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This year’s 10 trends
The 2018 Deloitte Global Human Capital Trends report, drawing on a survey of more than 11,000 HR and business
leaders globally,describes the emergence of the social enterprise as a response to heightened societal expectations
and rapid technological change—and the human capital implications for organizations to address today.

THE SYMPHONIC C-SUITE:
TEAMS LEADING TEAMS

CITIZENSHIP AND SOCIAL IMPACT:
SOCIETY HOLDS THE MIRROR

Senior leaders can’t afford to work in silos in
today’s complex, dynamic environment. The
goal is to act as a symphony of experts playing
in harmony—instead of a cacophony of experts
who sound great alone, but not together.

Stakeholders today are taking an intense look
at organizations’ impact on society, and their
expectations for good corporate citizenship are
rising. In an effort to meet these expectations,
leading organizations are making citizenship
a core part of their strategy and identity.

THE WORKFORCE ECOSYSTEM:
MANAGING BEYOND THE ENTERPRISE

WELL-BEING: A STRATEGY
AND A RESPONSIBILITY

The composition of the workforce is changing
dramatically. As alternative work arrangements
become more common, how can organizations
appeal to, engage with, and drive value
through workers of all different types?

Many employers are putting in place innovative
programs for financial wellness, mental
health, healthy diet and exercise, mindfulness,
sleep, stress management, and more. The
aim? To both increase worker productivity
and meet new social expectations.

NEW REWARDS: PERSONALIZED,
AGILE, AND HOLISTIC

AI, ROBOTICS, AND AUTOMATION:
PUT HUMANS IN THE LOOP

Why have rewards remained stuck in the past,
when almost every other aspect of HR has
undergone transformative change? Leading
companies are now undertaking the hard work of
creating personalized rewards programs based
on understanding each individual’s needs.

As AI and other advanced technologies
permeate the workplace, skills such as critical
thinking, creativity, and problem-solving gain in
importance. Leading companies are recognizing
that these technologies are most effective when
they complement humans, not replace them.

FROM CAREERS TO EXPERIENCES:
NEW PATHWAYS

THE HYPER-CONNECTED WORKPLACE:
WILL PRODUCTIVITY REIGN?

Rather than an orderly, sequential progression
from job to job, 21st-century careers can be
viewed as a series of developmental experiences,
each offering the opportunity to acquire
new skills, perspectives, and judgment.

Workplaces are being flooded with new and
exciting communications tools, each promising
to improve productivity. But management must
still make important decisions about which tools
to use and how to use them—including, perhaps,
the decision not to use certain tools at all.

THE LONGEVITY DIVIDEND: WORK
IN AN ERA OF 100-YEAR LIVES

PEOPLE DATA: HOW FAR IS TOO FAR?

People are living longer, and organizations
are shifting their attitudes toward older
workers as a result. Organizations that can
turn advancing worker age into an asset
could gain a competitive advantage.

The use of workforce data to analyze, predict,
and help improve performance has exploded
over the last few years. But as organizations
start to use people data in earnest, new risks
as well as opportunities are taking shape.
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The workforce ecosystem
Managing beyond the enterprise

Today’s workforce has become a dynamic ecosystem. Only 42 percent of this year’s
survey respondents tell us that their organizations are primarily made up of salaried
employees, and employers expect to dramatically increase their dependence on
contract, freelance, and gig workers over the next few years. As alternative work
arrangements become more common in the broader economy, HR and business
leaders are rapidly trying to plan and optimize their own workforce ecosystems,
pressured by the need to improve service, move faster, and find new skills.

