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Rewriting the rules for the digital age

PREFACE

WELCOME to Deloitte’s fifth annual Global Human Capital Trends report and survey. This year’s 
report takes stock of the challenges ahead for business and HR leaders in a dramatically changing 
digital, economic, demographic, and social landscape. In an age of disruption, business and HR 

leaders are being pressed to rewrite the rules for how they organize, recruit, develop, manage, and engage the 
21st-century workforce. 

This workforce is changing. It’s more digital, more global, diverse, automation-savvy, and social media- 
proficient. At the same time, business expectations, needs, and demands are evolving faster than ever before. 
While some view this as a challenge, we see it as an opportunity. An opportunity to reimagine HR, talent, and 
organizational practices. An opportunity to create platforms, processes, and tools that will continue to evolve 
and sustain their value over time. An opportunity to take the lead in what will likely be among the most signifi-
cant changes to the workforce that we have seen.   

Hence, our call for new rules for HR in the digital age.

The 2017 report began last summer with us reaching out to hundreds of organizations, academics, and practi-
tioners around the world. This year, it includes a survey of more than 10,000 HR and business leaders across 
140 countries. The report reveals how leaders are turning to new organizational models that highlight the 
networked nature of today’s world of work; innovation-based HR platforms; learning and career programs 
driven by social and cognitive technologies; and employee experience strategies that put the workforce at the 
center. The report closes with a discussion of the future of work amid the changes being driven by advances in 
automation and an expanded definition of the workforce.

We are pleased to present this year’s Global Human Capital Trends report and survey and look forward to 
your comments. 2017 is positioned to be a year of change as we all manage new levels of transformation and 
disruption. The only question now is: Are you ready?

Brett Walsh
Global leader, Human Capital
Deloitte LLP

Erica Volini
US leader, Human Capital
Deloitte Consulting LLP
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of business. This new era, often called 
the Fourth Industrial Revolution1—or, as 
we have earlier labeled it, the Big Shift2—
has fundamentally transformed busi-
ness, the broader economy, and society.
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Figure 1. What appears to be happening 

Organizations face a 
radically shifting context 

for the workforce, 
the workplace, and 
the world of work. 
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HR’s opportunity is to help close 
the gaps among technology, 
individuals, businesses, and society 
and governments.
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Figure 2. What is really happening
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OUR GLOBAL RESEARCH
The 2017 survey is our largest and most extensive to date, with input from more 
than 10,400 business and HR leaders across 140 countries. Twenty-two percent of 
respondents were from large companies (more than 10,000 employees), 29 percent 
from medium-sized companies (1,000–10,000 employees), and 49 percent from 
small companies (fewer than 1,000 employees). Respondents from the Americas 
accounted for 31 percent of the total; Europe, Middle East, and Africa contributed 51 

telecommunications; and manufacturing. Sixty-three percent of the respondents 
were HR professionals, with other business executives comprising 37 percent. C-level 
executives accounted for 30 percent (more than 3,100) of the respondents. 

The appendix contains additional details on respondent demographics.

RAPID AND DISRUPTIVE 
CHANGE IS NOT NEW
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TREND 2. CAREERS AND LEARNING: 
REAL TIME, ALL THE TIME

-

-

-
The 100-Year 

Life

TREND 3. TALENT ACQUISITION: 
ENTER THE COGNITIVE RECRUITER

-

-

-
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Organization of the future 

Careers and learning

Talent acquisition

Employee experience

Performance management

Leadership

Digital HR

People analytics

Diversity and inclusion

The augmented workforce

Robotics, cognitive computing, and AI

Percentage of total responses

Not/somewhat important Important/very important

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

Figure 3. The 2017 trends by importance
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TREND 4. THE EMPLOYEE EXPERIENCE: 
CULTURE, ENGAGEMENT, AND BEYOND

-

-
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TREND 5. PERFORMANCE 
MANAGEMENT: PLAY A WINNING HAND

-
-
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TREND 6. LEADERSHIP DISRUPTED: 
PUSHING THE BOUNDARIES

-

-
-

TREND 7. DIGITAL HR: PLATFORMS, 
PEOPLE, AND WORK

-

RECALCULATING THE ROUTE

-

-

-

TREND 9. DIVERSITY AND 
INCLUSION: THE REALITY GAP
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How we redesign the organization and 
its leadership for the future

TREND 1
The organization
of the future: 
Arriving now

TREND 6
Leadership 
disrupted: Pushing 
the boundaries

How we build a new management 
system to empower and engage the 
teams

TREND 5
Performance 
management: Play a 
winning hand

TREND 9
Diversity and 
inclusion: The reality 
gapHow we design the employee 

experience for engagement, 
productivity, and growth

TREND 4
The employee 
experience: Culture, 
engagement, and 
beyond

How we build a culture of continuous 
learning, adaptability, growth, and 
personal development

How we leverage digital technology to 
design and improve work, the workplace, 
and the workforce

How we leverage data, cognitive 
technologies, and AI to improve the 
organization and its teams

TREND 3
Talent acquisition: 
Enter the cognitive 
recruiter

TREND 8
People analytics: 
Recalculating the 
route

n

TREND 7
Digital HR: 
Platforms, people, 
and work

TREND 10
The future of work: 
The augmented 
workforce

Figure 4. Rewriting the rules for the digital age 
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TREND 10. THE FUTURE OF WORK: 
THE AUGMENTED WORKFORCE

New game, new rules

Global Human Capital Trends
-

Deloitte University Press  |  dupress.deloitte.com

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

2015 2016 2017

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

10%

22%

32% 31%

5%

9%

21%

32% 33%

6%
9%

21%

34%

30%

5%

0%

5%

10%

15%

20%

25%

30%

35%

40%

Underperforming Getting by Adequate Good Excellent

GPA (grade)

2015 2016 2017

2.0 (C) 2.0 (C)2.1 (C+)

Figure 5. HR performance scorecard, 2015–2017
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HR scorecard: How well 
is HR keeping up?

