
Global Human Capital Trends 2016
The new organization: Different by design

Denmark



Deloitte’s Human Capital professionals leverage 
research, analytics, and industry insights to help 
design and execute the HR, talent, leadership, 
organization, and change programs that 
enable business performance through people 
performance. Visit the “Human Capital” services 
area of www.deloitte.dk to learn more.



I am pleased to share with you the key findings from the annual Deloitte Global 
Human Capital Trends Report – one of the largest of its kind in the world - and for 
the first time with results specific to Denmark. Over 7,000 HR and business leaders 
from 130 countries participated in our survey this year, including 255 from Nordic 
countries and 50 from Denmark. The report includes insights on the future of work 
and the valuable role human capital can play in helping shape and respond to it.

Our theme for this year, “The new organization: Different by design,” reflects our 
strong conviction that in 2016 business leaders must adapt to a new type of organization. 
The “new organization,” as we call it, is built around highly empowered and engaged 
teams, guided by a new model of management, and led by a breed of younger, more 
globally diverse leaders.

This new organization will be driven by different models of working and will force 
dramatic changes in HR and talent strategies. For Danish organizations the need to 
re-design the organization is certainly a priority, but the struggle to improve leadership 
and to drive employee engagement remain real and top priority challenges.

For some organizations, this will require radical change; others have already begun 
the journey. All, however, face similar issues regarding, leadership, engagement, 
organizational design, culture, and the impact of design thinking and digital HR 
on operations.

HR stands at the center of these changes. Its role is essential in supporting the business 
in its own transition; to do so effectively, however, it must itself be fully prepared to 
embrace change. 

We hope you will find both this country report and the detailed global report useful 
as you prepare for the challenges of 2016 and beyond. We stand ready to assist you 
in helping to ensure your organization is prepared to make the transition to this new 
structure that will drive business success and HR excellence.

Kim Domdal
Partner
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Four powerful forces—from demographic upheavals and the rise of digital technology to rapid business-model innovation, and socially 
driven evolution in the employer-employee relationship—are driving change for both HR functions and the organizations they serve, 
creating talent challenges and 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.

As used in this document, “Deloitte” means Deloitte LLP and its subsidiaries. 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.
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Figure 1: The 10 trends ranked in order of GLOBAL importance
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Organizational design 8% 92%

Leadership 11% 89%

Culture 14% 86%

Engagement 15% 85%

Learning 16% 84%

Design thinking 21% 79%

Changing skills of
the HR organization

22% 78%

People analytics 23% 77%

Digital HR 26% 74%

Workforce management 29% 71%
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Figure 2. The 10 trends ranked in order of importance - DENMARK
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In 2016, organizational design rocketed to the top of the agenda among senior executives and 
HR leaders worldwide, with 92 percent rating it a key priority.

Despite the increased focus on organizational design (ranked 3 in Denmark) as a global trend, 
the priority for Danish organizations remains on leadership and engagement in 2016.

Human Capital Trends - Global compared to Denmark

Global Human Capital Trends 2016 - Denmark 
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Human Capital Trends Denmark: Key insights

Leadership awakened: Generations, teams, science 

Fully 98% of respondents rated the need to strengthen, reengineer, and improve organizational 
leadership as an important priority. Almost half (44%) report their companies are not ready 
to meet leadership needs, but thankfully the vast majority (81%) plan growth and investment 
into leadership programs. While investment in leadership development is healthy, progress 
is  uneven. In fact, almost one in five (18%) have 
no leadership program at all. Traditional leadership 
development models are simply not producing leaders 
fast enough to keep up with the demands of business 
and the pace of change. Our findings suggest that organizations need to raise the bar in terms 
of rigor, evidence, and more structured and scientific approaches to identifying, assessing, 
and developing leaders, and that this process needs to start earlier in leaders’ careers.

Engagement: Always on 

Employee engagement remains a headline issue throughout business and HR 
with 90% of Danish respondents ranking it as a top priority (that is, important 

or very important). 
Building a compelling 
and meaningful work 
environment is a complex 

process; and at the same time the world of employee engagement and 
feedback is exploding. Annual engagement surveys are being replaced 

Companies need different types 
of leaders, who are effective as  
individuals and in teams, at all levels.

Engagement measurement is shifting 
from once per year to an always on 
“employee listening” process.

61% 

don’t maintain clear and 
current succession plans

have strong programs to build 
millennial leaders3%

13%

12%

provide experiential,  
role-based programs

described their current leadership 
bench strength as “strong”  

{Only

Global Human Capital Trends 2016 - Denmark 
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9% 

Only

believe their company has a “very good 
understanding of best practice” in org. design

Organizational design: The rise of teams 

As companies strive to become more agile and customer-centric, organizations are 
shifting their structures from traditional, functional models toward interconnected, 
flexible teams. Almost nine out of ten surveyed (88%) rate organizational design 
as a top priority, and a third (37%) report their companies are either in the middle 
of a restructure (31%) or planning one (6%). A new organizational model is 

on the rise: a “network of 
teams” in which companies 
build and empower teams 
to work on specific business 

projects and challenges. The move towards new operating models has 
sweeping implications, forcing HR and talent programs to adapt.

believe their current organization is highly 
effective in achieving business goals.14%

have no plans to restructure9%

Despite the emergence of many tools for 
frequently evaluating employee sentiment,

72% 
of organizations still measure employee 
engagement only once a year

by “employee listening” tools such as pulse surveys, anonymous social tools, and regular 
feedback check-ins by managers. Many Danish employers are at risk of falling way behind 
in this area with 24% rating their company’s current engagement program as poor. 

There’s a shift taking place from a  
top-down hierarchy to a network of 
teams to deliver results faster.

Global Human Capital Trends 2016 - Denmark 
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Figure 3. The 10 trends rated on organizational readiness DENMARK
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Human Capital Outlook

Executives and HR professionals were also asked to write their company’s readiness to address these 
trends. Despite leadership being ranked as the most important human capital trend in 2016 only 56 
percent of executives and HR leaders feel “ready or really ready” to meet leadership needs.

Results indicate a very positive outlook with 70% of executives and HR leaders expecting future business 
growth, and 92% saying that investment in HR will remain the same or increase in the next year.

Global Human Capital Trends 2016 - Denmark 
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A year of continued change and disruption 
Taken together, the 2016 Global Human Capital Trends results outline a vast and varied 
series of changes and challenges. As the pace of change accelerates, business and HR leaders 
who move aggressively to address these trends will likely gain an advantage over their 
competitors and find themselves on the winning side in the global competition for talent.

Learn more:
Read the full report at www.deloitte.com/hctrends and explore the results in our interactive 
dashboard at www.deloitte.com/hcdashboard
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