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Our 2020 research reaffirms that severance  
is a fundamental building block in the 
relationship between employer and  
employee. It is both widely expected and  
widely provided.

The future of work is radically 
changing, responding to massive and 
unprecedented disruption across all 
industries, impacting people at all 
levels. As companies undergo significant 
transformation to remain relevant and 
successful in this new landscape, many 
find themselves at critical inflection 
points, trying to determine the best 
strategies to move forward. With constant 
and profound transformation disrupting 
today’s workforce, it has never been 
more important for employers to offer 
severance and separation benefits that are 
competitive and support employees in a 
smooth career transition.

In the eighth edition of the Lee Hecht 
Harrison Severance & Separation Benefits 
Benchmark Study, we look at the reasons 
why severance is offered, how severance 
is typically calculated at various levels 
of employment, and what common 
severance and separation benefits, such 

as outplacement and redeployment, are 
offered. In this edition, we also share 
profiles that show differences in benefits 
and practices across industry, company 
size, organization type and region.

Severance and separation benefits are a 
key element in a continuum that starts 
with talent acquisition and extends 
through to those impacted by termination. 
When delivered effectively, these benefits 
can reduce the risk of litigation, while 
maintaining a strong employer brand.

Our study provides the key benchmarks 
necessary to help you strategize, plan 
and implement your own organization’s 
severance and separation programs so 
that you remain competitive in today’s 
environment.
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About our study
Severance continues to be an important part of the 
employer-employee relationship and a key building block 
in a people strategy that includes the development of an 
effective employer brand that attracts great talent. The 
objective of the 2020 Severance & Separation Benefits 
Benchmark Study—the product of a partnership between 
LHH and Compensation Resources, Inc.—is to help 
organizations and HR teams demonstrate they care about 
their employees while responding to continuous and 
dynamic change. The study provides meaningful metrics 
and insights that will help you design and administer your 
own severance and separation benefits and policies.

We surveyed 685 individuals in the United States, 
representing senior human resource executives 
and leaders who are responsible for helping their 
organizations manage talent. There was a cross section 
of more than 20 industries represented and organizations 
that ranged in size from fewer than 100 employees to 
more than 25,000 employees.

The main topics explored in this study include severance, 
outplacement, redeployment, stay bonuses and early 
retirement programs.

How to Read This Data

All percentages were rounded up or down to the 
nearest whole number. Therefore, in some cases where 
respondents could choose only one answer, totals may 
not equal 100%. In other cases where respondents could 
select more than one answer per question, totals may be 
greater than 100%. Historical data comparisons are shown 
throughout this report where applicable.
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Key findings
A fair, comprehensive and competitive severance and 
separation package is a key element in ensuring you are 
treating employees with respect and protecting your 
employer brand, which in turn is essential to your ability 
to attract quality talent. 

The 2020 pandemic has cast a spotlight on certain 
employment issues and workforce needs. Until this point, 
the US was experiencing the longest economic expansion 
in history, with low unemployment rates and strong 
growth. As businesses have been forced to close, jobs 
cut, and governments requiring employees to stay home, 
what we do, how we do it and where is being completely 
re-imagined.

As companies respond to dynamic forces in play, we 
expect many will be putting more formal severance 
and separation policies and practices in place. A formal 
policy helps to reduce unnecessary risk and protect an 
organization. Informal or unwritten policies are often 
viewed as more flexible but can leave an employer 
vulnerable every time an exit needs to be negotiated. 
However, severance practices vary widely so transparent 
communication is critical.

As we start to take positive steps towards 
reopening the economy, employers find 
themselves asking questions and needing 
to make very important decisions regarding 
severance and separation practices:

1 �Can we resume normal operations? If so,  
do we have the right people to achieve 
optimal operations?

2 �What do we communicate to employees 
regarding our company’s future?

3 �What plans do we have to reinstate any 
reductions in salaries and benefits?

4 Can we still implement our current 
compensation plans?

5 What strategies can we use to retain 
employees during the reopening and 
recovery periods?

6 �Will we need to restructure our workforce,  
and if so, how can we do that in a way 
that’s fair and equitable?



 4  • SEVERANCE & SEPARATION BENEFITS lhh.com/transformation-insights 

The results of our latest severance and separation practices benchmark study shed light 
on many of these questions. What we have learned:

Key Findings

• 	Over two-thirds of respondents have reviewed their 
severance policies within the past 2 years, so it is 
reasonable to ascertain that similar timetables apply  
for other compensation and benefits programs.

• Thirty-one percent of respondents overall reported 
that severance is not defined in employment 
agreements for all employees. Technology companies 
were more likely to have severance defined in 
employment agreements for all employees (39%), 
while Healthcare companies are the least likely to have 
severance defined in employment agreements for all 
employees. 

• Severance plans are well-documented among survey 
respondents who offer it. Over 80% of respondents 
indicated some form of written material is available 
regarding their severance plans. Documentation of other 
rewards programs is also expected. Small companies are 
less likely to have written documentation (30%) vs. seven 
percent for largest companies. Manufacturing companies 
are less likely to have written documentation (23%) vs. 
technology companies where just 5% don’t.

• Respondents use various resources for 
communicating compensation policies and 
procedures, including an employee handbook, 
company website, managers/supervisors, and company 
meetings. This provides an opportunity to reach 
employees through various communication channels. 

• More than one-third of respondents report increasing 
severance benefits. Forty-five percent of respondents 
report no changes. Technology companies were more 
likely to report that their policy has become more 
generous (58%), while Healthcare was more likely to 
report their policy has become less generous (31%).

• 	Most companies use a standardized formula to 
calculate how much an employee will receive for 
severance. More than half of respondents factor in 

“years of service” and/or “position level” to calculate 
severance benefits. Forty-four percent apply a flat 
number of weeks to their severance calculation. Only six 
percent of respondents apply the same flat number of 
weeks across all position levels. Far fewer organizations 
are implementing maximum severance amounts, while 
fewer continue to implement minimum severance 
amounts. 

• There is a lot of variability in whether companies 
use set formulas to calculate severance. The largest 
companies almost always have a set formula (91%) 
while 24% of small companies have no formula. Nearly 
one-fifth of companies within Healthcare have no set 
formula, while only four percent of Financial services 
firms report they have no formula. 

• Research supports the need for increased 
transparency in communication. Companies are 
rethinking their current incentive plan structures and 
key performance indicators. Having a solid process for 
communication, and being honest in what you share 
with employees, will enhance trust and continue to lead 
to enhanced employee engagement. 

• Employees are shouldering more costs to continue 
medical benefits. Companies report they are more likely 
to continue medical coverage for terminated employees 
who were enrolled prior to termination (57%) than they 
were in 2017 (52%). But, fewer companies are offering 
to share the expense of medical coverage as more 
companies require employees to shoulder the cost on 
their own.

• Core motivations for offering outplacement programs 
remain unchanged from previous surveys. More than 
three-quarters of respondent companies report that they 
provide outplacement because it is their responsibility 
to take care of their workforce.  A nearly equal number 
report that helping impacted employees achieve career 
goals and maintain a strong employer brand are their 
main reasons for providing outplacement services. 
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• Companies want outplacement programs that 
include leading technology and personalized support. 
When designing a successful outplacement program, 
companies rate tools that help individuals market 
themselves in a job search as most important, including 
resume writing, job leads, technology resources, 
connections to hiring managers and personalized 
coaching.

• VP-level and above employees more likely to 
receive comprehensive outplacement support. 
Fifty-seven percent of respondents typically offer 
senior management (C-suite leaders other than CEO) 
comprehensive outplacement support that includes 
1-on-1 coaching and technology tools. Financial services, 
Pharmaceutical and Manufacturing companies are more 
likely to offer comprehensive support at this level.

• Managing Director, SVP, and VP-level employees are 
more likely to be offered six-month outplacement 
programs. This is even more pronounced in 
Pharmaceutical and Healthcare companies. Retail 
companies are more likely to offer three-month 
programs to this level of employee.

• Only four percent of respondents report that 
procurement leads the decision-making process 
when selecting an outplacement provider. Thirty-five 
percent say their CEO leads decision making, and 35% 
say it’s their CHRO or another HR leader. 

• Sixty-five percent of respondents offer some form 
of upskilling/reskilling to facilitate redeploying 
employees before implementing layoffs. However, 
most fail to full execute this strategy, and 35% did not 
compare costs of terminating employees to the benefits 
of upskilling/reskilling talent to deploy in new roles 
within the company.

• More companies recognize importance of preparing 
employees for career transition before separation 
occurs. Fifty-nine percent of companies report that 
preparing employees for the next stage of their career is 
important/somewhat important. Only 10% say it’s not 
important. 

• The changing nature of work is forcing companies 
to rethink recruiting and hiring practices. Sixty-four 
percent of respondents report they plan to improve their 
recruitment and selection process to help find the skilled 
talent they need to drive business objectives.
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Severance policies & 
practices

how has policy change in last 3 yrs

How has your organization’s severance  
policy changed in the last three years?

more generous

less generous

has not changed

more generous less generous has not changed

45%

37%

18%

reviewing severance policy

Regardless of whether your  
severance policy is formal or  
informal, when was the last time 
your organization reviewed it?

Within the last year

Within the last 2 years

Don’t know

Within the last 3 years

Over 4 years ago

Within the last 4 years

44%16%

8%
5%

24%

3%

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Industry
Com

pany Size
O

rganization 
Type

Region

Overall (N=685)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

37% 45%18%

49% 38%13%

23% 46%31%

58% 26%16%

45% 38%17%

31% 49%20%

31% 59%10%

37% 46%17%

28% 56%16%

38% 46%15%

50% 34%16%

44% 45%11%

32% 39%28%

27% 48%26%

41% 42%17%

36% 47%18%

28% 50%22%

34% 48%18%

36% 41%23%

47% 36%17%

27% 54%18%

46% 42%12%
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Severance policies & practices

SETTING & COMMUNICATING POLICY

Is severance defined in your employment 
agreements?

is severance de�ned in employment agreement

No

Yes, for all employees

Yes, for top executives

Yes, for top executives and others 
covered by employment agreement

31%

21%

21%

27%

Does your organization have a formal 
severance policy, by position level?

Managing Directors, SVP, VP

CEO (Chief Executive)

Senior Management (C-Suite 
leaders other than CEO)

Managers

Supervisors

Professional/Technical

Exempt

Non-Exempt

Yes No

76% 24%

75% 25%

74% 26%

72% 28%

62% 38%

59% 41%

39% 61%

45%46%

31%Overall (N=685)

Financial Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Public (N=264)

Private (N=331)

Not-for-profit/gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)

West/Northwest (N=115)

Industry
Com

pany Size
O

rganization 
Type

Region

21% 27% 21%

23% 23% 23% 30%

27% 19% 38% 15%

11% 21% 30% 39%

24% 21% 28% 28%

28% 19% 31% 21%

37% 15% 32% 15%

39% 23% 20% 18%

39% 21% 19% 20%

37% 23% 19% 21%

25% 18% 37% 21%

24% 24% 32% 21%

25% 23% 30% 23%

32% 16% 27% 24%

27% 21% 27% 25%

32% 19% 29% 20%

38% 26% 19% 18%

29% 20% 29% 22%

32% 18% 26% 24%

21% 27% 32% 19%

40% 19% 21% 20%

30% 22% 28% 21%
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Severance policies & practices

Does your organization have a formal severance policy? 
Please indicate by employee group below.