-

-
-
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Join us: Riding the 
wave to its crest

-
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Non-HR (GPA: 1.8) HR (GPA: 2.1)

Excellent

Good

Adequate

Getting by

Underperforming

5%

25%

33%

23%

14%

5%

33%

35%

20%

7%

Figure 6. 2017 HR scorecard by job function



Appendix

Note: Figures represent the percentage of respondents rating each trend “important” or “very important.” Ratings for 
“The augmented workforce” and “Robotics, cognitive computing, and AI” both relate to the broader trend on “The future 
of work” discussed in this report.

Lower %Higher %

 

AMERICAS EUROPE, MIDDLE EAST, & AFRICA ASIA PACIFIC

Region Global
Latin & 
South 

America

North 
America Africa

Central 
and 

Eastern 
Europe

Middle 
East

Nordic 
countries

Western 
Europe Asia Oceania

Organization 
of the future

Careers and 
learning

Talent acquisition

Employee 
experience

Performance 
management

Leadership

Digital HR

People analytics

Diversity and 
inclusion

The augmented 
workforce

Robotics, cognitive 
computing, and AI
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Trend in order 
of global 

importance
Global Consumer 

business
Energy & 
resources

Financial 
services

Life 
sciences & 
health care

Manu-
facturing

Pro- 
fessional 
services

Public 
sector

Real  
estate

Technology, 
media, & 

telecommuni- 
cations

Organization 
of the future 88 85 92 87 83 90 85 81 94

Careers and 
learning 81 80 83 82 82 86 73 81 84

Talent 
acquisition 82 76 82 82 82 84 76 83 84

Employee 
experience 79 77 79 80 76 83 72 79 83

Performance 
management 81 80 80 77 81 77 68 83 80

Leadership 75 74 82 74 75 80 73 74 85

Digital HR 74 75 74 75 72 75 72 68 76

People 
analytics 72 69 71 75 68 72 67 67 74

Diversity and 
inclusion 69 70 71 69 68 70 68 65 67

The 
augmented 
workforce

59 63 61 63 59 73 63 62 62

Robotics, 
cognitive 
computing, 
and AI

34 37 41 38 44 45 34 28 46

Note: Figures represent the percentage of respondents rating each trend “important” or “very important.” Ratings for 
“The augmented workforce” and “Robotics, cognitive computing, and AI” both relate to the broader trend on “The future 
of work” discussed in this report.

Lower %Higher %



 

Trend in order of global importance Global Large  
(10,000+)

Medium (1,001 
to 10,000)

Small  
(1 to 1,000)

Organization of the future

Careers and learning

Talent acquisition

Employee experience

Performance management

Leadership

Digital HR

People analytics

Diversity and inclusion

The augmented workforce

Robotics, cognitive 
computing, and AI

Note: Figures represent the percentage of respondents rating each trend “important” or “very important.” Ratings for 
“The augmented workforce” and “Robotics, cognitive computing, and AI” both relate to the broader trend on “The future 
of work” discussed in this report.

Lower %Higher %
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Our survey includes data from 10,447 business and HR leaders

Region

Country

Western Europe

Latin & South America

Asia

North America

Africa

Central & Eastern Europe

Nordic countries

Oceania

Middle East

25%

17%

15%

14%

10%

8%

7%

3%

2%

Industry

Professional services

Financial services

Consumer business
Technology, media, 

& telecommunications
Manufacturing

Public sector

Energy & resources

Life sciences & health care

Real estate

16%

13%

13%

12%

Other 12%

11%

8%

7%

6%

1%

Respondent job function

63%
37%

HR

Non-HR

Respondent job level

51%

20%

30%

Mid-level

Individual
contributor

C-suite

Organization size (employees)

49%
22%

29%

Small
(1 to 1,000)

Large
(10,001+)

Medium
(1,001 to 10,000)

United States
Belgium

India
Norway

China
Canada
France

South Africa
Mexico

Costa Rica
Colombia

Spain
Germany

United Kingdom
Japan

Australia
Ireland
Poland
Finland

Kenya
Brazil

Russia
Netherlands

Greece
Peru

Uruguay
Switzerland

Portugal
Denmark

Ecuador
Austria
Turkey

1,115
779
616
379
351
318
299
295
281
262
245
235
229
215
205
197
196
188
182
181
159
156
142
136
136
134
126
123
111
101

98
97

Singapore
Nigeria

Guatemala
Argentina

Serbia
United Arab Emirates

New Zealand
Ukraine

El Salvador
Italy

Tunisia
Chile

Romania
Cyprus

Luxembourg
Malaysia

Indonesia
Angola

Senegal
Namibia

Ivory Coast
Zimbabwe

Czech Republic
Ethiopia

Hong Kong
Thailand

Dutch Caribbean
Panama

Venezuela
Korea

Sweden
All others

94
89
88
78
78
77
76
74
72
72
72
68
68
58
53
53
52
48
48
47
46
46
45
45
42
42
34
33
31
30
30

371

Figure 10. Survey demographics
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High-performing organizations operate as empowered networks, coordinated 
through culture, information systems, and talent mobility. Companies are focused on 
redesigning the organization itself, with nearly half actively studying and developing 
new models. And many organizations are not only designing but also building this 
new organization. As networks and ecosystems replace organizational hierarchies, 
the traditional question “For whom do you work?” has been replaced by “With whom 
do you work?”

• -
zation of the future is an important or very important issue. 

• 
increase from last year.

• Yet challenges remain: Only 11 percent of survey respondents believe they under-
stand how to build the organization of the future.

