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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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The worker-employer relationship has no single future, only a multitude of possibilities
Organizations will likely find themselves in some combination of these futures depending on the needs and expectations of 
their workforce, their industry, their regions, and the communities in which they operate. But examining the question in light 
of what could happen can help us better chart a course toward our chosen destination, the place where we ultimately want 
the worker-employer relationship to go.

The challenge before us now is to choose, with empathy and a deep understanding of what is possible, where that  
destination lies, on both the current horizon and the next, and to navigate toward it with a steady hand

Work as fashion 
A reactive relationship, where employers are in constant 
motion as they chase worker sentiments, competitor  
actions, and marketplace dynamics

War between talent 
An impersonal relationship, where workers compete for 
limited jobs due to an oversupply of talent

Work is work 
A professional relationship, where workers and employers 
view organizational responsibility and personal and social 
fulfillment as largely separate domains

Purpose unleashed 
A communal relationship, where purpose is the dominant force 
driving the relationship between workers and employers

The worker-employer relationship disrupted:   
If we’re not a family, what are we?
Deloitte 2021 Global Human Capital Trends: Special report

Powered by more agency and choice, workers are reexamining everything: from who they want to work for—40% of the 
global workforce is considering leaving their employer this year1—to the role they expect employers to play in supporting their 
purpose and values. Likewise, organizations are contemplating their role in society and the relationship with their workers. So 
how can organizational leaders navigate this evolving (and disrupted) worker-employer relationship going forward?

Four possible futures for worker-employer relationships
For this special report, we used a combination of scenario planning and research (engaging both executives and workers) 
to explore the possible futures of the worker-employer relationship, seeking to challenge conventional wisdom, stretch our 
thinking, and chart a new course. We posit four potential futures that illustrate how the worker-employer relationship could 
develop and how organizations and workers might respond.
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