Position Level (Employee Group) 2020 2017

CEO (Chief Executive) 75% 53%

Senior Management (C-suite other than CEO) 74% 57%

Managing Directors, SVP, VP 76% 54%

Managers 72% 56%

Supervisors 62% 55%

Professional/Technical 50% 55%

Exempt 46% 55%

Non-Exempt 30% 53%

How is your severance plan documented?

Documentation 2020 2017

Written plan document 51% 36%

General written guidelines 31% 28%

No written documents 16% 30%

Other (Most common response:  
informal verbal communication) 2% 6%

How is your severance policy communicated  
to employees?

Communication method 2020 2017

Employee handbook 47% 21%

Online resource 31% 20%

Supervisor/Manager 29% 18%

Not communicated 26% 15%

Company meeting 25% 6%

Outside consultant 8% 1%

Other 1% 25%

Over 80% of respondents  
indicated some form  
of written material is 
available regarding their 
severance plans.

SETTING & COMMUNICATING POLICY
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Under which circumstance(s) does your 
company provide severance to employees?

Termination due to reduction in 
force or corporate restructuring

Involuntary termination

Disability

Retirement

Voluntary separation

Change of control (single trigger)

Death

Termination for Cause

Change of control (double trigger)

Other

0% 80%

73%

50%

27%

26%

26%

25%

23%

19%

19%

2%

Severance policies & practices

SETTING & COMMUNICATING POLICY

Does your policy: 

Yes No

Require a release (an agreement not to sue the organization) in exchange for severance?

Require a release (an agreement not to sue the organization) in exchange for outplacement?

Have a process by which employees can appeal or negotiate their severance package?

Stop severance payments as soon as an individual finds new employment?

Enhance severance for employees who sign a release?

75% 25%

53% 47%

46% 54%

44% 56%

39% 61%
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Severance policies & practices

ELIGIBILITY & REQUIREMENTS

Who is eligible for severance?

Yes No

92% 8%

91% 9%

88% 12%

85% 15%

76% 24%

72% 28%

60% 40%

Managing Directors, SVP, VP

CEO (Chief Executive)

Senior Management (C-Suite leaders other than CEO)

Managers

Supervisors

Professional/Technical

Exempt

52% 48%Non-Exempt

When do employees become eligible  
for severance?

Immediately upon hire date One year from hire date

32% 12%

37% 14%

33% 22%

43% 14%

39% 21%

45% 15%

44% 19%

Managing Directors, SVP, VP

CEO (Chief Executive)

Senior Management (C-Suite leaders other than CEO)

Managers

Professional/Technical

Exempt

Non-Exempt

Other

56%

49%

45%

44%

40%

39%

38%

48% 15%Supervisors 37%
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CALCULATING SEVERANCE

By position level and years of service

Flat number of weeks by  
position level

No set formula

Other set formula

Flat number of weeks for  
all employees

Flat number of weeks per year of  
service for all employees

is severance de�ned in employment agreement

36%

20%

18%

14%

6%
6%

Severance policies & practices

What formula is used in determining 
severance?

3%

Overall (N=685)

Financial Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Public (N=264)

Private (N=331)

Not-for-profit/gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)

West/Northwest (N=115)

Industry
Com

pany Size
O

rganization 
Type

Region

6% 18% 20% 14%36% 6%

4% 28% 17% 4%41% 6%

9% 18% 22% 18%31% 3%

5% 16% 30% 7%39% 4%

3% 21% 17% 17%34% 7%

5% 9% 28% 16%43%

6% 23% 13% 13%42% 4%

7% 20% 16% 17%30% 11%

7% 16% 15% 24%32% 6%

5% 21% 17% 19%29% 9%

5% 18% 25% 10%41% 2

8% 15% 21% 9%38% 8%

7% 14% 21% 14%39% 4%

5% 23% 20% 9%38% 4%

8% 22% 24% 10%30% 6%

5% 14% 18% 16%43% 5%

6% 24% 13% 21%26% 10%

6% 17% 17% 15%38% 7%

7% 16% 26% 15%32%

9% 13% 23% 13%39%

3% 24% 15% 10%36% 11%

6% 22% 19% 16%34%

3%

3%
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CALCULATING SEVERANCE

Flat number of weeks of severance  
by position level

Average flat number of weeks of severance 
by position level

Severance policies & practices

1–4 
weeks

5–9 
weeks

16% 7%

20% 12%

18% 11%

21% 9%

20% 12%

18% 14%

14% 21%

50+ 
weeks

49%

34%

32%

32%

29%

28%

27%

10–19 
weeks

20–49 
weeks

Exempt

Non-Exempt

Managers

Professional/Technical

Supervisors

Managing Directors, SVP, VP

CEO (Chief Executive)

Senior Management (C-Suite 
leaders other than CEO)

11% 18%

17%

21%

20%

20%

19%

14%

17%

17%

18%

18%

21%

25%

15% 19%27% 18% 21%

CEO (Chief Executive)
Senior Management (C-Suite 

leaders other than CEO)

Managing Directors, SVP, VP

Supervisors

Managers

Non-Exempt

Professional/Technical

Exempt

0 weeks 25 weeks

21.9

20.2

17.9

16.2

15.4

15.2

14.8

12.4
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CALCULATING SEVERANCE

CEO (Chief Executive Officer) Senior Management  
(C-suite leaders other than CEO)

Severance policies & practices

<100 (N=14)

100-499 (N=19)

500-999 (N=21)

1,000-4,999 (N=26)

5,000-9,999 (N=14)

10,000+ (N=23)

27%Overall (N=117)

Financial  
Services (N=9)

Healthcare (N=16)

Technology (N=13)

Pharmaceutical (N=5)

Retail (N=31)

Manufacturing (N=8)

Other (N=35)

<100 (N=14)

100-499 (N=19)

500-999 (N=21)

1,000-4,999 (N=26)

5,000-9,999 (N=14)

10,000+ (N=23)

Public (N=56)

Private (N=50)
Not-for-profit/

gov’t (N=11)

Northeast (N=32)

Southeast (N=35)

Southwest (N=16)

Central (N=17)
West/Northwest 

(N=17)

14% 14% 21%

44% 22% 11% 22%

31% 6 6 19%

38% 15%15% 23%

20% 40% 40%

13% 19% 13% 26%

38% 25% 25% 13%

29% 9% 20% 20%

36% 7 29% 21%

32% 11% 16% 26%

33% 19% 33% 5

23% 15% 35% 19%

29% 14% 21% 21%

17% 26% 13% 30%

29% 16% 18% 18%

26% 8% 32% 24%

27% 27% 18% 18%

38% 19% 13% 25%

11% 31% 26% 29%

50% 19% 31%

24% 12% 35% 24%

41% 12% 29% 12%

Industry
Com

pany Size
O

rganization 
Type

Region

25%

38%

8%

29%

23%

7

16%

10%

8%

14%

13%

20%

10%

9%

6

3

6

6

Overall (N=117)

Financial  
Services (N=9)

Healthcare (N=16)

Technology (N=13)

Pharmaceutical (N=5)

Retail (N=31)

Manufacturing (N=8)

Other (N=35)

Public (N=56)

Private (N=50)
Not-for-profit/

gov’t (N=11)

Northeast (N=32)

Southeast (N=35)

Southwest (N=16)

Central (N=17)
West/Northwest 

(N=17)

19%

20%

13%

31%

40%

21%

13%

18%

23%

27%

19%

29%

13%

16%

25%

23%

19%

29%

19%

28%

27% 15% 18% 21%

70% 10%

31% 31% 19%6

31% 25% 6 6

20% 40%

7 17% 24% 31%

25% 25% 13% 25%

29% 16% 18% 18%

23% 15% 31%8%

36% 14% 18%5

35% 13% 17% 26% 9%

23% 15% 19% 23%

29% 21% 14% 7

17% 38% 21%13%

26% 17% 21% 21%

26% 9% 17% 23%

36% 27% 18%9% 9%

34% 20% 14% 9%

14% 28% 28%11%

41% 24% 6

19% 13% 25% 25%

39% 11% 22%

PROFILES
Flat number of weeks of severance by position level, 
industry, sector, company size and region

10 – 19 weeks 50+ weeks20 – 49 weeks1 – 4 weeks 5 – 9 weeks
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CALCULATING SEVERANCE

Managing Directors, SVPs, VPs Managers

PROFILES
Flat number of weeks of severance by position level, 
industry, sector, company size and region

Severance policies & practices

<100 (N=14)

100-499 (N=19)

500-999 (N=21)

1,000-4,999 (N=26)

5,000-9,999 (N=14)

10,000+ (N=23)

28%Overall (N=117)

Financial  
Services (N=9)

Healthcare (N=16)

Technology (N=13)

Pharmaceutical (N=5)

Retail (N=31)

Manufacturing (N=8)

Other (N=35)

<100 (N=14)

100-499 (N=19)

500-999 (N=21)

1,000-4,999 (N=26)

5,000-9,999 (N=14)

10,000+ (N=23)

Public (N=56)

Private (N=50)
Not-for-profit/

gov’t (N=11)

Northeast (N=32)

Southeast (N=35)

Southwest (N=16)

Central (N=17)
West/Northwest 

(N=17)

18% 19% 14%21% Overall (N=117)

Financial  
Services (N=9)

Healthcare (N=16)

Technology (N=13)

Pharmaceutical (N=5)

Retail (N=31)

Manufacturing (N=8)

Other (N=35)

Public (N=56)

Private (N=50)
Not-for-profit/

gov’t (N=11)

Northeast (N=32)

Southeast (N=35)

Southwest (N=16)

Central (N=17)
West/Northwest 

(N=17)

