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Four powerful forces are driving change for both HR functions and the organizations they serve, creating talent challenges—as well as potential 
solutions—radically different from those faced by previous generations of leaders.

Organizational design:  

The rise of teams
Hierarchical organizational 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.

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.

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.

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 
revolutionize the employee experience 
through new digital platforms, apps, and 
ways of delivering HR services. 

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

This fourth annual survey of more than 7,000 HR and business leaders globally ranks 10 key trends and companies’ readiness to respond 
to them. The report also includes both country and industry analyses, as well as an interactive dashboard and mobile app to explore the 
survey results. 

This year’s 10 trends

People analytics: Gaining speed
The use of analytics in HR is growing, with 
organizations 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.

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. 

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. 

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

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.
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From the increasing use of contingent freelance workers to the growing 
role of robotics and smart machines, the corporate workforce is changing—
radically and rapidly. These changes are no longer simply a distraction; 
they are now actively disrupting labor markets and the economy.

THREE years ago, Deloitte introduced 
the concept of the open talent economy, 

predicting that new labor models—on and off 
the balance sheet—would become increasingly 
important sources of talent.2 Today, they are. 

Granted, respondents to this year’s survey 
rated workforce management the least impor-
tant of the trends we explored. (See figure 1 
for our survey respondents’ ratings of work-
force management’s importance across global 
regions and selected countries.) Nonetheless, 
rapid changes in the nature of the workforce, 
through new labor markets and models and 
through automation, present important chal-
lenges for business and HR leaders. 

Today, more than one in three US workers 
are freelancers—a figure expected to grow to 
40 percent by 2020.3 This year’s survey con-
firms that the contingent workforce has gone 
global. Fully 51 percent of executives in our 

global survey plan to increase or significantly 
increase the use of contingent workers in the 
next three to five years, while only 16 percent 
expect a decrease.

Companies such as Airbnb and Uber 
embody this trend, but they are not the only 
organizations profiting from the “gig economy.” 
Companies in all sectors—from transportation 
to business services—are tapping into freelance 
workers as a regular, manageable part of their 
workforces. Cost structure is one factor driving 
this trend, with some companies opting to pay 
purchase orders instead of salaries. The avail-
ability of talent is another factor; data scien-
tists, for example, may not be willing to move 
to a company’s remote headquarters but could 
be engaged remotely and temporarily.

In addition to broader economic and social 
changes driven by the gig economy, new labor 
models are expanding beyond contingent 

The gig economy
Distraction or disruption?

•	 Almost half of the executives surveyed (42 percent) expect to increase or significantly increase the 
use of contingent workers in the next three to five years; 43 percent anticipate greater deployment 
of robotics and cognitive technologies. Three out of four executives (76 percent) surveyed expect 
automation will require new skills in the workforce in the next one to three years.

•	 The concept of “contingent workforce management” is being reshaped by the “gig economy”—
networks of people who make a living working without any formal employment agreement—as 
well as by the increased use of machines as talent.

•	 New regulations that mandate pay for overtime, increase the minimum wage, and tighten rules for 
part-time status are becoming more important than ever, with a growing public policy debate over 
how to regulate and measure new labor models.1 
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workers to include the rapidly growing integra-
tion of robotics and cognitive technologies into 
the workforce. These automated “employees” 
represent a new form of talent that HR must be 
prepared to engage and manage. 

Within the next three years, 42 percent of 
executives surveyed expect to increase the use 
of robotics and cognitive technologies. But, 
contrary to some news headlines, most organi-
zations do not expect workers to be replaced by 
machines. In fact, 20 percent expect automa-
tion to increase hiring levels, while 38 percent 
see no impact. 

At an even more basic level, companies are 
struggling to understand who (and what) their 
workforces are composed of and how to man-
age today’s incredibly diverse combination of 
worker types, including workers on and off the 
balance sheet as well as part-time, contingent, 
and virtual workers. Across all organizations, 
industries, and geographies, a new work and 

social contract is emerging. Today’s HR orga-
nization needs to adapt to these changes in the 
21st-century workforce. 

