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Global Human Capital Trends 2015:
Leading in the new world of work
Today’s global organizations must navigate a “new world of work”
that has turned traditional approaches and assumptions about talent
management upside down. In this new world of work with hyperconnected employees, global transparency in the job market, changes
in demographics with millennials soon to be making up 50% of the
workforce and cognitive technologies that are reengineering work,
human resources organizations will have to reskill, be bold and innovative.

Deloitte’s Global Human Capital Trends 2015 report—based on responses
from more than 3,300 business and HR leaders from 106 countries—is a
leadership guide to the new thinking required to navigate the demands of
the new world of work. This year’s 10 trends are focused on four broad
areas.

This year’s 10 trends are focused on four broad areas
LEADING

REINVENTING
Leadership:
Why a perennial issue?
Companies are struggling to develop leaders
at all levels and are investing in new and
accelerated leadership models.

Reinventing HR:
An extreme makeover
HR is undergoing an extreme makeover to
deliver greater business impact and drive HR
and business innovation.

Learning and development:
into the spotlight
Companies are actively exploring new
approaches to learning and development
as they a confront increasing skills gaps.

HR and people analytics:
Stuck in neutral
Too few organizations are actively
implementing talent analytics capabilities to
address complex business and talent needs.

ENGAGING
Culture and engagement:
The naked organization
Organizations are recognizing the need to focus
on culture and dramatically improve employee
engagement as they are facing a looming crisis in
engagement and retention.

People data everywhere:
Bringing the outside in
HR and talent organizations are expanding their
HR data strategies by harnessing and integrating
Third party data about their people from social
Media platforms.

REIMAGINING

Workforce on demand:
Are you ready?
Companies are taking a more sophisticated
approach to managing all aspects of workforce
including hourly contingent and contract
workforce.

Simplification of work:
The corning revolution
Organizations are simplifying work
environments and practices in response to
increasing organization and system complexity,
and information overload.

Performance management:
The secret ingredient
Organizations are replacing traditional
Performance management with innovative
performance solutions.

Machines as talent:
Collaboration, not competition
The increasing power of computers and
software to automate and replace knowledge
Workers in challenging organizations to
rethink the design of work, the skills their
employees need to succeed.

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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Foreword

We are pleased to share with you a summary of the human capital trends and priorities that are driving HR business
decisions for leaders in the global Energy and Resources (E&R) sector. This report compares the E&R results, based on
277 respondents from around the globe, to the global results as indicated by our comprehensive survey of more than
3,300 business leaders and HR executives in 106 countries. Based on responses, trends have been categorized as: very
important, important, somewhat important and not important; and very ready, ready, somewhat ready, and not ready.
In this new world of work, the barriers between work and life have been all but eliminated, highlighting leadership
and employee engagement concerns. Comparatively, while E&R companies share in these challenges, they must also
contend with a number of industry specific trends. The recent decrease in global energy prices has had a ripple-effect
across the sector and compounded continuing talent difficulties—noticeably cultural concerns and corporate talent and
development.
Furthermore, expectations for HR services are continuing to change. The challenges facing the E&R industry are now being
impacted by external economic factors compounded by an aging talent pool. Companies are now looking to develop HR
as a strategic business partner that they can collaborate with to help ensure success and competitive advantage in this
new world of work.
This E&R report was designed to complement Deloitte’s 2015 Global Human Capital Trends report, “Leading in the new
world of work”. We believe both reports will inform your organization’s leaders on the human capital issues impacting
companies in the E&R sector.
We look forward to sharing our analyses with you and welcome the opportunity to discuss your specific situation and
goals personally.

Ron Harman

Van Zorbas

Hugo Medina

David Brown

Tony Maurice
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Top human capital trends in energy
& resources

Traditionally “softer” areas
such as culture and
engagement, leadership,
and learning and
development have
become the most urgent
priorities.
The global economy with global capital markets, changing
workforce and continuingly growing competition for
talent, drove culture and engagement, leadership, and
learning and development to the top of the global human
capital agenda (figure 1).
Top three Global Human Capital Trends:
• Culture & engagement identifies the need for business
and HR leaders to gain a clear understanding of their
organization’s culture and how to engage every level of
the organization
• Leadership remains paramount for companies facing
capability gaps
• Learning & development represents the need of
organizations to transform and accelerate corporate
learning
E&R is tightly aligned with the global trends in terms of
relevance and importance, just in a slightly different
order with leadership still named as the number one
trend globally.
Especially notable in these results is the prominence of
culture and engagement and learning and development.
While leadership has been the top issue in past years for
the industry, this is the first time culture and engagement
has been viewed as the most important challenge overall,
replacing the need for a reskilling of HR and the focus on
retention and engagement from last year’s findings.

Figure 1. Global vs. E&R trends
(number indicates importance index)
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This report will look closely at these three most important
talent challenges for E&R, prompting thoughts on how
leaders can begin to address them, as well as providing
suggested starting points to consider.