11%32% 18% 21% 17%

Industry
Com

pany Size
O

rganization 
Type

Region

45% 27% 18%9%

38% 25% 13%19%6

25% 17% 17% 42%

25% 25% 25% 25%

12% 18% 12%24%

25% 38% 13% 13%13%

34% 17% 14% 11%23%

33%

33% 17% 25%17%

30% 5 25% 30%10%

43% 17% 17% 9%13%

16% 24% 16% 440%

33% 20% 13% 20%13%

17% 25% 25% 8%25%

26% 26% 12% 11%25%

27% 27% 21%15%

40% 10% 20% 30%

38% 16% 19% 19%

14% 20% 23% 14%29%

41% 18% 24% 18%

18% 24% 29% 624%

33% 11% 28%28%

8%

10%

9%

55% 18% 18% 9%

14%43% 7 14% 21%

36%36% 14% 7 7

20%20% 20% 40%

14% 25% 32% 25%

14%14% 57% 14%

740% 13% 23% 17%

21%36% 7 21% 14%

28%33% 17% 11%

8%50% 21% 17% 4

14% 29% 24% 33%

15%38% 8% 15% 23%

21% 26% 32% 21%

631% 23% 17% 23%

18%31% 12% 27% 12%

50% 25% 13% 13%

16%42% 16% 19% 6

10%24% 17% 24% 24%

40% 33% 20% 7

20% 27% 27% 27%

21%32% 5 16% 26%

4

11%

10 – 19 weeks 50+ weeks20 – 49 weeks1 – 4 weeks 5 – 9 weeks
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CALCULATING SEVERANCE

Supervisors Professional/Technical

PROFILES
Flat number of weeks of severance by position level, 
industry, sector, company size and region

Severance policies & practices

29% 20% 20% 12%18% 9%32% 21% 20% 18%

<100 (N=14)

100-499 (N=19)

500-999 (N=21)

1,000-4,999 (N=26)

5,000-9,999 (N=14)

10,000+ (N=23)

Overall (N=117)

Financial  
Services (N=9)

Healthcare (N=16)

Technology (N=13)

Pharmaceutical (N=5)

Retail (N=31)

Manufacturing (N=8)

Other (N=35)

<100 (N=14)

100-499 (N=19)

500-999 (N=21)

1,000-4,999 (N=26)

5,000-9,999 (N=14)

10,000+ (N=23)

Public (N=56)

Private (N=50)
Not-for-profit/

gov’t (N=11)

Northeast (N=32)

Southeast (N=35)

Southwest (N=16)

Central (N=17)
West/Northwest 

(N=17)

Industry
Com

pany Size
O

rganization 
Type

Region

Overall (N=117)

Financial  
Services (N=9)

Healthcare (N=16)

Technology (N=13)

Pharmaceutical (N=5)

Retail (N=31)

Manufacturing (N=8)

Other (N=35)

Public (N=56)

Private (N=50)
Not-for-profit/

gov’t (N=11)

Northeast (N=32)

Southeast (N=35)

Southwest (N=16)

Central (N=17)
West/Northwest 

(N=17)

50% 13% 13% 25%

36% 9% 27% 18%9%

33% 17% 42%8%

25% 25% 50%

23% 18% 32% 523%

14% 57% 14% 14%

28% 24% 20% 8%20%

27% 9% 18% 27%18%

31% 23% 8% 31%

45% 20% 20% 10%5

19% 24% 24% 33%

33% 11% 11% 22%22%

20% 27% 33% 20%

33% 26% 16% 719%

25% 10% 28% 20%18%

33% 50% 17%

48% 15% 11% 19%7

25% 13% 29% 8%25%

29% 43% 21% 7

11% 44% 33% 11%

13% 7 13% 27%40%

8%

60% 20% 20%

10%30% 10% 30% 20%

38%13% 13% 13% 25%

25% 25% 50%

516% 26% 26% 26%

17% 67% 17%

8%50% 17% 13% 13%

17%33% 17% 17% 17%

11%22% 11% 22% 33%

39% 22% 28%

25% 31% 13% 31%

18%45% 9% 9% 18%

20% 30% 30% 20%

538% 21% 15% 21%

16%22% 19% 28% 16%

40% 40% 20%

10%48% 19% 14%

25% 17% 21% 29%

36% 36% 27%

13% 38% 38% 13%

25%25% 8% 8% 33%

11%

10%

8%

10 – 19 weeks 50+ weeks20 – 49 weeks1 – 4 weeks 5 – 9 weeks
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CALCULATING SEVERANCE

Exempt Non-exempt

PROFILES
Flat number of weeks of severance by position level, 
industry, sector, company size and region

Severance policies & practices

<100 (N=14)

100-499 (N=19)

500-999 (N=21)

1,000-4,999 (N=26)

5,000-9,999 (N=14)

10,000+ (N=23)

49%Overall (N=117)

Financial  
Services (N=9)

Healthcare (N=16)

Technology (N=13)

Pharmaceutical (N=5)

Retail (N=31)

Manufacturing (N=8)

Other (N=35)

<100 (N=14)

100-499 (N=19)

500-999 (N=21)

1,000-4,999 (N=26)

5,000-9,999 (N=14)

10,000+ (N=23)

Public (N=56)

Private (N=50)
Not-for-profit/

gov’t (N=11)

Northeast (N=32)

Southeast (N=35)

Southwest (N=16)

Central (N=17)
West/Northwest 

(N=17)

16% 11% 718% Overall (N=117)

Financial  
Services (N=9)

Healthcare (N=16)

Technology (N=13)

Pharmaceutical (N=5)

Retail (N=31)

Manufacturing (N=8)

Other (N=35)

Public (N=56)

Private (N=50)
Not-for-profit/

gov’t (N=11)

Northeast (N=32)

Southeast (N=35)

Southwest (N=16)

Central (N=17)
West/Northwest 

(N=17)

12%34% 20% 17% 17%

Industry
Com

pany Size
O

rganization 
Type

Region

71% 29%

43% 14% 14%29%

50% 17% 17%17%

33% 33% 33%

29% 21% 36% 14%

50% 25% 25%

63% 19% 613%

29% 29% 29% 14%

42% 17% 8% 8%25%

79% 14% 7

30% 10%50%

71% 14% 14%

29% 14% 29% 29%

50% 15% 12% 419%

44% 16% 12% 12%16%

67% 17% 17%

61% 11%6

47% 13% 13% 27%

29% 43% 14% 14%

43% 29% 14% 14%

50% 20%30%

10%

11%11%

75% 25%

20%20% 20% 40%

67%33%

18% 27% 36% 18%

50% 50%

14%50% 14% 7 14%

33%17% 17% 33%

17%17% 17% 17% 33%

67% 33%

11%11% 22% 22% 33%

13%25% 13% 25% 25%

40% 20% 20% 10%

17%28% 17% 17% 22%

33% 33% 33%

50% 30% 10%

8%17% 17% 42% 17%

40% 40% 20%

50% 25% 25%

30%30% 10% 30%

100%

100%

10%

10%

10 – 19 weeks 50+ weeks20 – 49 weeks1 – 4 weeks 5 – 9 weeks
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Average number of weeks of severance by 
position level, per year of service.

Number of weeks of severance by position 
level, per year of service.

CALCULATING SEVERANCE

10%

7%

13%

10%

9%

10%

12%

16%

Managing Directors, SVP, VP

CEO (Chief Executive)

Senior Management (C-Suite leaders other than CEO)

Managers

Supervisors

Professional/Technical

Exempt

Non-Exempt 74%

73%

64%

60%

57%

52%

49%

46%

1–4 
weeks

5–9 
weeks

50+ 
weeks

10–19 
weeks

20–49 
weeks

3%

7%

8%

13%

12%

10%

9%

10%

6%

6%

7%

7%

8%

11%

12%

11%

6%

7%

9%

10%

13%

17%

18%

17%

CEO (Chief Executive)
Senior Management (C-Suite 

leaders other than CEO)

Managing Directors, SVP, VP

Managers

Professional/Technical

Supervisors

Non-Exempt

Exempt

0 weeks 20 weeks

16.8

15.1

13.8

12.2

12.1

11.7

10.0

8.7

Severance policies & practices
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CALCULATING SEVERANCE

CEO (Chief Executive Officer) Senior Management (C-suite leaders other than CEO)

PROFILES
Number of weeks of severance by position level, per year 
of service, by industry, size, sector and region

Severance policies & practices

12%49% 9% 12% 18%

<100 (N=26)

100-499 (N=40)

500-999 (N=36)

1,000-4,999 (N=45)

5,000-9,999 (N=26)

10,000+ (N=45)

Overall (N=218)

Financial  
Services (N=26)

Healthcare (N=24)

Technology (N=19)

Pharmaceutical (N=9)

Retail (N=46)

Manufacturing (N=28)

Other (N=66)

<100 (N=26)

100-499 (N=40)

500-999 (N=36)

1,000-4,999 (N=45)

5,000-9,999 (N=26)

10,000+ (N=45)

Public (N=71)

Private (N=126)
Not-for-profit/

gov’t (N=21)

Northeast (N=74)

Southeast (N=42)

Southwest (N=28)

Central (N=42)
West/Northwest 

(N=32)

Industry
Com

pany Size
O

rganization 
Type

Region

Overall (N=218)

Financial  
Services (N=26)

Healthcare (N=24)

Technology (N=19)

Pharmaceutical (N=9)

Retail (N=46)

Manufacturing (N=28)

Other (N=66)

Public (N=71)

Private (N=126)
Not-for-profit/

gov’t (N=21)

Northeast (N=74)

Southeast (N=42)

Southwest (N=28)

Central (N=42)
West/Northwest 

(N=32)

46% 10% 11% 16%17%

35% 27% 27%12%

33% 13% 17% 21%17%

53% 21% 26%

56% 33%

33% 17% 20%20%

50% 4 11%25%

61% 8% 6 12%14%

65% 4 15% 12%4

50% 3 25%23%

36% 14% 8% 14%28%

44% 18% 9% 9%20%

46% 8% 15% 23%8%

42% 9% 20% 16%13%

38% 10% 8% 21%23%

47% 13% 15%15%

71% 5 10% 5

45% 11% 16%18%

48% 14% 14%14%

57% 14% 14%14%

52% 5 21%12%

31% 16% 13% 13%28%

10%

11%

11%

11%

11%

10%

10%

10%

22%37% 7 15% 19%

8%38% 4 21% 29%

50% 20% 15% 15%

20%60% 10% 10%

19%38% 13% 15% 15%

10%47% 7 13% 23%

8%63% 7 6 15%

70% 3 13% 3

17%54% 2 5 22%

14%38% 16% 14% 19%

642% 17% 13% 23%

52% 15% 22%

46% 9% 15% 15%

41% 8% 10% 26%

13%49% 9% 15% 14%

74% 9% 4 13%

13%48% 9% 11% 19%

9%55% 7 16% 14%

57% 4 18% 11%

14%55% 5 11% 16%

15%29% 21% 6 29%

10%

11%

15%

15%

11%

10 – 19 weeks 50+ weeks20 – 49 weeks1 – 4 weeks 5 – 9 weeks
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CALCULATING SEVERANCE

Managing Directors, SVPs, VPs Managers

PROFILES
Number of weeks of severance by position level, per year 
of service, by industry, size, sector and region

Severance policies & practices

52% 10% 17% 9%57% 12% 8% 13%

<100 (N=26)

100-499 (N=40)

500-999 (N=36)

1,000-4,999 (N=45)

5,000-9,999 (N=26)

10,000+ (N=45)

Overall (N=218)

Financial  
Services (N=26)

