Global Human Capital Trends 2016
The new organisation:
Different by design
Country report: Switzerland

Foreword

I am pleased to share with you our key findings from the annual
survey for the Deloitte Global Human Capital Trends Report 2016
– one of the largest of its kind in the world. Over 7 000 executives
from 130 countries participated globally in our survey this year.
Within Switzerland, more than 100 Swiss business and HR leaders offered their insights on the future of workplace
and human capital’s valuable role in shaping it. This Swiss country report complements the Deloitte Global Human
Capital Trends Report 2016.
What are the main findings?
In 2016, we continue to see the impact of technology, from a structural, engagement and leadership perspective
and how the focus on HR transformation ‘impact’ has shifted from a focus on cost efficiency to employee
experience differentiation and engagement.
Organisation design was the most critical trend observed in both Switzerland and globally, reflecting challenges
such as demographic upheavals, the rise of digital technology or rapid business-model innovation. In addition,
digital analytics in both in Switzerland and globally, was identified as the HR trend with the largest gap in terms of
importance but with the lowest level of readiness to respond. Our data suggests organisations are still struggling to
build and integrate analytics capability.
Technology provides unprecedented options for organisations to react to the new environment and changing
employee expectations. However, it is how organisations embrace the diverse range of available opportunities, to
enhance engagement and optimise structure, that will determine, now more than ever, the impact that HR delivers.
We believe that 2016 is a critical year for corporate and HR leaders in Switzerland. Given the constantly evolving and
competitive business environment, companies can’t be left behind and must now tangibly embrace the technologies
available while improving employee experience and winning talent remains a central concern.
These trends outlined in the global and Swiss report will serve as a guide for the new ways of thinking and required
actions to meet new challenges.
We hope that you will find both the Swiss and Global reports insightful and helpful for your work and we remain
ready as ever, to support any questions you may have in shaping the future of HR as we approach this exciting
new phase.

Lead Partner Human Capital Consulting Switzerland
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This year’s 10 trends

This fourth annual survey of more than 7 000 HR and business leaders globally defines
10 key trends and companies’ readiness to respond to them.
Four powerful forces including, demographic upheavals, the rise of digital technology, rapid business-model innovation and socially driven
evolution in the employer-employee relationship, are driving change for both HR functions and the organisations they serve. This is creating
talent challenges and potential solutions radically different from those faced by previous generations of leaders.

Organisational design: the rise of teams
Hierarchical organisational models aren’t just
being turned upside down – they’re being
deconstructed from the inside out. Businesses are
reinventing themselves to operate as networks of
teams to keep pace with the challenges of a fluid,
unpredictable world.

Design thinking: crafting the
employee experience
Design thinking takes aim at the heart of
unnecessary workplace complexity by putting
the employee experience first – helping to
improve productivity by designing solutions that
are at once compelling, enjoyable, and simple.

Leadership awakened:
generations, teams, science
Leaders of all ages, genders, and cultures are
now poised to take the reins at organisations
around the world. How ready will these
future business leaders be to take charge in
an increasingly complex global marketplace?

HR skills: growing momentum toward
a new mandate
Good news: This year’s Global Human Capital
Trends survey shows an improvement in the
HR organisation’s skills, business alignment,
and ability to innovate. But as companies
change the way they are organised, they must
embrace the changing role of HR as well.

Culture: shape culture, drive strategy
The impact of culture on business is hard to
overstate: 82 percent of respondents to the
2016 Global Human Capital Trends survey
believe that culture is a potential competitive
advantage. Today, new tools can help leaders
measure and manage culture towards
alignment with business goals.

People analytics: gaining speed
The use of analytics in HR is growing, with
organisations aggressively building people
analytics teams, buying analytics offerings,
and developing analytics solutions. HR now
has the chance to demonstrate ROI on its
analytics efforts, helping to make the case for
further investment.

Engagement: always on
Employee engagement and retention today
means understanding an empowered
workforce’s desire for flexibility, creativity, and
purpose. Under the evolving social contract
between employer and employee, workers
become “volunteers” to be reengaged and
re-recruited each day.

Digital HR: revolution, not evolution
A new world for HR technology and design
teams is on the horizon. Mobile and other
technologies could allow HR leaders to
revolutionise the employee experience
through new digital platforms, apps, and
ways of delivering HR services.

Learning: employees take charge
Corporate learning departments are changing
from education providers to content curators
and experience facilitators, developing
innovative platforms that turn employee
learning and development into a self-driven
pursuit.

The gig economy: distraction or disruption?
How can a business manage talent effectively
when many, or even most, of its people are
not actually its employees? Networks of people
who work without any formal employment
agreement – as well as the growing use of
machines as talent – are reshaping the talent
management equation.

