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Job Satisfaction and Employee Loyalty in a Global Corporation: 

People Strategy at PricewaterhouseCoopers 

 

by Janet Lenaghan 

What traits earn a company today recognition as a “great place to work?” And what are the implications of 

such recognition for an employer’s current workforce, its ability to recruit future talent, its competitive edge 
with rival firms, and its prospects for unionization? The more that economic forecasts predict coming “talent 
shortages,” the more that human resource professionals are called upon to gauge employers’ competitive 
positions in the labor market. In fact, according to the Bureau of Labor Statistics, one of the fastest growing 
occupations projected for the period of 2004-14 is Employment, Recruitment, and Placement Specialist. This 
illustrates the importance of recruitment in successful human resource practices.  

Many organizations have simultaneously recognized that merely recruiting talent isn’t sufficient to 
maintain a competitive advantage; the ability to also increase retention is a tremendous driver of organization 
success. As a result, many organizations have embarked on retention initiatives aimed at securing sufficient 
intellectual capital to remain competitive. An interesting aspect of these initiatives is that the identified 
organizational competitors are not the only players in the market for talent. As such, organizations need to 
broaden their perspective when trying to benchmark human resource management policies. For example, a 
union local may need to hire a person skilled in information technology and is therefore competing with all 
organizations with a similar need. So, the question becomes: where does the organization stand vis-à-vis the 
market and how to “sell” its position to potential applicants?  This task becomes increasingly difficult as the 
Internet makes access to compensation comparisons easier for job seekers.   





   
 
 
business students in the United States. We’ll bring in every single year thousands of business students from 
across campuses all over the United States. 

At the same time, there was a revolving door. We had huge numbers of people leaving. So we started to 
monetize the cost of that turnover, the negative impac





   
 
 
MF: We do focus on behavioral examples, critical incidents that illustrate a particular competency.  

Q: PwC is an “Employer of Choice” and, according to the firm’s published material, you have 64,000 

applications for 2,600 opportunities this year in your UK firm, and Canada received 30,000 applications 

for 560 places. So you’re saying that one of the benefits of being an Employer of Choice is that it yields 

very large applicant pools. Is there a distinction between employment brand and being an Employer of 

Choice? Does being an Employer of Choice drive the high applications?  

MF: I think it’s all about experience. I think it’s all th





   
 
 
framework, level playing field. You know exactly what’s expected of you. You know exactly how you’re going 
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