The organization of the future
Arriving now

WHY 
-

Global Human Capital 
Trends

-

-

-

-
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ORGANIZING FOR SPEED, 
AGILITY, AND ADAPTABILITY

-
-

THE POWER OF NETWORKS OF TEAMS

-

-

-

1 -

Percentages by region:

Latin & South
America

North
America

Americas
92 87

Asia Oceania
89 85

Africa Central & 
Eastern Europe

Middle East Nordic
countries

Western
Europe

Europe, Middle East, and Africa
87 83 83 90 87

Italy  89

 UK  88

Canada  87

Belgium  82

  85  Netherlands

Spain  91

74  South Africa

USA  87

Mexico  89

95  Brazil
84  Australia

89  China

96  India

France  88

Germany  90  70  Japan

Figure 1. Organization of the future: Percentage of respondents rating this trend “important”
 or “very important”
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Percentages in
selected countries:

Lower %Higher %
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STARTING AT THE EDGE
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How things were
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C D E

How things are

A
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How things work

• Shared values and culture
• Transparent goals and projects

Figure 2. A network of teams
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NEXT STEP: BUILDING THE 
ORGANIZATION OF THE FUTURE

-

-

Global 
Human Capital Trends

-

3 

-

-

-
-

-

Among this year’s 
survey respondents, 
32 percent say that 

they are now designing 
their organization to 
be more adaptable 
and team-centric.
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BUILDING IN ACCOUNTABILITY
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Lessons from the front lines

9 

-

-

-
-
-

-

-
-

-
-

-

-

-

2017 Deloitte Global Human Capital Trends



Rewriting the rules for the digital age

-

-
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-

-
-

-
-
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-

-

Start here
• Embrace the speed of change: -

-

• Make talent mobility a core value:

-

• Form an organizational performance 
group:

• Examine new communication tools: -
-

• Adopt continuous, feedback-based per-
formance management:



Old rules New rules

Organized for learning, innovation, and customer 
impact

Company viewed as a hierarchy, with hierarchical 
decision rights, structure, and leadership progression

Company viewed as an agile network, empowered 
by team leaders and fueled by collaboration and 
knowledge-sharing

Structure based on business function with functional 
leaders and global functional groups

Structure based on work and projects, with teams 
focused on products, customers, and services

Advancement through promotion upward with many 
levels to progress through

Advancement through many assignments, diverse 
experiences, and multifunctional leadership 
assignments

People “become leaders” through promotion authority

Lead by direction Lead by orchestration

Culture ruled by fear of failure and perceptions of 
others

Culture of safety, abundance, and importance of risk-
taking and innovation

Rules-based Playbook-based

and job titles change regularly

Process-based Project-based

FAST FORWARD

As this new type of organization takes hold, working in teams will likely become the 
norm in business, and dynamism will become an organizational hallmark. Building and 

from teaming may also become standard. 

to build their careers, while companies that continue to operate in the old manner 
will likely struggle to keep up. In this new world, more nimble organizations will have 
certain advantages, but successful large organizations will keep pace by building 
stronger ecosystems and partnerships that broaden their workforces and capabilities. 
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The concept of career is being shaken to its core. Employees now enjoy the prospect 
of 60-year careers. Yet at the same time, the half-life of skills is rapidly falling. These 
new realities are forcing companies to rethink the way they manage careers and 
deliver always-on learning and development (L&D) opportunities. Leading companies 
are moving to overhaul their career models and L&D infrastructure for the digital age, 
though most organizations are still in the early stages of this transformation.  

• This year, the issue of improving employee careers and transforming corporate 

last year.

• Learning technology is changing rapidly. Traditional learning management systems 
are being complemented with and replaced by a wide range of new technologies 
for content curation, delivery, video distribution, and mobile use.

• This upheaval in learning and careers has become a catalyst for radical change. 
Nearly half of our surveyed executives (45 percent) cite this problem as urgent or 

dropped by 5 percent.

Careers and learning
Real time, all the time

WHAT - WHAT EMPLOYEES EXPECT 
FROM THE 100-YEAR LIFE1

-

-

2 
-

3
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-

-
-

4 The 100-Year Life 

-

5  

-
-

-
-

THE NEED FOR RAPID SKILL 
DEVELOPMENT AND THE 
COMMODITIZATION OF CONTENT

-

-

-

-

Companies worldwide are scrambling to 
catch up with employees’ desires. 
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Length of career Average tenure in a job Half-life of a learned skill

60 to 70 years 4.5 years 5 years

Figure 1. The changing nature of a career

Sources: Lynda Gratton and Andrew Scott, The 100-Year Life: Living and Working in an Age of Longevity (Bloomsbury, 2016); Douglas 
Thomas and John Seely Brown, A New Culture of Learning: Cultivating the Imagination for a World of Constant Change (CreateSpace, 
January 4, 2011).



 

NEW TOOLS ARE LEAVING 
BEHIND TRADITIONAL LMS 

-
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-
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Percentages by region:

Latin & South
America

North
America

Americas
86 80

Asia Oceania
88 79

Africa Central & 
Eastern Europe

Middle East Nordic
countries

Western
Europe

Europe, Middle East, and Africa
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Italy  76

 UK  84

Canada  78

Belgium  68
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Mexico  82

87  Brazil
78  Australia

91  China
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France  82

Germany  83  
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Figure 2. Careers and learning: Percentage of respondents rating this trend “important” 
or “very important”
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THE NEW LOOK OF L&D

-

-

-

-

-

THE CHANGING ROLE OF 
L&D LEADERSHIP

-

-

-

-

11 -
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-

-
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-

-



Lessons from the front lines

-

-

-

-
-

14

-

-

15 

-

-

-

-

 

-

-

-

-

For business and 
HR leaders, the new 
models are a wake-

up call to adapt or risk 
falling behind in hiring, 
employee engagement, 

productivity, and 
product innovation.
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FAST FORWARD

The impact of the fourth industrial revolution is fundamentally changing the nature 
of work and the meaning of career, and making it imperative to constantly refresh 

create the environment and systems to allow employees to constantly learn and 
relearn. The explosion of free content means that the learning organization should 
seamlessly integrate internal and external content into its platforms.