Global Human Capital Trends 2015 - E&R Report

4

Leadership:
Why the perennial issue?
Gaps continue to exist

For the second year in a row, leadership is one of the most
pressing talent challenges faced by E&R organizations.
Nearly 9 out of 10 global HR and business leaders (89
percent) cited leadership as a top issue. Over 50 percent
of respondents in our survey rated their leadership shortfalls
as “very important.” Yet only 5 percent of organizations
believe their leadership pipeline is “very ready”—pointing
to a widening capability gap compared to 2014.
Respondents’ overall capability gap in leadership is
striking, considering that leadership program spending
has increased compared to last year. With nearly all
companies recognizing leadership as a critical talent
problem, why are so few companies making any
progress in addressing it?
The short answer is that many companies treat leadership
sporadically, confining development to a select few
employees, failing to make long-term investments in
leadership, and neglecting to build a robust leadership
pipeline at all levels. For all the talk about leadership as a
CEO-level priority, too many companies do not consistently
invest in this area sufficiently or in a strategic way across
the entire organization.

• Prioritize talent development and succession
planning: Reward leaders for developing successors
and sharing talent. Without a process to seed and feed
the pipeline with the best, most diverse talent, your
leadership investments will not deliver value. Alignment
with the other two trends can also create a powerful
impact.
KEY TAKEAWAY: In today’s E&R business environment and rapidly evolving world of work, organizations must continuously develop a robust portfolio
of leaders who are ready to engage employees, push
forward growth strategies, drive innovation, and
work directly with customers. Companies that fail to
invest continuously in the leaders of tomorrow may
find themselves falling behind competitors or facing
serious succession gaps.

Luckily, there are areas companies can focus on to
positively impact their leadership gaps:
• Start with commitment to leadership development
from the top:
Without CEO ownership, leadership development will
likely never be a long-term commitment. Engage top
executives to maintain a continuous investment in
leadership development.
• Develop inclusive leaders at all levels:
While many executives worry about top leadership,
mid-level and first-level leaders actually operate the
company and are the future strategic leaders of
the organization. Engaging capable managers and
supervisors can drive performance, foster engagement,
and increase retention. This requires focusing on
growing segments of leaders such as Millennials, global
field leaders, and women—and tailoring development
to their unique needs and preferences including
technology delivery, adult learning, and specific cultural/
regional norms.
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Culture & Engagement:
The naked organization
and changing motivations

Employee engagement and culture issues catapulted onto
the scene, rising to become the No. 2 challenge facing E&R
companies in our study. An overwhelming 85 percent of
respondents believe the issue is “important” or “very
important”. Data also showed substantial capability gaps in
engagement, but there is a slight improvement in readiness
over last year.
A substantial proportion of the respondents in this year’s
survey (63 percent) report that their organizations are not
ready at all, or only somewhat ready, for the culture and
engagement-related challenges they face.

KEY TAKEAWAY: The old adage “culture eats strategy
for breakfast” applies to every organization today.
Business and HR executives must understand that
highly engaged companies attract the best talent,
have the lowest voluntary turnover rates, and are
more profitable over the long run. Companies should
use 2015/2016 as a time for change. By focusing
on driving engagement through the right corporate
culture, companies can improve execution, retention,
and financial performance.

Where companies are pushing aggressive growth plans,
experiencing financial stress, or going through layoffs or
mergers, these companies often experience a radical shift.
Culture and engagement is no longer an arcane topic
owned by HR. Organizations must start holding
business leaders accountable for building a strong and
enduring culture, listening to feedback, and engaging
their teams.
Fortunately, companies can start to improve culture and
engagement by starting in several areas:
• Engagement starts at the top: Make engagement
a corporate priority, and modernize the process of
measuring and evaluating engagement throughout
the company. Reinforce to leadership that people’s
engagement is their No. 1 job.
• Make work meaningful:
Focus on leadership, coaching, and performance
management to help employees make their work
meaningful. Reinforce the importance of a coaching and
feedback culture, and teach leaders how to be authentic
and transparent.
• Measure in real time: Put in place real-time programs
to evaluate and assess organizational culture, using
models or tools to better understand where it is strong,
where it is weak, and how it really feels to workers
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Learning & Development:
Into the spotlight

This year, corporate learning and development (L&D)
jumped four spots to become the third most pressing
business and talent issue facing our E&R respondents.
More than 8 out of 10 (85 percent) respondents cited
learning as “important” or “very important,”—up 30
percent from last year. Yet, in a troubling development,
companies this year are less ready than last year to
meet this challenge. The capability gap between the
importance of the issue and the ability to respond
grew in magnitude by an enormous 211 percent over
the last 12 months (from -9 to -28).

