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Global Highlights
In the Human Age, it takes talent for organizations to succeed. 
Operating in a volatile global economy means the only certainty 
is uncertainty, which frequently challenges organizations to right-
size and realign talent. It’s in the organizations best interest to 
take care of departing employees, as the effort will affect future 
retention and recruitment efforts along with the engagement of 
remaining employees. Engagement is the biggest single driver  
of productivity and improving productivity is at the core of 
organizational performance. Companies need to be prepared  
for the possibility of change with competitive severance practices 
in place.

Around the globe various laws, customs and business 
protocols sometimes regulate how employers are required 
to separate workers from the organization—regardless of 
whether the departure is voluntary or involuntary. In some 
countries, companies that downsize or restructure face strict 
labor legislation, which can significantly affect the cost, extent 
and efficiency of the action. In other countries, companies are 
free to lay off workers with little or no government restrictions. 
Understanding how severance varies around the world is part  
of developing an effective global talent strategy.

Right Management’s latest study of severance practices includes 
data from 19 countries and input from more than 1,800 senior 
leaders and human resource professionals. In conducting this 
research, our goal was to:

• Benchmark employee termination and severance practices.

• Identify benchmarks across all company sizes and industries.

• Provide a global overview of severance practices, detailing both 
regional and country differences.

Whether responsible for managing a workforce in a single country 
or many, this data will help you compare your own practices with 
broad-based norms to ensure you are providing equitable 
packages to those who need to leave your employ.

Understanding how 
severance varies around the 
world is part of developing 
an effective global talent 
strategy.
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FINDINGS 

Severance Policy

• Across all regions, severance and termination policies are frequently governed by a  
combination of company policy and local/national law (52%).

• In the event of an employee termination, most companies (62%) are required by law  
to give a certain amount of advance notification to the employee.

• Three out of four of those surveyed (75%) said their company had a formal, written  
severance policy.

• Eligibility for severance differs around the world and one-third (33%) of participating  
companies require a year or more employment for employees to qualify for severance  
benefits.

Severance Calculation

• Top executives earn the most severance per year of service no matter whether voluntarily  
separated (3.53 weeks per year) or involuntarily separated (3.48 weeks per year).

• Regardless of position or type of separation, severance is most frequently offered as  
a lump sum payment. 

• More than half (55%) of the companies surveyed put a cap on severance calculations.

Benefits

• Regardless of employment level, the most common benefits included in a severance package 
are assistance programs (outplacement and financial planning), continued benefits (healthcare 
and financial compensation), and to a lesser extent, company resources (office space or car).

• Sixty-six percent of terminated employees are required to sign a waiver before they can access 
severance benefits. 

The Role of Outplacement

• Although not legally required, most companies (68%) provide outplacement services. 

• A majority of employers (60%) reported they offer outplacement instead of monetary benefits.  
As few as 35% of employers offer cash in lieu of outplacement, and the remaining 5% did  
not know what their organization’s policy was on this issue.
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Retention Bonuses

• Retaining key talent and sustaining employee engagement  
during organizational change are top business priorities.  
Most organizations offer retention bonuses, particularly to  
senior executives and mid-level managers, when sustained  
performance is required (such as in the case of a merger  
or acquisition) or when extended notice is provided about  
impending job loss (such as when a plant or office is being 
closed or downsized). 

• For employees who remain after a downsizing or who need  
to be retained for a designated period, bonuses are most  
frequently offered when top executives are voluntarily separated 
(75%) compared to involuntarily separated (67%).

As the world’s leading outplacement provider, Right Management’s 
reputation has been built on 30 years unequaled global and local 
experience, our ability to tap into ManpowerGroup’s unparalleled 
knowledge of workforces, and our $2 million annual investment 
in proprietary research. This drives our continuous improvement 
and ongoing innovation to stay on top of trends, assess market 
shifts and fuel our leading-edge solutions through continuous 
improvement as we work to help clients and their former employees 
succeed in today’s competitive environment. As the global market 
leader setting the benchmark for the industry, we are inclusive to 
ensure we meet the needs of both traditional and technologically-
based buyers of outplacement. More often than not, a blended 
approach using one-on-one coaching combined with leading edge 
technology results in the highest level of service satisfaction and 
faster job landings. 

“If you are interested in reading about severance policies and practices, you 
are likely planning for a right-sizing. How you restructure your organization 
and prepare it for growth is directly impacted by how you treat departing 
employees. The benchmarking data and analysis in the following pages will 
help inform your decisions in this critical area and minimize cost implications 
and risk.” 
 
- Ruediger Schaefer, Group Executive Vice President EMEA and Global Career 
Management, Right Management

Although not legally required, 
most companies (68%)  
provide outplacement 
services. 

As the world’s leading 
outplacement provider, Right 
Management’s reputation 
has been built on 30 years 
unequaled global and local 
experience, our ability to 
tap into ManpowerGroup’s 
unparalleled knowledge 
of workforces, and our $2 
million annual investment in 
proprietary research. 

The most important factor 
shaping employee severance 
practices is the legal 
environment in which the 
company operates. 
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Severance Policy
The most important factor shaping employee severance practices is the legal environment in 
which the company operates. Across all regions, severance policies are most frequently governed 
by a combination of company policy and local/national law. Employers in Brazil (45%) and Italy 
(44%) reported that their policies are most frequently dictated by national and local laws. Whereas 
in India (36%), Sweden (35%), Belgium (35%) and Switzerland (34%), company policies are more 
likely to dictate severance policies. Emerging markets are more likely (28%) to have severance 
policies established by local/national law than in developed markets (21%). Developed markets 
were somewhat more likely (26%) to govern policy by company regulations than were companies 
(23%).in emerging markets. 

What primarily governs severance or termination practices in your location?

