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Leading in the New World of Work
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Barriers
between
work
and life
dissolve

Millennials
make up
50% of
workforce

Talent
in high
demand

Global
transparency
in job
market
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About Capital
the Global
Human

One of the largest-ever longitudinal global talent studies

3,300+

106

Business and
HR leaders

Countries

Unless otherwise cited, all data referenced in this presentation is from the
Global Human Capital Trends 2015 survey.

The 2015 Global Human Capital Trends
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The scores above shows relative capability gap between the “readiness” and “importance” index scores for each trend. It is
computed by taking the “readiness” index score and subtracting the “importance” index score based on the 0–100 scale
described in the previous endnote. The gaps in 2015 are larger than in 2014.
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Leadership
Why a perennial issue?
The capability gap for building great leaders has widened. Organizations around the world are struggling
to strengthen their leadership pipelines, yet over the past year businesses fell further behind, particularly
in their ability to develop Millennial leaders
Only 6% organizations believe their
leadership pipeline is “very ready”—
pointing to a staggering capability gap

86%

business leaders cite
leadership as one of their
most important challenges

Despite that organizations have made little
or no progress since last year

Fewer than 50% of Csuite executives feel they
are receiving any
development
Leadership for the
few, not the many

Just 6% report
they have
“excellent”
programs in place
to develop
Millennials

A weak leadership pipeline?
Only 10% of respondents
believe they have an
“excellent” succession
program
51% state that their
programs are weak or have
none at all

A focus on leadership at all levels, coupled with consistent year-over-year spending in
this area, is key to building sustainable performance and engaging employees in the
new world of work

Learning and Development
Into the spotlight
Companies that transform their learning and development are not only able to accelerate skills
development, but also can dramatically improve engagement and retention

The skills gap is real
Only 28% of
respondents
believe they are
“ready” or “very
ready” in the area
of workforce
capability

Khan Academy
MOOCs

But, while
learning
platforms are
growing
exponentially…

Digital learning
tools

simulations

Cloud-based
training systems

Video offerings

And more companies than ever feel unprepared to meet the challenge

…Less than 25% of
companies feel comfortable
with today’s digital learning
environment

Culture and Engagement
The naked organization
Organizations that create a culture defined by meaningful work, deep employee engagement, job
and organizational fit, and strong leadership are outperforming their peers and will likely beat the
competition in attracting top talent
Yet many companies struggle to attract, engage and earn the loyalty of their employees
Only 13% of
the global
workforce is
“highly engaged”

> 50%
More than half of the workforce
would not recommend their
employer to their peers

In fact, our survey shows:

50% call the
89%

of organizations cite
culture and engagement
as one of their top
challenges

challenge very
important

Performance Management

The secret ingredient
Companies are transforming their performance management models by redefining the way they set
goals and evaluate performance, focusing heavily on coaching and feedback rather than ratings, and
decoupling performance from compensation

Most respondents see their current systems as failing
Only 56% believe
that it positively
affects employee
engagement and
performance

Only 10%
believe that
performance
management is a
good use of time

Many companies are already in the middle of an overhaul
18%

Plan to review in the
next 18 months

89% of organizations

29%

have recently changed
their performance
management processes
or plan to change them
in the next 18 months

Currently evaluating

42%
Reviewed and updated
in the last 18 months

11%

No plans to review

10%

20%

30%

40%

50%

High-potential young
employees want
regular feedback and
career progression
advice, not just “once
and done” reviews

Workforce On Demand
Are you ready?
The “Open Talent Economy”* and on-demand workforce offers companies the ability to tap into extensive
networks of innovators, technical experts, and seasoned professionals

51% of our respondents say
their need for contingent workers

34%
of all workers in
the United
States are
contract workers

will keep growing over the
next 3

– 5 years

Companies must think broadly about how their programs, strategies,
and analytics tools can be applied to their entire workforce – not just
their full-time employees

Highly Skilled

Reinventing HR
An extreme makeover
HR needs an extreme makeover driven by the need to deliver greater business impact and drive
innovation. New business imperatives demand not only a new organizational model for HR along with a
massive reskilling of HR professionals.

HR is not keeping up with the pace of change in business
only 5% of survey
respondents rate HR
performance as
excellent

HR

Bus.

furthermore, business leaders rated HR’s
performance 20% lower than did HR leaders

Nearly 40% of new CHROs now come from the business.

Increasing trend of CEOs bringing in non-HR professionals
to fill the role of CHRO.

A makeover is necessary…

HR needs to raise its game by aligning its skills and capabilities
with the organization’s overall business goals.

HR’s strategic role must also change to meet the
intense pressures of today’s business environment

HR is being redefined as an enabler and builder of talent

CHRO

HR and People Analytics
Stuck in neutral
Leading organizations use analytics to gain insights into the impact of every HR activity
 Predict retention

 Expand the sources of talent

 Improve the quality of hires  Boost employee engagement
Companies that build capabilities in people analytics are generally higher ranked in their
employment brand
More than 70% of
respondents are upgrading
core HR systems to cloud
platforms

75%
of companies believe
analytics are important;
only 8% are strong

80%
HR professionals score
themselves low in their
ability to analyze

70%
of total
capacity

Companies must make a long-term
commitment to analytics

Simplification Of Work
The coming revolution
Organizations are simplifying work in response to employees becoming overwhelmed by increasing
organizational complexity, growing information overload, and a stressful 24/7 work environment

5 Primary Drivers of Complexity at Work:

74% of respondents
(including those at small
companies) rated their work
environment as complex or
highly complex

Pervasive technology and connectivity
Complexity in technology

Globalization
The average employee now
spends over 25% of their
workday reading and
answering emails

Yet only 10 percent of companies have a major
work simplification program

Increased
administrative and
compliance
demands
Overly complex
business processes
and systems

People Data Everywhere
Bringing the outside in
Organizations are expanding their talent data strategies by harnessing and integrating external data
from social media platforms and other external sources

39%
of surveyed companies are now leveraging
social data to support efforts around
recruiting, engagement, and understanding
employment brand

While analytics
programs based on
internal data can be
‘tremendously
valuable, the most
powerful solutions
will leverage external
as well as internal
data to inform critical
talent decisions

There are many ways for
organizations to use external
data to provide significant talent
benefits yet…
only 5% of companies
believe they have an
“excellent” policy for
leveraging social data

Machines As Talent
Collaboration, not competition
The increasing power of computers and software to perform cognitive tasks is challenging
organizations to rethink the design of work and the capabilities their employees need to succeed

60% say that
cognitive technology
at work is important or
very important

Nearly half of all US employment could be
automated over the next decade or two

Only 5% believe they have
a detailed understanding of
how cognitive computing
will impact their workforce

Organizations can
drive productivity
improvements through
strategies to help
redesign work and
help people redefine
their roles

LIVE DEMONSTRATION OF
INTERACTIVE DASHBOARD
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ACTIVITY
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Critical Needs
E&C Participant Input
How important is each
Human Capital trend to your
organization?

Importance

How “ready” is your organization
to respond to each Human
Capital trend?

Readiness

•

Very Important

•

Very Ready

•

Important

•

Ready

•

Somewhat Important

•

Somewhat Ready

•

Not Important

•

Not Ready

•

Not Applicable

•

Not Applicable

Q&A and DISCUSSION
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Conference Resources

A copy of this presentation may be downloaded from the conference website.
To access this presentation – and all other presentations from this conference,
please use the following url:
www2.deloitte.com/us/2015ECConference
You may also access all presentations and thoughtware through our conference
app
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