KEY TAKEAWAY: Learning today has become a business-critical priority for increasing skills, improving
the leadership pipeline, and enhancing employee
engagement. As the corporate learning market
undergoes a digital transformation, this is the year
to assess your current learning environment and
implement a new vision to build a corporate learning
experience that touches every employee in a significant way to deliver meaningful knowledge and
capabilities that make an impact.

Why the huge increase in need and growing gap in
capability? To start with, senior business leaders increasingly
see shortages of skills as a major impediment to executing
their business strategies. Only 37 percent of the
respondents to this year’s survey believe that they
are “ready” or “very ready” in the area of workforce
capability.
To address learning and development shortcomings,
companies should:
• Elevate the Chief Learning Officer job:
The CLO must create a vision for the future, put in place
a business and operating plan that scales, centralize
strategy and architecture, and engage top leadership in
building a learning culture that measurably supports the
overall business strategy.
• Assess current learning offerings:
Analyze where your current L&D money is going. Most
companies underestimate their spending by a factor of
three, and many have uncoordinated and duplicative
programs and tools throughout the company. A project
to find and rationalize learning spending often identifies
areas to address with little incremental investment
upfront that leads to significant cost reductions and
increased efficiency across the enterprise.
• Reimagine the learning experience:
This is the year to reimagine and redesign your learning
experience. Look at your learning management systems
and content strategy, curricula and content, and expand
your thinking to create an environment that attracts and
encourages people to learn.
Global Human Capital Trends 2015 - E&R Report
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HR readiness to address talent
challenges in E&R

Along with importance ratings for the talent challenges,
respondents were also asked to assess their related
readiness to address these challenges (Figure 2. Relative
importance and relative readiness). The graph of our
findings highlights substantial capability gaps. Compared
to last year’s results, the capability gap has increased
in magnitude across almost all areas. At a time when
talent is indisputably a CEO-level issue, HR leaders and
organizations need to refocus to keep up with the business
needs.
Key findings
Leadership and engagement gaps are leaving E&R
companies behind
9 out of 10 surveyed industry leaders identify Leadership
as their most important issue, while only 3 out of 10 are
“ready” or “somewhat ready” to address this challenge.

workforces while not hollowing-out the organization and
addressing the talent gap.
For the E&R industry strategies for workforce on demand
are becoming a burning issue. The growing use of
contingent, contract workers highlights the need to
develop better processes, policies and tools to source,
evaluate, reward and manage talent that exists outside of
traditional organizational balance sheets.
Reinventing HR is still important
79% of surveyed leaders see this issue as “important”
or “very important”, up from 67% last year. HR needs
to finally embrace a transformation from transactionexecution functions into strategic valued consultants that
bring innovative solutions to business leaders at all levels.
Today’s challenges require HR to be more agile, forwardthinking and bolder.

Workforce Capacity’s relevance
2015 spells a new year with a new set of challenges for
E&R with companies needing to manage downsizing

Figure 2. Relative importance and relative readiness
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HR report card and investments

E&R results are falling
behind other industries
globally. In 2015, E&R HR
and Talent programs
identified as “excellent”
or “good” dropped 4%
to 36%, while globally
this number increased
by 1%.

In contrast to last year, E&R companies rate less well
in HR and Talent programs than other companies globally.
E&R companies with “underperforming” ratings have
doubled from 6% to 13%.
E&R investment in HR over the next 12-18 months is
generally in line with investment plans in 2014. Given the
current challenges in the E&R sector budgets for HR and
Talent programs face scrutiny. E&R organizations will need
to forensically assess their spend and prioritize carefully
to leverage the impact and avoid broad-brush short-term
measures that could create more significant HR and Talent
problems in the future. This should go hand in hand with
detailed understanding of the capability of your employees
and sustained effort to engage them with a clear
connection to driving organization performance.

Figure 3. HR and Talent Programs capability—E&R and Global
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Figure 4. Plans to invest in HR in the next 12-18 months—E&R and Global
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Business outlook

E&R companies experienced growth through the
majority of 2014 but saw a slowdown as global
energy prices decreased. Even with lower commodity
prices, the majority of E&R companies expect to see
moderate growth compared to 2014.
Coupled with current economic conditions, the
challenges E&R companies face are likely to be felt
even more strongly as they continue to adapt to
fluctuating commodity prices in 2015–2016 and
position themselves for long-term growth.

Figure 5. HR and Talent Programs capability—
E&R and Global
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14%
Moderate growth compared to 2014
38%
Similar growth completed to 2014

38% of E&R and Global
respondents expect to
see moderate growth
compared to 2014.
Coupled with current
economic conditions,
the challenges
mentioned in this
paper are likely to be
felt even more strongly
as E&R companies
continue to adapt.

26%
Slower growth compared to 2014
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Much slower growth compared to 2014
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Global
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16%
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Much slower growth compared to 2014
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Demographics E&R

Figure 6. E&R Survey Demographics
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Figure 7. Oil & Gas Survey demographics

Figure 8. Power & Utilities Survey demographics
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