Healthcare (N=24)

Technology (N=19)

Pharmaceutical (N=9)

Retail (N=46)

Manufacturing (N=28)

Other (N=66)

<100 (N=26)

100-499 (N=40)

500-999 (N=36)

1,000-4,999 (N=45)

5,000-9,999 (N=26)

10,000+ (N=45)

Public (N=71)

Private (N=126)
Not-for-profit/

gov’t (N=21)

Northeast (N=74)

Southeast (N=42)

Southwest (N=28)

Central (N=42)
West/Northwest 

(N=32)

Overall (N=218)

Financial  
Services (N=26)

Healthcare (N=24)

Technology (N=19)

Pharmaceutical (N=9)

Retail (N=46)

Manufacturing (N=28)

Other (N=66)

Public (N=71)

Private (N=126)
Not-for-profit/

gov’t (N=21)

Northeast (N=74)

Southeast (N=42)

Southwest (N=28)

Central (N=42)
West/Northwest 

(N=32)

Industry
Com

pany Size
O

rganization 
Type

Region

11%

41% 11% 26%

43% 4 9%17%26%

62% 5 19%14%

50% 10% 20%

38% 19% 17%17%

47% 13% 20%

68% 6 713%7

62% 7

57% 21%7

49% 15%13%13%

49% 15% 421%

48% 4 22%15%

48% 13% 15%

47% 13% 25%4

51% 8% 14%15%

74% 9% 413%

51% 6 14%18%

59% 14% 220%5

59% 3 17%

53% 14% 71%16%2

37% 14% 26%

10%

5

10%

11%

10%

10%

10%

10%

11%

13%

11%

10%

10%

10%

11%

10%

10%

10%

11%

11%

11%

11%

11%

10%

11%

15%41% 7 7 30%

11%47% 16% 16% 11%

59% 12% 18% 12%

20%60% 10% 10%

15%44% 15% 17%

459% 22% 4 11%

770% 8% 6 8%

11%64% 14% 4 7

8%58% 8% 8% 18%

14%47% 17% 14% 8%

458% 11% 7 20%

12%56% 12% 8% 12%

58% 13% 10% 10%

9%52% 13% 7 19%

11%56% 11% 9% 12%

76% 14% 10%

12%51% 10% 13% 14%

369% 15% 3 10%

60% 10% 10%

13%62% 15% 3 8%

9%46% 11% 11% 23%

10%

10%

10%

10%

10 – 19 weeks 50+ weeks20 – 49 weeks1 – 4 weeks 5 – 9 weeks
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CALCULATING SEVERANCE

Supervisors Professional/Technical

PROFILES
Number of weeks of severance by position level, per year 
of service, by industry, size, sector and region

Severance policies & practices

<100 (N=26)

100-499 (N=40)

500-999 (N=36)

1,000-4,999 (N=45)

5,000-9,999 (N=26)

10,000+ (N=45)

Overall (N=218)

Financial  
Services (N=26)

Healthcare (N=24)

Technology (N=19)

Pharmaceutical (N=9)

Retail (N=46)

Manufacturing (N=28)

Other (N=66)

<100 (N=26)

100-499 (N=40)

500-999 (N=36)

1,000-4,999 (N=45)

5,000-9,999 (N=26)

10,000+ (N=45)

Public (N=71)

Private (N=126)
Not-for-profit/

gov’t (N=21)

Northeast (N=74)

Southeast (N=42)

Southwest (N=28)

Central (N=42)
West/Northwest 

(N=32)

Industry
Com

pany Size
O

rganization 
Type

Region

Overall (N=218)

Financial  
Services (N=26)

Healthcare (N=24)

Technology (N=19)

Pharmaceutical (N=9)

Retail (N=46)

Manufacturing (N=28)

Other (N=66)

Public (N=71)

Private (N=126)
Not-for-profit/

gov’t (N=21)

Northeast (N=74)

Southeast (N=42)

Southwest (N=28)

Central (N=42)
West/Northwest 

(N=32)

60% 10%13% 7 13%64% 8% 7 9%

42% 15%27%8%

56% 11%611% 17%

60% 7720% 7

67%

47% 16%9%22% 6

63% 8%13%17%

72% 677 7

73% 4415% 4

57% 11%16%8%

55% 13%316% 13%

58% 23%10% 5

62% 10%

59% 16%316%

56% 16%13% 5

59% 9%12% 8%

76% 14% 10%

54% 13%13%

76% 8%5

56% 16%8% 12%

69% 9%9% 3

45% 13%13%23% 6

11%

10%

11%

8%

11%

8%

5

10%

10%

8%

11%

5

10%

11%

11%

11%

11%

10%

18%41% 5 18% 18%

13%60% 7 13% 7

12%53% 24% 6 6

11%67% 22%

21%50% 14% 4 11%

9%70% 4 17%

9%78% 2 6 5

8%83% 4

15%53% 9% 15%

13%63% 13% 7 3

8%62% 8% 5 16%

16%63% 5 5 11%

17%63% 6 9% 6

15%57% 10% 5 13%

14%64% 7 7 8%

84% 5 11%

12%58% 12% 7 11%

677% 9% 3 6

17%63% 13% 8%

19%69% 6

13%55% 10% 10% 13%

4

9%

33

10 – 19 weeks 50+ weeks20 – 49 weeks1 – 4 weeks 5 – 9 weeks
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CALCULATING SEVERANCE

Exempt Non-exempt

PROFILES
Number of weeks of severance by position level, per year 
of service, by industry, size, sector and region

Severance policies & practices

73% 7 7

<100 (N=26)

100-499 (N=40)

500-999 (N=36)

1,000-4,999 (N=45)

5,000-9,999 (N=26)

10,000+ (N=45)

Overall (N=218)

Financial  
Services (N=26)

Healthcare (N=24)

Technology (N=19)

Pharmaceutical (N=9)

Retail (N=46)

Manufacturing (N=28)

Other (N=66)

<100 (N=26)

100-499 (N=40)

500-999 (N=36)

1,000-4,999 (N=45)

5,000-9,999 (N=26)

10,000+ (N=45)

Public (N=71)

Private (N=126)
Not-for-profit/

gov’t (N=21)

Northeast (N=74)

Southeast (N=42)

Southwest (N=28)

Central (N=42)
West/Northwest 

(N=32)

Overall (N=218)

Financial  
Services (N=26)

Healthcare (N=24)

Technology (N=19)

Pharmaceutical (N=9)

Retail (N=46)

Manufacturing (N=28)

Other (N=66)

Public (N=71)

Private (N=126)
Not-for-profit/

gov’t (N=21)

Northeast (N=74)

Southeast (N=42)

Southwest (N=28)

Central (N=42)
West/Northwest 

(N=32)

Industry
Com

pany Size
O

rganization 
Type

Region

6 7

50% 20%15% 15%

69% 15% 15%

64% 14% 14% 7

75% 13% 13%

59% 14% 14%9% 5

80% 5 10%5

90% 4

89%

71% 8%

82% 5 9%

66% 6 13%9% 6

67% 11% 11%

71% 10% 36 10%

69% 10% 8%4

73% 6 8%6 6

89% 11%

73% 9% 9%4

85% 8% 44

68% 516% 11%

79% 7 7 7

61% 7 711% 14%

5

8%

5

2

5

8% 4

11%

10%

4

22

74% 3 66 10%

42% 16%21%

71% 7 7 14%

67% 11% 11%

86%

58% 11%

83% 17%

93% 2 5

88% 66

76% 5 5

76% 5 5

65% 12%15% 8%

73% 13%

72% 8% 44 12%

69% 2 57 17%

74% 5 9%5 8%

88% 12%

68% 10%7

92%

79% 7 14%

82%

57% 4 13% 17%

5

4

11%

4

11%

5

9%

9%

21%

11%

14%

11%

10%

14%

13%

10%

9%

10 – 19 weeks 50+ weeks20 – 49 weeks1 – 4 weeks 5 – 9 weeks
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Do you also use a graduated scale (i.e., the number of weeks of severance per year of service increases 
after individuals have met certain length of service thresholds, such as five or ten years)?

CALCULATING SEVERANCE

Severance policies & practices

do you use a graduated scale?

Yes

49% 51%

No

51%49%

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Industry
Com

pany Size
O

rganization 
Type

Region

Overall (N=685)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=128)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

33%67%

51%49%

26%74%

55%45%

54%46%

59%41%

56%44%

68%32%

59%41%

41%59%

41%59%

42%58%

49%51%

44%56%

53%47%

63%37%

46%54%

53%47%

39%61%

64%36%

50%50%

Yes No
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CALCULATING SEVERANCE

Does your policy have minimum and maximum  
severance amounts?

2020 2017 2011

Min/Max Policy Yes No Yes No Yes No

Minimum 56% 44% 52% 48% 74% 26%

Maximum 48% 42% 52% 48% 71% 29%

Average amounts in weeks: “Minimum”  
by position level

CEO (Chief Executive)
Senior Management (C-Suite 

leaders other than CEO)

Managing Directors, SVP, VP

Managers

Supervisors

Professional/Technical

Exempt 

Non-Exempt

0 weeks 25 weeks

21.2

18.0

15.5

12.6

12.2

12.2

9.0

8.8

Amounts in weeks: “Minimum”  
by position level

5–9 
weeks

50+ 
weeks

10–19 
weeks

20–49 
weeks

3%

5%

7%

15%

11%

Managing Directors, SVP, VP

CEO (Chief Executive)

Senior Management (C-Suite leaders other than CEO)

Managers

Supervisors

Professional/Technical

Exempt

Non-Exempt 68%

67%

60%

57%

54%

45%

43%

42%

1–4 
weeks

13%

14%

15%

17%

16%

15%

12%

14%

8%

9%

9%

13%

16%

18%

14%

16%

8%

6%

11%

10%

10%

15%

16%

16%

4%

4%

4%

Severance policies & practices
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CALCULATING SEVERANCE

Average amounts in weeks: “Maximum”  
by position level

Amounts in weeks: “Maximum”  
by position level

Severance policies & practices

12% 13% 27% 32% 16%

1–4 
weeks

5–9 
weeks

50+ 
weeks

10–19 
weeks

20–49 
weeks

Exempt

Managers

Professional/Technical

Non-Exempt

Supervisors

Senior Management (C-Suite 
leaders other than CEO)

Managing Directors, SVP, VP

CEO (Chief Executive 10% 13% 15% 27% 34%

10% 15% 18% 34% 23%

11% 13% 16% 32% 29%

12% 17% 23% 32% 16%

14% 16% 22% 32% 16%

16% 15% 26% 29% 14%

14% 14% 20% 33% 19%

CEO (Chief Executive)
Senior Management (C-Suite 

leaders other than CEO)

Managing Directors, SVP, VP

Managers

Supervisors

Professional/Technical

Exempt

Non-Exempt

0 weeks 40 weeks

35.4

33.8

30.2

28.7

25.6

24.8

23.8

21.2
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CALCULATING SEVERANCE

In general, how is severance payable?

in general, how is severance payable?

