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THE SYMPHONIC C-SUITE: 
TEAMS LEADING TEAMS 

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.

THE WORKFORCE ECOSYSTEM: 
MANAGING BEYOND THE ENTERPRISE

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?

NEW REWARDS: PERSONALIZED, 
AGILE, AND HOLISTIC

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. 

FROM CAREERS TO EXPERIENCES: 
NEW PATHWAYS 

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.

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

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 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.

CITIZENSHIP AND SOCIAL IMPACT: 
SOCIETY HOLDS THE MIRROR

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.

WELL-BEING: A STRATEGY 
AND A RESPONSIBILITY 

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.

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

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.

THE HYPER-CONNECTED WORKPLACE: 
WILL PRODUCTIVITY REIGN?

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.

PEOPLE DATA: HOW FAR IS TOO FAR? 

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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Well-being
A strategy and a responsibility

MANY major organizations are rethinking 
their reward and development programs 
to include some version of holistic, end-to-

end well-being programs, which are now both a re-
sponsibility of good corporate citizenship and a key 
element of an enterprise talent strategy. This invest-
ment responds to the needs of workers, companies, 
and corporate leaders, and is being addressed by a 
growing number of well-being resources and tools.

We first wrote about the “overwhelmed em-
ployee” in 2014. While the issue of highly stressed 
workers is not new, the relentless pace of business 
today has made the problem worse.1 Driven by the 
always-on nature of digital business and 24/7 work-
ing styles, studies now show that more than 40 
percent of all workers face high stress in their jobs, 
negatively affecting their productivity, health, and 
family stability.2 Hourly workers might complain 
of inflexible schedules, while white-collar work-
ers often complain of an endless stream of emails 
and messages that make it impossible to disconnect 

from their jobs. In some countries, individuals are 
working more hours and taking fewer vacations 
than ever.3 And, according to Deloitte’s millennial 
survey, a majority of surveyed millennials in 19 out 
of 30 countries report that they do not expect to be 
“happier” than their parents.4 

In response, the digital well-being market is ex-
ploding. More than $2 billion in venture capital has 
been invested in this area over the last two years, 
creating a flood of online videos, apps, and tools 
to help assess, monitor, and improve all aspects of 
health.5

Well-being emerges as 
a strategic priority

The corporate wellness marketplace began de-
cades ago with a highly specific focus on employee 
physical health and safety. Today, however, the 
definition of wellness has expanded dramatically to 

As the line between work and life blurs, providing a robust suite of well-being 
programs focused on physical, mental, financial, and spiritual health is becoming a 
corporate responsibility and a strategy to drive employee productivity, engagement, 
and retention. While organizations are investing heavily in this area, our research 
reveals there is often a significant gap between what companies are offering and 
what employees value and expect.
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include a range of programs aimed at not only pro-
tecting employee health, but actively boosting per-
formance as well as social and emotional well-being. 
These now include innovative programs and tools 
for financial wellness, mental health, healthy diet 
and exercise, mindfulness, sleep, and stress man-
agement, as well as changes to culture and leader-
ship behaviors to support these efforts.

Propelled by these innovations, the corporate 
wellness market—including health care programs, 
screening, assessment, education, and apps—has 
reached nearly $8 billion in the United States alone, 
where it is expected to hit $11.3 billion by 2021.6  

And as the market has grown, so has leadership’s 
understanding of the critical role these programs 

Explore the data further in the Global Human Capital Trends app.

play in defining an organization. For example, two-
thirds of organizations now state that well-being 
programs are a critical part of their employment 
brand and culture.7 

Yet despite increased corporate attention and in-
vestment in well-being, our research indicates that 
companies must do a better job connecting well-
being programs with employee expectations. As 
the chart below illustrates, substantial gaps remain 
in many areas between what employees value and 
what companies offer to their employees.

It is our view that expanding well-being pro-
grams to encompass what employees want and 
value is now essential for organizations to treat 
their people responsibly—as well as to boost their 

Deloitte Insights | deloitte.com/insights
n = 11,070
Source: Deloitte Global Human Capital Trends survey, 2018.

Figure 1. Well-being: What employees value vs. what employers offer
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social capital and project an attractive employment 
brand. 

Research has found that student loan support 
is one of the most highly regarded well-being ben-
efits, as are volunteerism and opportunities for local 
citizenship.8 Salesforce, for example, prides itself on 
giving employees seven days of “volunteer time off” 
each year to help them feel purpose at work.9  

Well-being plays a crucial role in multinational 
food company Danone’s overall business strategy, 
which is based on the two pillars of economic and 
social growth. The company’s Dan’Cares program 
provides medical coverage for most significant 
health-related risks, and the company has imple-
mented a global parental leave policy. The aim is 
not only to support worker well-being, but to posi-
tion Danone employees as health ambassadors.10 

Lendlease, a multinational construction, prop-
erty, and infrastructure company, focuses not only 
on using the physical workplace to support well-be-
ing, but also on developing policies and leadership 
approaches that embed well-being into its culture. 
The company’s work environment features “neigh-
borhood” tables, working walls, focus points for 
activities that require concentration, and enclosed 

pods and breakaway areas that 
foster collaboration and social 

interaction.11 Lendlease’s Well-
ness Hub, a preventative care facility 

that occupies two floors of its corporate 
headquarters, offers employ-

ees the use of dedicated 
rooms—the “Consulta-
tion Room,” the “Con-
templation Room,” the 