Combination of Both 
Company Policy and 
National/Local Law

Company Policy National or Local Law

Global 52% 25% 23%

Americas 59% 26% 16%

United States 65% 31% 5%

Brazil 34% 21% 45%

Canada 72% 14% 13%

Mexico 46% 26% 28%

Europe 47% 26% 28%

Belgium 44% 35% 21%

France 45% 22% 34%

Germany 41% 32% 27%

Italy 47% 9% 44%

Netherlands 48% 28% 23%

Spain 54% 15% 31%

Switzerland 40% 34% 26%

Sweden 37% 35% 28%

United Kingdom 61% 22% 17%

Asia Pacific 53% 24% 23%

Australia 51% 30% 19%

China 69% 7% 25%

Hong Kong 47% 25% 28%

India 41% 36% 23%

Japan 50% 24% 27%

Singapore 56% 28% 16%
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Three out of four companies (75%) surveyed said their company had a formal, written severance 
benefits policy. Companies in Asia Pacific show a noticeably higher incidence of formal policies 
(82%)—particularly in Japan (94%) and China (92%). Severance policies appear to be well-
established in both emerging markets and developed economies, with 80% and 73% respectively 
having formal, written policies in place. The industries with the highest incidence of a formal, 
written policy in place are Management and Enterprise Companies (84%), Educational Services 
(82%), Construction (80%), Utilities (79%) and Manufacturing (79%). Today, only 5% of companies 
do not have a formal severance policy in place. (This excludes those respondents who reported 
their policies are “governed by law”). 

“The increase in formal severance policies stems from greater awareness 
by companies that their talent truly is their only sustainable competitive 
differentiator and an important reason they want to ensure people are 
treated fairly. Those who do not have any policy in place run the risk of being 
unprepared for change and may lack knowledge about local laws and customs, 
increasing their exposure to litigation and government penalties.”
 
- Mary Haskins, Regional Vice President, Practice Leader –  
Americas West Region, Right Management

 

 
Does your organization have…? 

Global Americas Europe Asia Pacific

A formal, written severance/
termination benefits policy

75% 73% 72% 82%

An informal or unwritten  
policy or general practice

32% 32% 30% 34%

No severance/termination 
policy because governed  
by law

14% 8% 16% 18%

No severance/termination 
policy, for other reasons

5% 4% 5% 6%

None of the above 1% 1% 2% 1%  

In the event of employee terminations, most companies (62%) are required by law to give a certain 
amount of advance notification to the employee, though to a lesser extent in Americas (53%) 
compared with Europe (63%) and Asia Pacific (72%). Companies operating in emerging markets 
are slightly more often (66%) required to provide advance notice than in developed markets (61%). 
Companies in Americas (38%) and Asia Pacific (35%) are governed more by laws with regard  
to the continuation of benefits, than in Europe (23%).
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“Nearly one in three companies are required by law to provide outplacement 
in the event of employee terminations. Outplacement is an established 
business practice used globally to assist organizations restructure and support 
employees affected by change. Further research we conducted confirms that 
companies that offer outplacement during a downsizing obtain significant 
business benefits compared to those who do not. Key advantages include 
increased productivity, profitability, morale and stock price, with decreased 
turnover, sick days and recruiting costs.”  

- Monika Morrow, Senior Vice President, Career Management – Americas 
Right Management

In your country, which of the following are required or regulated by law in the event of 
employee terminations?

Global Americas Europe Asia Pacific

Length of advance notification 
given to employees

62% 53% 63% 72%

Notification of unions 47% 45% 51% 45%

Notification of government 41% 34% 44% 44%

Minimum time period an employee 
will receive termination benefits

47% 38% 51% 58%

Minimum monetary  
amount of benefits

45% 35% 45% 55%

Continuation of benefits 31% 38% 23% 35%

Minimum tenure at company 
needed for employee to qualify

49% 38% 51% 57%

Consultation process 35% 19% 40% 45%

Provision of outplacement services 31% 21% 32% 40%

Other/Don’t know/no  
answer given

6% 14% 2% 2%

 

 
 
 

Differences exist between regions with regard to severance eligibility Many more companies  
in Europe (51%) and Asia Pacific (57%), are more likely to require employees to have a minimum 
of tenure before receiving severance. Only 38% of companies in Americas have this requirement. 
Fifty-five percent of companies operating in emerging markets require by law a minimum tenure 
before being eligible to receive benefits compared to 46% in developed economies.
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1 The Other Services (except Public Administration) sector comprises establishments engaged in providing services not specifically provided 
for elsewhere in the classification system. Establishments in this sector are primarily engaged in activities, such as equipment and machinery 
repairing, promoting or administering religious activities, grant making, advocacy, and providing dry cleaning and laundry services, personal 
care services, death care services, pet care services, photo finishing services, temporary parking services, and dating services.

What is the minimum amount of time that an employee must be with your organization in 
order to qualify for severance/termination benefits?

Period of Time  
(Median weeks)

Period of Time  
(Median weeks)

Period of Time  
(Median weeks)

Global 4.5 France 9.0 Asia Pacific 4.5

Americas 4.5 Germany 9.0 Australia 4.5

United States 4.5 Italy 4.5 China 9.0

Brazil 3.0 Netherlands 18.0 Hong Kong 3.0

Canada 9.0 Spain 4.5 India 9.0

Mexico 4.5 Switzerland 4.5 Japan 9.0

Europe 9.0 Sweden 4.5 Singapore 9.0

Belgium 4.5 United Kingdom 18.0

 
 

 
 

One-third of companies (33%) require a year or more tenure in order to qualify to severance 
benefits. This was slightly higher in Europe and Asia Pacific, with 35% of companies requiring  
a year of service, compared to 28% in Americas. Netherlands (59%), Japan (46%) and France (45%) 
most frequently require a minimum of a year’s service before receiving severance. Industries that 
most frequently required a year or more of service before qualifying for benefits included Other 
Services1 (46%), Retail Trade (39%), Manufacturing (39%) and Wholesale Trade (39%). Similarly,  
44% of large companies employing more than 50,000 people required a year or more service to 
before being eligible for benefits compared to 30% of companies that employ less than 100 people.

