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This year, we focus on answering a paradoxical question:
Can organizations remain distinctly human in a technology-driven world?

IndividualityBelonging

Security Reinvention

Boldness Uncertainty
T E C H N O L O G YH U M A N S

Source: Unless otherwise specified, all data included here is from Deloitte's 2020 Global Human Capital Trends Report, Deloitte Consulting LLP"
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These attributes represent the DNA of the Social Enterprise at Work

P u r p o s e

An organization that doesn’t just 
talk about purpose, but embeds 

meaning into every aspect of work 
every day

P o t e n t i a l

An organization that is designed 
and organized to maximize what 
humans are capable of thinking, 
creating and doing in a world of 

machines

P e r s p e c t i v e

An organization that encourages 
and embraces a future orientation, 
asking not just how to optimize for 

today, but how to create value 
tomorrow
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Financial Services 
Spotlight on Purpose

Purpose

Belonging: From 
comfort to 
connection to 
contribution

Designing work for 
well-being: Living 
and performing at 
your best

The 
postgenerational 
workforce: From 
millennials to 
perennials

Organizations have historically used mission statements to align their people around a common 
goal. Today, it is more important than ever for organizations to not just talk about purpose, but to embed 
shared meaning into every aspect of work.

It is important for financial services (FS) organizations to take a targeted approach to designing meaningful 
work experiences. FS organizations can foster belonging through an inclusive work environment that 
creates meaningful connections. With alternative working arrangements on the rise, this has become 
increasingly difficult. In a Deloitte Virtual Office survey, 32% of respondents said they felt lonely while 
working remotely.1 Organizations have the opportunity to think creatively to drive employee connectivity 
and fulfillment in the "next normal" of remote work.

Additionally, it is critical for FS organizations to design well-being into their workplace strategy, with 79% of 
FS respondents indicating that well-being is important to their organization’s success over the next 12 – 18 
months. To be able to succeed, FS organizations need to bridge the gap between work and well-being by 
understanding their workforce’s well-being needs leveraging appropriate data, establishing clear ownership 
for well-being and putting processes in place to engage employees in work design deliberations (I.e. focus 
groups).

Lastly, FS organizations must understand the ever-changing workforce complexities to create a more 
individualized talent strategy. As generational differences become less relevant, leading organizations are 
starting to turn to personal behaviors (I.e. introvert/ extrovert, individual contributor/ team 
player) . 46% of surveyed FS respondents believe personal behaviors will be the most important attribute 
for segmenting the workforce in five years, but only 18% currently use personal behaviors to segment.

Sources:
(1) Erin Sidhom, “How working remotely impacts employee wellbeing” Deloitte, March 16, 2020
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Financial Services 
Spotlight on Potential

Potential

Superteams: Putting 
AI in the group

Knowledge 
management: 
Creating context for 
a connected world

Beyond reskilling: 
Investing in 
resilience for 
uncertain futures

In the digital era, the workforce is experiencing constant changes to skills requirements, team composition 
and information sharing due to technology. FS organizations need to align on their digital DNA to think 
differently, identify opportunities for human and machine collaboration and ultimately empower their 
workforce by supporting the development of critical human skills. By leveraging AI, encouraging effective 
knowledge management and building workforce resilience through the development of such human skills 
such as empathy and critical thinking, FS organizations can increase their workforce’s potential for long-
term success.

AI is top of mind for FS organizations as they recognize that they need to begin integrating AI into teams to 
produce more transformative results and get ahead of the curve. Although 63% of FS organizations 
understand this is the future, only 31% of FS respondents said they are ready to do so.

With advanced technology, there are more opportunities to develop employees' capacity to contribute to 
the organization in new and expanded ways. 73% of FS respondents indicate knowledge management is 
important while only 41% of respondents indicate that they feel well equipped to effectively create and 
manage knowledge.

It is critical for FS organizations to consider an approach that equips the workforce with the tools they need 
to adapt to multiple environments. Only 45% of FS respondents say they are prepared to address this 
issue. It is imperative for organizations to not only invest in employee's near-term skill needs but also invest 
in their long-term ability to build resilience and embrace new challenges in a dynamic environment.
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Financial Services 
Spotlight on Perspective

Perspective

The compensation 
conundrum: 
Principles for a more 
human approach

Governing workforce 
strategies: New 
questions for better 
results

Ethics and the future 
of work: From “could 
we” to “how should 
we”

While many organizations feel uncertain about their ability to navigate rapid change, uncertainty can also 
give rise to new possibilities: the opportunity to shape the future through decisive action. To be able to do 
this, organizations need to transform uncertainty into an informed perspective that helps them confidently 
navigate the future of work.