T

the potential for exploring different economic models in sourcing talent.
While it may be appealing to hire contractors
quickly or to outsource technical or service work,
taking advantage of the emerging workforce ecosystem’s benefits brings a variety of new challenges,
and our research shows that most companies are
not fully ready. When asked to forecast the makeup
of their workforce in 2020, 37 percent of this year’s
survey respondents expected growth in the use of
contractors, 33 percent in the use of freelancers,
and 28 percent in the use of gig workers. But despite
this anticipated growth, only 16 percent told us they
have an established set of policies and practices to
manage a variety of worker types, pointing to an
enormous gap in capabilities.
The challenge is not just the tactical one of finding enough of the right people to execute particular
tasks at particular times. To drive real value through
the new workforce ecosystem, organizations need
to understand how to appeal to and engage with

HE composition of the workforce is changing dramatically. Globally, there are approximately 77 million formally identified freelancers in Europe, India, and the United States.1 In the
United States, more than 40 percent of workers are
now employed in “alternative work arrangements,”
such as contingent, part-time, or gig work.2 This
percentage is steadily rising—increasing by 36 percent in just the past five years—and now includes
workers of all ages and skill levels.3 In this year’s
Global Human Capital Trends survey, 50 percent
of the respondents reported a significant number of
contractors in their workforces; 23 percent reported
a significant number of freelancers, and 13 percent
reported a significant number of gig workers.
All of this suggests that, in simplest terms, the
traditional employer-employee relationship is being replaced by the emergence of a diverse workforce ecosystem—a varied portfolio of workers, talent networks, gig workers, and service providers
that offers employers flexibility, capabilities, and

25

The rise of the social enterprise

workers of all kinds. And not all workers in this ecosystem have traditional views of what an employerworker relationship should look like. Consider the
common aspirations of millennials and Generation
Z: A recent study found that 75 percent of workers
in these generations plan to start their own business;4 more than 70 percent want their work to support their personal interests, and only 12 percent
believe that an invention they create should belong
to their employer.5

To drive real value
through the new
workforce ecosystem,
organizations need
to understand how
to appeal to and
engage with workers
of all kinds.

The challenges of managing
the workforce ecosystem
Our interviews and survey data suggest that
most non-traditional workers are managed tactically, often handled by the procurement department,
with few consistent talent strategies in place. In this
year’s Global Human Capital Trends survey, only
29 percent of respondents said that their organizations track these ecosystem workers’ compliance
with work contracts, and only 32 percent track their
quality of work.

ALTERNATIVE WORK ARRANGEMENTS ARE ON THE RISE
Respondents expect a substantial increase in their organizations’ use of contractors, freelancers, and gig
workers over the next two years.
Figure 1. Anticipated use of each labor type in 2020 relative to today
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Source: Deloitte Global Human Capital Trends survey, 2018.
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38 percent worry about the instability of a nontraditional workforce, and 39 percent worry about
violations or changing government regulations in
managing or categorizing these workers.

The sheer variety of today’s work arrangements
makes it hard to even understand what types of
workers are employed, let alone manage them strategically. As shown in figure 2, the workforce ecosystem ranges from full-time workers to freelancers,
gig workers, and crowds who focus on projects and
tasks but may have little understanding of or interest in an organization’s overall strategy. Organizations may expect these workers to be well trained
and ready to work, but in reality, they need support,
guidance, and performance measures if an employer wants to optimize the entire mix.
Making things even more difficult is the fact that
the HR software market has historically not built
many tools to help employers manage non-traditional workers. Only in the last few years have vendors such as WorkMarket (just acquired by ADP)
and Fieldglass (acquired by SAP in 2014), as well
as startups such as RallyTeam, Fuel50, and others,
started to offer contingent, gig, and project management tools to help companies manage and communicate with the broader workforce ecosystem.6

Engaging the workforce
ecosystem
What can organizations do to engage these increasingly important ecosystem workers, even as
they turn away from the very idea of being “employees”? Our research and experience point to several
important components of success.
First, organizations should extend their talent
management approaches to workers across the entire ecosystem. HR teams should work with legal
and IT to give gig and contract workers clear performance goals, secure communication systems, and
the right amount of training and support to make
them productive and aligned with the company’s
strategy. Cummins, for example, a global leader in

Figure 2. A wide range of worker types
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Source: Deloitte analysis.

power, energy systems, and engines, considers its
contractors “a part of the family,” and tries to give
them the same focus as full-time employees.7
Second, HR should get more involved in sourcing and selection decisions for alternative workers.
Today, more than a third of our survey respondents
say that HR is not involved in sourcing (39 percent)
or hiring (35 percent) decisions for contract employees. This suggests that these workers are not
subject to the cultural, skills, and other forms of assessments used for full-time employees. Since alternative workers can make up 30 to 40 percent of the
workforce, organizations should carefully consider

