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What appears to be happening

Rate of change

« Mobile, sensors, Al, cognitive computing, data
« Access to technology by consumers globally
« Technology infiltrates home and political life

Technology
change

Gap in business
performance Business

potential productivity




What is really happening

B B RN RN E e

HR’s opportunity: help close
the gap among technology,
individuals, businesses, and ‘ Technology
society and governments
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Research overview

Deloitte’s largest and most extensive
human capital survey to date

10,000+

business and HR leaders

140

countries

Unless otherwise noted, all data referenced in this is from 2017 Deloitte Global Human Capital Trends: Rewriting the rules for
the digital age.



Ranking of 2017 trends by importance
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Organization of the future w2 88% |
Careers and learning vy 83%
Talent acquisition 19%
Employee experience 21%
Performance management 22%
Leadership 22%
Digital HR 27%
People analytics 29%
Diversity and inclusion 31%
The augmented workforce 37%
Robotics, cognitive computing, and Al 60%

Percentage of total responses

Not/somewhat important ®mImportant/very important

Note: Ratings for “The augmented workforce” and “Robotics, cognitive computing, and AI” both relate to the broader trends
on “The future of work” discussed in this report.



2017 Deloitte Global Human Capital Trends
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Performance
management: Play
a winning hand

TREND 1
The organization
of the future:
Arriving now

How we redesign
the organization
and its leadership
for the future

Diversity and
inclusion: The

reality gap

TREND 6
Leadership
disrupted: Pushing
the boundaries

How we build
a culture of
continuous

learning,
adaptability,
growth, and

personal
development

n
TREND 4
The employee

experience: Culture,
engagement

and beyond
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TREND 2

Careers and

How we design
the employee
experience for
engagement,
productivity,
and growth

learning: Real
Qall they

TREND 3
Talent acquisition:

Enter the cognitive
\\\fecruiter

Digital HR:
Platforms, people,
and work

How we leverage
data, cognitive
technologies, and
Al to improve the
organization and

its teams

TREND 8
People analytics:

Recalculating the
\route /

The future of work:
The augmented
workforce



The organization of the future:

Arriving now

nizations become

As orga

more digital, they are

' igning
hifting from c_;\e_S\g
io actively bun‘dmg the
new organ'\zatlon

110

believe they understand how
to build the organization of
the future

[ 940/0

say “agility and
.-,J'.-, collaboration”

are critical yet...

.
=

\

7 3%

experimenting with

collaboration tools,
however only

8 0/0 using

organizational
network analysis
(ONA)

o 6°/o

are highly
agile today

7 4

8 %

or important

Very important



Careers and learning:
Real time, all the time

| Very important |
\ or important /

Continuous learning

is critical for
business Success

are moving to open
career models

The changing nature of the career

Length of career Average tenure in a job Half-life of a learned skill

60 to 70 years 4.5 years 5 years

Organizations need to deliver learning that is always on
and always available over a range of mobile platforms

Sources: The 100-Year Life: Living and Working in an Age of Longevity; A New
Culture of Learning: Cultivating the Imagination for a World of Constant Change




Talent acquisition:
Enter the cognitive recruiter

\ Very important |
\ or important /

In the opéen talent
eco

nomy, technology

ent to Move

allows tal 1 before

more freely tha

Biggest disruptor
n n in talent acquisition

today is
experimentation
with tech solutions
and services

excellent at managing
talent-sharing resources

excellent at managing
crowdsourcing

excellent at using games
& simulations to attract
and assess potential
candidates




The employee experience:
Culture, engagement, and beyond

ations are

Organiz

|leveraging pulse feedback

ce tools to

nd self-servi
EQ\es'\gn the integrated
erience =

employee €xP

22

are excellent at building
a differentiated
employee experience

23

believe their
employees are fully
aligned with the
corporate purpose

believe their internal
processes for
collaboration and
decision making are
working well

10.

are using design
thinking as part of
crafting the
employee experience

Deloitte and Facebook, “Transitioning to the future of work and the workplace,” November 2016




Performance management:
Play a winning hand

\‘ .