The main triggers for activating the provision of severance are either a reduction in workforce (64%) 
or an organizational restructure (62%). More respondents in Americas (77%) reported severance 
being activated by a reduction in workforce compared with Europe (57%) and Asia Pacific (59%).  
 

Global Americas Europe Asia Pacific

Reduction in workforce 64% 77% 57% 59%

Restructuring of organization 62% 69% 58% 61%

Elimination of position 54% 67% 48% 47%

Discharge for poor performance 47% 50% 42% 50%

Discharge for cause 46% 38% 47% 51%

Relocation of business 40% 44% 35% 42%

Voluntary resignation 40% 31% 37% 54%

Mergers and acquisitions 32% 40% 26% 33%

Division/plant closing 32% 38% 29% 31%

Poor company performance 27% 28% 22% 33%

Leadership change 19% 23% 14% 23%

None of the above 1% 1% 2% 1%

One-third of 
companies 
(33%) require 
a year or more 
tenure in order 
to qualify to 
severance 
benefits. 
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Severance Calculation
It is understandable that top executives around the globe earn more severance per year 
of service than any other level of employee. There is very little difference between being 
voluntarily separated (3.53 weeks per year of service) or involuntarily separated (3.48 weeks 
per year of service). Employees in both Europe and Asia Pacific earn slightly more severance 
than their peers in Americas. 

A top level executive voluntarily let go in the Switzerland earned the least severance (2.67 
weeks per year of service), whereas China paid out the highest severance (4.11 weeks per 
year of service).

For the following positions/titles, how many weeks or months of severance  
do they earn per year of service? 

Mean Number of Weeks

Voluntarily Separated Global Americas Europe Asia Pacific

Top Executives 3.53 3.38 3.55 3.64

Senior Executives 3.46 3.25 3.48 3.60

Department Heads, 
Managers, Supervisors

3.23 2.93 3.23 3.48

Professional/Technical 3.04 2.75 3.00 3.31

All other employees 2.85 2.46 2.84 3.17

Involuntarily Separated

Top Executives 3.48 3.23 3.59 3.60

Senior Executives 3.42 3.11 3.58 3.53

Department Heads, 
Managers, Supervisors

3.15 2.61 3.39 3.42

Professional/Technical 2.99 2.46 3.16 3.33

All other employees 2.85 2.27 3.02 3.25
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Global by Industry –  
Involuntarily Separated

Top  
Executives

Senior  
Executives

Department Heads, 
Managers, Supervisors

Professional/
Technical

All Other 
Employees

Accommodation  
and Food Services

2.57 2.65 2.41 2.34 2.41

Administrative, Support, 
Waste Management, 
Remediation Services

2.41 2.71 2.63 2.86 2.82

Agriculture, Forestry,  
Fishing, Hunting

3.08 3.00 3.15 3.05 2.75

Arts, Entertainment, 
Recreation

3.47 3.07 2.76 2.94 2.97

Construction 3.12 3.29 3.08 2.89 2.82

Educational Services 3.56 3.50 3.17 2.97 2.87

Finance and Insurance 3.66 3.44 3.15 2.95 2.74

Healthcare, Social  
Assistance

3.34 3.44 2.92 2.78 2.73

Information 3.61 3.58 3.53 3.37 3.28

Management of Companies 
and Enterprise

3.51 3.51 3.65 3.28 3.01

Manufacturing 3.55 3.51 3.20 2.99 2.83

Mining, Quarrying, Oil  
& Gas Extraction

3.91 4.03 3.38 3.23 2.78

Other Services (except  
Public Administration)

3.70 3.51 3.31 3.26 3.14

Professional, Scientific  
and Technical Services

3.62 3.47 3.13 2.91 2.77

Real Estate and Rental  
and Leasing

3.13 3.06 3.09 2.84 2.79

Retail Trade 3.74 3.47 3.28 3.01 2.76

Transportation and 
Warehousing

3.76 3.69 3.28 3.15 2.94

Utilities 3.69 3.54 3.21 3.02 2.95

Wholesale Trade 3.79 3.65 3.20 3.08 2.93

Most companies (55%) put a cap or ceiling on severance payments. This is particularly the case 
in Asia Pacific (61%), compared to Americas (58%) and to a lesser extent Europe (48%). Large 
employers (>50K employees) cap payments more frequently (59%) compared to those smaller 
employers (<100 employees) who cap payments (43%).

For top executives severance is offered most frequently (34%) as a lump sum payment. This is the 
case throughout most of the world. Employees in Americas (40%) are more likely to be offered a 
lump sum payment than employees in Europe (33%) or Asia Pacific (31%). 
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“Companies may choose to offer lump sum payments as they are easier for 
them to administer, and doing so may help the employee to view the benefits 
more positively given they get cash in-hand faster. In many cases, companies 
also use these payments as part of their retention strategies as they want to 
keep remaining employees engaged and performing if they are relocating the 
business or closing a plant” 
 
- Frank Ribuot, Senior Vice President – Asia Pacific, Right Management

 

Benefits
Regardless of position or level, the top benefits offered tend to be assistance programs 
(outplacement and financial planning), followed by continued benefits (healthcare and  
financial compensation), and to a lesser extent, company resources (office space or a car).

Companies in Americas consistently offer continued health benefits, more so than in Europe  
or Asia Pacific. This may be the result of more socialized healthcare programs being available  
in countries outside of Americas. In contrast, companies in Europe and Asia Pacific offer 
company resources more frequently than Americas.