These new additions to the workforce, after 
all, work side-by-side with those on the bal-
ance sheet. Many have been recruited through 
the procurement office rather than HR sys-
tems. But all affect the company’s reputation 
and brand. How can HR manage and motivate 
all these types of workers? 

Many HR teams struggle to understand 
the forces shaping today’s workforce, particu-
larly when translating these new realities into 
attractive and cost-effective workforce prac-
tices that comply with government regulations. 
According to this year’s survey, 71 percent of 
executives believe their companies are “some-
what” or “very” able to manage contingent 
workers. The top three challenges cited include 
legal or regulatory uncertainty (20 percent), 
a corporate culture unreceptive to part-time 
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and contingent staff (18 percent), and a lack of 
understanding among leadership (18 percent).

The move toward automation, robotics, 
and cognitive technology in the workforce also 
poses significant challenges. Three out of four 
executives in this year’s survey believe auto-
mation will require new skills over the next 
several years. When asked about their organi-
zation’s capabilities to redesign work done by 
computers to complement 
talent, only 13 percent of 
executives rated them “excel-
lent”—34 percent (1 out of 3) 
described them as “weak.” 

Consider some of the 
challenges: One major tele-
com company measures its 
workforce as either 18,000 
(payroll), 30,000 (includ-
ing contractual workers), 
or 57,000 (including those 
who are building out its 
network)—a huge vari-
ance, depending on how the 
workforce is measured. Uber has three million 
drivers under contracts that offer the company 
tremendous flexibility. Are they part of its 
workforce? And who will decide that ques-
tion—regulators or the business itself? Could 
benefits for these workers be allocated through 
micropayments, for instance?

These questions present a number of chal-
lenges. HR can modify policies and programs, 
but when even a figure as simple as the 
number of workers at an organization is open 
to so much interpretation, HR’s task becomes 
highly complex. 

In short, leading organizations are explor-
ing how to make real the promise of the open 
talent economy. Fundamental questions con-
front business and HR leaders: 

•	 Who, where, and what is the workforce? 

•	 How can HR, procurement, and IT col-
laborate to plan and manage the 21st-
century workforce? 

•	 How can the best workers be attracted, 
acquired, and engaged for an optimal 
cost, no matter what type of work contract 
they have? 

•	 How can companies leverage automa-
tion and smart technologies to improve 
productivity and create more meaningful 
and engaging work where employees “race 
with—not against—machines”?4

There is no simple formula to help compa-
nies figure out the optimal mix of talent, skills, 
and type of worker. Resolving this challenge 
remains a dream for the future, but that does 
not relieve organizations of the responsibility 
to understand and take control of this trend.

One approach is to address whether there 
are ways in which a blended workforce may be 
managed more consistently in the organiza-
tion. Perhaps this push itself will help orga-
nizations begin to understand and measure 
their total workforce and labor costs, rather 
than simply abandoning the task as HR focuses 
only on the full-time workforce. And how 
many people with responsibilities for tal-
ent acquisition are proactively working with 
the CIO to ask if there are machines that can 
perform jobs?

Today’s disparate time collection, labor 
procurement, scheduling systems, and con-
tingent workforce management solutions do 
not provide the necessary insights. Disjointed 
and owned by separate business functions, 

At an even more basic level, companies are 
struggling to understand who (and what) 
their workforces are composed of and 
how to manage today’s incredibly diverse 
combination of worker types.
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these systems are tough to align with the new 
programs needed for the new workforce. Many 
of today’s applicant-tracking systems are in 
some ways merely automated filing cabinets. 
Without these insights, though, no one is truly 
managing the workforce.

Companies face a new and far more subtle 
competition for talent, especially as unem-
ployment falls in some markets and voluntary 
turnover rises.5 Organizations will need new 
technologies, new ways of measuring costs, 
and even a new language of talent management 
for the 21st century.

Lessons from the front lines

The gig economy poses significant ques-
tions and opportunities for companies and 
their workforce talent strategies. 

