
The social enterprise in a world disrupted:  
Leading the shift from survive to thrive 
Deloitte 2021 Global Human Capital Trends 

In today’s world of perpetual disruption, it’s time for organizations to shift their focus—from a survival mindset to a thrive mindset. It’s 
time for leaders to shift their strategies—from preparing for the known to preparing for the unknown. How can organizations trans-
form their thinking and position themselves to thrive when they are focused on making the changes necessary to survive? It depends 
on an organization’s becoming—and remaining—distinctly human at its core.

Introduction
The world has changed—and so has our approach to Deloitte’s Global Human Capital Trends research. Our 2021 report focuses on 
understanding what characteristics can support organizations in their shift from survive to thrive by revisiting a subset of key trends from 
the 2020 research, as well critical strategies to help leaders prepare for—and thrive—in the face of future disruptions. Completed by more 
than 3,600 executives in 96 countries, this year’s report included responses from more than 1,200 C-suite executives and board  
members, in addition to other management functions. For the first time in the report’s 11-year history, business respondents (59%), 
including 233 CEOs, outnumbered HR executives (41%) in the survey—underscoring the growing importance of human capital in  
organizational decision-making.

Diving deeper: Five workforce strategies to watch in 2021
In this chapter, we explore the journey from survive to thrive through the lens of five of our 2020 Global Human Capital Trends.

Designing work for well-being: The end of work/life balance
As the lines between work and life blurred even further during COVID-19, leaders moved from prioritizing work-life balance to designing well-being 
into work—and life—itself. Organizations that integrate well-being into the design of work at the individual, team, and organizational level will build a 
sustainable future where workers can feel and perform at their best.

Beyond reskilling: Unleashing worker potential
During COVID-19, leaders called upon workers to expand their roles to whatever needed to be done—and workers rose to the challenge. 
Worker agency and choice during the pandemic showed that workers can fulfill their potential in ways that leaders may never have known 
they could, positioning the organization to thrive in the long term.

Superteams: Where work happens
Organizations doubled down on teaming as a survival strategy during COVID-19. Leaders now have the opportunity to use what they learned 
to construct “superteams” that pair people with technology to reimagine work. By amplifying humans’ contributions to new and better out-
comes, superteams can play an integral part in an organization’s ability to thrive.

Governing workforce strategies: Setting new directions for work and the workforce
COVID-19 was a rude awakening to the fact that governing workforce strategies using metrics and measurements describing the workforce’s 
current state severely limits an organization’s ability to survive disruption, let alone thrive in it. Asking and answering different questions can help 
organizations meet constant change with the confidence that comes from thinking and looking ahead.

A memo to HR: Accelerating the shift to re-architecting work
COVID-19 thrust HR to the forefront of organizations’ efforts to survive the crisis—and gained greater credibility in doing so. Now, HR has the 
opportunity to build on its newly enhanced position to shift its role from managing workers to re-architecting work, driving better outcomes 
that position organizations to thrive.

Leading forward: Leading the shift from survive to thrive
Our 2020 report called on organizations to look at work and the workforce through three lenses—purpose, potential, and perspective—to 
transcend a perceived conflict between humans and technology. This year has shown that putting people at the heart of an organization’s 
decisions about work and the workforce enables leaders to better stay ahead of disruption. Now more than ever, purpose, potential, and 
perspective are essential to build an organization that can thrive in an unpredictable environment with an unknown future. 
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The social enterprise at work: Paradox as a path forward 
Deloitte 2020 Global Human Capital Trends
2020 marks the 10th annual release of Deloitte’s Global Human Capital Trends. This year, we reflect back on the major  shifts that have 
taken place over the past decade—all through the lens of people and business. A new decade brings a notable shift that raises the 
challenge—can organizations remain distinctly human in a technology-driven world? We believe the power of the social enterprise 
lies in the fusion of technology and humanity—calling on organizations to make three bold shifts to create a new sense of purpose, 
potential, and perspective. In addition to the prologue on the decade of Trends and introduction to this year’s Trends, here is an 
overview of what else you will find:
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Potential: Security through reinvention 
Superteams: Putting AI in the group. Organizations that actively search for strategies to integrate AI into teams can produce 
transformative business results. These “superteams” hold the promise of allowing organizations to reinvent themselves to create new 
value and meaning, while giving workers the potential to reinvent their careers.

Knowledge management: Creating context for a connected world. The power of people and machines working together offers the 
greatest opportunity for creating knowledge in human history. To capitalize on this opportunity, organizations need to create a culture that 
recognizes the value of knowledge sharing and leverages knowledge to maximize human potential.

Beyond reskilling: Investing in resilience for uncertain futures. Organizations that employ workforce development strategies to not 
only reskill workers but also to build worker resilience will equip workers, and thus the organization, with the tools and strategies to adapt 
to a range of uncertain futures.

Purpose: Belonging amid individuality
Belonging: From comfort to connection to contribution. Organizations can forge a stronger link between belonging and 
organizational performance by strengthening workers’ connections with their teams and fostering their sense of contribution to 
meaningful shared goals.

Designing work for well-being: Living and performing at your best. Organizations that expand their focus on worker well-being 
from programs adjacent to work to designing well-being into the work itself will help their workers not only feel their best but perform at 
their best. 

The postgenerational workforce: From millennials to perennials. Today’s workforce is more complex than ever, making any single 
demographic lens of limited value. Organizations that understand workers’ distinct characteristics, attitudes, and values will be able to 
bring them together in ways that maximize their unique contributions.

Perspective: Boldness into uncertainty
The compensation conundrum: Principles for a more human approach. To break the seemingly endless cycle of compensation 
reforms, organizations need a path forward that is anchored not only on data and benchmarks, but also in a set of human principles that 
go beyond numbers.

Governing workforce strategies: New questions for better results. As workforce strategies evolve, organizations need to ask 
fundamentally new questions to make bold decisions around critical human capital risks and opportunities.

Ethics and the future of work: From “could we” to “how should we”. Organizations today are wrestling with an increased range 
of ethical challenges that are especially pronounced at the intersection of humans and technology. Organizations that want to make 
intentional and bold choices in the face of those challenges must shift their perspective.

A memo to HR: Expand focus and extend influence 
In the coming decade, HR has an opportunity to embrace the future, expand its reach and focus, and assume the leading role at the 
vanguard of work, the workplace, and the workforce on behalf of the enterprise. 

  

Special edition report 
Returning to work in the future of work: Embracing purpose, potential, perspective, and possibility during COVID-19. As the 
COVID-19 pandemic drives profound societal and organizational shifts, leaders have the opportunity to return to work by designing the 
future of work, building on the lessons and practices their organizations executed during the crisis.
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