
Introducing the 
Good Job Score 
Assessment Tool

Robust quantitative approaches to measuring 
job quality across companies and industries 
have proven elusive. That’s why we created 
the Good Job Score Assessment Tool. Our 
core metric for evaluating job quality, the tool 
is designed to inform management teams and 
investors on how their company is performing 
across four dimensions of a Good Job.1

By the Two Sigma Impact Team

April 2023

1  Please refer to footnote 6 on page 3, and the Disclaimer at the end of this paper, for more 
information on the assumptions and limitations of the Good Job Score Assessment Tool.



Table of Contents

Introduction

Creating the GJS Assessment Tool

What We’ve Learned So Far

How We’re Using the GJS 
Assessment Tool

Next Steps

3

4

9

10

11



3

Introduction
Two Sigma Impact’s investment thesis is that good jobs 

make better companies, especially in services businesses, 

where workers effectively are the product—and are key to 

customer service delivery.  

Two Sigma Impact collaborated with the professional 

services firm PwC US2 to examine the relationship 

between job quality and business performance in US 

companies. We believe that too often, employers focus 

on reducing workforce-related costs (which are easily 

measured in comparison to workforce output value), 

which has in many cases proven detrimental not only 

to workers but to companies’ own bottom lines. Two 

Sigma Impact believes  (and has argued previously) that, 

contrary to traditional management science, helping 

companies create better jobs can actually unlock 

previously untapped sources of value.  

A growing body of research, along with Two Sigma Impact 

and PwC’s collective years of experience working with 

numerous organizations, indicates that companies that 

focus on job quality and good jobs are more successful 

financially than those that don’t.3 Similarly, workforce 

issues consistently top the list of issues that Americans 

wish company leaders would prioritize.4 Yet, a major gap 

remains in the research: how to define and measure what 

a “good job” is, in a standardized, scientific way that is 

useful to investors and companies, and that is broadly 

replicable over time and across industries.

While some companies use surveys to measure how 

engaged employees are, these tend to focus on what 

companies want—greater productivity—rather than what 

workers want: good jobs. We believe this gets the order of 

operations wrong and that good jobs are the necessary 

precondition for productivity. Given that only one third 

of US employees are engaged at work, and one in six are 

actively working against the interests of their employers,5 

our view is that unless companies understand how to 

measure job quality from the perspective of workers, 

they will find it difficult to improve the many facets of 

engagement. 

As management consultant Peter Drucker famously 

remarked, “If you can’t measure it, you can’t manage it.” 

Many frameworks exist for defining and evaluating job 

quality, but there is no clear evidence-based metric that 

is voice-of-worker derived, holistic, and applicable across 

multiple sectors — in other words, a measure that can help 

an organization understand how it is doing on the job-

quality front.

As private equity investors who seek to apply the scientific 

method to our work, and who are in a position potentially 

to help architect and drive positive financial and social 

change, Two Sigma Impact worked with PwC to create a 

framework that is designed to help assess and improve job 

quality over time and across industries, inside and outside 

of our diverse portfolio. 

The Good Job Score Assessment Tool: A standard 
instrument for measuring job quality across 
companies and industries

The Good Job Score (“GJS”) is Two Sigma Impact’s core 

metric for evaluating job quality at companies.6 This 

measure is voice-of-worker derived, as noted above, and 

serves as a novel data source (alongside more traditional 

financial and operational metrics) that provides a consistent 

quantitative measure of a previously hard-to-define 

concept. A company’s GJS informs the value-creation 

strategies and tactics that we seek to align on with 

management teams to grow healthy companies. 

2  Two Sigma Impact and PwC US entered into an agreement to collaborate in developing 
thought leadership around “good jobs”. 

3 See, for example, research from Good Jobs Institute and Investor Responsibility Research 
Center Institute (IRRCi): Bach, K., Kalloch, S., & Ton, Z. (2019, June 26). The Financial Case 
for Good Retail Jobs. Harvard Business Review.; Beeferman, L., & Bernstein, A. (2015). The 
Materiality of Human Capital to Corporate Financial Performance. Investor Responsibility 
Research Center Institute. https://lwp.law.harvard.edu/files/lwp/files/final_human_capital_
materiality_april_23_2015.pdf.   

