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In a world increasingly driven by technology and in the wake 
of COVID-19, it is more important than ever for organisations 
to remain human.  

Deloitte’s 2020 Global Human Capital Trends 
report calls upon organisations to embrace 
three attributes—purpose, potential, and 
perspective—that characterise what it means 
to fuse people and technology to perform 
as a social enterprise at work. These three 
shifts represent a new set of attributes that 
characterise what it means to truly become a 
social enterprise at work (figure 1):

 • Purpose: An organisation that doesn’t just 
talk about purpose, but embeds meaning into 
every aspect of work every day

 • Potential: An organisation that is designed 
and organised to maximise what humans are 
capable of thinking, creating, and doing in a 
world of machines

 • Perspective: An organisation that 
encourages and embraces a future 
orientation, asking not just how to optimise 
for today, but how to create value tomorrow

Government and Public Sector in 
Ireland
Government and public sector is the 
embodiment of a truly social enterprise, 
one that exists to serve its community and 
people. In Ireland, the rapid re-deployment of 
workforce across government departments, 
the embracing of automation and digitisation 
of previously manual processes and new 
ways of interacting with citizens all illustrate a 
positive journey towards becoming a truly social 
enterprise. There will be a new normal, and 
it is clear that governments are going to have 
to fundamentally reimagine how they deliver 
many public services – to deal with both the 
implications and consequences of COVID-19 
while at the same time dealing with other major 
global and domestic challenges. 

We consider five trends that we believe are 
most relevant to the public sector in our COVID 
and post-COVID world, including:

1. GOVERNING WORKFORCE STRATEGIES

2. THE POST-GENERATIONAL WORKFORCE

3. BEYOND RE-SKILLING

4. WELL-BEING

5. BELONGING

We also consider the progress the public sector 
has made in incorporating these trends into the 
workplace.

FIGURE 1: THE NEW ATTRIBUTES OF PURPOSE, POTENTIAL & PERSPECTIVE
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As workforce strategies have evolved over the past decade, workforce 
metrics and governance have not kept pace. To make bold decisions 
around critical workforce risk and opportunity areas today, leaders need 
to ask fundamentally new questions to understand what the future may 
hold. Certain metrics can help them anticipate risk, inform strategy, and 
prepare for the future of work, the workforce, and the workplace in a 
continuously disrupted world. 

Applicability for the Irish Public Sector
Traditionally public sector organisations have tended to recycle repetitive 
metrics that have been around for years and have not taken the speed 
with which skills become obsolete into account. The changing nature 
and composition of teams matched with the external disruption that has 
been brought to light in recent months with COVID-19 has drastically 
accelerated the pace of change. Public sector organisations are acting 
quicker, adjusting more rapidly to feedback and making faster decisions 
than in the past but is this enough to meet future needs?  Workforce 
strategies have evolved in recent years becoming more human centric; 
yet as the likes of automation and AI continue to grow, organisations must 
continue to prioritise workforce strategies with a human touch.

We believe the core challenge is foresight and creativity, and not 
technology. Many organisations are constrained by traditional ways of 
thinking.  Public sector departments therefore need to consider the 
broader picture and ask questions such as: 

• How ready is our workforce to perform the work of the future? 

• Are our leaders and workers able to quickly and effectively adapt to 
constant change? 

• How does our department treat its employees, contractors and 
service providers of every type?

• How much capability can we access across our broader ecosystem? 

Governing workforce 
strategies

The challenge to thrive is not 
always about getting the data 
but finding the right strategic 
questions to ask, which will 
be increasingly important as 
governments seek to become 
“anticipatory” – building deeper 
capabilities in predicting and 
modelling future crises.
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Today’s workforce is more complex than ever spanning five 
generational categories. Focussing on any single demographic, 
such as millennials, will be of limited value.  COVID-19 has meant 
more organisations have had to listen to the needs of all their 
employees. There has been a considerable increase in workplace 
communications in general, in particular the use of surveys and 
gathering feedback from employees stating their needs for a 
return to work, what is working well and what needs to improve. 
Organisations can use this feedback to develop and adjust their 
talent strategies ultimately aligning closer to their employees’ 
needs.

Applicability for the Irish Public Sector
Public sector organisations that understand their employees’ 
distinct characteristics, attitudes, and values will be able to bring 
them together in ways that maximise their unique contributions. 
This will support better alignment for employees with the 
purpose of the organisation deriving enhanced meaning in their 
careers.  According to the 2020 Human Capital Trends Survey 
data, Government and Public Sector respondents believe that in 
five years personal behaviours and work behaviours will be most 
important for segmenting the workforce.   
 

This trend also presents an opportunity for public sector talent 
strategies.  Remote work means that the government talent pool 
can widen and be more geographically decentralised, enabling 
government agencies to recruit from more diverse workforce 
pools. 

The post-generational 
workforce



2020 Global Human Capital Trends

5

Organisations are up against a dramatically changing business 
landscape with constantly shifting skills and capability needs. 
There are greater expectations of organisations to respond to 
workforce development needs yet there is a clear lack of insight 
and investment to pave a clear path forward. 

A focus on skilling alone will not lead to security for workers or 
organisations. Instead, the focus needs to be on both reskilling 
and investing in worker resilience and cultivating enduring 
human capabilities in order to allow the workers to thrive in any 
environment.

