Transforming the talent experience
The COVID-19 pandemic permanently altered society’s view of work. The biggest transformational shift came from, not “where” work
was done, but “how”—a wholly digital way of working.1 Life sciences companies are still optimizing virtual ways of working, and other
issues of concern for life science leaders in 2022 include:
• What is our talent acquisition strategy? How do we secure in-demand skills and capabilties in a competitive market?
• What are the “Great Resignation” effects on our company? How can we create a more meaningful talent experience?
• How can we become a more agile and adaptable organization?
Life sciences companies that want to succeed in the future of work will need to be flexible in how work is done and how talent is
sourced, trained, and managed.2 Human resources is also undergoing a massive transformation. Instead of trying to predict the
future, leaders might consider how they can develop an open culture of experimentation, learning, and iteration.3
Developing new talent strategies will be a challenge for Human Resources (HR) in 2022. Leaders will need to find competitive
advantages to address skills and talent shortages (e.g., digital and data analytics skills).4 Competition for workers will grow as the
effects of the “Great Resignation” are now being felt at every level. Many older workers chose early retirement, and more than 40% of
the global workforce is looking for new jobs, including 54% of Gen Z.5 Even high-level executives, including the C-suite, are quitting their
jobs to spend time with their families.6
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Aggressive hiring practices are poaching talent at all levels—potentially inflating titles and compensation. Rising inflation poses
more challenges. Recent Deloitte research looks at a variety of potential inflation scenarios and key decisions executives
will need to consider going forward. In the worst case scenario, inflation rises to 8-9% and becomes embedded in worker
expectations and a “wage-price spiral” takes off. Companies may need to seriously consider cost-saving labor models—
offshore, automation, and labor-as-a-service.7
Throughout the next year, many life sciences companies will continue to grapple with how to solve these issues, and each will
land in a different place on the spectrum. The “Great Resignation” is calling for a “Great Re-imagination”, and a winning strategy
includes creating value for workers as whole human beings and key stakeholders—including internal and external workers.8
In a technological world, meeting the needs of humans has never been more important.9 By harmonizing technology and
worker preferences, life sciences companies can deliver more flexible and meaningful talent experiences and become more
adaptable organizations.10

In a business-as-usual environment, HR is a trusted partner to the
business but, in a pandemic, we are leading the fight. The future of
work remains undefined, I believe it will be marked by continuous
organizational change with HR orchestrating transformation from within.
Agnieszka Romanczuk, Director, Human Resources, Japan and Asia-Pacific, AbbVie11

Massive shifts in talent models
Successful companies are no longer concentrating on just hiring the
smartest people, but rather on having access to the smartest people.12
New workforce ecosystems include in-house employees combined
with a diverse mix of external contributors—e.g., contractors, app
developers, other gig workers, external partners and suppliers, and
even software bots.13 According to recent research from MIT Sloan
Management Review and Deloitte, only 28% of global managers feel
they are sufficiently preparing to manage a workforce that will rely more
on external participants.14
One agile strategy is to shift from a hierarchical structure to a more
team- and networked-based approach that may combine internal and
external workers into specialized or cross-functional teams. To support
cross-functional engagement, organizations might consider sharing
owned facilities with suppliers and partners.15
An agile work environment allows for choice and flexibility. Teams
are formed to address specific problems, such as launching a new
product, optimizing a process, analyzing market trends, understanding
customers and their needs, and so on.16 In 2022, effective leaders in
team environments will be mentors—more than managers—and digital
enablers, embracing role mobility and job agility.17
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Helping people thrive in a large organization,
ditching hierarchy for teams
Roche Pharmaceuticals, based in Basel Switzerland, is
moving away from traditional hierarchy to autonomous,
self-organizing teams—putting people and patients
first. According to Roche’s pharma CEO, William (Bill)
Anderson, with a team approach, workers are much
more accountable to their teams. Anderson says that
Roche is allowing teams to request the funds necessary
to fulfill an objective or to solve a problem. “We only ask
that they: 1) drive medical advances, 2) thrill customers
and patients, and 3) make best use of company
resources. We talk about how they did later,” says
Anderson. The team approach is proving to be much
more efficient. “Spending actually went down,” he says.
There is more team pressure to deliver on an objective
and use company resources wisely.19
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I strongly believe when you invite folks to co-create a
transformational process from the beginning, they’re more likely to
contribute to the longer-term effort required to make it a reality.
Eva McLellan, Head of Business Strategy, Transformation, and Innovation, Roche Pharmaceuticals20

The workplace is now a virtual place
As organizations are reimagining work, physical space and the need for facilities, and who needs to be in the office,21 they
might start thinking about the workplace as a virtual place—a digital office for working. A virtual office is where team members
gather digitally and use collaborative tools to solve problems in the pursuit of organizational goals—no matter where anyone is
physically located (see figure 1).22
Figure 1: Concepts for thinking differently about the workplace

Term

Definition

The digital workplace

The digital overlay that enables the physical work experience (typically in an office), including
smart building technology, digital user interfaces (apps, portals), data collection, predictive
technology.