4  Tonti, J. (2021). SURVEY ANALYSIS: In Great Resignation, Americans Are United in Wanting 
Action on Wages and Jobs, and Accountability from Corporate America. JUST Capital’s 
2021 Issues Report. Retrieved April 6, 2023, from https://justcapital.com/reports/survey-
analysis-in-great-resignation-americans-are-united-in-wanting-action-on-wages-and-jobs-
and-accountability-from-corporate-america/

5  Harter, J. (2023, January 25). U.S. Employee Engagement Needs a Rebound in 2023. 
Retrieved April 6, 2023, from https://www.gallup.com/workplace/468233/employee-
engagement-needs-rebound-2023.aspx

6 The GJS Assessment Tool represents Two Sigma Impact’s current approach to evaluating 
and monitoring companies for job quality, which Two Sigma Impact believes is an important 
value creation metric. The GJS Assessment Tool is provided for illustrative purposes and is 
intended to supplement, and not replace, the quantitative and qualitative evaluation of a 
company’s employment characteristics and other corporate operational metrics. There can 
be no guarantee that use of the GJS Assessment Tool will achieve any of the objectives 
described herein. Other analytical frameworks could produce different results based on 
selection of different inputs or weightings than those developed by Two Sigma Impact. 
The GJS Assessment Tool is in its preliminary stages and its parameters and output are 
expected to be modified, in certain instances materially, over time. Please see “Disclaimer” 
for important information.

https://www.twosigma.com/articles/two-sigma-impact-finding-untapped-value-in-the-workforce/
https://lwp.law.harvard.edu/files/lwp/files/final_human_capital_materiality_april_23_2015.pdf
https://lwp.law.harvard.edu/files/lwp/files/final_human_capital_materiality_april_23_2015.pdf
https://justcapital.com/reports/survey-analysis-in-great-resignation-americans-are-united-in-wanting-action-on-wages-and-jobs-and-accountability-from-corporate-america/ 
https://justcapital.com/reports/survey-analysis-in-great-resignation-americans-are-united-in-wanting-action-on-wages-and-jobs-and-accountability-from-corporate-america/ 
https://justcapital.com/reports/survey-analysis-in-great-resignation-americans-are-united-in-wanting-action-on-wages-and-jobs-and-accountability-from-corporate-america/ 
https://www.gallup.com/workplace/468233/employee-engagement-needs-rebound-2023.aspx
https://www.gallup.com/workplace/468233/employee-engagement-needs-rebound-2023.aspx
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As investors, Two Sigma Impact believes that looking at 

this GJS metric on a consistent basis, in collaboration 

with our management teams, not only raises awareness of 

job quality in the board room but also sparks informative 

discussions about how to operationalize improvements.

Two Sigma Impact worked with PwC and Two Sigma’s 

Sustainability Science team, which provides data science 

expertise for ESG and social impact efforts, to develop 

the GJS Assessment Tool through rigorous research 

and methodologies—outlined in this paper—aiming 

to effectively measure a company’s job quality and 

fill measurement gaps in this space. We also aimed 

to confirm the tool is unbiased across employee 

demographics and characteristics and valid across 

multiple sectors, and that deploying it and tracking 

progress over time would be as easy as possible. 

In essence, the GJS Assessment Tool can be a 

standardized instrument—that is, a statistically reliable 

and scalable voice-of-worker assessment—for measuring 

job quality, and management teams and investors can use 

it to quickly gauge company performance across what we 

see as the four key dimensions of a quality job. 

We believe the GJS Assessment Tool can prove valuable 

to three core main stakeholder groups:

•	 Investors, to help inform company valuations 

and investment decisions, and to help them hold 

management teams accountable for job quality once 

they have invested.

•	 Company management teams, to enhance data-

driven understanding and accountability that point 

the way to action. We believe it also can serve as an 

early warning indicator that provides the ability to 

identify any disparities across employee cohorts on 

different job dimensions, enables benchmarking vs. 

competitors, and can help demonstrate return on 

human capital investments.

•	 Workers, to better advocate for their needs with 

objective metrics and benchmarks, and to make it 

easier for workers to choose the top employers—further 

heightening management accountability. 

In the following sections, we outline how we approached 

creating the GJS Assessment Tool, what we’ve learned from 

it so far, how we’re using the tool, planned next steps, and 

how to learn more.

Creating the GJS 
Assessment Tool
When we set out to create the GJS Assessment Tool, 

we knew our first task was to settle on a definition of 

what exactly characterizes a good job from the worker’s 

perspective. Only then could we devise an objective, valid 

standard measure of job quality.

Defining a Good Job

Two Sigma Impact selected PwC as our collaborator in this 

work. PwC has deep experience in human capital value 

creation and ESG services, including in the private equity 

context, and we viewed them to be well-positioned to help 

us validate our thesis and develop our initial “good jobs” 

framework and diagnostic voice of worker survey tool. 