The tables that follow list the typical components of severance packages for involuntarily 
separated employees. The equivalent data is available for employees voluntarily separated,  
along with country and industry specific details, in the Global Severance Practices Report.  
(See page 26 for how to access).
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Top Executives –  
Involuntarily Separated

Global Americas Europe Asia Pacific

Assistance Programs (Net) 71% 71% 67% 76%

• Outplacement Services (includes individual, online 
or remote access and group programs) 53% 60% 47% 56%

• Retirement Planning 22% 19% 20% 29%

• Financial Planning 18% 16% 16% 22%

• Retraining 14% 10% 16% 15%

• Relocation Assistance 19% 16% 18% 24%

• Secretarial Services 9% 6% 8% 13%

Continued Benefits (Net) 60% 69% 51% 64%

• Health Related Benefits (subnet) 45% 61% 32% 47%

Continuation of Medical Benefits 35% 53% 22% 35%

Continuation of Life Insurance 26% 31% 19% 31%

Continuation of Disability Insurance 19% 22% 13% 23%

• Monetary Benefits (subnet) 33% 32% 29% 40%

Continuation of Stock/Share Options 22% 21% 18% 29%

Continued Bonus/Incentive Plans 20% 21% 17% 24%

Continued Tuition Reimbursement 13% 11% 11% 17%

Company Resources Provided (Net) 12% 9% 13% 13%

• Use of Automobile 9% 6% 10% 12%

• Use of Office Space 6% 5% 7% 8%

None of the Above 15% 13% 19% 12%
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 Senior Executives –  
Involuntarily Separated

Global Americas Europe Asia Pacific

Assistance Programs (Net) 70% 74% 65% 73%

• Outplacement Services (includes individual, online 
or remote access and group programs) 52% 59% 47% 52%

• Retirement Planning 20% 17% 18% 25%

• Financial Planning 16% 16% 15% 17%

• Retraining 13% 10% 14% 16%

• Relocation Assistance 18% 14% 17% 24%

• Secretarial Services 7% 5% 7% 10%

Continued Benefits (Net) 58% 70% 47% 60%

• Health Related Benefits (subnet) 44% 61% 32% 43%

Continuation of Medical Benefits 34% 53% 20% 32%

Continuation of Life Insurance 24% 28% 18% 27%

Continuation of Disability Insurance 18% 22% 13% 19%

• Monetary Benefits (subnet) 30% 29% 25% 39%

Continuation of Stock/Share Options 21% 19% 16% 29%

Continued Bonus/Incentive Plans 17% 17% 14% 23%

Continued Tuition Reimbursement 11% 9% 10% 14%

Company Resources Provided (Net) 11% 8% 11% 14%

• Use of Automobile 8% 4% 8% 11%

• Use of Office Space 6% 5% 6% 8%

None of the Above 16% 13% 20% 12%
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Professional/Technical –  
Involuntarily Separated

Global Americas Europe Asia Pacific

Assistance Programs (Net) 69% 71% 64% 72%

• Outplacement Services (includes individual, online 
or remote access and group programs) 52% 57% 45% 55%

• Retirement Planning 16% 15% 14% 18%

• Financial Planning 15% 14% 14% 16%

• Retraining 16% 11% 16% 22%

• Relocation Assistance 16% 12% 16% 21%

• Secretarial Services 5% 4% 5% 7%

Continued Benefits (Net) 49% 61% 40% 49%

• Health Related Benefits (subnet) 38% 53% 27% 36%

Continuation of Medical Benefits 29% 44% 17% 28%

Continuation of Life Insurance 19% 23% 14% 22%

Continuation of Disability Insurance 15% 19% 11% 16%

• Monetary Benefits (subnet) 21% 20% 19% 26%

Continuation of Stock/Share Options 13% 11% 11% 18%

Continued Bonus/Incentive Plans 13% 13% 11% 16%

Continued Tuition Reimbursement 10% 9% 9% 12%

Company Resources Provided (Net) 7% 5% 7% 9%

• Use of Automobile 5% 4% 5% 7%

• Use of Office Space 4% 3% 4% 5%

None of the Above 19% 17% 24% 14%
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Department Heads, Managers, Supervisors –  
Involuntarily Separated

Global Americas Europe Asia Pacific

Assistance Programs (Net) 69% 71% 65% 72%

• Outplacement Services (includes individual, online 
or remote access and group programs) 53% 59% 47% 55%

• Retirement Planning 17% 16% 17% 20%

• Financial Planning 15% 14% 14% 18%

• Retraining 15% 10% 16% 19%

• Relocation Assistance 16% 12% 17% 20%

• Secretarial Services 5% 3% 5% 8%

Continued Benefits (Net) 52% 63% 43% 53%

• Health Related Benefits (subnet) 40% 56% 29% 39%

Continuation of Medical Benefits 32% 50% 20% 27%

Continuation of Life Insurance 21% 25% 15% 25%

Continuation of Disability Insurance 15% 19% 11% 17%

• Monetary Benefits (subnet) 23% 20% 20% 31%

Continuation of Stock/Share Options 14% 11% 12% 22%

Continued Bonus/Incentive Plans 14% 14% 12% 17%

Continued Tuition Reimbursement 11% 9% 11% 14%

Company Resources Provided (Net) 8% 6% 9% 9%

• Use of Automobile 6% 4% 6% 8%

• Use of Office Space 4% 3% 4% 5%

None of the Above 17% 15% 21% 14%
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All Other Employees–  
Involuntarily Separated

Global Americas Europe Asia Pacific

Assistance Programs (Net) 67% 66% 64% 71%

• Outplacement Services (includes individual, online 
or remote access and group programs) 51% 52% 45% 56%