Start here
• Evaluate internal mobility:

-
-

• Review the organization’s job architec-
ture:

• Build a culture of hiring from within:
-

• Track learning metrics: -

-

• Refocus the L&D team:

• Rethink the entire L&D technology infra-
structure:

-

• Rethink the corporate university:
-
-

• Manage the employment brand:
-
-



Old rules New rules

Employees are told what to learn by their managers 
or the career model

Employees decide what to learn based on their 

Careers go “up or out” Careers go in every direction

Managers direct careers for people leaders and others

Corporate L&D owns development and training Corporate L&D curates development and creates a 
useful learning experience

People learn in the classroom and, sometimes, 
online

People learn all the time, in micro-learning, courses, 
classrooms, and groups

The corporate university is a training center
The corporate university is a “corporate commons,” 
bringing leaders and cross-functional groups 
together

Learning technology focuses on compliance and 
course catalog

Learning technology creates an always-on, 
collaborative, curated learning experience

Learning content is provided by L&D and experts
Learning content is provided by everyone in the 
organization, and curated by employees as well as 
HR

Credentials are provided by universities and 

through credentials

Credentials come in the form of “unbundled 

many ways
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Talent sourcing and recruitment face tremendous pressure. Talent and skill short-
ages are widespread. Employees are demanding new careers and career models. And 

-
laboration, crowds, and the sharing economy—are reshaping the workforce. Leading 
companies are turning the open talent economy into an opportunity by embracing 

balance-sheet talent sources. 

• Attracting skilled resources is no longer simply the responsibility of HR. It now 
stands as a top concern of business leaders, ranking third in our survey this year. 

• 
very important. 

Talent acquisition

FINDING 

-

-

BUILDING A STRATEGIC AND 
DIGITAL EMPLOYMENT BRAND

-

-
-

-
-

1

-

-

-
-
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-

2 

LEVERAGING NEW TECHNOLOGIES—
FROM SOCIAL TO COGNITIVE

-
3

-

-

-
-
-

4

-

-

-

Percentages by region:

Latin & South
America

North
America

Americas
83 81

Asia Oceania
87 70

Africa Central & 
Eastern Europe

Middle East Nordic
countries

Western
Europe

Europe, Middle East, and Africa
84 81 82 75 78

Italy  79

 UK  87

Canada  79

Belgium  70

  81  Netherlands

Spain  83

81  South Africa

USA  82

Mexico  80

79  Brazil
70  Australia

84  China

89  India

France  75

Germany  77  

83  Japan

Figure 1. Talent acquisition: Percentage of respondents rating this trend “important” 
or “very important”
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-

-
-

-
-

5 

-

-

-
-

USING VIDEO AS A TOOL FOR A 
COMPELLING CANDIDATE EXPERIENCE

-

-

-
-

 

-
-
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71% 23% 6%
Using games and simulations to attract 

and assess potential candidates

Weak ExcellentAdequate

Percentage of total responses

Figure 2. Respondents’ ratings of their ability to use games and simulations to attract 
and assess potential candidates
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-

-
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FROM CREDENTIALS TO SKILLS

-
-

-

-

 

-
11 

-
-

-

-

-

12 

OPTIMIZING SOURCING CHANNELS

-

In the open talent 
economy, technology 
allows talent to move 

more freely than 
before—from role to 

role, within and outside 
the enterprise, and 

across organizational 
and geographic 

boundaries.



-

-

-
-

-
-

14 

-

-

OPTIMIZING THE TALENT 
ACQUISITION OPERATING MODEL

-

-

-

Lessons from the front lines
-

15 

-
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Managing contingent, outsourced, 
contracted, and part-time sources of labor

Understanding emerging skills and 
critical capability gaps

Managing gig and talent-sharing 
economy resources

Managing crowdsourcing as part of the 
organization’s workforce and talent 

programs

25% 57% 19%

53% 39% 9%

59% 33% 8%

Percentage of total responses

Weak ExcellentAdequate

14%62%24%

Figure 3. Respondent ratings of sub-capabilities related to talent acquisition
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-
-

-

-
-

-

 

-

-

-

-

-

-

-

-
-

-

-

-
-

Start here
• Leverage new technologies:

-

Given the expense, 
corporate HR is the 
most likely choice to 
invest in the talent 

acquisition products 
that can make the 

company stand out.

44



-

• Build a digital employment brand: -
-
-

• Create a compelling candidate experi-
ence:

• Broaden and expand sourcing channels: 

-

• Integrate sourcing: -
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Figure 4. Talent acquisition: Old rules vs. new rules

Old rules New rules

Recruiters continuously expand their use of social 
media sites for sourcing, including Twitter, Facebook, 
Glassdoor, Pinterest, and Quora, in addition to 
LinkedIn

Employment brand is viewed as a marketing strategy Employment brand has a complete strategy, reaching 
into all possible candidate pools and channels

Recruiters run the recruiting process
Recruiters partner with hiring managers throughout 
the search process, leveraging their networks, 
cultural needs, and success criteria

Job descriptions communicate what the organization 
demands from the potential employee

Job descriptions focus on the needs of the 
candidates—a tactic that yields three times as many 
highly rated applicants*

An applicant tracking system is the only required 
talent acquisition technology 

Companies have talent acquisition technology 
platforms that manage sourcing, video interviewing, 
interview management, candidate relationship 
management, and onboarding

for the enterprise

The candidate and hiring manager are front and 
center in talent acquisition processes, tailoring the 
candidate experience around the moments that 
matter in the talent acquisition journey with the 
organization

* Andre Lavoie, “How to attract the best talent with your job descriptions,” Aberdeen Essentials, September 25, 
2015, www.aberdeenessentials.com/hcm-essentials/how-to-attract-the-best-talent-with-your-job-descriptions/.

FAST FORWARD

Accelerating digital, video, and cognitive technologies and ever-increasing transparency 

continuing to focus on sourcing and selection, recruiters are now relationship builders 
and managers. They are looking to enable a positive candidate experience for new 
employees—a task that requires both new responsibilities and new skills. 

Savvy recruiters will continue to embrace new TA technologies and hone their 
relationship-building skills. Indeed, this is the promise of cognitive recruiting. As 
AI and other technologies take over the basic, time-consuming tasks of sourcing 
candidates, human jobs will shift. A recruiter in this new world can add value by 
building psychological and emotional connections with candidates and constantly 
strengthening the employment brand.



1. AdWeek, 

2. Robin Erickson and Denise Moulton, Reimagining talent attraction: Dell transforms its employment brand by going 
social, Bersin by Deloitte, November 9, 2016, http://bersinone.bersin.com/resources/research/?docid=20355.