We first studied existing “good job” constructs and 

gathered insights on their strengths and weaknesses. We 

found that these measures are often more qualitative 

than quantitative, and are frequently derived from 

publicly available information, as opposed to from workers 

themselves.7 Next, we conducted an intensive literature 

review, analyzing 448 metrics from 191 sources, such as 

news articles, academic reports, and government reports, to 

understand the research landscape regarding “good jobs.”  

The data indicated compelling links between investments 

in workers — including providing job flexibility, attracting 

and accessing diverse talent pools, providing clear career 

pathways and progression opportunities, and connecting 

work to a broader mission and purpose—and positive 

business outcomes related to revenue and profitability.

7  See, for example, JUST Capital’s Annual Rankings and the American Opportunity Index 
from The Burning Glass Institute, Harvard Business School and Schultz Family Foundation.          

https://www.twosigma.com/wp-content/uploads/Impact-Position_White-Paper_October-2020-1.pdf
https://www.twosigma.com/wp-content/uploads/Impact-Position_White-Paper_October-2020-1.pdf
https://justcapital.com/rankings/
https://americanopportunityindex.com/
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Based on our findings, we then designed and deployed 

an 81-item workforce survey to 1,000 workers. This survey 

was an effort to understand their perceptions and learn 

how aspects of worker experience relate to indicators of 

job quality and companies’ financial outcomes.

Following this initial research phase, we analyzed the 

survey data and identified a smaller, “core” subset of 32 

items most relevant to the issues we were interested in 

(see “face validity test,” below). We then deployed a survey 

with these 32 items to over 10,000 employees from 1,000 

different companies, across industries, to further test and 

seek to validate the reliability of these questions across a 

wide sample of workers.8 

Ultimately, we aligned on four core dimensions of a Good 

Job (see Exhibit 1).9 

Exhibit 1. The Four Dimensions of a Good Job

Leadership

Senior leadership has the skills, capabilities, and genuine 

desire to engage the workforce

Purpose

The company’s mission and values are clear to 

employees and connected to their work

Growth

Employees feel they have the feedback, support, and 

opportunities to learn and grow in their careers

Fairness

Employees feel they are safe in the workplace, fairly 

compensated and have sufficient flexibility to maintain 

work-life balance

Aligning on measurement of a Good Job

Building on our work with PwC, and in conjunction with 

Two Sigma’s Sustainability Science team, we next set out 

to validate that our assessment tool was standardized 

and scalable. We also aimed to identify items that either 

did not reliably measure a good jobs dimension, did not 

relate strongly to other items measuring similar good jobs 

dimensions, or did not have a consistent interpretation 

across individuals. 

We determined that the measurement instrument needed 

to satisfy several key criteria, while also meeting the 

following expectations:

1.	 Face validity: Do the assessment’s questions intuitively 

get at the topics we are interested in?

2.	 Construct validity: Do the questions accurately 

measure what we are trying to measure? Are the key 

dimensions of a good job included?

3.	 Internal validity: Do responses hold across different 

employee characteristics, such as education level, 

tenure, gender, race and ethnicity, etc.?

4.	 External validity: Can this survey be scaled beyond the 

study sample? Do our measurements align with similar 

measures derived from different data?

While our previous work helped us to align on various 

questions that we believe represent the four dimensions 

of a good job (i.e., face validity), we sought to further refine 

the items to a critical subset that passed additional validity 

tests. In collaboration with PwC, we deployed the same 

32-item survey to nearly 6,000 employees across 61 Russell 

1000 companies with an emphasis on sampling a wider 

employee demographic as well as a larger representation of 

individuals from each company.10 This emphasis facilitated 

greater insight into the variation among responses within 

a company and helped to improve our estimates for a 

company’s GJS. 

8  Industries covered in the survey include, among others: Banking & Capital Markets, Financial 
Services, Hospital & Healthcare, Manufacturing, Retail, Technology.

9  See also Warren Valdmanis’s TED Talk, What makes a job “good”–and the case for investing 
in people. The term “Good Job” refers to Two Sigma Impact’s definition of the term.

10 Note that the identities of the 61 companies are, and were in connection with deploying the 
survey, anonymized from Two Sigma Impact.

https://www.twosigma.com/articles/ted-talk-what-makes-a-job-good-warren-valdmanis/
https://www.twosigma.com/articles/ted-talk-what-makes-a-job-good-warren-valdmanis/
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Once the data was collected, we used a statistical 

technique called latent factor analysis to narrow the survey 

down to even fewer questions, while retaining as much 

information as we determined necessary to reliably measure 

each of the Good Job dimensions and calculate an overall 

GJS. While we may be able to capture more information 

from a larger survey, we believed such an assessment would 

be overly cumbersome and time-consuming for employees 

and anticipated it leading to poor response rates and 

potentially unreliable responses. 