• Retirement Planning 16% 14% 14% 19%

• Financial Planning 13% 12% 12% 15%

• Retraining 15% 9% 17% 19%

• Relocation Assistance 16% 11% 16% 20%

• Secretarial Services 5% 4% 5% 7%

Continued Benefits (Net) 47% 58% 37% 46%

• Health Related Benefits (subnet) 35% 50% 23% 35%

Continuation of Medical Benefits 27% 43% 16% 25%

Continuation of Life Insurance 18% 21% 12% 23%

Continuation of Disability Insurance 13% 16% 10% 15%

• Monetary Benefits (subnet) 20% 19% 17% 25%

Continuation of Stock/Share Options 12% 11% 10% 15%

Continued Bonus/Incentive Plans 12% 12% 9% 16%

Continued Tuition Reimbursement 9% 8% 9% 11%

Company Resources Provided (Net) 6% 3% 7% 7%

• Use of Automobile 4% 2% 4% 5%

• Use of Office Space 4% 2% 4% 4%

None of the Above 20% 18% 25% 16%
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Two-thirds (66%) of companies around the world require 
separated employees to sign a waiver or release to access 
severance benefits. This is consistent across companies of  
all sizes. Significantly more companies in Americas (73%)  
require the waiver than in Europe (59%) or Asia Pacific (67%).  
In China, 88% of companies require a waiver to be signed.  
Data for the Americas is influenced by practices in the United 
States, where 86% of separated employees are required to  
sign a waiver, perhaps reflecting the litigious culture of the country.

PROVISION OF OUTPLACEMENT  
AS PART OF BENEFITS

Outplacement services, whether individual programs, group 
services or online programs, are an essential and consistent 
component in severance packages and provided to most 
employees, regardless of level. 

While we learned from this study that one-in-three (31%) 
companies are required by law to provide outplacement  
services to separated employees, it is interesting to note that 
some 68% of respondents globally said that they provide 
outplacement even when not legally required. This was most 
prevalent in Netherlands (81%), China (80%), United States  
(74%), Sweden (74%) and Hong Kong (73%). 

Does your organization provide outplacement where it  
is not legally required?

Yes Yes

Global 68% Spain 68%

Americas 70% Switzerland 63%

United States 74% Sweden 74%

Brazil 70% United Kingdom 65%

Canada 63% Asia Pacific 65%

Mexico 59% Australia 50%

Europe 68% China 80%

Belgium 59% Hong Kong 73%

France 68% India 65%

Germany 67% Japan 65%

Italy 70% Singapore 53%

Netherlands 81%

A majority of employers  
(60%) reported that they  
do not offer cash in lieu  
of outplacement. 

While we learned from 
this study that one-in-
three (31%)companies are 
required by law to provide 
outplacement services to 
separated employees, it 
is interesting to note that 
some 68% of respondents 
globally said that they provide 
outplacement even when  
not legally required. 
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“Providing outplacement support and demonstrating care and respect for 
those leaving has been recognized as one of the keys to ensuring restructuring 
has a positive outcome, as evidenced by accelerated productivity and 
improved brand post right-sizing. Outplacement is an integral component to 
support the business strategy of right-sizing in order to be more competitive 
in today’s ever changing world of work.” 
 
- Bram Lowsky, Group Executive Vice President – Americas, Right Management

A majority of employers (60%) reported that they do not offer cash in lieu of outplacement.  
This was particularly the case in the United States where 86% stated they do not offer cash  
in lieu of outplacement, and also in Canada (71%), United Kingdom (71%), Japan (70%) and 
Australia (69%). Sixty-five percent of employers responding from developed economies do  
not offer cash in lieu of outplacement compared to 47% of employers in emerging markets. 
Similarly, more not-for-profit organizations (71%) do not offer cash in lieu of outplacement, 
compared to 59% of public companies.

Does your company offer cash in lieu of outplacement?

Public Corporation Public Sector/ 
Government Agency Private Corporation Not-for-Profit

Yes 36% 40% 35% 23%

No 59% 53% 61% 71%

Don’t know 5% 7% 5% 6%
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Retention Bonuses
Retaining key talent and sustaining employee engagement during organizational change  
are top business priorities. Most organizations offer retention bonuses, particularly to senior 
executives and mid-level managers, when sustained performance is required (in the case of  
a merger or acquisition) or when extended notice is provided about impending job loss (when  
a plant or office is being closed or downsized). For top-level executives, retention bonuses  
are most frequently offered when these employees are voluntarily separated (75%) compared  
to involuntarily separated (67%).

“Retention bonuses are frequently used when offshoring talent. It’s a  
complex process which requires existing employees being required to  
train replacements in other geographies prior to the work transitioning  
to that location. So it makes it very important to retain people through  
this period to secure business continuity.” 
 
- Tim Roche, Career Management Practice Leader – Australia/New Zealand,  
Right Management

 

 

Are retention bonuses offered? 

Yes

Voluntarily Separated Global Americas Europe Asia Pacific

Top Executives 75% 73% 73% 80%

Senior Executives 72% 71% 70% 77%

Department Heads, 
Managers, Supervisors

68% 66% 66% 72%

Professional/Technical 64% 65% 61% 68%

All other employees 60% 59% 60% 63%

Involuntarily Separated

Top Executives 67% 64% 64% 76%

Senior Executives 65% 61% 63% 73%

Department Heads, 
Managers, Supervisors

62% 59% 60% 70%

Professional/Technical 59% 56% 57% 66%

All other employees 55% 51% 55% 61%

None of the above 1% 1% 2% 1%
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Intuitively, as the position drops from Top Executive down to all other positions, a drop in  
the amount of retention bonus is also evident. Most retention bonuses are negotiated on a  
case-by-case scenario.