First, in a growing number of industries, 
technology-enabled talent markets—operating 
through platforms—are offering new sources 

of competition. Consider Uber and Lyft for 
transportation-for-hire services, Topcoder 
for programming, Handy for household 
repair projects, Tongal for ads and videos, 
Hourlynerd for consulting projects, and 
many others. Companies need to assess how 
to compete with firms that use talent plat-
forms as their primary means of organizing 
their workforce.

Second, and perhaps more important: How 
can companies utilize and leverage gig econ-
omy markets to complement their talent and 
workforce strategies?  

One example is how companies are lever-
aging their creative teams and traditional 
agencies with new, on-demand models. Tongal 
advertises itself as “the world’s first studio on 
demand,” and provides online markets and 
contests to connect businesses with creative 
talent around the world to produce ads, videos, 
music videos, and other products.6 Tongal’s 
corporate clients include some of the largest 
companies in the world: Johnson and Johnson, 
Dannon, LEGO, Ford, and Lenovo.7 

To integrate models like Tongal will likely 
require procurement, business, and HR man-
agers to work together to access and coordinate 
new models—like on-demand talent markets 
and crowdsourced competitions—with more 
traditional in-house teams and outside adver-
tising and creative agencies.

A second example comes from Thomson 
Reuters, the global information services 
company. With 55,000 employees and 17,000 
technologists, the company launched a crowd-
sourcing model inside the company. The 
program posed technology challenges to the 
company’s engineers to solve problems in other 
Thomson Reuters divisions—breaking down 
internal silos and leveraging the insights of the 
company’s own internal network.8 

Where companies can start

•	 Take a new view of 21st-century talent: 
Organizations must understand the open 
talent economy and their needs for different 
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types of workers and automation over the 
medium term (3 to 5 years) and longer term 
(5 to 10 years). The process starts with an 
expansive workforce plan that proactively 
incorporates on- and off-balance sheet 
talent, as well as combinations of robot-
ics, thinking machines, and new labor/
technology collaborations.

•	 Designate a “white space” leadership team 
for workforce and automation planning: 
Workforce planning for the new work-
force is a “white space” exercise. Corporate 
technology, procurement, and business 
strategy teams should join HR to produce 
robust plans for different types of labor and 
technology combinations.

•	 Focus on acquisition—both of people and 
machines: Once companies have a sense of 
the specific outlines of their talent needs, 
they can focus on acquiring and engaging 
each segment of employees with the overall 
plan in mind. Sources of talent should 
include people that companies recruit and 
engage in different ways. Technologies 

and machines can be used to complement 
employees on corporate payrolls.

•	 Broaden and sharpen the focus on pro-
ductivity: Productivity, and its flip side, 
engagement, are being reimagined by new 
workforce and automation opportunities. 
These new workforce models and new 
combinations of talent and technology are 
critical for improving corporate productiv-
ity. New workforce planning approaches 
integrating multiple workforce segments, 
automation, and cognitive technologies 
will enhance productivity and product and 
service quality. 

•	 Develop new workforce and automation 
models that focus on engagement and the 
skills of your critical workforce: Increasing 
employee engagement is one of today’s 
most important workforce challenges. 
Companies today must learn how to use 
new workforce segments and technologies 
to improve the quality, meaning, and value 
of the work of their employees.

BOTTOM LINE

The design of the 21st-century workforce will present new challenges to HR, technology, and 
business leaders that require deeper levels of collaboration to develop solutions. The open talent 
economy and the new workforce-machine age are coming into focus, redefining “talent” to 
include people and machines working in different places under different contracts.9 

This is not simply a distraction; it’s the beginning of a 21st-century workforce transformation. 
Leading companies are tackling the questions that need to be answered to compete successfully 
for talent in this new environment. Who and what will the workforce be composed of? How will it 
be acquired? How can its productivity be measured? How can the organization optimize the new 
mix of workers from different sources? Given that many segments of a workforce have an impact 
on products and customers, what are the appropriate ways to engage all of those segments?  And 
who will lead these efforts? 

The new organization: Different by design

109



1.	 Dennis M. Mulgrew, Jr., “DOL announces pro-
posed revisions to FLSA regulations doubling 
the minimum salary requirement for exempt 
employees,” National Law Review, July 2, 2015, 
http://www.natlawreview.com/article/dol-an-
nounces-proposed-revisions-to-flsa-regulations-
doubling-minimum-salary-require. 