Through this analysis, we were able to narrow the 

assessment down to 12 questions that form the basis of our 

GJS Assessment Tool, as shown in Exhibit 2. Calculating the 

GJS entails using modeled weights from each question to 

obtain scores for each respondent.  Employee scores within 

a company can then be averaged to produce a GJS and the 

dimension sub-scores (Leadership, Purpose, Growth, and 

Fairness) for an entire company.11  

Seeking to confirm our assessment tool is 
standardized and scalable

With a leaner assessment in place, we performed tests that 

compared several statistics across the survey populations 

along dimensions such as gender, race and ethnicity, age, 

education, tenure, and level/position in a given company. 

The primary goal of these tests was to confirm that results 

were consistent and generalizable across employee 

subgroups. Overall, we determined that the measure 

was invariant across all the different survey population 

subgroups, meaning that any variation in employee 

response reflected assessed differences in job quality and 

not different interpretations of the questions themselves. 

Exhibit 2. 12 Questions Form the Basis for Good Job Score 

Assessment Tool

Leadership

1.	 When changes occur, senior leaders at my 
company do a good job of explaining the 
reasons behind them 

2.	 Senior leaders at my company seek and 
respond to feedback from employees

3.	 Senior leaders at my company demonstrate a 
sincere interest in the well-being of employees

Purpose

4.	 I understand my company’s values

5.	 I understand my company’s broader mission 
and purpose

6.	 I understand the link between what I do in my 
work and my company’s mission and values

Growth

7.	 My supervisor/manager has made a personal 
investment in my growth and development

8.	 My company provides me with learning 
opportunities to develop the skills I will need for 
the future

9.	 I have opportunities for career advancement/
mobility at my company

Fairness

10.	 My company pays me fairly for the work I do

11.	 I have a physically safe and healthy work 
environment

12.	 My company enables me to have a balance 
between my job and personal life that works 
for me

11 More details on the estimation methodology and scoring are 
available in the Methodology Guide.

http://goodjobscore.com/gjsmethodology
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Good Job Score vs. other measures of corporate 
effectiveness and financial performance

Finally, we sought to validate our GJS Assessment Tool 

against other external, yet similar, measures of job quality. 

In addition, in an effort to further support our thesis 

that Good Jobs make better companies, we examined 

the relationship between a company’s GJS and various 

financial and performance measures. 

Corporate effectiveness

We compared our GJS and dimension sub-scores with 

corresponding measures from both the Drucker Institute 

Model for Corporate Effectiveness and JUST Capital’s 

Rankings.12 We found that:

•	 The overall Drucker Effectiveness score had 

moderate (~40%) correlation with the GJS, 

with metrics under Employee Engagement & 

Development being the most strongly correlated 

with the GJS and sub-scores (55-60%). Metrics 

under the Social Responsibility and Financial 

Strength categories showed lower levels of 

correlation at 20-25%, with Innovation and Customer 

Satisfaction metrics seeing low/no correlation at 

~15% and <5%, respectively. 

•	 For JUST Rankings, worker-related issues showed 	

the strongest correlation (40-50%) with our GJS, 

while overall rankings moderately correlated with 

GJS, at ~25%. 

It is important to validate newly constructed instruments 

by confirming that they track external sources that 

are thematically similar. GJS’s strong correlations with 

Drucker Employee Engagement metrics and JUST 

Capital’s worker-related data provide evidence of its 

validity.

Financial performance

We also tested to see how GJS results track against 

companies’ financial fundamentals. Using publicly available 

data for the 61 companies we surveyed, we collected 

metrics such as share price, gross margin, operating margin, 

free cash flow, and current ratio, among others, along with 

their respective changes over the 2018-2022 period. 

This correlation analysis was preliminary and meant to set 

up further studies. It’s worth emphasizing that while we 

found enough evidence to support proceeding with our 

research, at this stage we aren’t drawing firm conclusions. 

That having been said, we observed the following 

preliminary data points:

•	 Moderate positive (30-40%) correlation between GJS 

and current fundamentals such as free cash flow-to-

sales ratio, current ratio, and profit margins.

•	 Strong negative correlations (-40-50%) with the net 

debt ratio and debt paydown, indicating, in our view, 

that companies with a higher GJS are also more likely to 

be financially healthier.