Voluntarily Separated–  
For Those Eligible to  
Receive Severance

Top  
Executives

Senior  
Executives

Department 
Heads, Managers, 
Supervisors

Professional/
Technical

All Other 
Employees

Percentage of salary
• Mean months (as a % of salary)

32%

35%

25%

34%

20%

32%

18%

32%

18%

31%

Months added to severance 
• Mean months

25%

5.01

20%

4.89

16%

4.68

14%

4.35

14%

4.15

Negotiated case-by-case 48% 49% 47% 44% 42%

Contingent upon years  
of service

32% 32% 36% 39% 39%

Contingent upon performance 18% 18% 19% 21% 21%

Involuntarily Separated–  
For Those Eligible to  
Receive Severance

Top  
Executives

Senior  
Executives

Department 
Heads, Managers, 
Supervisors

Professional/
Technical

All Other 
Employees

Percentage of salary
• Mean months  

(as a % of salary)

22%

35%

19%

35%

18%

33%

16%

31%

16%

31%

Months added to severance 
• Mean months

18%

5.36

15%

5.22

14%

4.53

14%

4.09

13%

4.07

Negotiated case-by-case 51% 50% 47% 45% 42%

Contingent upon years  
of service

35% 38% 41% 42% 41%

Contingent upon performance 19% 21% 22% 23% 23%

Looking Ahead
While one-in-two organizations reported that severance benefits have stayed the same in the past 
three years, nearly one-in-four organizations reported they plan to change their severance plan 
within the next 12 months. The countries most likely to change their severance plans within the 
coming year are India (56%), Hong Kong (49%), Mexico (38%), China (34%) and Brazil (34%).

For those organizations that are planning changes within the next twelve months, 60% reported 
they are planning to increase benefits/pay. In particular, 78% of companies operating in Asia Pacific 
are planning to increase benefits/pay, compared to 57% in the Americas and 45% in Europe. 
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What change is your organization planning to make to severance policy? (Respondents 
whose organization is planning to change their severance plan within the next 12 months)  
 
Note: Consideration should be given to some very small respondent populations for the  
following table.

Increase Benefits/Pay Increase Benefits/Pay

Global 60% Spain 29%

Americas 57% Switzerland 56%

United States 40% Sweden 65%

Brazil 71% United Kingdom 65%

Canada 64% Asia Pacific 78%

Mexico 59% Australia 78%

Europe 45% China 94%

Belgium 29% Hong Kong 65%

France 40% India 95%

Germany 94% Japan 47%

Italy 41% Singapore 67%

Netherlands —
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Use this Research to  
Manage Your Workforce
Dynamic market conditions and changing business objectives can necessitate the need 
 to reassess workforce needs. With a robust workforce strategy in place, organizations are  
well positioned to strategically mobilize and resize talent to meet the needs of the business, 
minimize turnover and maintain employee productivity. No business today can afford to be  
absent of having a workforce strategy in place because of the criticality that talent plays in  
driving innovation and performance.

Having an established severance policy serves to support your broader workforce strategy. 
While a formal practice is a means to comply with legally mandated standards, severance can 
also be an effective strategic tool. Severance practices can be used to maintain goodwill with 
those departing, to retain remaining employees by assuring them that their colleagues have 
been treated with dignity, fairly and equitably, and to maintain a positive brand image—should 
companies later want to rehire separated employees or attract new talent. Severance is one of 
the keys to ensuring a difficult action has the best possible positive outcome while speeding the 
return to productivity, profitability and employee engagement. 

“The complex nature of operating in a global economy means that our 
information needs are even more intricate, requiring resources to help 
navigate the labyrinth of local laws and cultures. While practices across the 
globe frequently converge on the numerous severance and termination policy 
issues studied, wide and varied results can still be found between them. Even 
within regions, such as Asia Pacific, findings can contrast greatly between 
market economies – Japan being one example – and countries with heavy 
governmental controls, such as seen in China.” 
 
- Ronnie Tan, Group Executive Vice President – Asia Pacific & Head of Global Talent 
Management, Right Management

Despite an increasingly homogenous world, broad-sweeping severance and termination policies 
that govern employees across continents are still not viable. Even a comparison of economically 
and politically similar countries reveals societal differences that have an effect on these policies. 
There is a difference between being a multinational company (one that operates in more than one 
country) and a truly global organization (one that operates homogeneously throughout the world). 
The best organizations understand how severance needs to change in different locations and 
create equitable practices that span all of your geographies. A truly global firm, while respecting 
legal and cultural differences, should view its policies as an integral part of the overall workforce 
management strategy and a brand differentiator. In a competitive marketplace, an organization’s 
brand, as supported by these kinds of practices, is a key attraction to high-value talent.
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““Differences exist between policies governing benefits for each of the positions 
examined—Top Executives, Senior Executives, Department Heads/Managers/
Supervisors, Professional/Technical Employees and All Other Employees. 
Changing the structure of benefits to fewer tiers may be an option to simplify 
administration or reduce company costs. However, results show different 
benefit are common throughout the world across these positions. Therefore, 
offering a smaller tier structure may not be competitive with what other 
companies are offering.”  
 
- Lynn Coutigny, Global Head of the Center of Excellence, Senior Vice President,  
Career Management Solutions – EMEA & Managing Director – Belgium,  
Right Management. 

Most organizations do not offer cash in lieu of outplacement. Right Management’s experience 
is that not offering an option results in the least amount of problems. Even those separated 
employees who take the cash option often do so without understanding the realities of how 
long it takes and what is involved in acquiring skills and training required to find a new position, 
nor the tax implications of the cash payout. When provided with a comprehensive overview 
of outplacement, most individuals understand the full value and will still elect to receive 
outplacement services. When offering outplacement, best practice indicates that employers 
should give participants a limited time to initiate the service or forfeit.

Executives and human resource professionals can use the benchmarking data and analysis in 
this report to:

• Attract Talent. Operating in a global economy comes with increased risks associated with local 
cultures, traditions, norms and legal climates. Employment contracts enable better management 
and control of termination and severance practices and lessen exposure to litigation. Develop 
a value-based talent management strategy that aligns compensation, rewards and severance 
practices and positions your organization as an employer of choice. Leverage this strategy in 
your recruitment efforts to attract the best and brightest talent in the market.