3. Katherine Jones, Buyer’s guide to talent acquisition management and onboarding solutions 2013, Bersin by Deloitte, 
July 2013, www.bersin.com/Practice/Detail.aspx?docid=16724.

4. ATC Events and Media, “Chat bot interviews recruiter, recruiter gets smitten,” November 25, 2016, http://atchub.
net/news/chat-bot-interviews-recruiter-recruiter-gets-smitten/.

5. Jonathan Nicholson (cofounder and managing director, PredictiveHire), in discussion with Robin Erickson, De-
cember 5, 2016.

6. Richard George, “Interview: How SAP is using cartoons, video games and more to change recruiting standards,” 
LinkedIn, September 19, 2016, https://business.linkedin.com/talent-solutions/blog/recruiting-strategy/2016/
interview-how-sap-is-using-cartoons-video-games-and-more-to-change-recruiting-standards.

7. PeopleScout, Innovative sourcing strategies for mastering the talent landscape: It’s a marathon, not a sprint, 2015, 
http://www.peoplescout.com/innovative-sourcing-strategies-for-mastering-the-talent-landscape/, accessed Feb-
ruary 12, 2017.

PR Newswire, “HireVue honors IBM, Hilton Worldwide, Vodafone, and ten other customers with 3rd annual ‘Digi-

hirevue-honors-ibm-hilton-worldwide-vodafone-and-ten-other-customers-with-3rd-annual-digital-disruptor-

9. Curt Rice, “How blind auditions help orchestras to eliminate gender bias,” Guardian, October 14, 2013, www.
theguardian.com/women-in-leadership/2013/oct/14/blind-auditions-orchestras-gender-bias.

10. 
31, 2017.

11. Robin Erickson, From the armed forces to the workforce: Why veteran hiring is both the right thing to do & a smart 
move to make, Bersin by Deloitte, May 2015, http://marketing.bersin.com/veteran-hiring.html.

12. Lisa Smith-Strother, “The role of social advocacy in diversity & inclusion recruiting,” presented at Glassdoor Sum-
mit, September 13, 2016, https://youtu.be/IdsqQMV4V_0.

13. Robin Erickson, Strategic talent sourcing: Improve blend of high-quality channels (part I), Bersin by Deloitte, 2017.

14. Talent Tech Labs, “Talent acquisition ecosystem #5,” https://talenttechlabs.com/ecosystem/, accessed December 
16, 2016. 

15. 
news/news-and-features/2016/game-on-our-graduate-recruitment-drives-gone-digital.html.

16. Ibid.

17. Erickson, Strategic talent sourcing

ENDNOTES

2017 Deloitte Global Human Capital Trends



Rewriting the rules for the digital age

Michael Stephan, Deloitte Consulting LLP  |  mstephan@deloitte.com

Michael Stephan is the global leader for Deloitte’s HR Transformation practice. He develops 
and integrates HR service delivery models across the operations and technology spectrum, 
with a focus on optimizing HR service delivery around the world. His global consulting 
experience includes HR strategy, HR operating model design and implementation, HR 
business process outsourcing (BPO), global technology deployment, and enterprise 
transition management.

David Brown, Deloitte Touche Tohmatsu  |  davidbrown@deloitte.com.au 

David Brown leads the Human Capital practice in Australia. He has over 30 years’ experience 
in the human capital space in both corporate HR and advisory roles, including considerable 

specializes in HR strategy and execution, strategic change, workforce productivity and 
engagement, and talent management and development.

Robin Erickson, Bersin by Deloitte, Deloitte Consulting LLP  |  rerickson@deloitte.com  

she draws on her deep experience in talent strategies consulting and related research for 

in organizational communication and change, a master’s degree in communication from 
Northwestern University, a master’s degree in theology from Northern Seminary, and a 
bachelor of arts degree from the University of Chicago.

AUTHORS





Rewriting the rules for the digital age



Millennials, employees expect a productive, engaging, enjoyable work experience. 
Rather than focus narrowly on employee engagement and culture, organizations are 
developing an integrated focus on the entire employee experience, bringing together 
all the workplace, HR, and management practices that impact people on the job. A 

employee self-service tools is helping HR departments understand and improve this 
experience. Through new approaches such as design thinking and employee journey 
maps, HR departments are now focusing on understanding and improving this com-
plete experience and using tools such as employee net promoter scores to measure 
employee satisfaction.1

• Organizational culture, engagement, and employee brand proposition remain top 
priorities in 2017; employee experience ranks as a major trend again this year.

• 
-

• Fifty-nine percent of survey respondents reported they were not ready or only 
somewhat ready to address the employee experience challenge.

The employee experience
Culture, engagement, and beyond

A PRODUCTIVE, 

-

2

-
-

3

Global Human Capital Trends

-

2017 Deloitte Global Human Capital Trends



Rewriting the rules for the digital age

Change

Helping employees balance personal 
and professional life/work demands 23% 19% 21% better

Aligning employees and personal 
goals with corporate purpose 24% 23% 4% better

Providing programs for younger, 
older, and a multi-generational 
workforce

11% 11% Flat

Understanding and using design 
thinking as part of the employee 
experience 

10% 13% 23% worse

Percentages by region:

Latin & South
America

North
America

Americas
85 84

Asia Oceania
85 85

Africa Central & 
Eastern Europe

Middle East Nordic
countries

Western
Europe

Europe, Middle East, and Africa
82 77 77 69 71

Italy  79

 UK  84

Canada  80

Belgium  63

  76  Netherlands

Spain  77

83  South Africa

USA  85

Mexico  83

93  Brazil
85  Australia

88  China

89  India

France  64

Germany  70  

75  Japan

Figure 2. Employee experience: Percentage of respondents rating this trend “important”
 or “very important”
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-
-

-

• 
-

• 

• -

-

• 

• 

A GROWING CHALLENGE 

-

-
-
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Understanding and using design thinking 
as part of the employee experience