•	 A slightly weaker signal (20-30% correlation) with 

year-over-year change in free cash flow, end cash, and 

operating income, which we would expect to be more 

correlated with changes in GJS over time.

•	 Little to no correlation with changes in share price, 

which we attribute to significant macroeconomic 

factors (post-Covid changes, etc.) and market volatility 

over the last few years.

In Two Sigma Impact’s portfolio of private companies, 

where we have more granular visibility into business KPIs, 

we have also seen a correlation between job quality and 

other business financial indicators. Together with the 

management teams of companies in our portfolio, we aim to 

look at job quality for employees at such companies relative 

to employee retention, operational effectiveness, and 

profitability. (For more on how Two Sigma Impact is applying 

the assessment tool to our portfolio of private companies, 

see How We’re Using the GJS Assessment Tool, below.)

12 (2022). 2022 Methodology for the Drucker Institute’s Company Rankings. Drucker Institute. 
Retrieved April 6, 2023, from https://www.drucker.institute/2022-methodology-for-the-drucker-
institutes-company-rankings/

(2022). Our Methodology. JUST Capital. Retrieved April 6, 2023, from https://justcapital.com/our-
methodology/

https://www.drucker.institute/2022-methodology-for-the-drucker-institutes-company-rankings/
https://www.drucker.institute/2022-methodology-for-the-drucker-institutes-company-rankings/
https://justcapital.com/our-methodology/
https://justcapital.com/our-methodology/
https://www.drucker.institute/2022-methodology-for-the-drucker-institutes-company-rankings/ 
https://www.drucker.institute/2022-methodology-for-the-drucker-institutes-company-rankings/ 
https://justcapital.com/our-methodology/
https://justcapital.com/our-methodology/
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Exhibit 3. Sample Good Job Score Report

We recommend that companies and investors look for overall improvement over time in absolute terms, high 

performance versus competitors, and greater consistency among employee responses. (Understanding variation 

is important because, even if mean scores are high, an elevated variation in responses across a company could 

indicate that there are pockets of opportunity across different groups or departments.)

In looking at Two Sigma Impact’s own portfolio, which currently comprises middle-market companies, we don’t 

expect these companies to be leading in all dimensions. We work with management and human resources to build 

the foundation for scaling as an employer of choice with high-quality jobs. We endeavor to invest in management 

teams who are motivated by this mission and who have a plan to invest in their workers. (See How We’re Using the 

GJS Assessment Tool, below.)

The Good Job Score
In an effort to facilitate the interpretation of the GJS, we include here a sample Good Job Score Report (Exhibit 3). 

GJS is calculated on a scale of 1 (low) to 5 (high), with an overall score and sub-scores for each of the four dimensions 

of a Good Job:
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What We’ve Learned So Far
Although Two Sigma Impact and PwC are in the process 

of collecting more data to further these analyses and to 

establish benchmarks across sectors/industries, company 

size, and other stratifications, we can derive some 

preliminary insights using our current sample of 61 Russell 

1000 companies. 

Preliminary insights: GJS by sector

As mentioned above GJS is calculated on a scale of 1 

(low) to 5 (high), with an overall score and sub-scores for 

each of the four dimensions of a good job. For our current 

sample, the average GJS is 3.9; with a range from 3.3 to 4.3. 

It’s important to keep in mind that this initial sample was 

designed in an effort to validate the instrument. We expect 

to observe more variation as the data corpus around this 

new assessment continues to grow and diversify beyond 

the large companies that comprise the Russell 1000.

As Exhibit 4 shows, the GJS and its sub-scores vary by 

sector, as does the amount of variation in the range of 

scores. Across the board, the Consumer sector lags behind 

the other sectors (Business Services, Healthcare, and 

Technology) in terms of job quality, and interestingly also 

demonstrates a wider range of scores, indicating more 

variation among companies. We hypothesize that this sector 

is less homogenous than the others, with a more diverse 

employee base. Another potential explanation for the wide 

variation in GJS for the consumer sector is that it employs 

more varied strategies for workforce management. 

In this 61-public company data set, we found that, across 

sectors, the Leadership dimension had the lowest average 

score, and the Purpose dimension had the highest average 

score.  

We therefore believe that it’s critical to focus on Leadership 

up front – and this is often a key first step for Two Sigma 

Impact as investors. We have found that getting leadership 

(and the right organizational structure for the business 

model) in place quickly is essential to unlocking the other 

dimensions of a Good Job.