In most cases, once they see the problem as strategic, organizations build their own tools and apps to
manage the most-used types of contingent workers.
That the problem is strategic is becoming beyond
debate. Aside from the opportunity cost of failing to
capitalize on alternative work arrangements, new
workforce models can create legal, security, privacy,
and other risks. For instance, more than one-third
of our respondents (42 percent) worry about the
loss of confidential information due to the use of
contractors, and 36 percent are concerned about
the reputational risk that could arise from a negative perception of non-traditional employees. Some
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Success stories show the way

under what circumstances they should be screened
like regular employees, if at all.
Third, organizations should provide ecosystem
workers with onboarding and development opportunities. Perhaps because organizations fear these
workers will become categorized as “full-time employees,” nearly half of the HR respondents to our
survey (46 percent) say they are not involved in onboarding alternative workers, and more than half
(55 percent) do not support training for this population. Again, this shows a lack of understanding of
the workforce ecosystem’s importance. Most employers are currently treating alternative workers as
unskilled labor, not as professionals.
Fourth, companies should consider workforce
brand and incentive programs that cover the range
of ecosystem workers. What can alternative workers do to make more money? What skills and capabilities should they develop? How will they be
measured? HR should formalize these practices for
the ecosystem rather than waiting for procurement
to do it.

The challenges raised by the workforce ecosystem are all manageable, and companies can benefit from taking an integrated view of the problem.
Consider a large pharmaceutical company whose
in-house scientists had been struggling with a technical challenge for months. When the company engaged external talent for the problem, it found the
solution in just six days.8
Businesses such as Fiverr, E-Lance, Doordash,
and others have learned to manage contingent and
gig workers. Many are growing at rapid rates while
exploring approaches to improve alternative workers’ lives. A recent coalition led by Fiverr, Care.com,
DoorDash, Etsy, Postmates, and others, working
with Stride Health, has launched an initiative to
help freelancers access health care programs and
insurance in the United States.9 As freelancers, gig,
and crowd workers become a growing proportion of
the workforce, improving programs like these and
integrating alternative and full-time workforces will
grow in importance.

THE BOTTOM LINE
The growth of new workforce models is redefining the employer-worker relationship, and
many organizations have the opportunity to draw upon today’s variegated labor market. HR
and business leaders should proactively form new leadership alliances—especially between HR
and procurement—to develop integrated workforce strategies and programs that can help an
organization take advantage of the breadth of workforce options available today.
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Table 1. What role does the C-suite play in capitalizing on the workforce ecosystem?
How can individuals adjust?

CHRO

Develop workforce management strategies that leverage open talent
workforces to meet the organization’s changing needs. Work with
managers supervising contingent workers to shift their focus toward
these workers’ engagement and productivity, instead of concentrating
strictly on task performance. Create development opportunities and
performance management approaches to help give off-balance-sheet
workers access to learning experiences and coaching while engaged
with your organization.

CFO

Understand the financial implications of the workforce ecosystem and
work with business leaders to understand the financial benefits that
can be achieved by managing this extended workforce. The significant
potential implications for the balance sheet make it important to take a
proactive view of how an organization’s changing workforce composition
can affect a large cost item on the P&L.

CIO

Work closely with HR to create an IT infrastructure to help effectively
manage the workforce ecosystem. Help your organization move past the
use of different systems to manage full-time employees vs. alternative
workers. Aim to develop a single workforce management solution that
can provide full and consistent visibility to the workforce as a whole.

Chief risk officer

Consider what new policies may be needed for managing employment
responsibilities within the workforce ecosystem, including policies
around issues such as protecting confidential information and managing
reputational risk. Work closely with HR to determine where new policies
may be needed, and constantly monitor (and, where appropriate, seek
to influence) the regulatory environment around how employers engage
with new worker types.

Individuals

Use the open talent economy to your advantage. Employers who have
embraced the workforce ecosystem and are using different types of
work arrangements can help you gain the experiences you need to
increase your attractiveness in the employment market.

Source: Deloitte analysis.
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