Working digitally

Work that is agnostic of physical space or place, as it is done digitally (rather than physically) and
so adheres to different rules and norms.

The virtual office

A “digital” place to work: the technologies (tools and media) that allow people to work individually
and as a team anywhere, anytime, anyhow.

Source: Reconstructing the workplace: The digital-ready organization, Deloitte, 2021.23

Digital offers a way to unbundle the workplace and create new solutions. For example, the pandemic caused some
employees to feel isolated with remote work, in addition to experiencing loneliness in everyday life.24 Workers may also
want to set boundaries between work and homelife for virtual work. A return to the office may not be the only option for
someone unhappy working from home. Organizations might provide a co-working space close to home for the desired work
environment, along with the benefit of a shorter commute.25 Empowering workers to work from a location that suits them
promotes a better work/life balance.26

Supporting flexible, hybrid work
Offering workers a choice
Every life sciences organization must determine the work environment best-suited to its various operations and teams.
Processes that require labs, such as clinical research or toxicology, are not viable for remote work, but many other
pharmaceutical processes can be executed remotely.27

Deloitte research finds employee engagement—which is directly correlated
with productivity—is at its highest among employees who spend 60-80% of
their time working remotely.28
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Almost half of employees29 and a majority of millennials report they would give up some work benefits for a more flexible
working space.30 As the workforce shrinks, attracting and retaining young talent by offering a choice of work style may be a
competitive advantage.31
Before the pandemic, it was rare to ask: “What would be your preference, if your role allowed for greater flexibility?”32 However,
the success of a hybrid model depends on researching preferences. In Japan, despite being offered a choice of work style,
many still carry the belief that an office presence is required. These workers may need to be encouraged to take a remote or
hybrid option by companies asserting that the choice is acceptable, and maybe even preferred.33
In Germany, ‘modern rules for mobile working in Germany’ are in development, creating a legal right to work from home. With
this change, all employees would be allowed to work from home, so long as their presence isn’t necessarily required at the
office; employers would only be allowed to refuse for compelling reasons.34

We believe that the key to an energized work environment is
recognizing individual needs and supporting a healthy work-life
balance. That’s why we offer flexible workspaces and benefits, with
some of our sites organizing volunteer activities, while others offering
a range of initiatives that include gyms and sports events.
AztraZeneca in China35

Culture, collaboration, and co-location
Can life sciences’ company culture evolve and thrive?
New ways of working are testing whether life sciences company culture can evolve and thrive. Work may never revert to prepandemic culture, and preserving collaboration is central to life sciences companies. Challenges of hybrid and virtual work
may become a source of tension between an organization and its workforce as they try to figure out how to build community,
culture, and engagement—critical for retaining talent.
Geographical differences also complicate global strategies for remote work and employment models. For example, Swiss
global life sciences companies must consider tax compliance risks. Switzerland has separate tax agreements with different
countries regarding frontier workers—workers who typically return to their foreign place of residence every day. The
pandemic’s working-from-home arrangments prompted new cross-border agreements, but in 2022, Switzerland is expected
to clarify post-pandemic terms for frontier workers.36
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Reevaluating the need to keep workers in “expensive” locations
While considering administrative and operational implications and tax compliance risks,
life sciences organizations are also reevaluating their location strategies for various teams
and individuals and the need to keep people in “expensive” geographies. Some office-centric, knowledge-based work does not
need to be in legacy locations.
Global life sciences enterprises should consider:
• What are the reasons to maintain or retain talent in those areas?
• How can we be more targeted in getting the best talent where it’s needed most?
• How can some tactical, less-knowledge centric work be moved to a better location or to remote work to suit talent
preferences and growth needs?
The culture for the type of work also matters, and organizations should facilitate different types of collaboration tailored to the
specific work to be done. Certain specialized team members, like data scientists, may benefit from co-located teams and faceto-face collaboration. Organizations should create a space for a data-driven and connected community.

