

ideas, genuinely care about their well-being, provide useful feedback on 

performance, check in regularly, and are approachable for questions and 

concerns. 

Latina moms express appreciation for managers who have greater 

understanding of their circumstances, something that is often found in fellow 

Latinos or working parents.  Conversely, a lack of support from managers can 

be highly detrimental to overall workplace success.

Less than one out of three Latina moms strongly agree that they: 

    Can go to their manager with questions or concerns (32%) 

    Have regular check-ins with their managers (30%) 

    Feel their manager genuinely cares about my well-being (29%) 

    Feel their manager values their ideas (27%) 

    Are given timely and useful feedback on my performance (20%)

I very much felt supported everywhere 

else except for by my own manager. 

There were others that were mothers 

in the department but none were 

Latina...[and] their children were 

grown...My manager was remote, 

didn’t have children and didn’t value 

what it meant to be a working parent.”

-Interviewed participant

“

Managers

3 .

Impact Level: MODERATE - HIGH
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The desire for flexibility in work is universal. Interviewees share the many 

ways that flexible schedules and flexible work locations can mitigate parenting 

and child care challenges, such as caring for sick children, attending school 

events, spending more time at home and less time commuting, and reducing 

child care costs.

Flexibility includes employees’ ability to work at times of the day that work for 

them, and to work the number of hours needed to get the job done, as well as 

things like the ability to step away from work when needed.  Remote work is 

also a component of this driver.

Flexibility is especially important in supporting Latina moms as they navigate 

family obligations that often extend beyond the immediate family.  To best 

support Latina moms, employers would do well to understand that flexibility 

needs may stem from a variety of different sources.

Flexible work arrangements not only 

respect our self worth, agency, and 

qualifications to do the job how we 

best know we can, but also allow us to 

prioritize what is most important - our 

children - without having to take steps 

back in our careers.”

-Interviewed participant

“

Flexibility

4 .

Impact Level: MODERATE - HIGH

Among respondents who do not currently work remotely, 89% feel their role 

coule be done remotely at least to some degree (21% fully remote and 68% 

remote to some degree).

Latina moms strongly agree they currently have the ability to: 

    Work from a remote location or location of their choosing (37%)  

    Take short breaks from work throughout the day (20%) 

    Step away from work due to last minute family needs (20%) 

    Work the number of hours necessary to get the job done without there  

    being a set number of daily hours (16%) 

    Work at times of the day and evening that are good for them (14%)
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Representation is an important component of workplace satisfaction.  This 

includes the extent to which respondents see diversity in their managers, 

leaders, and teams, as well as the extent to which organizations are seen as 

inviting for diverse backgrounds. One interviewed mom said, ”Seeing more 

women in leadership, women who look like me, makes me feel more comfortable 

because...[that reminds me] if they did it, I can do it too.”

Latina moms often discuss a desire to see greater diversity in leadership, 

particularly at the highest levels of their organizations.  Latina moms are much 

more likely to perceive diversity in their own teams than at the higher levels 

of leadership.  Despite this, most Latina moms agree that their organizations 

are inviting to people from diverse backgrounds.

Representation

5 .

Impact Level: LOW - MODERATE

While a majority of respondents 

agree or strongly agree that their 

teams are diverse and say their 

organizations are inviting for people 

from diverse backgrounds to join, 

most disagree that leadership at 

their organizations is diverse.

My team is diverse.

Leaders at my organization are 
diverse.

Strongly 
Disagree

Disgree Neutral Agree Strongly 
Agree

51% 11% 38%

32% 13% 55%
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A competitive benefits package is an important, universal driver of 

organizational satisfaction. In qualitative interviews, Latina moms discuss the 

various benefits organizations provide that support them at home and at work. 

At the top of the list are parental leave benefits. As one mom put it, “It’s been 

really frustrating, the lack of support and resources for maternity leave and maternity 

benefits… it’s just the expectation to come back to work and to come back so soon 

and be 100%.” Health insurance and flexible PTO are also essential, and child 

care benefits, paid tuition, and flexible holidays are appreciated when available.  

Having policies on paper does not 

make them a reality.”

-Interviewed participant

“

Benefits

6 .