Applicability for the Irish Public Sector
Half of Government and Public Sector organisations believe that 
up to 75% of their workforce will need to change their skills in the 
next 3 years. With the future more uncertain than ever, investing 
in resilience should be a priority for organisations. The public 
sector traditionally offer various opportunities for employees to 
upskill and take training courses, however more could be done to 
build resilience in the face of constant change, particularly in the 
aftermath of COVID-19.  There is also now an increased need for 
governments to build skills and capabilities required to deal both 
with a “business as usual” situation, but also with future crises. 
With jobs becoming increasingly dynamic, the skills landscape is 
shifting drastically, meaning skills quickly become outdated and 
of limited use. As governments are forced to respond nimbly to 
this rapid change, public sector organisations should focus on 
cultivating capabilities that allow for greater flexibility first and 
skills second.  With this in mind, a key hiring strategy is to select 
dynamic learners who can develop to meet multiple positions 
and future needs.

A dynamic worker development approach is essential meaning 
public sector organisations need to continue prioritising 
employee learning. They additionally need to recognise that 
learning through experience yields better learning gains and 
should therefore work to provide employees with guidance and 
information in the flow of their work and look for opportunities 
to help workers learn through experiences.  Organisations that 
employ workforce development strategies to not only reskill 
workers but also to build worker resilience will equip workers, 
and thus the organisation, with the tools and strategies to 
adapt to a range of uncertain futures and to ultimately be more 
successful.

Beyond re-skilling

... a key hiring strategy 
is to select dynamic 
learners who can develop 
to meet multiple positions 
and future needs 
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Employee well-being has become an increasingly important theme for 
organisations, particularly now given the rise in remote working and the 
impacts arising from that. A massive 80% of survey respondents believe 
that well-being is important, yet only 38% feel ready to address work well-
being and only 13% have a comprehensive well-being strategy integrated 
into work. Integrating well-being into the future design of workforce 
strategies can strengthen the link between employee well-being and 
organisational performance. 

Applicability for the Irish Public Sector
COVID-19 has brought employee health and safety to the forefront, 
especially for the public sector. Emotional and mental wellbeing will 
no doubt become key elements to consider when implementing new 
departmental strategies. For example, one international public health 
organisation partnered with three organisations to offer free mental 
health mobile apps to its staff. In Canada, British Columbia offers an 
online resource hub to provide information, training and webinars to 
support the mental well-being of its employees. It also offers health and 
safety workshops for its people. Furthermore, the Australian government 
earmarked $48.1 million for mental health and well-being, prioritising 
outreach and connectivity of the community.

Employee input and engagement is critical to understand what changes 
to work practices may have the greatest impact on well-being.  Public 
sector organisations that integrate well-being may find that it reduces the 
need for remediation of work’s negative effects, freeing up resources to 
invest in other areas and increasing individual and team contributions to 
organisational outcomes.

Well-being
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Employers are beginning to better understand the benefits 
of fostering a sense of belonging with their employees. 
Organisations can forge a stronger link between belonging 
and organisational performance by strengthening employee 
connections with their teams and fostering their sense of 
contribution to meaningful shared goals.

Applicability for the Irish Public Sector
By nature, public sector organisations are mission-based and 
their employees may often feel a particular connection or sense 
of ‘belonging’ with their work. The top two factors that influence 
public sector organisation’s ability to create a sense of belonging 
are leadership and organisational culture. Alongside the sense 
of belonging comes the sense of empowerment. As a result 
of COVID-19, some public sector workers (many for the first 
time) have been empowered and trusted to work from home 
whilst also carrying out some of the most impactful activity 
towards managing the pandemic. This is a massive cultural shift 
within the public sector, away from the belief that “line of sight” 
supervision is essential.  Additionally, promoting “allyship” in the 
workplace, a strategy linked to ‘belonging’ that aims to identify 
and support employees who exemplify inclusive behaviours 
with diverse colleagues and teams in their daily interactions.  
Such strategies are not easy to implement but COVID-19 has 
proved that there is a huge opportunity to make this connection 
with the public sector workforce. This trend also highlights the 
importance of ‘being at ease’ for employees in the public sector. 
The more comfortable employees are at work, the more positive 
connection they will have with their employer and co-workers 
and in turn the more they will contribute to meaningful shared 
goals.  

Summary and key takeaways
In summary, there a number of key takeaways for Government 
and public sector organisations based on the five trends 
discussed in this report:

 • Governing workforce strategies: Public sector needs to 
consider the broader picture and ask strategic workforce 
questions of themselves

 • The post-generational workforce: Take time to understand your 
employees’ distinct characteristics, attitudes and values to 
maximise unique contributions

 • Beyond re-skilling: A system that invests in workers’ long-term 
resilience can help organisational resilience in a world where 
the only constant is change

 • Well-being: Integrating well-being into the design of work itself 
can strengthen the link between employee well-being and 
organisational performance

 • Belonging: Workers who acknowledge how their individual 
contributions support meaningful, shared organisational goals 
will be more likely to perform at a higher level

Although Government and public sector organisations are facing 
more change now than ever before, we believe a continued focus 
on the essence of the social enterprise and on its employees 
will create more opportunities for positive transformation. 
In particular, there are huge possibilities to fundamentally 
reimagine, revaluate and reform public services – something that 
is already underway in Ireland.

For the power of the social enterprise lies in its ability to bring 
a human focus to everything it touches, empowering people to 
work productively with technology will create lasting value for 
themselves, their organisations, and society at large.

To view the complete 2020 Global Human Capital Trends Report, 
please click here. 

Belonging
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Contact Us
If you would like to discuss the insights from this report or 
have any specific questions, please feel free to reach out to 
our leadership team below.
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