• Retain High-Value Employees. Demonstrating fairness and concern and providing equitable 
severance for departing employees sends a positive message to those who remain. Should they 
find themselves in a similar position in the future, they know that the organization will treat them 
with dignity and respect and support them with the benefits hat help them transition to a new 
opportunity. Recognize that brand-building happens in bad times and in good times, and use 
severance and termination practices to differentiate your organization as a place where top tal-
ent wants to work.
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• Transition Talent. Separations have a strong impact on those employees who remain with the 
company. Many are watching the company, its leaders and their own managers to observe how 
separated employees are treated. How the separation is handled not only involves the terms of 
agreement and subsequent payout but perhaps, even more important is the communication to 
those who remain. When separation policies and practices are published so all employees are 
aware, there leaves little room for conjecture and misinformation to spread and a greater chance 
all employees will trust that their company will treat them fairly, consistently and in good faith. 
 
Make your severance benefits consistent with the values and culture your organization es-
pouses. Employees will remember not only what you did, but how you did it. Trade Unions and 
Staff Representatives are often very much part of the communication and negotiation process 
in severance discussions and agreements. All parties want to see that members and employees 
are treated appropriately. By having a robust plan and policy on severance pay and benefits, 
these discussions can be based on working in partnership, leading to a successful change and 
transition program for the organization and its employees. 
 
To better assist employees in successfully transitioning, develop a plan to ensure everyone is  
well informed about all benefits and advantages included with the provision of outplacement.  
Employees may not always grasp the competitiveness of the job market, be aware of best  
practices for landing a new career opportunity, or even understand changes in how to seek  
new employment. The sooner departing employees can be looking towards new opportunities  
and new beginnings, the less likely they are to be negative or litigious towards their former  
employer. This will bode very well from the perspective of improved productivity and maintaining  
a strong brand.

Severance is a complex issue to manage, no matter where in the world you operate. However, 
it is an essential responsibility to get right because it has a dramatic impact on the lives of the 
individuals who are leaving your employ as well as those who remain and those who might 
be attracted to your organization in the future. As a trusted partner and thought leader, Right 
Management hopes that the vital information contained in this report will help you in attracting, 
retaining and transitioning your workforce.
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How Can  
Right Management  
Help You With Separating  
Employees?
As the world’s leading outplacement provider, Right 
Management’s reputation has been built on 30 years’ 
unequaled global and local experience, our ability to tap into 
ManpowerGroup’s unparalleled knowledge of workforces, and 
our $2 million annual investment in proprietary research. This 
drives our continuous improvement and ongoing innovation to 
stay on top of trends, assess market shifts and fuel our leading-
edge solutions as we help our clients and their former employees 
to be successful in today’s competitive environment. As the 
global market leader setting benchmarks for the industry, we are 
inclusive to ensure we meet the needs of both traditional and 
virtual buyers of outplacement. 

We offer an array of resources to assist with planning for 
restructuring and management of employee separations.

Review the Global Severance Report
 
 
 

Contact your local Right Management office to request a 
representative share with you a copy of the detailed global 
report, “Severance Practices Around the World,” which provides 
benchmarking data by

• Country

• Region

• Organization size

• Industry

• Market maturity

As the global market leader 
setting benchmarks for the 
industry, we are inclusive to 
ensure we meet the needs 
of both traditional and virtual 
buyers of outplacement.
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About This Study
This study draws from input gathered from 1,859 senior leaders and human resource executives 
in 19 countries via an online survey. The data were gathered between April 23 and May 28, 2013. 
Right Management sponsored the study, and the research was executed by a third-party firm, 
International Communications Research headquartered in Media, PA. The organizations surveyed 
were not selected by Right Management, although some clients may have been included in the 
survey sample.

If the data in tables included in this report do not add up to 100%, it is due to rounding.

PARTICIPATION BY COUNTRY

Americas
Country #                           Surveys

Europe
Country #                           Surveys

Asia Pacific
Country #                           Surveys

 U.S.                  313  Belgium           100  Australia           100

 Canada           105  France              101  China               102 
 

 Mexico              76  Germany          100  Hong Kong        75

 Brazil               100  Italy                   77  India                   75

 United               101 
              Kingdom

 Japan               101

 Netherlands      64  Singapore          75

 Spain                78

 Switzerland       38

 Sweden            78

Total Region               594                                      737  528  
 

 
It should be noted that there is significant economic, cultural and legislative diversity among the 
participating countries within each region.
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SIZE OF ORGANIZATION

Most of the organizations participating in the study employ 1,000 people  
or more.

<100  
Employees

100 – 1,000 
Employees

1,001 – 10,000 
Employees

10,001 – 50,000 
Employees

>50,000  
Employees

5% 38% 40% 12% 5%  
 

 
TYPE OF ORGANIZATION

The majority of the study respondents work at private corporations or public companies.

Public Corporation Public Sector/ 
Government Agency

Private Corporation Not-for-Profit

20% 11% 63% 6%  
 

 
SIZE OF ORGANIZATION BY REVENUE

More than one in two responding organizations earn $50 million in revenues  
or greater.

$1B –  
<$400B

$500M –  
<$1B

$100M – 
<$500M

$50M –  
<$100M

$11M – 
<$50M

$1M –  
<$11M

$50K –  
<$1M

25% 7% 14% 7% 13% 20% 14%  
 

 
MARKET MATURITY

The participants in the study reported that 73% worked in developed economies, versus the 
balance of 27% that worked in emerging markets.
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INDUSTRIES

Nineteen industries are included in the study. These being:

• Accommodation and Food Services

• Administrative, Support, Waste Management, Remediation Services

• Agriculture, Forestry, Fishing, Hunting

• Arts, Entertainment, Recreation

• Construction

• Educational Services

• Finance and Insurance

• Healthcare, Social Assistance

• Information

• Management of Companies and Enterprise

• Manufacturing

• Mining, Quarrying, Oil & Gas Extraction

• Other Services (except Public Administration)

• Professional, Scientific and Technical Services

• Real Estate and Rental and Leasing

• Retail Trade

• Transportation and Warehousing

• Utilities

• Wholesale Trade

LEGAL DISCLAIMER

This Executive Overview contains information of a general nature and should not be used solely 
as a guide or as a supplement to other sources. While we have made every effort to provide 
accurate information, you should consult legal counsel for advice on any particular situation 
related to country-specific severance policies and practices.