Impact Level: LOW

An important component of organizational satisfaction is the extent to 

which Latina moms see their organizations as committed to being equitable 

and inclusive places to work.  It is not enough to simply pay lip service to 

inclusivity.  True organizational accountability entails putting these principles 

into action, especially by providing clear structures and policies to report 

discrimination.

Organizations can also demonstrate a commitment to diversity and inclusion 

by actively supporting ERGs, listening to employee experiences and 

responding to concerns, providing education and workshops, or celebrating 

and highlighting diverse cultural events and holidays. Taking such actions help 

show all employees that they are valued members of the organization.

Accountability

7 .

Impact Level: LOW
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Key Outcomes

Through predictive modeling, Werklabs developed an Organizational 

Satisfaction Index.  Participants were asked to rate (1)  their overall 

satisfaction with their current organization, (2) their likelihood of 

recommending their current employer as a great place to work, (3) their 

likelihood of remaining with their current employer, and (4) their productivity 

expectations.  Thus, Werklabs is able to link the various drivers identified in 

this report to a variety of important outcomes.

Why does this matter?  Werklabs’ predictive modeling shows that employers 

who invest in key aspects of organizational satisfaction will see employees 

to stay longer, are more productive, and are more likely to recommend their 

organizations to fellow professionals.  

The results of this report also demonstrate the particular importance of these 

key drivers of organizational satisfaction for Latina moms.  Organizations 

that make investments in the drivers of organizational satisfaction detailed in 

this report will be better positioned to recruit, retain, and support this crucial 

segment of the workforce.

Recommendation, Retention, and 
Productivity
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Across all industries and all types of work, home life impacts work life. When 

the link between work and home life is understood, parents can truly thrive 

and advance in their careers.  Though employees’ personal obligations have 

traditionally been framed as a disadvantage in the workplace, this report 

emphasizes that this does not have to be the case. Moreover, these findings 

highlight the many positive implications of family responsibilities for career 

advancement.  For working moms, factors like strong family support and the 

motivation to create a better life for their children strongly drive greater 

access to opportunity and career advancement.

The connection between home life and work life is distinct for Latina moms 

in a variety of ways.  Understanding this unique experience is imperative for 

employers to fully and authentically support Latina moms. Family obligations 

often look different for Latina moms, and the desire - or pressure - to live up 

to generational expectations is particularly impactful for this group.  

The factors that drive organizational satisfaction are also distinct for Latina 

moms.  A sense of trust in leadership and the existence of supportive ERGs 

are especially important.  While Latina moms generally report that their 

teams are diverse and their workplaces are inclusive, they are less likely to see 

diversity among leadership ranks.  This can create a sense that organizational 

diversity and inclusion promises are mere lip service.  Organizations that take 

real action to support and understand Latina moms will reap the rewards of 

recruiting and retaining this highly talented and hard-working population.

Conclusion

Want to learn more? 
Visit us at Werklabs.com. 

Have questions? Email insights@

werklabs.com

© 2022 Werklabs. All Rights Reserved.
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Predictive Models
Werklabs’ Nuances of Motherhood survey results formed the basis for two ongoing predictive models, (1) identifying 

the personal and professional factors that most impact respondents’ access to opportunity and (2) identifying 

professionals’ feelings and experiences related to workplace satisfaction. Then, through measurement and predictive 

analytics, the models define the current and expected effect of a change in any of these characteristics on critical 

performance outcomes.

Thus, Werklabs is able to measure how these characteristics change both in definition and importance as well as how 

they impact bottom line performance. This will allow employers to understand where to invest resources to generate 

the biggest returns on employee engagement and essential performance outcomes.

In future applications, this approach can be adapted and customized by companies to create models segmented by 

industry, function, and role.
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* An impact of 0 does not indicate a lack of importance, but rather that incremental changes to that driver are unlikely to have a further impact on the outcome. This is usually due to that driver being 
relatively stable/expected in comparison to other drivers, and helps orient where changes should be focused.