Using design thinking in developing HR 
and talent programs

Providing programs for younger, older, 
and a multi-generational workforce

Considering diverse employee preferences 
when designing work

employee experience brand

Aligning employees and personal goals 
with corporate purpose

Helping employees balance personal and 
professional life/work demands

Integrating social, community, and 
corporate programs

Weak ExcellentAdequate

39% 12%49%

38% 13%49%

48% 10%42%

46% 11%43%

23% 23%54%

25% 23%52%

22% 22%57%

22% 23%55%

Figure 3. Respondent ratings of sub-capabilities related to employee experience

Percentage of total responses
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4

-

5 

-
 

-
 

-

THE GROWING NEED FOR A 
HOLISTIC SOLUTION

-

-

-
-
-

-

-

-

-

Companies need a new approach—one that builds 
on the foundation of culture and engagement to 

focus on the employee experience holistically, 
considering all the contributors to worker 

satisfaction, engagement, wellness, and alignment.



-

-

GETTING THE DESIGN AND 
DELIVERY RIGHT

-

-

-

-

FOCUS ON EMPLOYEE FEEDBACK IS 
IMPROVING, BUT NOT FAST ENOUGH

-
-

Figure 4. Factors that contribute to a positive employee experience

Simply Irresistible OrganizationTM model

Meaningful work Supportive 
management

Positive work 
environment

Growth 
opportunity

Trust in 
leadership

Autonomy Clear and 
transparent goals

Flexible work 
environment

Training and 
support on the job

Mission and 
purpose

Coaching Humanistic 
workplace

Facilitated talent 
mobility

Continuous 
investment in 

people

Small, empowered 
teams

Investment in 
development of 

managers

Culture of 
recognition

Self-directed, 
dynamic learning

Transparency and 
honesty

Time for slack Agile performance 
management

Fair, inclusive, 
diverse work 
environment

High-impact 
learning culture Inspiration

Cross-organization collaboration and communication 
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-

-
-

-

-

-

-

• Productivity and collaboration apps:

-
-

-
-

• Engagement and feedback apps:

• Performance management apps: 
-

-

• Well-being apps: -
-
-

• Employee service platforms: -
-

-

-

-

-

THE CENTRALITY OF THE 
EMPLOYEE EXPERIENCE

 
 

 

High-performing 
companies have 
found ways to 

enrich the employee 
experience, leading to 
purposeful, productive, 

meaningful work.



-

-
9  

-

-

-

11

-
-

12 -
13

14 15 -

Lessons from the front lines

-

-

19 -

-

-

-

-

-
-

-
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-

-

-

-
-

-

-

-

-

-

-

-
-

-

By focusing on the 
employee experience, 

HR leaders can 
improve employee 

engagement, empower 
teams and leaders, 

and develop workforce 
solutions that will be 

useful and compelling 
to employees.



-

-

Start here
• Elevate the employee experience and 

make it a priority: -

-

• Designate a senior leader or team to 
own it:

• Embrace design thinking:

-
-

• Consider experiences for the entire work-
force: -

-

-

• Look outside: -

-
-

• Enlist C-suite and team leader support: 

-

-

• Consider the impact of geography:
-
-

-

• Measure it:

-

-
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Old rules New rules

surveys life at work, requiring constant feedback, action, and 
monitoring 

Culture is a topic on the company website and 

through behavior 

Company uses tools and behaviors to measure, align, 
and improve culture during change, M&A, and other 
major initiatives

Companies have a series of HR leaders across 
recruiting, learning, rewards, engagement, and other 
HR services

Companies have someone responsible for the 
complete employee experience, focused on 
employee journeys, experiences, engagement, and 
culture

with a focus on benchmarking and fairness

Wellness and health programs are focused on safety 
and managing insurance costs 

Companies have an integrated program for 
employee well-being focused on the employee, her 
family, and her entire experience at life and work

Rewards are designed to cover salary, overtime, 

programs

Employee self-service is viewed as a technology 
platform that makes it easy to complete HR 
transactions and reports 

The employee experience platform is designed, 
mobile, and includes digital apps, prescriptive 
solutions based on employee journeys, and ongoing 
communications that support and inspire employees

FAST FORWARD

increasing transparency (“What does Glassdoor say about us?”), and the rising demand 
for talented professionals and workers with fast-changing skills, employee experience 
will become an increasingly important dimension of competing for and engaging 
your workforce. Employee brand and reputation—the story that employees in the 

through net promoter tools, social media monitoring, and customer segmentation, 
so will HR rigorously monitor the health and productivity of its employees. Real-time 
feedback tools will explode as pulse surveys and always-on feedback systems become 

the experience of contractors, contingent, and gig workers too.
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evaluate, and recognize employee performance. Today, with much initial experimen-
tation, continuous performance management practices are being deployed on a wide 
scale. While not all the tools are in place at every organization, the new practices are 

management, check-ins, and continuous feedback are becoming common, and new 
models of evaluation and rewards are being adopted next.

• The redesign of performance management is picking up speed: 79 percent of ex-

calling the problem “very important.”

• Company capabilities to implement performance management have improved. 
Our research shows organizations are 10 percent more capable than they were 
in 2015, and most are heavily focused on retraining leaders to implement agile, 
developmental management approaches.

• The impact of these new performance practices is high: 90 percent of companies 
that have redesigned performance management see direct improvements in en-

the quality of conversations between employees and managers going up.1

Performance management
Play a winning hand
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Figure 1. Performance management: Percentage of respondents rating this trend “important” 
or “very important”
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The focus has shifted 
from talking about 
people to talking 

with people in open 
conversations.
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cial and transparent, mobile, and digi-
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Lessons from the front lines 

-

-

-

-

-

 

-

-

-
-

-

-

-

-

-
 

19



Start here
• Identify a strategy and philosophy for 

PM:

-

• Look to peers: -
-
-

• See what is working:
-
-

• Tailor PM to strategic and organizational 
needs:

• Upskill managers in coaching skills: -
-

-

• Put it all together:

FAST FORWARD

In the future, leading companies will create a continuous, highly agile process 
among employees and teams, as well as among employees and leaders. Many will 
take advantage of new software tools that integrate PM into daily work and use the 
greater quantity and richer quality of data now available. The dreaded end-of-year 

and managers.