As we refine these benchmarks further over time, we expect 

to be able to provide deeper insights into a company by 

comparing its scores against those of other companies in 

the same sector.

Exhibit 4. GJS and Subscores by Sector (September 2022)
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 How We’re Using the GJS 
Assessment Tool
Having made significant progress toward validating the 

methodology behind the GJS Assessment Tool and 

the degree to which it is an effective measurement of 

a company’s job quality, Two Sigma Impact envisions 

companies deploying it at least annually to help track 

progress and identify actions that are aligned with their 

scores and respective needs.

That said, Two Sigma intends to run the assessment at 

different intervals depending on M&A activity, leadership 

transitions, and other, similar events. The realities and 

broader change agenda at each company inform our 

approach.

For Two Sigma Impact’s portfolio of private companies, we 

seek to analyze results across key demographics (e.g., by 

department, tenure, gender, race and ethnicity, etc.) and 

work with management teams to design and implement 

solutions in an effort to address opportunity areas. In 

certain cases, these companies are not yet tracking a 

variety of workforce data. In such instances, we work 

with them to create a repeatable process for doing so. In 

combination with other worker data, such as retention and 

operational efficiency, we view the GJS as an important 

data point for holding management teams accountable 

for taking job-quality action steps.  

We are currently in the process of deploying the latest 

instance of the GJS Assessment Tool at several of the 

companies in our portfolio. We recognize that metrics 

inform actions and that the right actions in the right 

sequence are paramount to sustaining positive change.  

As we focus on helping companies drive both positive 

social and financial results, we share leading practices, 

tools, and vendors that we anticipate will help them 

succeed. We are also in the process of building out a 

library of Good Job-oriented actions (“workforce levers”) 

that we plan to refine over time through continuous 

improvement and with our implementation business 

partners, such as JUST Capital and the Good Jobs 

Institute. Exhibit 5 shows a sample of workforce levers that 

companies in our portfolio have employed (or are planning 

to employ).

Exhibit 5: Illustrative Workforce Levers

Leadership

•	 Identify and close leadership gaps at the 

board and C-suite levels

•	 Invest in executive coaching for the 

complete leadership team

•	 Develop and implement a diversity, equity 

and inclusion (DEI) strategy

•	 Implement an anonymous upward feedback 

mechanism and process to address concerns 

Purpose

•	 Ensure company mission statement, values and 

team norms reflect ambitions / intentions

•	 Design and implement a robust internal 

communication program that includes town halls

•	 Publicize business objectives and key results and 

tie to manager and team performance

Growth

•	 Develop an internal mobility program that includes 

career pathways

•	 Ensure Human Resources is adequately resourced 

to lead and drive talent development and 

performance management

•	 Offer tuition-assistance program

Fairness

•	 Conduct a living-wage analysis 

•	 Review compensation model and market data, and 

link pay to performance

•	 Ensure adequate paid time off

•	 Create an “emergency fund” for employees in need 

to utilize 
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We also plan to incorporate learnings from PwC’s 

recent $2.4 billion investment in its employees’ well-

being to bring greater flexibility and agency to its own 

workforce as we work to both measure and manage 

job quality in our investment process.

Next Steps	
In light of the GJS Assessment Tool’s early outputs, 

Two Sigma Impact and PwC believe more than before 

that job quality influences business performance. 

Preliminary analysis indicates that a company’s GJS is 

positively correlated with other employee engagement 

metrics and promotes key financial outcomes. 

We are excited by the GJS momentum, and more 

work remains to be done. In collaboration with PwC 

and Sustainability Science, we are embarking on the 

next phase of research. Our goal is to expand our 

panel research to capture GJS results and additional 

insights from a broader set of companies, in order to:

1.	 Understand and report on statistically significant 

linkages between GJS and company performance, 

and 

2.	 Establish more robust GJS benchmarks (e.g., by 

industry, company size).

Two Sigma Impact and PwC have a bold ambition: for 

the GJS to become the core voice-of-worker metric 

for measuring and benchmarking job quality in all 

companies.

Learn More
We are excited about the work ahead and the opportunity 

to share the GJS Assessment Tool broadly with investors, 

company management teams, and workers. We have open-

sourced the tool, making it freely available for companies 

to use in an effort to help measure and improve job quality 

within their own organizations.