FS organizations can embrace a future orientation, asking not just how to optimize for today, but how to 
create value tomorrow. An important component of this is designing compensation strategies that address 
the evolving nature of work - despite its importance to success, only 41% of FS organizations surveyed are 
confident in their ability to do so.

In order to develop a future perspective to guide their workforce strategies, FS organizations must ask new 
questions and seek new metrics that are shaping human capital trends. This will require going beyond 
typical HR metrics like headcount and compensation cost and using new data to inform better decisions, 
such as future workforce readiness, change ability and agility, and employer brand perception.

Center to this future perspective is taking a distinctly human approach to operating in an increasingly digital 
world, particularly when it comes to leveraging the relationship between humans and technology. With the 
intersection between humans and technology continuing to grow, FS organizations are racing to keep up -
only 53% of FS respondents said that they feel ready to address the ethical challenges related to the future 
of work.

To navigate these challenges effectively, FS organizations need a new path forward that is anchored both 
on the right data and analytics and human-focused principles that guide critical workforce and 
organizational decisions. This perspective will enable them to move boldly ahead to create a future in which 
all stakeholders can thrive.
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2020 Human Capital Trends: Financial Services 
Report Demographics
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2020 Human Capital Trends: Financial Services 
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B E L O N G I N G

listed organizational culture and 38% listed leaders as the factors that 
most influence their organizations’ ability to create a sense of belonging.

The shift to remote work in recent years has amplified the challenge of 
fostering a sense of connection for teams that have on-site and remote 
workers. In a Deloitte Virtual Office survey, 32% of respondents said they 
felt lonely while working remotely.1

Certain FS organizations are ahead of the curve and have begun taking 
steps to assess their culture to a remote environment, and to help make it 
'stick.‘ Examples include:
• State Street stood up a Flex Work Program to standardize remote 

work policies, tools, and leadership resources across business units and 
teams3

• A personal finance company, Landed, assigns all new hires a “Culture 
Buddy” to teach them about the company culture; the "Culture Buddy" 
reaches out to their assigned new hire two weeks before their start date4

Given that 74% of CFOs across industries say they plan to shift 
previously on-premise workers to permanent remote positions2 in a 
post-COVID environment, FS organizations need to assess their culture in 
the context of the current environment. Leaders need to take deliberate 
action likely including investing in leadership focus, energy, and resources, 
to embed their culture in a remote world, especially within teams that have 
both remote and on-premise workers. FS leaders need to make employees 
feel part of the culture and make it feel intentional.

of all surveyed FS organizations45%

Belonging: From comfort to connection 
to contribution.

Efforts to foster belonging have primarily focused on 
making every individual feel respected and treated 
fairly in an inclusive work environment. While this 
remains critical, leading organizations are 
strengthening workers’ connections with their teams 
and fostering their sense of contribution to meaningful 
shared goals. When teams are united by a common 
purpose, differences in opinion on matters unrelated 
to that purpose become less relevant—and differences 
in opinion in how to achieve that purpose become 
grounds for reasonable debate rather than a source of 
divisiveness.

Sources:
(1) Erin Sidhom, “How working remotely impacts employee wellbeing” Deloitte, March 16, 2020
(2) Justin Lavelle, “Gartner CFO Survey Reveals 74% Intend to Shift Employees to Remote Work” Gartner, April 3, 2020
(3) Open Work, “21 Companies That Have Reinvented Work”
(4) Kathryn Dill, “It’s Not Just Working Remotely; Hiring and Onboarding Go Virtual, Too” Wall Street Journal, April 15, 2020
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D E S I G N I N G  W O R K  F O R  W E L L - B E I N G

Designing work for well-being: Living and 
performing at your best

Worker well-being is a top priority today, largely 
because of the widespread belief that it supports 
organizational performance. But how can organizations 
take something as personal as well-being and translate 
it into something that can have a broader impact 
beyond the individual? 

We believe the answer is to focus on the individual in 
work, not just the individual at work. To create a sense 
of contribution, organizations should expand their 
focus from programs adjacent to work to designing 
well-being into the work itself. 

indicated that well-being is important to their organization’s success 
over the next 12 – 18 months but only 54% indicated that they are 
prepared to address this issue.