2.	 Andrew Liakopoulos, Lisa Barry, and Jeff 
Schwartz, The open talent economy: People and 
work in a borderless workplace, Deloitte Devel-
opment LLC, 2013, http://www2.deloitte.com/
global/en/pages/human-capital/articles/open-
talent-economy1.html.

3.	 Lauren Weber, “One in three U.S. workers is 
a freelancer,” Wall Street Journal, September 4, 
2014, http://blogs.wsj.com/atwork/2014/09/04/
one-in-three-u-s-workers-is-a-freelancer/. 

4.	 Erik Brynjolfsson and Andrew McAfee, Race 
Against the Machine: How the Digital Revolution 
is Accelerating Innovation, Driving Productivity, 
and Irreversibly Transforming Employment and 
the Economy (Lexington, Massachussets: Digital 
Frontier Press, 2011).

5.	 Robin Erickson, Jeff Schwartz, and Josh Ensell, 
“The talent paradox: Critical skills, recession, and 
the illusion of plenitude,” Deloitte Review 16, 
January 2012, http://dupress.com/articles/the-
talent-paradox/.

6.	 Tongal, “Facebook homepage,” https://www.
facebook.com/Tongalinc?_rdr=p, accessed Janu-
ary 14, 2016.

7.	 Tongal, “Current projects,” https://tongal.com/
project/, accessed January 12, 2016.

8.	 Nicole Laskowski, “Thomson Reuters uncovers 
internal engineering talent with crowdsourcing,” 
TechTarget, April 2014, http://searchcio.techtar-
get.com/opinion/Thomson-Reuters-flushes-out-
internal-engineering-talent-with-crowdsourcing.

9.	 David Schatsky and Jeff Schwartz, Machines as 
talent: Collaboration, not competition, Deloitte, 
February 27, 2015, http://dupress.com/articles/
cognitive-technology-in-hr-human-capital-
trends-2015/.

Endnotes

Global Human Capital Trends 2016

110



Authors
Jeff Schwartz, Deloitte Consulting LLP  |  jeffschwartz@deloitte.com

A principal with Deloitte Consulting LLP, Jeff Schwartz is the global leader for Human Capital Talent 
Strategies and Marketing, Eminence, and Brand. A senior advisor to global companies, his recent 
research focuses on talent in global and emerging markets. He is a frequent speaker and writer on issues 
at the nexus of talent, human resources, and global business challenges.

Udo Bohdal-Spiegelhoff, Deloitte Consulting GmbH  |  ubohdal@deloitte.de

Udo Bohdal-Spiegelhoff is the Human Capital practice leader for Germany. He is recognized in the 
market as a thought leader in change management, strategy execution, leadership, organizational 
development, large-scale facilitation, and HR advisory capabilities. He has led many complex global 
transformations such as large-scale reorganizations, HR and people strategy implementations, and post-
merger integrations for clients in a variety of industries.

Michael Gretczko, Deloitte Consulting LLP  |  mgretczko@deloitte.com

Michael Gretczko has more than 16 years of experience in business transformation and focuses on 
leading global, multifunctional initiatives for Fortune 100 companies. His consulting experience includes 
work on business strategy, cost reduction, service delivery and operating model transformation, shared 
services, and outsourcing. He helps clients develop enabling strategies, create new operating models, 
redesign processes, design and integrate enabling technologies, reduce operating costs, and improve 
the effectiveness of business operations. He also helps clients manage the change, communications, and 
training implications of business transformations.

Nathan Sloan, Deloitte Consulting LLP  |  nsloan@deloitte.com

Nathan Sloan is a principal in Deloitte Consulting LLP’s Human Capital practice. Based in Charlotte, NC, 
he works with global companies to determine the organizational structures, talent programs, and HR 
priorities required to implement their business strategies. Sloan is the Human Capital leader for the retail 
and wholesale distribution sector and also leads Deloitte’s National Talent Strategies practice, overseeing 
the development of all talent management solutions. 