•	 Visit goodjobscore.com to begin using the Good Job 

Score Assessment Tool at your company

•	 For a deeper discussion about the GJS methodology 

and scoring, view our methodology guide 

•	 To learn more about how you can deploy, analyze, and 

improve your Good Job Score and connect your talent 

investments to financial and social value creation 

opportunities, click here to contact PwC

•	 Click here for more information about 			

Two Sigma Impact

https://www.forbes.com/sites/jackkelly/2022/05/06/pwc-is-making-a-24-billion-investment-in-its-employees-well-beings/?sh=71c66a54190e
https://www.forbes.com/sites/jackkelly/2022/05/06/pwc-is-making-a-24-billion-investment-in-its-employees-well-beings/?sh=71c66a54190e
https://www.forbes.com/sites/jackkelly/2022/05/06/pwc-is-making-a-24-billion-investment-in-its-employees-well-beings/?sh=71c66a54190e
http://goodjobscore.com
http://goodjobscore.com/gjsmethodology
mailto:mailto:us_goodjobscore%40pwc.com?subject=
file:http://www.twosigmaimpact.com/
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Disclaimers	
This written material is provided to the recipient only as a general introduction to Two Sigma Impact, a business strategy of TSPI, LP, an 

SEC-registered investment adviser. All references to “Two Sigma Impact” in this document refer to TSPI, LP. Information contained in this 

presentation is for informational purposes only and should not be construed as an offer or solicitation of any security or investment product, 

nor should it be interpreted to contain a recommendation for the sale or purchase of any security or investment product and is considered 

incomplete without the accompanying oral presentation and commentary. Any offer to purchase or buy securities or other investment 

product will only be made pursuant to an offering document and the subscription documents, which will be furnished to qualified investors 

on a confidential basis at their request for their consideration in connection with any such offering. An investment in any investment vehicle 

sponsored by Two Sigma Impact is speculative and involves a number of significant risks and other important factors relating to investments 

in private funds generally, and consequently is suitable only for certain sophisticated investors who have no need for immediate liquidity in 

their investment. The recipient hereof should make an independent investigation as to the matters contained herein and as to the purchase 

of any other security or interest, when and if offered, including by consulting its own tax, legal, accounting and other advisors. 

Two Sigma Impact, its affiliates and their respective employees, officers and agents make no representations as to the completeness and 

accuracy of any information contained within this written material. All of the information contained herein is believed to be accurate as of the 

cover date on this written material, unless otherwise indicated. This information is high-level and general in nature and may not be complete. 

This information is subject to change at any time. Two Sigma Impact disclaims any obligation to update this document to reflect subsequent 

developments, reflect a change in assumptions used to prepare this material or for information that later proves to be incorrect. Certain 

information contained herein is based on data obtained from third parties and, although believed to be reliable, has not been independently 

verified by anyone at or affiliated with Two Sigma Impact or its affiliates; its accuracy or completeness cannot be guaranteed. Any statements 

set forth herein relating to estimates, expectations, projections, and any other forward-looking information constitute only subjective views 

or beliefs, should not be relied upon, are subject to change due to a variety of factors, both general and specific, many of which cannot be 

predicted or quantified and are beyond the control of Two Sigma Impact, and/or their respective affiliates and agents. Other events which 

were not taken into account, including general economic factors which are not predictable, may occur and may significantly affect the 

achievement of any of the investment objectives identified in this document. Any assumptions should not be construed to be indicative of 

the actual events which will occur. Actual events are difficult to project and depend upon factors that are beyond the control of Two Sigma 

Impact. Future actual results could differ materially from those set forth herein, and no assurances are given that these statements are now, 

or will prove to be, accurate or complete, in whole or in any part.

Any references to the investment portfolio of the Two Sigma Impact investment team in this document are provided for illustrative purposes 

only and should not be viewed as references to specific investment advice, investment performance, marketing in connection with any 

investment vehicle sponsored by Two Sigma Impact, or an indication or guarantee of future results. There can be no guarantee that 

Two Sigma Impact will achieve its investment objectives or other stated aims with respect to any investment vehicle or their respective 

portfolio investments. Discussions of the investment strategies and processes described herein, in particular, should not be relied upon. The 

investment strategy described herein may be changed, in some cases materially, from the strategy displayed in this written material without 

prior notice to investors. 