“Carer’s Room,” and the 
“First Aid Room”—as well as 

adjoining areas for physical activity and training.12 
A highlight of the Wellness Hub is a six-meter-high 
breathing wall, which contains about 5,000 plants 
that accelerate the removal of air pollutants and 
cools the surrounding space—while also improv-
ing energy efficiency and reducing air conditioning 
costs. The company’s leave policy includes two days 
during which employees can volunteer their time 
to a charity of personal interest. Across its inter-
national regions, Lendlease continuously rolls out 
well-being initiatives, including three annual well-
being days and extensive health initiatives around 
diet and exercise that incorporate inclusive and 
supportive health assessment approaches.13 

Well-being benefits are particularly important to 
younger employees. Millennials, who now make up 
more than half of the workforce in many countries, 
spend almost twice as much on “self-care” as baby 
boomers do.14 This has fed the growth of consumer 
apps for mindfulness, cognitive-behavioral therapy, 
and online personal and professional coaching,15 all 
of which are also available as employer programs. 

Advancing from health to 
well-being to performance

As the definition of well-being expands, organi-
zations now see well-being not just as an employee 
benefit or responsibility, but as a business perfor-
mance strategy. In this year’s Global Human Capi-
tal Trends survey, only 23 percent of respondents 
told us that their well-being program was designed 
to reduce insurance costs. In contrast, 43 percent 
believed that well-being reinforces their organiza-
tion’s mission and vision, 60 percent reported that 

Today, the definition of 
wellness has expanded 

dramatically to 
include a range of 

programs aimed at 
not only protecting 

employee health, 
but actively boosting 

performance as 
well as social and 

emotional well-being. 
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it improves employee retention, and 61 percent said 
that it improves employee productivity and bottom-
line business results. 

There is growing evidence to support the idea 
that well-being drives performance. Research shows 
that the costs of lost productivity are 2.3 times high-
er than medical and pharmacy costs.16 Complicating 
the range of potential employer responses, these 
costs often occur when an employee is actually at 
work. A study at Dow Chemical Company found that 
“presenteeism” costs reached an average of $6,721 
per employee per year.17 No wonder, then, that the 
focus on well-being now extends to helping employ-
ees perform well at work, not just avoid absences.

New solutions, 
indexes, and tools

Driven by intense demand and an influx of ven-
ture capital, many new well-being solutions have 
entered the market. Vendors such as Castlight 
Health, Limeade, VirginPulse, and others now of-

THE BOTTOM LINE
Well-being is becoming a core responsibility of good corporate citizenship and a critical performance 
strategy to drive employee engagement, organizational energy, and productivity. It is also a growing 
expectation among the talent companies most want to recruit, access, and retain. No longer an 
optional or narrowly focused element of the rewards menu, well-being is now front and center as a 
business imperative for leading, high-performance companies.

fer corporate platforms that allow employers to de-
liver a wide range of employee well-being solutions 
through an integrated app.18  

VirginPulse, for example, offers an employee 
app that is used as frequently as Facebook and 
whose active users are 65 percent more engaged, 
have 32 percent lower turnover rates, and deliver 9 
percent higher productivity than their peers.19 De-
loitte has developed its own “Vitality” app to help 
their professionals better manage their energy, and 
now offers a “Well-being Index.” Other vendors are 
developing similar indexes to help organizations 
benchmark their well-being programs. 

CEOs and CHROs are getting the message. Just 
as productivity, citizenship, and inclusion have 
risen in importance, so has the importance of well-
being moved up on the agenda. Aetna CEO Mark 
Bertolini summarizes the importance and impact 
of well-being programs: “If people can’t make ends 
meet at home with food, benefits, health, and health 
care in particular, how can they be present, engaged 
knowledge workers when they come to work?”20 
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Table 1. What role does the C-suite play in promoting well-being? How can individuals adjust?

CHRO
Well-being is a personal matter, so it needs to evolve as individuals’ 
needs evolve. Invest in ways to take a constant pulse of employee’s 
needs, even looking at ways to leverage predictive analytics to stay 
ahead of trends in this space. 

CIO

The cornerstone of a sustainable well-being strategy is the integration 
of technology to promote, track, and manage well-being programs. 
Avoid offering a multitude of disparate apps that may provide bells and 
whistles, but defeat the purpose of an integrated platform that can 
increase the value of well-being investments. 

CFO
The link between well-being and productivity is clear. Work with others 
on the executive team to quantify the financial costs and benefits of 
continued investment in well-being programs that can improve the 
bottom line.

Chief risk officer
Consider ways to manage the increased focus on personal data and the 
associated risks. With more technologies and applications in use around 
well-being today, getting involved early can help to put the appropriate 
controls in place to guard against future adverse impacts.

Chief marketing 
officer

Position well-being programs as critical components of your employer 
brand and rewards strategy, and as integral to your organization’s 
performance and productivity strategy.

Individuals
Look for and take advantage of well-being programs available through 
your employer, and consider these programs when making employment 
decisions—to join, stay, or leave.

Source: Deloitte analysis.
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