SEVERANCE PRACTICES AROUND THE WORLD30

Contributors
LYNN COUTIGNY 
Global Head of the Center of Excellence, Senior Vice President,  
Career Management Solutions – EMEA & Managing Director – Belgium

Lynn heads up the Global Center of Excellence for career management, driving solution 
innovation along with managing the career management practice in EMEA and driving 
accountability for Right Management’s operations in Belgium. She is a seasoned human 
resource practitioner and has specialized in the outplacement field for nearly 30 years. 
 
MARY HASKINS
Regional Vice President and Practice Leader – Americas West Region

Mary serves on the executive Council for the Global Center of Excellence which  
is responsible for the innovation and creation of new career management solutions.  
She has been with Right Management since 2000, and her responsibility is to  
lead the Career Management practice for the West region. Mary has a Bachelor’s  
Degree from the University of Denver and currently serves on the Board of Leadership 
Aurora, which is part of the Aurora Chamber of Commerce, Colorado. She is an active 
member of The Leadership Investment organization, SHRM and the local CHRA chapter. 
 
BRAM LOWSKY 
Group Executive Vice President – Americas

Bram is responsible for Right Management’s business in the U.S., Canada and Latin 
America. In addition, he is responsible for the global sales Center of Excellence. He 
drives business growth by designing solutions to help employers align talent strategy with 
business strategy. Prior to his current role, he led Right Management’s U.S. Midwest and 
Canadian regions as General Manager. He has a strong background of senior management 
and business development experience and more than 25 years’ experience in the human 
services field. Bram received his master’s degree in Educational Psychology and Counseling 
from McGill University and he has taken executive development programs at Kellogg School 
of Management at Northwestern University. 
 
MONIKA MORROW 
Senior Vice President, Career Management – Americas

Monika is responsible for driving continuous improvement in the operating efficiency and 
effectiveness of the Career Management organization. Her responsibilities encompass 
service quality and driving exceptional candidate satisfaction as well as providing thought 
leadership and direction to the Global Centre of Excellence for Career Management. 
Monika holds an MBA from the University of Western Ontario, has been an instructor of 
organizational behavior at Ryerson University, and previously served as vice-chair of the 
Board of Directors of the Progress Career Planning Institute. 
 
GERALD PURGAY 
Senior Vice President, Global Marketing

Gerald is a senior business and marketing executive with a proven track record in driving 
competitive advantage, revenue and market share growth, in order to increase shareholder 
value through visionary strategic planning, brand differentiation, product and service innovation, 



EXECUTIVE OVERVIEW 31

enhanced customer loyalty, effective channel partnerships and quality lead generation. His 
broad-based client experience spans multiple industries and companies ranging from startups 
to Fortune 500 firms. He holds a Bachelor’s Degree in Economics and Math from York 
University and earned his MBA in Marketing from the New York Institute of Technology. 
 
FRANK RIBUOT 
Senior Vice President – Asia Pacific

Frank is responsible for developing and implementing strategies to maintain, develop and 
expand Right Management’s business and relationships with clients across Asia Pacific. 
Frank also has direct general management responsibilities for South East Asia and a global 
leadership role for the Talent Management Center of Excellence. Frank has over 17 years of 
experience in operations, general management and human resources consulting. Prior to 
joining Right Management, Frank held a variety of senior roles with multinational organizations 
ranging from Sales and Operations to Country and General Management with Fortune 100 
global industry leaders such as Unilever, Adecco and Cartus. 
 
TIM ROCHE 
Career Management Practice Leader – Australia/New Zealand 

Tim’s mix of experience and commercial knowledge helps clients align career  
management systems to their overall business strategy in order to impact both  
productivity and the retention of talent at all levels within the organization. Tim  
has worked with a broad cross section of industries including, financial services, 
information technology and telecommunications, pharmaceuticals, resources, 
manufacturing and government for the past 20 years and is able to successfully  
interact and engage with teams from the boardroom to the shop floor. Tim studied  
sports psychology and human physiology at the University of Canberra.  
 
RUEDIGER SCHAEFER  
Group Executive Vice President – EMEA & Global Career Management

Ruediger is a member of Right Management’s executive leadership team as well as a 
member of the global leadership team for ManpowerGroup. During the past several years  
he has focused on strategic client management while expanding talent and career 
management expertise across borders. He holds a diploma in Sociology and Social 
Psychology and has extensive multicultural experience in all areas of HR management  
and consulting. 
 
RONNIE TAN 
Group Executive Vice President – Asia Pacific & Head of Global Talent Management 

Ronnie is responsible for the strategy formulation and execution of business objectives  
for all markets within the Asia-Pacific Group as well as providing strategic leadership to  
the company’s global Talent Management practice. He has accumulated more than 20  
years of business insights, having held senior management roles covering sales and 
marketing, hi-tech manufacturing, human resources and operation management. A  
proven leader, Ronnie has led consulting businesses into record growth and profitability.  
His views and comments on business issues are frequently featured in major media  
channels across the globe.



About Right Management 
Right Management is a global leader in talent and career management 
workforce solutions. We design and deliver solutions to align talent strategy 
with business strategy. Our expertise spans Talent Assessment, Leader 
Development, Organizational Effectiveness, Employee Engagement, and 
Workforce Transition and Outplacement. With offices in over 50 countries, 
Right Management partners with companies of all sizes – including more 
than 80% of the Fortune 500 – to help grow and engage their talent, 
increase productivity and optimize business performance.

Join the conversation on Right Management’s social media channels:

right.com/blog   

linkedin.com/company/right-management 

twitter.com/rightupdates  

facebook.com/rightmanagement 
www.right.com  
©2014 Right Management. All Rights Reserved. 