How is severance calculated for rehires? 
More companies are putting policies in place regarding  
severance calculation for new hires, with more option  
to begin severance calculation using the new hire date.

Severance Calculation 2020 2017

Starting from new hire date 41% 28%

Starting from original or  
adjusted hire date 30% 27%

No specific policy 28% 45%

Payable in lump sum

Payable on the normal payroll cycle

Payable on the normal payroll cycle, 
but stopped when re-employed

46%

39%

15%

Severance policies & practices

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Overall (N=685)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Industry
Com

pany Size
O

rganization 
Type

Region

46% 39% 15%

35% 43% 22%

44% 46% 10%

33% 47% 19%

48% 31% 21%

46% 32% 22%

52% 32% 15%

51% 39%

43% 41% 15%

50% 41% 9%

45% 32% 23%

43% 43% 15%

49% 39% 11%

47% 34% 19%

49% 35% 16%

44% 40% 16%

46% 44%

46% 43%

41% 39% 21%

51% 25% 25%

42% 44% 14%

55% 35%

10%

10%

11%

10%
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CHANGE-OF-CONTROL AGREEMENTS

Does your organization make special provisions in the 
event of a merger/acquisition or change of control?

If so, who is eligible?

When your organization makes special provisions in 
the case of a merger/acquisition or change of control, 
does your policy specify:Does your organization make special provisions

Mergers and acquisitions present special challenges in the provision of 
severance and separation benefits. Our study shows 55% of companies make 
special provisions in the event that there is a change of control, vs. 27% in 
2017. For those that do make special provisions, enhanced or more generous 
benefits are the most likely option. Generally, C-suite executives and senior 
managers are the employees most likely to see those additional benefits.

Yes No

55% 45%

Severance policies & practices

0% of respondents 100%

84%
Executive Management (C-Suite 

leader other than CEO)
CEO (Chief Executive)

Managing Directors, SVP, VP

Managers

Supervisors

Professional/Technical

Exempt

Non-Exempt

84%

76%

62%

45%

40%

31%

28%

46%

57%Severance benefits that are more 
generous than the standard policy

Additional health and supplemental benefits that 
are more generous than the standard policy

35%Additional outplacement benefits that are 
more generous than the standard policy

26%Extensive, highly specialized career decision 
and transition support for top executives

18%Immediate vesting of stock options
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BENEFITS

Do terminated employees continue to be covered under 
the organization’s medical benefits if enrolled prior to 
termination?

Who pays for the medical coverage?

Medical Benefits Coverage 2020 2017

Yes 57% 52%

No 43% 48%

Medical Coverage Payment 2020 2017

Employee 20% 5%

Employer 32% 30%

Shared Expense 48% 65%

If so, for how long?

Medical Benefits Coverage 
Duration 2020 2017

For the duration of the  
severance period 55% 48%

Until the end of the month in which 
the termination became effective 25% 22%

From three to six months 0% 7%

Through the end of the quarter 
in which the termination became 
effective

9% 3%

Through the end of the year in which 
the termination became effective 4% 0%

Other 7% 20%

Which of the following other employee benefits are paid 
for by your organization throughout the severance period?  
Check all that apply. 

Other Benefits 2020 2017

Life insurance 36% 9%

Short-term disability 30% 6%

Long-term disability 25% 6%

Vacation accrual 22% 9%

Education/training reimbursement 17% 4%

Club memberships 9% 1%

Use of company car 12% 1%

Use of office 10% 2%

None 41% 79%

Other 5% 4%

Severance policies & practices
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Separation benefits & 
practices

Personnel decisions are more personal 
than ever. And at a time when offering 
someone a career for life is no longer an 
option, employers are making sure they 
are demonstrating they care about their 
employees, especially when they need  
to make the difficult decision to let 
someone go. 

A perfect storm has dramatically changed 
the world of work, and this change has 
created the need for organizations to 
reinvent and transform their business 
strategies and their workforces. Social, 
health and regulatory dynamics, 
demographic shifts, changing perceptions 
toward corporations, the fourth industrial 
revolution, the proliferation of new 
technologies and the things you just can’t 
predict are driving massive disruption 
and threaten jobs. How do you transition 
employees out of the organization in a 
way that delivers new opportunities to 
your people and has positive social and 
community impact?

To reduce the impact of layoffs, 
organizations provide outplacement 
to protect employees during workforce 
change and help support them in their 
transition into the next phase of their 

career. The best way to support employees 
is to give them the tools and resources 
they need to assess, explore and pursue 
the best career options for them. 

Career transition presents a unique 
opportunity for individuals to level up 
their skills, whether they do so to pursue 
a different kind of job altogether, increase 
their earning power, or to simply stay 
current and competitive within their own 
area of expertise. 

If trying to reduce the impact of an 
upcoming restructuring and hold on 
to skilled talent, companies also have 
an opportunity to build a renewable 
workforce through reskilling and 
upskilling, allowing for the quick 
deployment of talent into new roles  
within the organization.

The right combination of career 
development, upskilling and reskilling, 
redeployment and career transition can 
create opportunities for your people, 
strengthen your employer brand and  
help future-proof your workforce.

The best way to support 
employees is to give  
them the tools and 
resources they need 
to assess, explore and 
pursue the best career 
options for them.
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OUTPLACEMENT PACKAGES

Separation benefits & practices

Who do you provide outplacement to?

Yes, all NoYes, some

CEO (Chief Executive)

Senior Management (C-Suite 
leaders other than CEO)

Managing Directors, SVP, VP

Managers

Supervisors

Professional/Technical

Exempt

Non-Exempt

47% 20% 33%

31%

33%

38%

43%

47%

55%

60%

41% 28%

29%38%

32% 30%

29%28%

26%27%

22%23%

20%20%
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CEO (Chief Executive Officer) Senior Management (C-suite leaders other than CEO)

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Overall (N=685)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Overall (N=685)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Industry
Com

pany Size
O

rganization 
Type

Region

47% 33%20%

51% 33%16%

33% 38%28%

54% 19%26%

55% 28%17%

43% 33%24%

45% 38%17%

49% 33%18%

34% 46%20%

43% 41%16%

55% 24%21%

54% 27%18%

54% 21%25%

43% 33%24%

52% 27%21%

46% 35%19%

36% 41%23%

46% 32%22%

46% 30%24%

51% 26%23%

46% 42%13%

47% 35%18%

41% 31%28%

46% 29%25%

27% 36%37%

42% 18%40%

48% 24%28%

41% 34%25%

39% 34%27%

43% 32%24%

26% 49%25%

38% 38%23%

46% 24%30%

50% 23%27%

45% 18%37%

41% 30%29%

45% 23%31%

40% 35%24%

30% 40%30%

40% 30%30%

43% 28%29%

39% 25%36%

42% 41%17%

40% 31%29%

Yes, all NoYes, some Yes, all NoYes, some

OUTPLACEMENT PACKAGES

PROFILES
Packages by position level, by industry, size,  
sector and region

Separation benefits & practices
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Managing Directors, SVPs, VPs Managers

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Overall (N=685)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Industry
Com

pany Size
O

rganization 
Type

Region

Overall (N=685)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

38% 33%29%

49% 28%23%

19% 38%42%

33% 18%49%

45% 24%31%

38% 38%24%

38% 34%28%

42% 34%24%

26% 49%25%

35% 38%27%

46% 24%30%

44% 24%32%

42% 24%34%

38% 34%28%

45% 27%29%

35% 35%29%

30% 41%29%

38% 29%33%

38% 34%28%

39% 29%32%

41% 41%18%

36% 32%32%

32% 38%30%

46% 25%29%

19% 47%33%

35% 26%39%

41% 31%28%

24% 44%32%

30% 42%28%

36% 37%26%

21% 57%22%

34% 40%26%

36% 28%35%

33% 31%36%

41% 30%30%

32% 38%30%

39% 29%31%

30% 42%28%

22% 48%30%

32% 36%31%

30% 39%30%

35% 31%34%

35% 46%19%

30% 35%35%

Yes, all NoYes, some Yes, all Yes, some No

OUTPLACEMENT PACKAGES

PROFILES
Packages by position level, by industry, size,  
sector and region

Separation benefits & practices
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OUTPLACEMENT PACKAGES

PROFILES
Packages by position level, by industry, size,  
sector and region

Separation benefits & practices

Supervisors Professional/Technical

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Overall (N=685)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Overall (N=685)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Industry
Com

pany Size
O

rganization 
Type

Region

28% 43%29%

38% 33%29%

14% 54%32%

32% 33%35%

38% 38%24%

20% 51%28%

21% 48%31%

34% 39%27%

19% 61%20%

27% 47%26%

33% 35%31%

28% 34%38%

30% 32%38%

32% 45%23%

38% 33%29%

23% 47%30%

19% 56%26%

29% 41%30%

27% 42%31%

25% 43%32%

31% 48%21%

27% 43%30%

27% 47%26%

39% 38%23%

15% 58%27%

32% 37%32%

38% 41%21%

18% 57%25%

20% 55%25%

32% 42%26%

19% 61%20%

28% 53%19%

29% 41%29%

27% 37%36%

31% 39%30%

28% 48%23%

37% 36%27%

22% 53%25%

17% 58%26%

28% 45%27%

27% 45%28%

27% 47%26%

26% 54%19%

26% 45%29%

Yes, all Yes, some No Yes, all Yes, some No
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OUTPLACEMENT PACKAGES

PROFILES
Packages by position level, by industry, size,  
sector and region

Separation benefits & practices

Exempt Non-exempt

Overall (N=685)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

23% 55%22%

32% 48%20%

10% 64%26%

26% 46%28%

34% 52%14%

15% 65%20%

20% 63%17%

28% 50%22%

17% 65%17%

23% 62%15%

25% 55%21%

22% 47%31%

27% 44%30%

25% 55%20%

32% 44%24%

19% 63%19%

12% 62%26%

24% 54%22%

22% 54%24%

22% 55%23%

25% 58%18%

22% 57%21%

Yes, all NoYes, some

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Industry
Com

pany Size
O

rganization 
Type

Region

Overall (N=685)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

20% 60%20%

33% 46%20%

10% 67%23%

14% 61%25%

34% 52%14%

13% 68%19%

13% 72%15%

25% 55%20%

13% 69%17%

19% 67%14%

18% 58%25%

21% 49%30%

25% 56%18%

25% 59%16%

30% 49%22%

15% 66%18%

11% 68%21%

22% 54%24%

19% 63%18%

19% 60%21%

20% 63%17%

19% 63%17%

Yes, all Yes, some No



2020  //  EIGHTH EDITION • 37lhh.com/transformation-insights 

OUTPLACEMENT PACKAGES

What is the typical length of time offered for each outplacement 
program at each level of employee?