\ Very important
. or important
Organizations y

have radically changed

the way they measur_e,e Ssmw
evaluate, and recogniz

implement
rformance
employee P€ : m performance

management

have improved by
10%b since 2015
The focus has shifted Agile goal management,
from talking people check-ins, and continuous
to talking people in feedback are becoming
open conversations common; new models of

evaluation and rewards
are next




Leadership disrupted:
Pushing the boundaries

| Very important ‘I
\ or important /

orming leaders
d different skills

and expertise thtan " The leadership gap
generations Pas has become larger;
organizational

capabilities to address
leadership dropped by 2%

feel they have / &
5% Sugelgle d_igital £ A
leaders in place 7 2 o
%o

developing new
leadership programs r

High-perf
today nee

focused on digital
management

Digital leadership required shifts in how leaders must
think, how leaders must act, and how leaders must react



Digital HR:

Platforms, people, and work

HR leaders are being

pushed to he\_p drive
the organization o

“do digital”

HR is being asked to
help lead the digital
transformation in 3 areas:

Digital workforce Digital workplace Digital HR

ﬁ 560/0

are redesigning
their HR programs
to leverage digital
and mobile tools

3 30/0

are using some ( Q@
form of artificial
intelligence (AI)

technology to
deliver HR solutions

Very important 6

\ or important /
N ¢




People analytics:
Recalculating the route

ecoming

people analytics IS b

) Very important
\ or important /

focused
0 understand

i and
iness operation, < ]
Zﬁgedding analytics into er:evax‘l\ork
time apps and the way W

gAY

have broadly deployed HR
and talent scorecards for
line managers

a business function
on using data t

report they
have usable
data

<

New tools are emerging and analytics
are shifting from push to pull

Nt :..‘
-

have a good
understanding
of which talent
dimensions drive
performance '




Diversity and inclusion:
The reality gap

Fairness, equitys and

' ion are NOW CE(_)

‘\re\a(\:/\:aj\s'\‘s:ues, but continue

to be frustrating and Tn]

challenging b [r
diversity and
inclusion is a ['r
competitive L
advantage

report the CEO

is the primary Traits of an
sponsor of inclusive leader:
diversity and commitment,

inclusion program  courage, cognizance
of bias, curiosity,
cultural intelligence,
collaboration

( .
| Very important |
\ or important /




Future of work:
The augmented workforce

\‘ :
\ Very important
or important

must
ive tOO\Sr

Organizations '
implement cognit

of people as

becomes automated

have fully implemented or
made significant progress
in adopting cognitive and

Al technologies

report being ready to manage a

workforce with people, robots,
and Al working side by side
believe their use of off-balance
sheet talent will grow significantly

in the next 3-5 years, but 49%

are not able to manage
contingent labor well o o o o




HR performance scorecard, 2014-2017
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The proportion of respondents rating their HR capabilities as “Getting by”
and “Adequate” has marginally increased, and that rating their capabilities
as “"Good” has marginally decreased, since 2016

2015 2016 2017
35% 34%
32%32% 33%

0% 31% 31% pu 500;

0
25% 24%

22% 14, 22%
o 21% )
15%
10% | 10%10% g9 9o
o I I co o5 6% 6%
ol
Underperforming Getting by Adequate Good Excellent
I 2014 2015 | 2016 2017

Scale used: Excellent (4), Good (3), Adequate (2), Getting by (1), Underperforming (0)



A new game requires new rules

for HR and
business leaders
to understand
the significant
impact of change
and develop new
rules for people,
work, and
organizations

«

New rules
reflect the shifts in
mindset, behavior,
and actions required
to lead, organize,
motivate, access,
manage, and engage
the 21st-century
workforce



Questions?

The employee

The Careers and Talent
organization learning: acquisition: experience:
of the future: Real time, Enter the Culture,

all the time cognitive engagement,
and beyond

Arriving now
recruiter

Diversity

Leadership Digital HR: People

disrupted: Platforms, analytics: and inclusion:

Pushing the people, and Recalculating The reality gap
work the route

boundaries

Performance

management:

Play a winning
hand

B

The future
of work:
The
augmented
workforce




Rewrite the rules

www.deloitte.com/hctrends

3 @DeloitteTalent