Contributors
Cathy Benko, Jen Cowley, Lisa Disselkamp, Robin Erickson, and Ina Gantcheva

The new organization: Different by design

111



Global Human Capital leaders

Brett Walsh
Global Human Capital leader
Deloitte MCS Limited
bcwalsh@deloitte.co.uk

Dimple Agarwal
Global Organization Transformation &  
Talent leader
Deloitte MCS Limited
dagarwal@deloitte.co.uk

Michael Stephan
Global HR Transformation leader
Deloitte Consulting LLP
mstephan@deloitte.com 

David Foley
Global Actuarial, Rewards, and Analytics 
leader
Deloitte Consulting LLP
dfoley@deloitte.com 

Nichola Holt
Global Employment Services leader
Deloitte Tax LLP
nicholt@deloitte.com

Jeff Schwartz 
Global Human Capital leader, Marketing, 
Eminence, and Brand 
Deloitte Consulting LLP 
jeffschwartz@deloitte.com 

Human Capital country leaders

Americas & Chile

Jaime Valenzuela
Deloitte Audit y Consult.
jvalenzuela@deloitte.com

United States

Jason Geller
Deloitte Consulting LLP
jgeller@deloitte.com 

Canada

Heather Stockton
Deloitte Canada
hstockton@deloitte.ca

Mexico

Tomas Fernandez 
Deloitte Consulting Mexico
tofernandez@deloittemx.com

Uruguay, LATCO

Verónica Melián
Deloitte SC
vmelian@deloitte.com

Argentina

Leonardo Pena
Deloitte & Co. S.A.
lepena@deloitte.com

Americas

Global Human Capital Trends 2016

116



Asia Pacific & China

Jungle Wong
Deloitte Consulting (Shanghai) Co. Ltd, 
Beijing Branch
junglewong@deloitte.com.cn

Australia

David Brown
Deloitte Touche Tohmatsu 
davidbrown@deloitte.com.au

India

Sanjay Behl
Deloitte India
sxbehl@deloitte.com

Japan

Akio Tsuchida
Deloitte Tohmatsu Consulting Co. Ltd
akitsuchida@tohmatsu.co.jp

Korea

Kihoon (Alex) Jo
Deloitte Consulting
kijo@deloitte.com

New Zealand

Hamish Wilson
Deloitte
hawilson@deloitte.co.nz

Southeast Asia

Nicky Wakefield
Deloitte Consulting Pte Ltd
nwakefield@deloitte.com

Asia Pacific

Brazil

Roberta Yoshida
Deloitte Consultores
royoshida@deloitte.com

Colombia

Beatriz Dager
Deloitte Ases. y Consulto
bhdager@deloitte.com

Costa Rica

Arturo Velasco 
Deloitte & Touche S.A.
arvelasco@deloitte.com

Dutch Caribbean

Maghalie van der Bunt
Deloitte Dutch Caribbean
mvanderbunt@deloitte.com

Ecuador

Roberto Estrada
Andeanecuador Consultores
restrada@deloitte.com

Panama

Jessika Malek
Deloitte Consultores
jmalek@deloitte.com

Peru

Alejandra D’Agostino
Deloitte & Touche SRL
aldagostino@deloitte.com

Venezuela

Maira Freites
Lara Marambio & Asociados
mfreites@deloitte.com

Americas (cont.)