FS organizations have been implementing well-being initiatives for over 
a decade. For instance, USAA built an in-office fitness facility, created 
“Energize Zones” throughout the building for micro-workouts, and 
incentivized leaders and teams to use these facilities.1 Despite numerous 
initiatives like this, well-being is still a top priority for FS organizations 
with a steep readiness gap.

Some FS organizations are taking steps to embed well-being into work, 
for example:
• Expensify has no formal titles or hierarchies. Employees float across 

teams and choose projects that align with their goals2. Square has a flex 
time policy that allows employees to choose their working hours if life 
events prevent them from working a typical work week3.

While many FS organizations have accelerated progress to design well-
being into the overall business strategy in response to recent events, a 
significant gap still exists, especially compared to the technology 
industry. There is a lot of work to be done for FS organizations to make a 
holistic impact on the employee. The steps FS organizations take to embed 
well-being into everyday life over the next 12 months will be telling.

FS organizations can design work for well-being by understanding their 
workforce’s well-being needs, establishing the right level of organizational 
ownership, and engaging employees in work design deliberations.

of all surveyed FS respondents79%

Sources:
(1) “10 companies getting workplace wellbeing right” Workstars
(2) Rebeca Piccardo, “10 Companies That Give You the Flexibility You’re Dreaming Of” The Muse
(3) Kaitin Keefer, “How Flexible Schedules Make Employees Happy and Productive” Square
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T H E  P O S T - G E N E R A T I O N A L  W O R K F O R C E

The post-generational workforce: From 
millennials to perennials

Organizations have traditionally leaned heavily on 
workers’ age and generation to inform and 
differentiate their talent strategies. But today’s 
workforce is more complex than ever, making any 
single demographic lens of limited value. Forward-
looking organizations are shifting their approach to 
better understand the workforce’s attitudes and values. 
Based on these insights, organizations have an 
opportunity to understand individuals’ distinct 
characteristics to bring them together in ways that can 
promote a greater sense of belonging. 

Sources:
(1) Metlife, “Building stronger engagement through employee segmentation” 2018

currently use personal demographics like generation to segment their 
workforce and only 33% believe personal demographics will be the most 
important attribute in five years.

With the rise of Fintech startups, the gig economy, and new technologies 
like blockchain, workers are reinventing themselves and many 
organizations are reconsidering who to promote into leadership 
positions. In a world where 25-year-old managers are working alongside 65-
year-old analysts, age or generation may no longer be a reasonable 
proxy for understanding workforce needs.

46% of all surveyed FS respondents
believe personal behaviors (e.g., introvert / extrovert, individual 
contributor / team player) will be the most important attribute for 
segmenting the workforce in five years, but only 18% of organizations 
currently use personal behaviors to segment.

For example, MetLife has embraced this concept by segmenting their 
workforce based on holistic metrics, including mindsets and attitudes. 
Focusing on these subjective, personal factors has enabled a “more 
personalized, customized, and authentic” understanding of the 
workforce.1 Today, FS organizations have an opportunity to segment the 
workforce based on individual behaviors and values. FS organizations 
can meet the employee's needs while also making a more beneficial design 
for the organization.

of all surveyed FS respondents48%
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S U P E R T E A M S :  P U T T I N G  A I  I N  T H E  G R O U P

Superteams: Putting AI in the group

Despite dire predictions about workers being replaced 
by intelligent machines, leading organizations are 
taking a new tack: actively searching for strategies to 
integrate AI into teams to help 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 in ways that increase their 
value to the organization and the broader talent 
market.

Sources:
(1) Deloitte, “AI Leaders in Financial Services”, Deloitte, August 13, 2019
(2) Barbara A. Friedberg, “Robo-advisors With the Most Assets Under Management”, Roboadvisorpros, April 22, 2020

agree that jobs need to be redesigned to integrate AI technology. 
However, only 31% are ready to do so, placing it as the trend with the 
largest readiness gap for FS organizations when compared to all 
industry respondents.