The GJS Assessment Tool represents Two Sigma Impact’s current approach to evaluating and monitoring companies for job quality, which 

Two Sigma Impact believes is an important value creation metric and a suitable proxy for positive social and financial results. The GJS 

Assessment Tool is provided for illustrative purposes and is intended to supplement, and not replace, the quantitative and qualitative 

evaluation of a company’s employment characteristics and other corporate operational metrics. The GJS Assessment Tool is based upon 

certain assumptions. Other events or criteria that were not taken into account could affect the output of the GJS Assessment Tool and in 

particular, the “Good Job Score” generated for a particular company. Any underlying assumptions used in preparing the GJS Assessment 

Tool should not be construed to be indicative of any actual events that will occur, which are difficult to predict and will depend upon 

factors that are not reflected in the GJS Assessment Tool. There can be no assurance that the assumptions made or the specific criteria 

or weightings selected by Two Sigma Impact for construction of the GJS Assessment Tool and its output will prove correct and actual 

events and circumstances could vary significantly. There can further be no guarantee that other market participants would not have 
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selected different criteria, inputs or weightings for inputs in the GJS Assessment Tool, which could result in different results (in certain cases 

materially) than those generated by the GJS Assessment Tool. 

No third-party firm or company names, brands or logos used in this written material are Two Sigma Impact’s trademarks or 

registered trademarks, and they remain the property of their respective holders and not Two Sigma Impact. Two Sigma Impact and 

PricewaterhouseCoopers LLP (“PwC”) have a business relationship, including in relation to services provided to investment vehicles 

sponsored by Two Sigma Impact and/or its affiliates and companies within their respective investment portfolios. Each of PwC and Two 

Sigma Impact therefore has a material incentive to recommend application of the GJS Assessment Tool, the GJS methodology and the 

related Good Job Score. Two Sigma Impact and PwC are not affiliates, and consequently the inclusion of PwC’s name, brand information and/

or logos does not imply any affiliation between Two Sigma Impact and PwC. PwC has not endorsed Two Sigma Impact or its affiliates, their 

respective personnel, any Two Sigma Impact investment opportunities, or the application of the GJS Assessment Tool, the GJS methodology 

or the related Good Job Score to any particular company.

Evaluation of whether or not a company exhibits employment quality characteristics consistent with those described herein is subjective 

and there can be no assurance that any specific company (including those that generate a high “Good Job Score”) will meet any corporate 

effectiveness or financial performance goals as further described herein. Actual job quality and other corporate characteristics will vary, 

in certain instances materially, from those reflected in a company’s “Good Job Score”. There can be no assurance that use of the GJS 

Assessment Tool will lead to the achievement of any financial returns, or corporate or investment objectives, which includes impact metrics 

such as the creation of Good Jobs. The GJS Assessment Tool is still in its preliminary stages, as further described herein, and consequently 

participants should not assume that use of the tool is a guarantee, projection or prediction of any future results. Consistent with its scientific 

method-based approach to data analysis, Two Sigma Impact intends to modify and refine the GJS Assessment Tool, including the specific 

parameters described in these materials, through the GJS Assessment Tool’s continued development and application. Consequently, the 

approach to measuring a “Good Job Score” is likely to be updated from time to time, and all such output of the GJS Assessment Tool should 

be viewed as illustrative.

This written material contains proprietary and confidential information and analysis and may not be distributed, duplicated or further 

reproduced without the express written consent of Two Sigma Impact or its affiliates. Distribution to, or use by, any person or entity in any 

jurisdiction or country where such distribution or use would be contrary to law or regulation, or which would subject Two Sigma Impact or its 

affiliates to any registration requirement within such jurisdiction or country is prohibited.

The information herein is not intended to provide, and should not be relied upon for, accounting, legal or tax advice or investment 

recommendations. The GJS Assessment Tool is not intended to be relied upon as the basis for any investment decision, and is not, and 

should not be assumed to be, complete. No representation or warranty, express or implied, is or will be given by Two Sigma Impact or any of 

its affiliates, directors, officers, employees or advisers or any other person as to the accuracy or completeness of the information in these 

materials or any other written, oral or other communications transmitted or otherwise made available to any party in the course of using 

the GJS Assessment Tool, and no responsibility or liability whatsoever is accepted for the accuracy or sufficiency thereof or for any errors, 

omissions or misstatements, negligent or otherwise, relating thereto. Accordingly, none of Two Sigma Impact or any of its affiliates, directors, 

officers, employees or advisers or any other person shall be liable for any direct, indirect or consequential loss or damages suffered by any 

person as a result of relying on any statement in or omission from these materials or use of the GJS Assessment Tool and any such liability 

is expressly disclaimed. All rights to the trademarks, copyrights, logos and other intellectual property listed herein belong to the respective 

owners and Two Sigma Impact use hereof does not imply an affiliation with, or endorsement by, the owners of such trademarks, copyrights, 

logos and other intellectual property. There can be no assurance that Two Sigma Impact will continue to work with any entities described 

herein.