These changes are not merely new processes, but rather new organizational muscles. 
As such, they will take time to develop and need constant exercise to maintain. But 

stages of transformation become more natural over time. As trust grows, feedback 
becomes more direct and constructive, and changes are accepted. 
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Old rules New rules

Performance appraisals and goal-setting conducted 
once per year

Check-ins conducted quarterly or more frequently; 
regular goal-setting occurs in an open, collaborative 
process 

Feedback collected by manager at end of year Feedback collected continuously and easily reviewed 
at end of year (often through apps and mobile tools)

achievement 
Goals made public and transparent with increased 
focus on team achievement

Employees evaluated by their manager Managers also evaluated by their employees

Employees force-ranked on a quantitative scale Employees rated on a qualitative scale; rankings 
considered, not forced

equity; bands based on performance ratings

Compensation levels more transparent, more 
frequently discussed, and focused more on pay for 
performance than on equity

Managers focused on evaluating performance Managers focused on coaching and developing 
people

One leader evaluates each individual in a qualitative, 
opinion-based process evaluation; evaluation draws heavily on data

Process considered to be a burden and waste of time Process is agile, faster, continuous, and lighter
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around the world, as the transition to the new digital organization creates even larger 

than in generations past, yet most organizations have not moved rapidly enough to 
develop digital leaders, promote young leaders, and build new leadership models. 

• The leadership gap has become larger; organizational capabilities to address lead-
ership dropped by 2 percent.

• Forty-two percent of companies cite “leadership development” as very important.

• The percentage of companies with strong or adequate experiential programs for 
leaders rose by 2 percent this year.

Leadership disrupted
Pushing the boundaries
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Figure 1. Leadership: Percentage of respondents rating this trend “important” or 
“very important”
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their organizations succeed in a digital world

Cognitive transformation Behavioral transformation Emotional transformation 

Conceptualizing possibilities in a 
virtual world

Adapting to constantly shifting Tolerating an environment of risk 
and ambiguity

Handling ever-increasing 
cognitive complexity

Collaborating with ease across Showing resilience in the face of 
constant change

Thinking divergently about new 
ways of doing things

Valuing the contribution of new 

interest groups

Being brave in challenging how 
things are being done

Making decisions quickly without 
all of the information

Investing huge amounts of energy 
into getting things right; try, fail, 

try again lead in driving change
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-

9 

DIGITAL LEADERS: A FIELD GUIDE

• Cognitive transformation:
think

• Behavioral transformation:
to act

• Emotional transformation:
to react

-

-
-

• Digital investors: -

• Digital pioneers: -

• Digital transformers: -
-

Getting there is hard. Our research on digital 
leadership, based on studies done with MIT, 

shows a shift in leadership capabilities in three 
areas: how leaders must think, how leaders 

must act, and how leaders must react.
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Lessons from the front lines
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-

Start here
• Rethink the organization’s leadership 

model: 
-

• Identify the likely digital leaders in the 
organization: -

• Ensure accountability:

• Promote younger people into leadership 
much faster:

-
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• Foster risk-taking and experimentation 
through leadership strategy:

-

FAST FORWARD

Great leaders have always been expected to succeed in the context of ambiguity. Now, 
they face even greater pressures as the speed of technology accelerates. The role that 
leaders play will continue to change, becoming even more digital-focused and team-
centric. A focus on organizational practice, including culture and organizational design, 
will become an ever-more important part of leadership development. Despite this 
more challenging environment, leaders will be asked to execute at a higher level—and 
ensure that their organizations do not lag behind in the digital transformation.

• Move beyond traditional leadership 
training: -

-

-



Old rules New rules

experience, tenure, and business performance
Leaders are assessed early in their careers for agility, 
creativity, and ability to lead and connect teams

Leaders must “pay their dues” to work their way up 
the leadership pipeline responsibility to test and develop their leadership 

skills

Leaders are expected to know what to do and bring 
judgment and experience to new business challenges

Leaders are expected to innovate, collaborate, and 
use client teams, crowdsourcing, and hackathons to 

Leadership development focuses on assessments, 
training, coaching, and 360-degree development 
programs

Leadership development focuses on culture, context, 
knowledge-sharing, risk-taking, and exposure to 
others

Leaders are assessed and developed based on 
behavior and style

Leaders are assessed and developed based on 
thinking patterns and problem-solving ability

Leaders are developed through training and 
professional development programs

Leaders are developed through simulation, problem 
solving, and real-world projects

Diversity of leadership is considered a goal and 
important benchmark to measure

Leaders are assessed and trained to understand 
unconscious bias, inclusion, and diversity in their role

is sacrosanct in the organization
Leadership is considered a role that all play; 
everyone has opportunities to become a leader

Leaders lead organizations and functions Leaders lead teams, projects, and networks of teams
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HR is undergoing rapid and profound change. Once viewed as a support function 
that delivered employee services, HR is now being asked to help lead the digital 
transformation sweeping organizations worldwide. We see this change taking place 
in three areas:

• Digital workforce: How can organizations drive new management practices 
(which we call “digital DNA”1), a culture of innovation and sharing, and a set of tal-
ent practices that facilitate a new network-based organization?2 

• Digital workplace: How can organizations design a working environment that 
enables productivity; uses modern communication tools (such as Slack, Work-
place by Facebook, Microsoft Teams, and many others); and promotes engage-
ment, wellness, and a sense of purpose?

• Digital HR: How can organizations change the HR function itself to operate in a 
digital way, use digital tools and apps to deliver solutions, and continuously ex-
periment and innovate?

This shift is happening rapidly, as HR leaders are being pushed to take on a larger 
role in helping to drive the organization to “be digital,” not just “do digital.”

• Fifty-six percent of companies we surveyed this year are redesigning their HR 
programs to leverage digital and mobile tools.

• Fifty-one percent of companies are currently in the process of redesigning their 
organizations for digital business models.