Family Support 

Personal 

Challenges

Professional 

Challenges 

Financial 

Stressors

Goals & 

Priorities

44 | 46    0.28 | 0.22

85 | 77    0.00* | 0.00*

73 | 68    0.00* | 0.00*

81 | 74    0.00* | 0.00*

Opportunity 

Access 

Index

46 | 54

90 | 90    0.14 | 0.00*

Career Pivot 

Score: 72 | 68 

Impact: 0.00* | 0.02

Access to Opportunity: Model & Glossary

Key Drivers

Family Support: the degree to which moms receive support from others in various aspects of child care and household 

responsibilities (e.g., handling child care logistics, preparing meals, and taking care of children when they are sick)

Time & Pace: moms’ level of difficulty with workplace challenges, including pursuing growth and career advancement, 

dealing with exclusion and a lack of voice in the workplace, networking, and job searching 

Goals & Priorities: the degree to which moms consider creating a better life with more opportunity for their children, 

teaching their children to navigate inequities and biases, and providing financial stability for their children to be goals 

they possess as a mom 

Financial Stressors: the extent to which moms are concerned about paying for child care, budgeting and household 

finances, and job stability 

Personal Challenges: moms’ level of difficulty with challenges including prioritizing mental health, feeling pressured to 

do it all, feeling the need to always be strong and resilient, and asking for help and support from others

Opportunity Access Index

(1) The amount of opportunity respondents have had access to in order to positively impact their economic earning 

potential and (2) the ease with which respondents have been able to access opportunity to positively impact economic 

earning potential

Key Outcome

Career Pivots: whether or not moms have pursued a career pivot such as reskilling or changing career paths

Latina Non-Latina

Scores: Impact: Outcome:         Current experiences on a 

100-point scale

         Expected effect of 

1-point change in outcome score

                     Opportunity Access Index and Performance 

Outcomes
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* An impact of 0 does not indicate a lack of importance, but rather that incremental changes to that driver are unlikely to have a further impact on the outcome. This is usually due to that driver being 
relatively stable/expected in comparison to other drivers, and helps orient where changes should be focused.

Manager 

Accountability

ERG 

Flexibility

Leadership

Representation

Benefits

Latina Non-Latina

Scores: 

61 | 68    0.20 | 0.20

62 | 64    0.00* | 0.13

57 | 68    0.27 | 0.00*

55 | 60    0.13 | 0.06

Impact: Outcome:

Organization 

Satisfaction 

Index

50 | 55
52 | 55    0.48 | 0.47

Organizational Satisfaction: Model & Glossary

Key Drivers

Leadership: the degree to which moms receive support from others in various aspects of child care and household duties

Employee Resource Groups: the existence of employee resource groups that are supported by organizational leaders, 

provide helpful resources, foster a sense of belonging, and create opportunities for connection with other employees

Managers: the degree to which employees believe their managers genuinely care about their wellbeing, provide timely 

and useful feedback, value their ideas, communicate regularly, and are available for questions and concerns 

Flexibility: employees’ ability to work the number of hours needed to get the job done without a set number of hours, to 

work at times of the day of their choice, to work remotely, and to step away from work throughout the day as needed 

Representation: the degree to which employees (1) see their teams, managers, and leaders as diverse, and (2) believe their 

organizations are inviting for people from diverse backgrounds to join

Benefits: the extent to which organizations provide competitive benefits (e.g., PTO, retirement plans, paid family leave)

Accountability: the extent to which employees believe their organizations are committed to being inclusive and equitable

places to work, do not tolerate discrimination, and create clear structures and policies to report discrimination or harassment

51 | 51    0.08 | 0.02

53 | 55    0.02 | 0.13

Recommendation 

Score: 58 | 59 

Impact: 0.95 | 0.68

Retention 

Score: 45 | 49 

Impact: 0.99 | 0.86

Productivity 

Score: 56 | 56 

Impact: 0.83 | 0.70

Organization Satisfaction Index

(1) Overall satisfaction with workplace experience, (2) the extent to which workplace experience compares to 

expectations, and (3) how workplace experience compares to ideal

Outcomes

Recommendation: the likelihood of employees recommending their employer as a great place to work

Retention: the likelihood of remaining at their current employer in one year and three years’ time

Productivity: the likelihood of employees being more productive in the next quarter and next year

         Current experiences on a 

100-point scale

         Expected effect of 

1-point change in outcome score

                     Organization Satisfaction Index and 

Performance Outcomes