Separation benefits & practices

6 months 12 months Unlimited Not eligible/not providedLess than 3 months 3 months

CEO (Chief Executive)

Non-Exempt

Professional/Technical

Supervisors

Managers

Managing Directors, 
SVP, VP

Senior Management

Exempt

3%
7%

2%
5%

1%
2%

3%
2%

3%
2%

4%
2%

6%
1%

11%
2%

33%

30%

28%

23%

18%

15%

15%

14%

31%

36%

34%

38%

37%

30%

27%

25%

19%

19%

23%

24%

27%

33%

30%

26%

7%

8%

12%

10%

13%

16%

21%

22%
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OUTPLACEMENT PACKAGES

PROFILES
Time offered by position level, by industry, size,  
sector and region

Separation benefits & practices

CEO (Chief Executive Officer) Senior Management (C-suite leaders other than CEO)

6 months 12 months Unlimited Not eligible/not providedLess than 3 months 3 months

11%

13%

8%

15%

10%

18%

11%

6

3

12%

6%

12%

12%

12%

7%

15%

14%

14%

10%

13%

5

16%

7

14%

20%

13%

15%

17%

13%

16%

15%

9%

18%

15%

11%

11%

15%

8%

2%

4

14%

13%

21%

20%

14%

27%

30%

23%

23%

26%

26%

20%

25%

25%

22%

36%

25%

23%

29%

29%

16%

32%

25%

26%

19%

30%

33%

21%

27%

33%

34%

27%

30%

32%

26%

26%

33%

15%

28%

28%

21%

21%

21%

26%

26%

17%

29%

13%

22%

28%

21%

17%

38%

15%

23%

22%

20%

21%

21%

17%

23%

23%

25%

27% 11%

18%

15%

23%

34%

20%

4

4

15%16% 22% 24% 23% 10% 3

Overall (N=459)

Financial  
Services (N=46)

Healthcare (N=48)

Technology (N=46)

Pharmaceutical (N=21)

Retail (N=85)

Manufacturing (N=44)

Other (N=169)

<100 (N=56)

100-499 (N=88)

500-999 (N=78)

1,000-4,999 (N=95)

5,000-9,999 (N=56)

10,000+ (N=86)

Public (N=192)

Private (N=214)
Not-for-profit/

gov’t (N=53)

Northeast (N=150)

Southeast (N=104)

Southwest (N=57)

Central (N=73)
West/Northwest 

(N=75)

6

3

2%
15%

10%

26%

24%

26%

31%

28%

30%

28%

24%

16%

25%

22%

25%

33%

30%

30%

26%

28%

32%

27%

21%

13%

11%

16%

19%

16%

15%

19%

16%

15%

16%

17%

12%

11%

16%

13%

15%

8%

27%

24%

27%

24%

17%

29%

36%

28%

32%

29%

31%

22%

30%

29%

33%

33%

21%

30%

25%

35%

29%

32%

41%

18%

30%

37%

23%

18%

15%

20%

17%

15%

17%

22%

31%

23%

22%

18%

21%

23%

20%

17%

20%

20%

7

6

10%

4

5

6

7

12%

4

35

7

7

7

5

4

3

4

3

3

36%

21%

24%

11%

14%

9%

18%

Industry
Com

pany Size
O

rganization 
Type

Region

Financial  
Services (N=46)

Healthcare (N=48)

Technology (N=46)

Pharmaceutical (N=21)

Retail (N=85)

Manufacturing (N=44)

Other (N=169)

Overall (N=459)

<100 (N=56)

100-499 (N=88)

500-999 (N=78)

1,000-4,999 (N=95)

5,000-9,999 (N=56)

10,000+ (N=86)

Public (N=192)

Private (N=214)
Not-for-profit/

gov’t (N=53)

Northeast (N=150)

Southeast (N=104)

Southwest (N=57)

Central (N=73)
West/Northwest 

(N=75)

3
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OUTPLACEMENT PACKAGES

PROFILES
Time offered by position level, by industry, size,  
sector and region

Separation benefits & practices

Overall (N=459)

Financial  
Services (N=46)

Healthcare (N=48)

Technology (N=46)

Pharmaceutical (N=21)

Retail (N=85)

Manufacturing (N=44)

Other (N=169)

<100 (N=56)

100-499 (N=88)

500-999 (N=78)

1,000-4,999 (N=95)

5,000-9,999 (N=56)

10,000+ (N=86)

Public (N=192)

Private (N=214)
Not-for-profit/

gov’t (N=53)

Northeast (N=150)

Southeast (N=104)

Southwest (N=57)

Central (N=73)
West/Northwest 

(N=75)

2%

Managing Directors, SVPs, VPs Managers

Industry
Com

pany Size
O

rganization 
Type

Region

Financial  
Services (N=46)

Healthcare (N=48)

Technology (N=46)

Pharmaceutical (N=21)

Retail (N=85)

Manufacturing (N=44)

Other (N=169)

Overall (N=459)

<100 (N=56)

100-499 (N=88)

500-999 (N=78)

1,000-4,999 (N=95)

5,000-9,999 (N=56)

10,000+ (N=86)

Public (N=192)

Private (N=214)
Not-for-profit/

gov’t (N=53)

Northeast (N=150)

Southeast (N=104)

Southwest (N=57)

Central (N=73)
West/Northwest 

(N=75)

4 4

6

5

4

4

2%
15% 15%

13%

5

10%

13%

18%

23%

20%

14%

9%

15%

14%

15%

15%

15%

16%

14%

16%

19%

10%

14%

17%25%

30% 30%

23%

32%

34%

30%

34%

26%

40%

38%

36%

31%

34%

31%

33%

43%

34%

38%

35%

30%

28%

27%

31%

33%

21%

29%

31%

28%

29%

30%

24%

31%

37%

30%

44%

33% 33%

28%

50%

20%

13%

14%

13%

13%

6

4

5 4

4

4

5

7

5

23%

38%

32%

36%

24%

14%

17%

17%

22%

19%

15%

11%

15%

12%

18%

18%

22%

36%

13%

16% 16%

28%

9%

9%

4

16%

18%

21%

24%

14%

13%

20%

20%

22%

21%

13%

14%

10%

16%

20%

17%

23%

18%

13%

12%

19%

28% 39% 17% 11% 3

5

37%

37%

24%

29%

38%

46%

40%

42%

32%

38%

46%

30%

35%

40%

34%

36%

37%

25%

43%

43%

26%

22%

30%

34%

12%

41%

25%

28%

34%

24%

27%

34%

24%

33% 11%

4

4

3

3

3

6 6

12%

11%

11%

10%

26%

13%

18%

9%

11%

13%

14%

17%

10%

40%

27%

25%

37%

33%

20%

24%

45%

13%

10%

3

4

4

3

4

3

12%

21%

20%

20%

6

5

5

4

5

6 months 12 months Unlimited Not eligible/not providedLess than 3 months 3 months

3

3

3

3
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OUTPLACEMENT PACKAGES

Supervisors Professional/Technical

PROFILES
Time offered by position level, by industry, size,  
sector and region

Separation benefits & practices

2% 2%
1%

28% 34%

33% 26%

36% 21%

14% 36%

24%59%

20% 40%

34% 38%

32% 33%

27% 44%

36% 29%

33% 33%

27% 35%

28% 37%

15% 30%

27% 32%

29% 37%

26% 32%

27% 37%

27% 38%

24% 17%

28% 32%

30% 35%

23%

23%

33%

28%

20%

19%

22%

15%

23%

20%

27%

21%

29%

24%

22%

26%

20%

20%

34%

26%

24%

12%

12%

9%

6

22%

15%

6

12%

15%

9%

10%

7

14%

20%

12%

11%

13%

12%

12%

24%

7

8%

3

6

4

3

6

3

5 5

7

<100 (N=56)

100-499 (N=88)

500-999 (N=78)

1,000-4,999 (N=95)

5,000-9,999 (N=56)

10,000+ (N=86)

Overall (N=459)

Financial  
Services (N=46)

Healthcare (N=48)

Technology (N=46)

Pharmaceutical (N=21)

Retail (N=85)

Manufacturing (N=44)

Other (N=169)

<100 (N=56)

100-499 (N=88)

500-999 (N=78)

1,000-4,999 (N=95)

5,000-9,999 (N=56)

10,000+ (N=86)

Public (N=192)

Private (N=214)
Not-for-profit/

gov’t (N=53)

Northeast (N=150)

Southeast (N=104)

Southwest (N=57)

Central (N=73)
West/Northwest 

(N=75)

Industry
Com

pany Size
O

rganization 
Type

Region

Overall (N=459)

Public (N=192)

Private (N=214)
Not-for-profit/

gov’t (N=53)

Northeast (N=150)

Southeast (N=104)

Southwest (N=57)

Central (N=73)
West/Northwest 

(N=75)

Financial  
Services (N=46)

Healthcare (N=48)

Technology (N=46)

Pharmaceutical (N=21)

Retail (N=85)

Manufacturing (N=44)

Other (N=169)

23% 338%

22% 737%

25% 639%

16% 29%

56%

18% 42%

35% 35%

27% 36%

27% 49%

32% 38%

24% 539%

20% 37%

23% 40%

14% 429%

21% 337%

27% 37%

15% 343%

21% 39%

24% 38%

14% 527%

31% 531%

24% 47%

24% 10%

20% 11%

22% 8%

32% 21%

33% 6

16% 15%

22% 3

27% 8%

17% 5

16% 10%

21% 8%

31% 7

21% 13%

33% 19%

23% 13%

24% 9%

30% 8%

22% 11%

22% 13%

39% 16%

25% 6

20% 6

4

3

6

6

3

3

3

5

4

3

5

3

3

3

6 months 12 months Unlimited Not eligible/not providedLess than 3 months 3 months
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OUTPLACEMENT PACKAGES

PROFILES
Time offered by position level, by industry, size,  
sector and region

Separation benefits & practices

Exempt Non-exempt

<100 (N=56)

100-499 (N=88)

500-999 (N=78)

1,000-4,999 (N=95)

5,000-9,999 (N=56)

10,000+ (N=86)

Overall (N=459)

Financial  
Services (N=46)

Healthcare (N=48)

Technology (N=46)

Pharmaceutical (N=21)

Retail (N=85)

Manufacturing (N=44)

Other (N=169)

<100 (N=56)

100-499 (N=88)

500-999 (N=78)

1,000-4,999 (N=95)

5,000-9,999 (N=56)

10,000+ (N=86)

Public (N=192)

Private (N=214)
Not-for-profit/

gov’t (N=53)

Northeast (N=150)

Southeast (N=104)

Southwest (N=57)

Central (N=73)
West/Northwest 

(N=75)

Overall (N=459)

Financial  
Services (N=46)

Healthcare (N=48)

Technology (N=46)

Pharmaceutical (N=21)

Retail (N=85)

Manufacturing (N=44)

Other (N=169)

Public (N=192)

Private (N=214)
Not-for-profit/

gov’t (N=53)