The new organization: Different by design

117



EMEA

Ardie Van Berkel
Deloitte Consulting BV
avanberkel@deloitte.nl

United Kingdom

Anne-Marie Malley
Deloitte MCS Limited
amalley@deloitte.co.uk

Africa

Werner Nieuwoudt
Deloitte Consulting Pty
wnieuwoudt@deloitte.co.za 

Austria

Christian Havranek
Deloitte Austria
chavranek@deloitte.at

Belgium

Yves Van Durme
Deloitte Consulting
yvandurme@deloitte.com

Central Europe

Evzen Kordenko
Deloitte Advisory s.r.o.
ekordenko@deloittece.com

CIS

Christopher Armitage
CJSC Deloitte & Touche CIS
carmitage@deloitte.ru

Cyprus

George Pantelides 
Deloitte Ltd
gpantelides@deloitte.com

Denmark 

Ylva Ingeborg Brand Beckett 
Deloitte Denmark 
ybeckett@deloitte.dk

Finland

Kirsi Kemi
Deloitte Oy
kirsi.kemi@deloitte.fi

France

Philippe Burger 
Deloitte Conseil
phburger@deloitte.fr

Guy Aguera
Deloitte Conseil
gaguera@deloitte.fr

Germany

Udo Bohdal-Spiegelhoff
Deloitte Consulting GmbH
ubohdal@deloitte.de

Greece

Petros Mihos
Deloitte Business Solutions S.A.
pmihos@deloitte.gr

Ireland

Cormac Hughes
Deloitte & Touche
cohughes@deloitte.ie

Israel

Zohar Yami
Brightman Almagor Zohar & Co.
zyami@deloitte.co.il 

Italy
Lorenzo Manganini
Deloitte Consulting SRL
lmanganini@deloitte.it

Kenya

Kimani Njoroge
Deloitte Consulting Ltd
knjoroge@deloitte.co.ke

Europe, Middle East, and Africa

Global Human Capital Trends 2016

118



Luxembourg

Basil Sommerfeld
Deloitte Tax & Consulting
bsommerfeld@deloitte.lu

Middle East

Ghassan Turqieh
Deloitte & Touche (M.E.)
gturqieh@deloitte.com

Netherlands

Petra Tito
Deloitte Consulting BV
ptito@deloitte.nl

Nordics

Eva Tuominen
Deloitte Oy
eva.tuominen@deloitte.fi

Norway

Eva Gjovikli
Deloitte AS
egjovikli@deloitte.no

Poland

Magdalena Jonczak
Deloitte Business Consulting S.A.
mjonczak@deloittece.com

Portugal

Nuno Portela Belo
Deloitte Consultores, S.A. 
nbelo@deloitte.pt

Spain

Enrique de la Villa
Deloitte Advisory, S.L.
edelavilla@deloitte.es

Sweden

Jonas Malmlund
Deloitte Sweden
jmalmlund@deloitte.se 

Switzerland

Sarah Kane
Deloitte Consulting Switzerland
sakane@deloitte.ch

Turkey

Tolga Yaveroglu
Deloitte Turkey
tyaveroglu@deloitte.com

Europe, Middle East, and Africa (cont.)

The new organization: Different by design

119



About Deloitte University Press 
Deloitte University Press publishes original articles, reports and periodicals that provide insights for businesses, the public sector and 
NGOs. Our goal is to draw upon research and experience from throughout our professional services organization, and that of coauthors in 
academia and business, to advance the conversation on a broad spectrum of topics of interest to executives and government leaders.

Deloitte University Press is an imprint of Deloitte Development LLC. 

About this publication  
This publication contains general information only, and none of Deloitte Touche Tohmatsu Limited, its member firms, or its and their 
affiliates are, by means of this publication, rendering accounting, business, financial, investment, legal, tax, or other professional advice 
or services. This publication is not a substitute for such professional advice or services, nor should it be used as a basis for any decision or 
action that may affect your finances or your business. Before making any decision or taking any action that may affect your finances or 
your business, you should consult a qualified professional adviser.

None of Deloitte Touche Tohmatsu Limited, its member firms, or its and their respective affiliates shall be responsible for any loss 
whatsoever sustained by any person who relies on this publication.

About Deloitte 
Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited, a UK private company limited by guarantee, and its network of 
member firms, each of which is a legally separate and independent entity. Please see www.deloitte.com/about for a detailed description 
of the legal structure of Deloitte Touche Tohmatsu Limited and its member firms. Please see www.deloitte.com/us/about for a detailed 
description of the legal structure of Deloitte LLP and its subsidiaries. Certain services may not be available to attest clients under the rules 
and regulations of public accounting.

Copyright © 2016 Deloitte Development LLC. All rights reserved. 
Member of Deloitte Touche Tohmatsu Limited

            Follow @DU_Press

Sign up for Deloitte University Press updates at DUPress.com.


	The gig economy: Distraction or disruption?