Certain FS organizations are already integrating and utilizing AI:
• Forerunners such as Metro Bank have leveraged AI to develop 

services that monitor customer’s transaction data and patterns in 
real time to help provide personalized payment prompts and 
financial advice1

• In the investment management sector, companies like Vanguard 
have spearheaded solutions such as the Vanguard Digital Advisor, 
that blends robo-advising services with guidance from human 
financial advisors with over ~$161M assets under management 
(AUM)2

While some FS organizations are making advancements in this space, 
there is still a lot of progress to be made. Many FS organizations need 
to focus on integrating their leading technology into teams. By 
doing this, FS organizations can see improved consistency and 
quality of work and will be able to help employees develop a blend 
of hard technical capabilities with soft skills. FS organizations should 
focus on leveraging AI to complement employees' skills and not just 
as a replacement for automating task-based operations.

of all surveyed FS organizations63%
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K N O W L E D G E  M A N A G E M E N T

Knowledge Management: Creating 
context for a connected world

Advanced technologies, new ways of working, and 
shifts in workforce composition are rendering 
traditional views of knowledge management obsolete. 
To capitalize on these changes, many organizations 
need to redefine how they promote knowledge 
creation to help maximize human potential at work.

The focus should be on embedding technology into the 
organization’s teams in ways that help advance their 
collective intelligence to create "superteams". A culture 
of ethos needs to be cultivated so that people realize 
that sharing knowledge makes them more relevant to 
the organization.

Sources:
(1) High-Impact Learning Organization: Maturity Model and Top Findings, Bersin, Deloitte Consulting LLP / Dani Johnson, 2017
(2) Deloitte Human Capital Trends; From careers to experiences: New pathways, 2018

indicate that knowledge management is important while only 41% 
of respondents indicate that they feel well equipped to 
effectively create and manage knowledge. Compared to 
aggregate results, FS respondents feel slightly more confident than 
the broader respondent pool.

Leveraging technology to enhance knowledge management and 
advance organizational learning has the potential to greatly benefit FS 
organizations. According to research1, companies that adopt a culture 
of learning are three times more profitable and have up to four times 
better retention than those that do not.
• A vast array of new knowledge management and self-directed 

learning tools have entered the market, enabling employees to 
share information like never before. Building on these tools, Visa,
for example, created a learning network and knowledge-sharing 
system, using new platforms to curate content sourced both 
internally and from massive open online courses (MOOCs)2

Barriers such as organizational silos (55%), lack of incentives (37%) 
and lack of an organizational mandate (35%) point to the fact 
many organizations need to do more than provide the infrastructure 
to share and create knowledge, they need to redefine the value 
associated with it as well.

of all surveyed FS respondents73%
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B E Y O N D  R E S K I L L I N G :  B U I L D I N G  R E S I L I E N C E

Beyond Reskilling: Investing in resilience 
for uncertain futures

Renewing workers’ skills is a tactical necessity, but 
reskilling is not a sufficient path forward by itself. What 
is required is a system that not only invests in workers' 
near-term skills but also in workers' long-term 
resilience.

Organizations are now looking at a workforce 
development as a continual reinvention through 
lifelong learning that can help build long-term 
organizational resilience as well.

Sources:
(1) “10 companies getting workplace wellbeing right” Workstars
(2) Rebeca Piccardo, “10 Companies That Give You the Flexibility You’re Dreaming Of” The Muse
(3) Kaitin Keefer, “How Flexible Schedules Make Employees Happy and Productive” Square

agree that reskilling their workforce is important to their 
organization’s success over the next 12 – 18 months but only 45% say 
that they are prepared to address this trend. FS respondents are 
relatively consistent with results across industries, with FS 
organizations feeling slightly more confident in their ability 
to effectively reskill their workforce.

Some FS organizations are cultivating capabilities to prepare 
the workforce and transform the company’s culture, and some have begun 
the journey to build resilience by distinguishing themselves as leaders in 
one or more areas. Examples include: 
• Prudential Financial is taking stock of its talent and the skills that will be 

required to analyze big data. They are trying to bridge the skills gap by 
transitioning their employees from critical roles – roles that don’t 
necessarily need to be done by humans - to pivotal roles that can create 
competitive differentiation and enhance the customer experience.

• Banco Santander analyzed the trends of growth of digital business and 
the impact of AI technologies to identify the skills its workforce will need 
by 2025. They launched an upskilling and reskilling plan to cultivate the 
required skills and critical capabilities to close gaps.

FS organizations often find it difficult to identify the development needs 
and priorities for their workforce and, overall, are currently making only 
moderate investments in reskilling as it relates to AI, one of the biggest 
areas of reskilling required. This has been identified as the greatest barrier 
to workforce development in FS organizations.

of surveyed FS respondents75%
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The compensation conundrum: 
Principles for a more human approach. 

Considering how much time and money organizations 
spend on compensation strategies, processes, and 
programs, any change to compensation practices 
represents a significant decision. Yet many 
organizations are stuck in a seemingly endless cycle of 
compensation reviews, reforms, and rollouts. 