Northeast (N=150)

Southeast (N=104)

Southwest (N=57)

Central (N=73)
West/Northwest 

(N=75)

Industry
Com

pany Size
O

rganization 
Type

Region

30% 36%

33% 42%

32% 21%

23% 23%

14%50%

18% 48%

46% 35%

34% 35%

33% 44%

33% 35%

43% 30%

25% 39%

35% 33%

19% 33%

28% 34%

35% 36%

24% 41%

31% 38%

35% 32%

20% 29%

26% 38%

35% 39%

33% 731%

30% 8%38%

27% 23%19%

9% 14%23%

29% 36%

32% 741%

50% 520%

37% 331%

31% 9%34%

33% 633%

40% 726%

33% 637%

39% 26%

25% 13%28%

28% 733%

39% 730%

31% 10%28%

34% 8%28%

36% 535%

16% 19%19%

35% 435%

36% 40%

8%

3

4

16%

7

8%

8%

6

7

4

10%

6

14%

9%

6

9%

8%

7

11%

8%

6

19%

8%

27%

27%

29%

17%

20%

18%

19%

18%

16%

18%

23%

21%

21%

16%

21%

22%

9%

32%

22%

12%

7

8%

4

14%

7

5

9%

6

8%

6

13%

9%

8%

6

7

6

13%

13%

4

3

8%

14%

9%

4

3

3

3

7

14%

19%

14%

29%

26%

21%

11%

12%

20%

11%

16%

13%

29%

20%

19%

20%

18%

18%

20%

16%

29%

17%

16%

5

3

14%

3

11%

6

4

3

12%

5

4

6

3

11%

9%

3

6

10%

5

7

4

3

4

3

6

6 months 12 months Unlimited Not eligible/not providedLess than 3 months 3 months
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OUTPLACEMENT PACKAGES

What type of outplacement program do you typically  
offer to each level of employee?

Are employees required to begin their outplacement  
services within a specific time frame?

Outplacement Timeframe 2020 2017

No 23% 46%

Yes, within 30 days 51% 24%

Yes, with in 60 days 15% 11%

Yes, with in 90 days 7% 12%

Other 4% 7%

Separation benefits & practices

CEO (Chief Executive)

Group workshops only Online tools only Not eligible/not provided

Comprehensive (1-on-1 coach, groups, online tools) Group workshops & online tools only

Non-Exempt

Professional/Technical

Supervisors

Managers

Managing Directors, SVP, VP

Senior Management

Exempt

3%

3%

3%

3%

3%

3%

4%

5%

66%

57%

50%

34%

33%

32%

31%

28%

18%

26%

28%

34%

34%

33%

31%

29%

6%

7%

11%

19%

18%

16%

18%

19%

7%

7%

8%

11%

13%

15%

17%

19%
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OUTPLACEMENT PACKAGES

How important are each of following reasons for  
offering outplacement programs?

Separation benefits & practices

Because it’s our responsibility to 
take care of our workforce

To maintain a strong  
employer brand

To help impacted employees 
achieve their unique desired career 

goals int he shortest amount of time

To reduce unemployment insurance, 
severance risk, and costs

To minimize litigation

To successfully transform  
our organization

Neutral 2 Not importantImportant 4

2%

3%

3%

2%

2%

2%

40%

40%

39%

37%

33%

32%

36%

36%

35%

33%

35%

35%

18%

18%

19%

22%

25%

26%

4%

3%

4%

6%

5%

5%
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OUTPLACEMENT PROGRAM FACTORS

How important are each of the following components in 
designing a successful outplacement program?

Traditional Outplacement

▶ Limited or no job connections

▶ Generic support with CVs

▶ �Outplacement portal with generic content  
and tools

▶ No or limited skill development

▶ �Outplacement which is reactive and 
traditional

LHH Active Placement

▶ �Proactive connections to relevant companies 
with open vacancies

▶ �Expert support in all aspects of personal 
branding to produce winning resumes and 
social media profiles

▶ ��AI-powered portal delivering a bespoke  
and personalized digital experience

▶ �LinkedIn Learning courses available to  
every individual to develop new skills to  
land better jobs

▶ ��Highly qualified and certified Global Coaching 
pool, who utilize data & predictive analytics to 
proactively support every individual to land 
quickly with the best outcome

Separation benefits & practices

Written résumé

Program customized by job level/title

Job leads

In-person meetings, seminars

Hiring connections in community

Professional branding support

Personalized face-to-face coaching

Workspace in an office for participants

Virtual meetings, seminars

Technology resources

Personalized virtual coaching

Neutral 2 Not ImportantImportant 4

2%

3%

2%

2%

4%

4%

4%
5%

9%

4%

1%45% 30% 20% 4%

3%

3%

3%

5%

4%

4%

6%

7%

7%

5%

20%44% 31%

38% 36% 20%

38% 35% 22%

35% 35% 23%

33% 36% 24%

30% 37% 26%

28% 32% 30%

28% 31% 29%

25% 26% 33%

24% 35% 32%
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Outplacement 
provider checklist
The need for outplacement services can come in many forms — 
from shifting business strategies to plant closures to mergers and 
acquisitions. Whatever situation your organization finds itself in,  
it is always useful to have a thorough understanding of the different 
services offered by outplacement providers. Whether you need 
immediate support, or you are building contingency plans and want 
to establish a relationship with a provider, we recommend starting 
your market analysis with these critical factors.

Credibility
Credibility is a vital factor when 
considering any service provider, but 
with outplacement, trust is critical. Your 
businesses reputation is at stake. You 
want to be confident you are choosing 
an established and experienced 
partner that has been trusted by many 
organizations to take good care of their 
employees during what can be a very 
difficult time.

Scale & Flexibility 

Whether your organization is small and 
local or you’re one of the largest firms 
in your industry, your outplacement 
partner should be able to mobilize 
quickly and confidently, with the right 
people in place to meet the unique 
needs of your business and your  
people — anywhere, anytime.

▶� �Established organization with many years of outplacement 
experience and a proven track record for successfully helping 
people advance their careers

▶� �Financial strength and stability, demonstrated growth,  
and an experienced, credentialed leadership team

▶� �Relevant references and strong testimonials from candidates  
and customers

▶� �Expert consultants who can help you navigate the complexities 
and local market nuances of restructuring and layoffs

▶� �Ability to benchmark results, trends and outcomes across  
different sectors, industries and geographies

▶� �Dedicated offices in a wide range of locations to support you  
and your people in local markets

▶� �Differentiated, flexible program options that align to the levels  
and roles of the people in your organization

▶� �A dependable client success team to manage your 
outplacement projects with precision, personal care,  
and a constant eye on your business needs

▶� �Thousands of career coaches from a variety of backgrounds  
and industries, each with local market knowledge and  
specialized expertise

▶� �Demonstrated commitment to delivering the highest quality 
services to every individual, whether you have one employee  
or thousands in need of support

Key considerations Checklist Provider 1 Provider 2 LHH

over please  >>
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Personalization
You’ve worked hard to build your 
employer brand and the employee 
experience. You want an outplacement 
partner who understands and values 
this, who truly cares about your people 
and doesn’t treat them like numbers 
on a spreadsheet. And because each 
person’s career transition can be so 
different, it’s important to select a 
provider who will personalize their 
services and focus on the individual.

Key considerations Checklist Provider 1 Provider 2 LHH

Outplacement provider checklist

Innovation
You might be thinking, “How innovative 
can outplacement really be?” Every 
provider should have the essentials, 
like a career portal with the latest tools, 
resources and information for managing 
the transition and the job search. But 
that’s not enough. Hiring practices and 
job market dynamics are constantly 
evolving, so outplacement providers 
need to continuously refine and adapt 
their offering, bringing together the 
best people and technology to deliver 
successful outcomes for candidates. 

▶� Flexible options for in-person and virtual support, so people can 
sit down with a coach or access their services on the go

▶� Coaches who take the time to understand who your people are 
and what they want to do, and who can guide them to achieve 
personal success

▶� Robust support for all career paths, including full time  
career, industry change, portfolio career, business ownership  
and active retirement

▶� Reskilling and upskilling from industry leaders like  
General Assembly and LinkedIn Learning, to expand  
individual career options

▶� A specialized team that develops relationships with hiring 
managers and personally connects your people to individually 
matched opportunities

▶� Exclusive, tailored services for your C-Suite and senior executives 
in dedicated, discrete offices around the world

▶� Personal branding experts who understand how companies 
in each industry search for talent and who provide individuals 
with SEO-optimized resumes and distinctive online profiles

▶� Investments in Artificial Intelligence to deliver better job 
matches and continuously improve the user experience

▶� A proprietary digital platform where candidate profiles  
are accurately matched with unadvertised job openings,  
giving hiring managers first choice from an exclusive pool  
of job seekers

▶� Data at scale on what makes candidates successful, 
intelligently leveraged to drive enhancements, improvements 
and the development of new services

Considering these factors will help you protect your brand and 
ensure your peace of mind, knowing that you have prepared, 
planned and provided a well-considered and truly supportive 
service for your people.

To learn more, contact LHH at 1.800.611.4544 or visit lhh.com.

© 2020 Lee Hecht Harrison LLC.



lhh.com/transformation-insights 2020  //  EIGHTH EDITION • 47

CREATING A RENEWABLE WORKFORCE

Now is the time to reimagine your talent 
strategy to one that can continually 
reshape and renew your workforce. 
As companies continue to adapt to new 
market realities, it is imperative that they 
look for opportunities to reduce the impact 
of restructuring and layoffs, including the 
impact on people, communities, employer 
brand, and future company success. 

A renewable workforce approach takes  
a holistic view on the employability of  
your people and can help organizations  
fill more open jobs with employees who 
have unrealized potential.

Research tells us that emerging skill gaps 
are on the rise and many organizations 
have realized that the skill sets of their 
workforce will not match the future needs 
of their company. And that newly acquired 
skills will quickly become obsolete. New 
roles that are future-fit will be needed to 
rapidly execute new business strategies.

To address this skill gap, companies have 
opportunities for more innovative reskilling 
and upskilling programs. While standard 
outplacement services for separating 
employees remain popular, 65 percent 
of respondents also include upskilling or 
reskilling programs to facilitate redeploying 
talent before implementing layoffs as part 
of their strategy. Investing in a reskilling 
and redeployment program can help 
significantly reduce the volume of employee 
terminations and potentially save employers 
up to $136,000 per person, compared to 
the traditional approach of simultaneous 
layoffs and new talent acquisition. 
However, some companies are still not 
executing this strategy, and 35 percent 
did not compare costs of terminating 
employees to the benefits of upskilling or 
reskilling people who can move into new 
roles within the company. 

Separation benefits & practices

of employees have 
the skills needed 
for both their 
current role and 
their future career.