Global Human Capital Trends 2016 Country report: Switzerland
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Top trends 2016 in Switzerland

Swiss leaders have rated our human capital trends based on their importance for their organisation. The following
chart shows the top 10 trends for Swiss leaders in comparison with Western European and global leaders. The result
demonstrates that Swiss leaders are aligned around the globe in terms of top human capital trends. The key findings
are presented below.
The top 3 trends for Switzerland in order of the Importance Index are the following:
1. Organisational design (90%)
2. Engagement (90%)
3. Leadership awakened (89%)
Figure 1. Top 10 Human capital trends for Switzerland
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The global report suggested that as companies strive to become more agile and customer-focused, organisations are
shifting their structures from traditional, functional models towards interconnected, flexible teams. In line with the
global trend, in Switzerland, organisational design emerged as the most important of our 10 major themes, for 90%
of respondents.
Coming in joint top was engagement which was rated as a more important trend in Switzerland, compared to
the global survey (4th place). Despite being in 4th place the global report indicated that the world of employee
engagement and feedback is exploding. Annual engagement surveys are being replaced by “employee listening” tools
such as pulse surveys, anonymous social tools, and regular feedback check-ins by managers. Clearly in Switzerland we
can expect engagement topics to remain high on the HR agenda.
Switzerland however followed the global trend in plotting leadership as the third most important trend. In this sense,
Switzerland also indicated that the need to strengthen, reengineer, and improve organisational leadership as an
important priority. We can also propose with this Swiss result that in line with the global trend, the traditional pyramid
shaped leadership development model is simply not producing leaders fast enough to keep up with the demands of
business and the pace of change.
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Top trends compared to last year

Compared to the survey last year, organisational design is a new trend that ranks first in our Swiss Country Report.
Engagement was already an important trend in 2015 and now joins organisational design as the number one ranked
trend. Behind these two topics, leadership remains a key area of concern in Switzerland.
A majority of trends have fallen relatively in the rankings due to new entries into the list. While remaining important,
culture, HR skills, people analytics, and learning are all decreasing in terms of priorities but their importance in absolute
terms has not diminished.
Last but not least, digital HR, design thinking and the gig economy appear as new trends in 2016.
Figure 2. Top 10 Human Capital Trends for Switzerland in 2016 compared to 2015
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A spotlight on the Swiss top 3 trends
1. Organisational design: the rise of teams
Companies are forced to innovate rapidly, adapt their products and services, and stay closer than ever to local customers due
to fast-moving markets and digital disruption.
Our findings in this area are startling: 90 percent of Swiss companies believe that redesigning the organisation is a top
priority.
This trend is potentially revolutionary. With the “rise of teams”, the days of the top-down hierarchical organisation are slowly
coming to an end, but changing the organisation chart is only a small part of the transition to a network of teams. The larger,
more important, and more urgent part is to change how an organisation actually works. Now, more than ever, is the time to
challenge traditional organisational structures, empower teams, hold people accountable, and focus on building a culture of
shared information, shared vision, and shared direction.
This new mode of organisation – a “network of teams” with a high degree of empowerment, strong communication and
rapid information flow – is now sweeping businesses and governments around the globe. Some of the key principles are:
• Empower teams to set their own goals and make their own decisions
• Replace silos with an information and operations center
• Organise these teams around mission, product, market or integrated customer needs rather than business
function
• Teach and encourage people to work across teams
• Enable people to move from team to team as needed
• Shift senior leaders into roles focused on planning, strategy, vision, culture, and cross-team communication

With the “rise of teams”, the days of the top-down hierarchical organisation are
slowly coming to an end, but changing the organisation chart is only a small part of
the transition to a network of teams.
Assigning appropriate decision rights throughout
the organisation

69%

Adequate

Excellent 2%
Weak 29%
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Adequate 69%

Creating project or program-based cross-functional
teams

51%

Adequate

Excellent 20%
Weak 29%

Adequate 51%

Understanding network and systems theory
implications for organisational structure

54%

Adequate

Excellent 3%
Weak 43%

Adequate 54%

A spotlight on the Swiss top 3 trends
2. Engagement: always on
Employee engagement has become a CEO-level issue. Companies now compete to win “best place to work” surveys and
monitor social media carefully. There is an escalating war to design great workspaces, provide flexible benefits, and create
great corporate culture in an effort to drive higher engagement.
Employee engagement continues to be a major challenge for Swiss businesses. The demands and expectations of today’s
diverse, multi-generational, mobile workforce require a more flexible, employee-centric work environment, one which
companies are just beginning to learn to develop.
The role of employee engagement within HR is changing as well. Today, we find Chief Learning Officers who own the
engagement challenge and executives with titles like “Chief Employee Listening Officer.” These new titles show how the
topic of engagement has become broader and more embedded in everything HR must do.
Almost everything that happens at work has a direct impact on employees’ commitment to their work: how they are
coached and evaluated, the work environment and the tools with which they work, their opportunities to grow and
develop, as well as their relationships with managers and peers.
In summary, there are five key elements that drive todays’ engagement: meaningful work, hands-on management,
a positive work environment, opportunities for growth, and trust in organisational leadership.