To take bold action in the face of uncertainty, 
organizations need a new path forward that is 
anchored not only on data and benchmarks, but also in 
a set of human principles that reflects the fact that 
compensation is more than a set of numbers—it’s a 
reflection of how organizations value individuals and 
how individuals value organizations. 

T H E  C O M P E N S A T I O N  C O N U N D R U M

Sources:
(1) Felicity Hannah, “My boss lets me set my own salary,” BBC, September 13, 2019

agree that the changing nature of compensation expectations and 
strategies is important or very important for their success. However, only 
41% are confident in their ability to develop compensation strategies 
for the future of work.

of respondents revealed that they have redesigned their 
compensation strategy in the past three years or are currently doing so, 
and 65% of respondents answered that they are planning to redesign 
their compensation strategy in the next 3 years. This reveals a trend that 
significant resources are invested in compensation strategies; however, 
the strategies may be lacking elements that are both adaptive and 
effective for the future of work. 

Certain FS organizations have already taken significant steps toward 
redesigning compensation strategies with principles for a more human 
approach, such as: 
• GrantTree, a UK based company that enables access to government 

grants and R&D tax credits, allows employees to set their own salaries 
through an iterative, collaborative process where employees develop a 
compensation case based on market factors and the individual’s 
performance and growth1.

FS organizations should focus on redesigning compensation strategies that 
adapt quickly to the frequency with which jobs are changing and 
incentivize individuals to continuously invest in developing new skills, 
ultimately cultivating lasting relationships with workers.

of all surveyed FS organizations69%

81%
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Governing workforce strategies: New 
questions for better results. 

As workforce strategies have evolved over the past 
decade, workforce metrics and governance have not 
kept pace. Today, organizations need forward-looking 
insights on every trend shaping human capital. 
Organizations should begin to ask fundamentally new 
questions that can inform bold decisions around 
critical human capital risks and opportunities, even as 
uncertainty about the future of work, the workforce, 
and the workplace persists.

G O V E R N I N G  W O R K F O R C E  S T R A T E G I E S
agree that that governing changing workforce strategies are important or 
very important for their success. However, only 53% of them are ready to 
address this need.

While 55% respondents have agreed that their leaders' interests in 
workforce metrics has increased over the last 18 months, the focus on 
collecting workforce metrics related to future of work (employer brand, new 
workforce initiatives, and reskilling) ranks the lowest as compared to 
headcount, hiring, turnover, and salary costs.

However, some FS organizations understand the criticality of changing 
workforce strategies:
• Ageas, an international insurer, created a 10-minute assessment, the 

“technology quotient scan” (TQS), to measure executives’ readiness and 
determine their workforce’s overall digital readiness so that they are 
most prepared to adopt new technologies.

• Mastercard has created partnerships between its strategic workforce 
planning, people insights, and AI teams to understand the 
organization’s human capital “health,” and ultimately, enhance the 
organization’s readiness for action and its external employer brand.

Financial services organizations should focus on developing their people 
metrics and analytical capabilities, and look at disruptive solutions to 
integrate them, so that they can prepare themselves to enable the 
workforce of the future and provide transparency of these efforts to 
regulators if needed.

of surveyed FS organizations70%
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Ethics and the future of work: From 
“could we” to “how should we.” 

As the future of work rapidly evolves, and organizations 
integrate people, technology, alternative workforces, 
and new ways of working, leaders are wrestling with an 
increasing range of ethical challenges. These 
challenges are especially pronounced at the 
intersection between humans and technology. 

In the face of increasing ethical challenges, 
organizations should make intentional and bold 
choices. Those choices need to be framed by a change 
in perspective: a shift from asking only “could we” to 
also ask “how should we” when approaching new 
ethical questions. 

E T H I C S  A N D  T H E  F U T U R E  O F  W O R K

Sources:
(1) Deloitte & World Economic Forum, “Navigating uncharted waters: Understanding the strategic and 

regulatory risks of artificial intelligence in financial services,” October, 2019.
(2) Deloitte Insights, “The frontline of ESG disclosure: The board’s role,” November 2019. 

agree that future of work raises ethical challenges. However, only 29% of FSI 
respondents said that they have clear policies and processes in place to manage 
ethical challenges.