20%
Only

Average shelf life 
of a skill

5 years

Many companies today are not looking 
beyond traditional separation offerings 
and are therefore missing opportunities 
to invest in their people while reducing 
costs of both severance and recruiting. 
Allocating time and resources toward 
an employee reskilling or redeployment 
initiative can help employers implement 
easier transitions for their employees and 
remain a respected partner in the process.

LHH has seen companies that redirect 
some of their restructuring budget 
into reskilling employees realize a return 
of 8 to 10 times their initial investment. 
This return can be reinvested into 
the organization in a variety of ways, 
like executive coaching for leadership, 
or to increase compensation for current 
employees. After all, over two-thirds 
of companies review their severance 
policies every one to two years, meaning 
similar timetables may apply for other 
compensation and benefits programs. 
Employers should approach changes to 
these policies jointly to ensure they are 
utilizing all the resources at their disposal. 

Has your organization compared the cost of terminating employees to the 
cost and benefits of upskilling/reskilling and/or redeploying them (moving 
employees elsewhere in the organization where their skills can be utilized)?

35%
22%

15%

17%
11%

Yes, and we implemented a 
redeployment initiative (no 
upskilling/reskilling)

Yes, and we implemented an 
upskilling/reskilling initiative  
(no redeployment)

Yes, and we implemented a 
redeployment initiative and 
upskilling/reskilling initiative

Yes, but we did not implement 
an upskilling/reskilling or 
redeployment initiative

No
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DECISION MAKING

Which of the following most closely describes your  
organization’s philosophy on outplacement?

How important is it to your organization to prepare impacted 
employees for career transition before separation occurs?Philosophy on outplacement

Prepare impacted employees for career transition before separation

A blend of technology and in-person resources are 
important to our organization's outplacement program

Technology is the most important resource 
in our outplacement programs

In-person meetings, seminars and coaching are the most 
important resources in our outplacement programs24%

23%

53%

32%

32%

27%

5%
5%

Important

4

2

Not important

Neutral

Separation benefits & practices
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Who leads the decision-making on  
outplacement in your organization?

DECISION MAKING

4%

How important is it for your outplacement partner to have strategic 
partnerships (e.g., recruiting firms or other companies) to help place 
downsized employees into new positions?

how important for outplacement partner to have strategic partnerships

Important

4

2

Not important

Neutral

32%

37%

23%

5%
4%

how important for outplacement partner to have strategic partnerships

CEO (Chief Executive)

CHRO

Other Human Resource leader

Procurement

CFO

Other

Employee Relations35%

23%

17%

12%

7%
4%

2%

Separation benefits & practices
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STAY BONUSES

Does your organization offer stay (retention) bonuses to 
ensure continued service of employees whose jobs have 
been eliminated until a specific date?

As a percentage of salary, how much does  
your organization offer as a retention bonus?

does your org o�er stay bonuses ?

36%

26%

24%

14%

No

Yes, as a percentage of salary

Yes, we use other formulas

Yes, as additional severance

Less than 10% of salary

10%–19% of salary Not eligible/not provided

20% or more of salary

Separation benefits & practices

37% 16% 10% 37%

17%13%32%37%

35% 35% 14% 15%

29%12%24%35%

31% 43% 19%

28%

37%42%17%

15% 25% 53% 7%

47%22%

7%

3%

4%

Non-Exempt

Professional/Technical

Exempt

Managers

Managing Directors, SVP, VP

Senior Management

CEO (Chief Executive)

Supervisors
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If you use another formula, what does 
your organization provide?

STAY BONUSES

If you use another formula, what does your org provide?

Individually negotiated

Amount is based on position/level

Amount is based on performance

Amount is based on years of service

39%

15%

7%

38%

Separation benefits & practices

How much additional severance does your organization give?
Up to 2 months

3 months Individually negotiated

More than 3 months

Non-Exempt

Professional/Technical

Supervisors

Managers

Managing Directors, SVP, VP

Senior Management

CEO (Chief Executive

Exempt

29%

26%

26%

26%

23%

18%

16%

12%

20%

22%

19%

25%

30%

26%

24%

24%

10%

18%

16%

14%

14%

24%

24%

26%

42%

34%

39%

35%

34%

32%

36%

37%
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STAY BONUSES

Separation benefits & practices

Does your organization allow employees who have accepted 
stay bonuses to begin receiving outplacement prior to the 
date they officially leave the organization?

Does your org allow employees who have accepted stay bonuses

50% 50%

No

Yes

<100 (N=104)

100-499 (N=149)

500-999 (N=102)

1,000-4,999 (N=131)

5,000-9,999 (N=71)

10,000+ (N=128)

Industry
Com

pany Size
O

rganization 
Type

Region

Overall (N=685)

Public (N=264)

Private (N=331)
Not-for-profit/

gov’t (N=90)

Northeast (N=220)

Southeast (N=148)

Southwest (N=77)

Central (N=125)
West/Northwest 

(N=115)

Financial  
Services (N=69)

Healthcare (N=78)

Technology (N=57)

Pharmaceutical (N=29)

Retail (N=127)

Manufacturing (N=71)

Other (N=254)

50% 50%

54% 46%

46% 54%

67% 33%

31% 69%

50% 50%

48% 52%

50% 50%

31% 69%

42% 58%

59% 41%

58% 42%

65% 35%

53% 47%

62% 38%

45% 55%

36% 64%

55% 45%

57% 43%

52% 48%

36% 64%

49% 51%

Yes No
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51%

EARLY RETIREMENT PROGRAMS

Who is eligible for voluntary separations/voluntary  
retirement packages?

What are the elements of the packages offered?

Separation benefits & practices

0% respondents 60% respondents

59%

34%

Additional health and supplemental benefits

Additional severance beyond standard policy

Additional outplacement benefits

Immediate vesting of stock options19%

CEO (Chief Executive)

Senior Management

Managers

Supervisors

Professional/Technical

Exempt

Non-Exempt

Managing Directors, SVP, VP

19%

27%

30%

32%

30%

27%

22%

18%

27%

27%

31%

38%

44%

50%

59%

65%

54%

47%

39%

30%

26%

23%

18%

18%

Yes Yes, some No
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COVENANTS

What type(s) of covenants does your organization provide?

What is the length of the covenant term?

Separation benefits & practices

0% respondents 90% respondents

82%

51%

42%

38%

31%

Confidentiality

Non-solicitation (employees)

Non-competition

Non-solicitation (customers)

Non-disparagement

Non-competition

Non-solicitation (employees)

Non-solicitation (customers)

Non-disparagement

Confidentiality

11% 49% 19% 8% 9% 4%

6% 38% 11% 32% 10%

3%

9% 32% 15% 9% 26% 9%

9% 49% 17% 7% 13% 5%

10% 45% 19% 10% 10% 5%

2 years 3 years Not applicableOver 3 yearsless than 1 year 1 year
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COVENANTS

Which clawback provisions does your organization  
use to enforce its covenants?

Separation benefits & practices

0% respondents 60% respondents

52%Cash payments

39%Long-term incentives

27%Cash value of benefits

15% Non-qualified deferred compensation

CEO (Chief Executive)
Senior Management (C-Suite 

leaders other than CEO)

Managing Directors, SVP, VP

Managers

Professional/Technical

Supervisors

Non-Exempt

Exempt

0 weeks 20 weeks

16.8

15.1

13.8

12.2

12.1

11.7

10.0

8.7



 56 • SEVERANCE & SEPARATION BENEFITS lhh.com/transformation-insights 

Does your company conduct exit interviews?

No

Yes

RETENTION & TURNOVER

What programs and/or processes has your organization  
implemented to reduce turnover?

Does your company conduct  
exit interviews?

27%

73%

Separation benefits & practices

Improved recruitment and  
selection process

Leadership development

Enhanced benefits programs

Updated job descriptions

Enhanced employee  
communications

Improved performance 
appraisal process

Career management

Career pathing

New compensation system

Coaching

Upskilling/reskilling

Redeployment

Other

0% respondents 70% respondents

64%

52%

49%

44%

39%

39%

36%

35%

34%

32%

32%

15%

2%
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Conclusion

During uncertainty and in an increasingly 
tough regulatory environment, it’s 
important to frequently review your 
company’s severance provisions to ensure 
compliance with law, reduce risk and 
remain competitive. 

Companies recognize that a well-rounded 
total rewards package is important for 
retaining employees and to demonstrate 
they are taking various steps to reduce 
turnover, including enhanced severance 
and separation benefits programs 
and improved communications with 
employees. These retention devices 
transcend many economic conditions.

Minimums and maximums may change, 
the methods of calculation and the 
tolerance for negotiation may vary, 
but severance and separation benefits 
continue to play a critical role in a 

company’s ability to remain competitive. 
Companies are adapting to this 
transformed workplace and continuing  
to offer more comprehensive severance 
and separation benefits that are 
competitive and support their brand as  
an employer of choice.

We also know that organizations today 
have an opportunity to envision a future 
workforce that is considered a renewable 
resource, where reskilling and upskilling 
through internal mobility programs can 
reduce restructuring and recruiting costs 
while addressing skill gaps and filling 
critical open jobs within your organization. 

Ask yourself the question, “What if your 
future workforce could include more of  
the people who work for you today?”

Contact lhh.com today to learn more.

Companies recognize  
that a well-rounded  
total rewards package  
is important for  
retaining employees.



About LHH

In today’s marketplace, organizations are discovering the 
need to turn their attention inward to find their future 
talent. At LHH, we help companies see the possibilities in 
their people. Through assessments, coaching, upskilling 
and transitioning, companies can realize the untapped 
potential within their own workforce, resulting in increased 
productivity, morale, and brand affinity.

 A division of The Adecco Group – the world’s leading HR 
solutions partner – LHH’s 4,000 coaches and colleagues work 
with more than 12,000 organizations in over 60 countries 
around the world. We make a difference to everyone we 
work with, and we do it on a global scale. We have the 
local expertise, global infrastructure, and industry-leading 
technology to manage the complexity of critical workforce 
initiatives and the challenges of transformation. It’s why 60% 
of the Fortune 500 companies choose to work with us.

About Compensation Resources, Inc.

Compensation Resources, Inc. (CRI) is a boutique 
consulting firm specializing in providing clients with 
hands-on consulting expertise. CRI specializes in executive 
compensation, sales compensation, pay-for-performance 
and incentive compensation, performance management 
programs, and expert witness services.  Our firm is staffed 
with experienced human resources professionals who 
have appropriate academic credentials and have broad 
general knowledge and specialized experience in the design 
and implementation of organization-wide compensation 
programs.  Since its inception in 1989, CRI has provided 
a wide variety of clients with creative and pragmatic 
solutions to meet their business needs.  The hallmark of 
our firm has been to provide practical solutions that are 
easy to understand and administer, cost effective and most 
importantly, “they work.”  Adherence to these principles has 
enabled CRI to provide our clients with professional, practical 
assistance tailored to their individual needs.

Visit us at www.lhh.com.
Learn more

Visit us at www.compensationresources.com.
Learn more