Fierce competition for digital and data science talent
Data is changing life sciences. New products with greater digitization—such as next-gen therapies and software-powered
medical devices—require an understanding of customer needs and feedback through data. Life sciences companies need
digital talent, software engineers, and data scientists who understand how to design a digital product and solution that meets
patient needs.
Hiring data science talent is completely different from how the sector has hired in the past. Organizations will need to
differentiate hiring practices because these specialists are difficult to source. There are also so few people that are true
data scientists. Organizations should consider retraining existing employees who already have the necessary scientific
background.38

Incorporating data science into everything we do is transforming
the way that our organization answers the question of ‘what is
possible,’ including the way we conceive of, develop, and provide
treatment options to our patients.
Mathai Mammen, Global Head of R&D, Janssen Pharmaceutical Companies of Johnson & Johnson 37
In addition, data scientists in enterprise offices differ from data scientists in the Research & Development (R&D) lab. R&D relies
more heavily on data to drive towards specific outcomes—requiring intricate and deep skill sets (see figure 2).
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Figure 2: Data science in biopharma

Trends Driving Investment in Data Science

Patient
Centricity

Data
Liquidity

Regulatory
Guidance

Shift to Value

Growing Cost
of R&D

Patients moving to the
center as a consumer
of health care and
owner of data

Explosion of patient
health data, available
from new sources and
accessible for research
from new pathways

Growing interest from
regulators (e.g., FDA)
supporting use of RWE
in regulatory ﬁlings

Transforming
reimbursement model,
value-based models
underpinned by RWE

Costs to develop a
new drug rapidly
approaching $2.6B,
and overall care costs
continue to rise

Common Data Science Applications
Biopharma Objective

Data Science Support

Accelerate discovery & development
processes

Expand access to disparate sources of existing data (e.g., patent data sets,
publications ' clinical trial data RWD)

Improve data quality & robustness of
insights

Apply emerging digital enablers (e.g., AI, machine/deep learning, NLP; blockchain;
and cloud) to expanding ﬂow of data

Serve targeted populations w/
precision medicine

Gain complete/nuanced picture of the patient journey to enable development of
targeted medicines for sub-groups

Increase trial eﬃciency

Harness big data to identify patient sub-populations (e.g., responders, non-responders) and optimize recruitment

Accelerate drug approvals

Combine clinical data and RWD to support novel regulatory pathways

Expand patient access to therapies

Use RWD to drive new reimbursement models and novel payment agreements

Improve drug delivery "in the wild"

Analyze RWD to understand patient behavior/ inform targeted services for
speciﬁc demographics or at-risk patients

Proactively monitor patient safety

Utilize real-time, unstructured data (e.g., social media) to identify signals of
potential safety/operational risks

Source: Deloitte analysis

Future-proofing data science roles in life sciences
The skills in demand in biopharma companies are rapidly changing, and the types of new skills needed are growing. R&D
organizations are posting 7 times more data science positions than they did 5 years ago. In addition to overall data science, the
skills growing in most demand are python and machine learning.
Roles are also evolving, and anticipating change is critical to future-proofing an organization. For example, the worker
profile for a Statistical Programmer or Biostatistician may evolve into a Data Strategy Manager role. To prepare, life sciences
organizations can start by developing future proficiencies now (see figure 3).
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Figure 3: Biostatistician to Data Strategy Manager, current skills and future proficiencies

TO P S K IL L S
Current Proficiency

Future Proficiency
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Machine Learning
and AI
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& Virtual Teams

Data Visualization

Operational tasks

Data Protection &
Integrity
Data Entry

Source: Deloitte analysis

Reimagining work is a CEO strategic priority
According to a recent Fortune/Deloitte CEO Survey, attracting and retaining talent in a tight labor market has ascended to the
top of CEOs’ list of strategic priorities. Companies should reimagine work as a landscape of tasks and skills that dynamically
evolves with business priorities.39
By 2025, an estimated 40% of core skills will change for workers.40 Life Sciences will be competing from within and outside the
industry for the same digital and data talent (see figure 4).41 The dearth of talent to support digital transformation initiatives is
one of the biggest barriers to overcome, and expanding and upskilling talent should be a top investment priority.42
Figure 4: Digital Job growth acceleration, 2020 to 2025
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Source: Microsoft

Virtual work, recruiting from wider geographies, and acquiring talent outside of the industry (e.g., consumer-tech companies
with different perspectives and skill sets) are strategies for expanding the digital talent pool.43 Life sciences companies
should also clearly define career pathing options and tasks, provide opportunities for all colleagues to improve their digital
and data literacy, and implement scalable technology. A new distributed work model coupled with efficient, secure network
communication tools will be essential to an organization’s success.44
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Learn more
Interested in learning more about the changing talent experience in life sciences? Check out these Deloitte publications:
Reconstructing the workplace: The digital-ready organization
Marketers disrupted: Turning marketing talent into a competitive force
Workforce ecosystems: A new strategic approach to the Future of Work
Designing adaptive workplaces: How the public sector can capitalize on lessons learned from COVID-19
Driving the future of work with workforce ecosystems
Winter 2022 Fortune/Deloitte CEO Survey: CEOs eye 2022 with optimism and a dash of uncertainty
Digital transformation: From a buzzword to an imperative for health systems
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