As the integration of AI in financial institutions increases, so will the need for 
the intentional governance of associated ethical challenges. For example, some 
financial institutions are considering using AI to evaluate customer risk, a 
process that has historically been ridden with bias. While implementing AI 
introduces the opportunity to serve underbanked customers, AI can also 
introduce unintentional biases from new data sources1. In order for FS 
organizations to be able to navigate the intersection of humans and technology 
successfully, polices and processes must be proactive and clear.

Some FS organizations are also increasing the significance of Corporate Social 
Responsibility and Environmental, Social, and Governance (ESG) to address ethical 
questions posed by the intersection between humans and technology. For 
instance:
• The board focus on ESG risk and performance has never been more acute, 

leading two of the largest asset management companies, BlackRock and State 
Street, to hold directors accountable on ESG initiatives and decisions by 
revising their shareholder proxy voting guidelines to vote against the 
election of directors that might not be dealing with E&S factors appropriately 
and to support shareholder proposals that address negative 
environmental and social impacts2

While FS organizations’ management of ethics has primarily been driven by legal 
and regulatory requirements in the past, the focus for the future should expand 
to include proactively developing policies, processes, and leaders to effectively 
manage ethical issues around the intersection between humans and 
technology.

of surveyed FS organizations70%
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M E M O  T O  F S

The social enterprise is so impactful today as it links together emerging technology with human interaction. In an uncertain environment, it is critical for FS 
organizations to approach business strategy with an overall mindset of a social enterprise:

One that combines revenue growth and profit-making with the goal to respect the environment, drive toward a social purpose, and support the employees within the 
organization

The Importance of the Three Bold Moves:
In order to drive towards the connection of human focus and technology, FS organizations should start by considering three bold moves within areas of:
• Purpose: Organizations have used mission statements, vision statements, and leadership communications in the past to share their overall purpose. In today’s 

environment, where employees are longing to feel connected, it is key to not only talk about purpose, but to embed meaning into every aspect of work that 
employees experience. To support employees in a constantly changing environment, FS organizations should look at how to better design and organize their 
workforce to capitalize on human’s ability to create, think, and execute.

• Potential: If employees are equipped with the right tools, learning opportunities, and enabling technology, they will be set up with the potential to flex and 
adapt.

• Perspective: Organizations must encourage and embrace a future-thinking perspective to thoughtfully navigate the future of work.

The Readiness Gap:
FS organizations have strategized, brainstormed, and implemented tactics around purpose, potential and perspective, but the FS survey results reinforce that there 
is a gap in readiness for most organizations. Especially in today’s ever-changing environment, there is work to be done to:
• Make employees feel part of the culture and make it feel intentional
• Foster a sense of connection for both remote and on-site employees
• Redesign roles to integrate AI and be able to leapfrog competition in this space
• Develop a renewed look at talent acquisition and opportunities to shift employees within the organization
• Partner more closely with Corporate Social Responsibility (CSR) and Environmental, Social, and Governance (ESG) to also focus on environmental and social impacts
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M E M O  T O  H R

The future of HR must be one of expanded focus and extended influence: expanding its focus to encompass the entirety of work and the workforce, and extending 
its sphere of influence to the enterprise and business ecosystem as a whole.
The Evolving Role of HR

• Sixty-seven percent of FS organizations surveyed reported that HR has made progress over the past decade, but there is still work to be done to effectively 
support the future of work.

• Despite the progress made, respondents reported a significant gap between importance and readiness, with 76% saying the evolving role of HR was important 
or very important for their success over the next 12 to 18 months, but only 46% percent saying they were ready to address this trend.

That finding leads us to a fundamental question: Given the growing importance of the human element at work and the continued gap in HR readiness, will HR 
remain as a distinct function? Or does this readiness gap signal the end of HR as we know it? 

The data provides a two-dimensional answer. While 92% of FS organizations believe that HR will remain a distinct function over the next five years, a majority (55%) 
also believe that HR will substantially or radically change within the next 12 to 18 months. There is no doubt that change is coming, but it needs to be more than 
transformation —it needs to be foundational.
Maximizing HR’s Impact

Over the next 12 – 18 months, FS organizations believe that the biggest changes HR should make to maximize its impact are:
1. Developing new capabilities, such as digital fluency and analytics
2. Increasing efficiency in HR activities through automation
3. Changing the organization design to incorporate more agile and team-based work

In the coming decade, HR has the opportunity to expand its reach and focus, and assume the leading role for the future of work, the workplace, and the workforce 
on behalf of the enterprise. In this expanded role, HR becomes a vital enabler of an organization’s ability to thrive in a world where the old rules of work no longer 
apply, and the new ones are evolving rapidly.
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