Engagement, in many ways, is the temperature gauge of a company’s ability to
proactively address all these issues on behalf of the workforce.

Clearly defining what diversity and inclusion
means to our organisation

Providing programs for young, old, and
multi-generational workforce

57%

40%

Weak 40%

Adequate 40%

60%

Weak

Weak

Excellent 20%

Supporting new family models in the workforce

Excellent 6%
Weak 57%

Adequate 37%

Weak

Excellent 13%

Adequate 27%

Weak 60%
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A spotlight on the Swiss top 3 trends
3. Leadership awakened: generations, teams, science
As in 2015, leadership continues to be a top concern and high priority for the Swiss companies. With increasing volatility,
uncertainty, change and ambiguity in global markets and a workforce that is increasingly “millennial”, our survey suggests
that leaders are facing an increasing breadth and depth of challenges.
Given the pace and nature of corporate change this is hardly surprising. With the “rise of teams” and changes to the
corporate structure, different types of leaders are now required. Yet, the traditional pyramid-shaped leadership development
model is simply not producing leaders fast enough to keep up with these challenges and changes.
As organisations become flatter and more dispersed, companies need better strategies for developing leaders to perform
both as individuals and in teams. Identifying and developing exceptional leaders requires a far more rigorous process,
including:
• The use of evidence and analytics to identify game-changers who may be going unnoticed
• Expanding the use of online tools to enable organisations to identify high-potential employees earlier in their
careers
• Better use of leaders in their later stages of their careers to team with, mentor, and develop next generation of
leaders
• The development of a comprehensive leadership system that can effectively assess talent across the organisation

Every aspect of leadership – from strategy and assessment to leadership development
and program evaluation – should be executed with a degree of rigor and the use of
data that is simply not part of most leadership programs today.
Providing focused leadership programs for
millenials

71%
Weak

Excellent 2%
Weak 71%
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Adequate 27%

Maintaining clear and current succession plans
and programs

47%

Adequate

Excellent 18%
Weak 36%

Adequate 47%

Including global skills and experiences in
leadership program

56%

Adequate

Excellent 11%
Weak 33%

Adequate 56%

Capability gap

Swiss leaders have rated our human capital trends based on their perception of the HR function’s readiness and ability
to adequately address the identified issues. The key findings are presented below.
The top 3 Capability Gaps are::
1. People analytics (-56)
2. Leadership awakened (-54)
3. Engagement (-53)
Figure 3. Top 10 capability gaps by human capital trend for Switzerland in 2016

56

54

53

52

51

46

43
37
28

10
People
analytics

Leadership Engagement
awakened

HR skills

Design
thinking

Digital HR

Learning Organisational Culture
design

The gig
economy

Capability
The Capability Gap Index is the difference between the weighted average of rated readiness by the respondents and the weighted
average of rated importance by the respondents, normalised to a 0-100 scale.

Key findings
• Both in Switzerland and globally the largest gap between readiness and importance was People analytics.
However, of greater concern, in Switzerland the gap (-56) was larger than the global trend (-46) which shows
that Swiss capability is lagging even behind global standards.
• Switzerland also followed the global trend in having Leadership as the second most significant gap and but
also demonstrated a more extreme gap (54) compared to global results (44).
• Engagement was seen as the third most significant gap (53) in Switzerland, which was also much higher
than the global levels reported (39). While globally the degree of readiness to tackle the engagement issue is
improved, Switzerland is still behind.
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Swiss survey participants

This report reveals the results of the annual Global Human Capital Trends survey of more
than 7000 business and HR leaders from 130 countries – one of the largest human
capital surveys of its kind.
Switzerland accounted for 102 of these respondents with 68% of participants working in HR and 32% representing
the business. In terms of industry insight, the Financial and Professional Services, Public Sector and Technology,
Media and Telecommunications sectors were all well represented.
We would like to thank all participants who completed the survey during 2016 for sharing their assessments with us.
For more information, please refer to the website.
http://www2.deloitte.com/content/dam/Deloitte/global/Documents/HumanCapital/gx-dup-global-human-capitaltrends-2016.pdf
Figure 4. Demographics – Switzerland
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The year ahead
Becoming active and engaged
We encourage you to read the full report at www.deloitte.com/ch/en/humancapitaltrends2016 to learn
more about leading trends in this fascinating and challenging new world of work. Dive into a few chapters
of particular concern to your firm or industry and take the time to reflect on the broader, longer-term trends
that we examine. If they do not concern you now, they will in the future and your competitors may already be
working to address them.
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