• -
gence (AI) technology to deliver HR solutions, and 41 percent are actively building 
mobile apps to deliver HR services.

Digital HR
Platforms, people, and work
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Figure 1. Digital HR: Percentage of respondents rating this trend “important” or “very 
important”
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As companies 
become networks 
and the employee 

base becomes both 
older and younger, 

new approaches are 
needed in almost 
every HR domain.
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NEWS TOOLS AND EXPANDED 
TRANSPARENCY FACILITATE DIGITAL HR
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Start here 
• -

-

• Upgrade core technology:

-

• Develop a multiyear HR technology strat-
egy: -

• Build a digital HR team:

-

     

• Organize HR into networks of expertise 
with strong business partners:

• Make innovation a core strategy within 
HR: 

 

• Rotate younger people into the HR pro-
fession: -

• Benchmark:

-

-
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Old rules New rules

HR departments focus on process design and 
harmonization to create standard HR practices

HR departments focus on optimizing employee 
productivity, engagement, teamwork, and career 
growth

HR selects a cloud vendor and implements out-of-
the-box practices to create scale develops apps, and leverages the platform for scale

HR technology teams focus on ERP implementation 
and integrated analytics, with a focus on “ease of use”

HR technology team moves beyond ERP to develop 
digital capabilities and mobile apps with a focus on 

“productivity at work”

HR centers of excellence focus on process design and 
process excellence

HR centers of excellence leverage AI, chat, apps, and 
other advanced technologies to scale and empower 
employees

HR programs are designed for scale and consistency 
around the world

HR programs target employee segments, personae, 

maps relevant to their jobs and careers

HR focuses on “self-service” as a way to scale services 
and support

HR focuses on “enablement” to help people get work 

HR builds an employee “self-service portal” as a 

transactional needs and programs

HR builds an integrated “employee experience 
platform” using digital apps, case management, AI, 
and bots to support ongoing employee needs

FAST FORWARD

HR has a critical opportunity to help lead the transformation to a digital enterprise. 
In the next several years, HR teams that embrace digital platforms to take up the 
dual challenge of transforming HR operations on the one hand, and transforming 
the workforce and the way work is done on the other, will be game changers. HR 
leaders who “lean into” new technologies, platforms, and ways of working, and who 
explore and invest in enabling agility through constant reinvention, will be strongly 
positioned to have an impact on business results and employee experience.  
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People analytics in HR is undergoing a seismic shift. Driven by the widespread adop-
tion of cloud HR systems, companies are investing heavily in programs to use data 
for all aspects of workforce planning, talent management, and operational improve-
ment. People analytics, a discipline that started as a small technical group that ana-
lyzed engagement and retention, has now gone mainstream. Organizations are 
redesigning their technical analytics groups to build out digitally powered enterprise 
analytics solutions. These new solutions, whether developed internally or embedded 
in new digital solutions, are enabling organizations to conduct real-time analytics at 
the point of need in the business process. This allows for a deeper understanding of 
issues and actionable insights for the business.

• While 71 percent of companies see people analytics as a high priority in their orga-
nizations (31 percent rate it very important), progress has been slow. The percent-
age of companies correlating HR data to business outcomes, performing predic-
tive analytics, and deploying enterprise scorecards barely changed from last year.

• Analytics is being applied to a wide range of business challenges: Recruiting remains 
the No. 1 area of focus, followed by performance measurement, compensation, 
workforce planning, and retention. We see an explosive growth in the use of orga-
nizational network analysis (ONA) and the use of “interaction analytics” (studying 
employee behavior) to better understand opportunities for business improvement.

• -
cent report they have usable data; only 9 percent believe they have a good under-
standing of which talent dimensions drive performance in their organizations; and 
only 15 percent have broadly deployed HR and talent scorecards for line managers.

People analytics
Recalculating the route
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NEW TOOLS PROVIDE DEEP NEW 
INSIGHTS TO DRIVE PERFORMANCE
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Figure 1. People analytics: Percentage of respondents rating this trend “important” or 
“very important”
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IMAGINING NEW USES FOR DATA 
TO DRIVE BUSINESS RESULTS
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Predictive analytics 
tools from many HR 
technology vendors 

have arrived, making it 
possible to analyze data 
regarding recruitment, 

performance, 
employee mobility, 
and other factors.
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Lessons from the front lines
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Start here

• Invest at a senior level in people analyt-
ics:

-

• Establish clear leadership:

• Prioritize clean and reliable data across 
HR and the organization:

-

-

• Understand that analytics is multidis-
ciplinary: 
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FAST FORWARD

Over the next few years, the number of data sources will continue to rise, leading 
to a fusion of external and internal data in predicting employee behavior. At leading 
companies, analytics will become even more interdisciplinary, along the lines of ONA. 
Eventually, people analytics will be fully integrated into systems and always in the 
background, rather than a separate source of information. 

Going forward, analytics technology will have the capability to deliver increasingly 
personalized recommendations. Due to the sensitive nature of some people analytics 
programs, organizations will likely need to become far more serious about data 

public disclosure of private information on the organization and its employees.

• 
the organization:

-

-

• Develop a two- to three-year roadmap for 
investment in analytics programs:

• -
-

• Integrate HR, organizational, and exter-
nal data:

-

-



Old rules New rules

People analytics is viewed as an HR team focused on 
advanced analytics within HR

People analytics is viewed as a business analytics 
team that works across the business to drive 
business results

Analytics focuses on HR topics such as retention, 
engagement, learning, and recruitment metrics

Analytics focuses on business problems such as sales 

retention, fraud, accident patterns, and other 
operational needs

The organization makes a business case for better 
data integration, quality, and tools

The organization has already committed to accurate 
and integrated data, and has tools and processes to 
ensure quality and ease of analysis

The people analytics team has a strong 
understanding of HR data

The people analytics team understands HR data, 

relationships with all the other analytics groups in 
the company

The people analytics team lives in HR operations and 
reports to HR technology, or in functional areas

The people analytics team operates at a senior level, 
reports to the CHRO, and serves business leaders 
across the company

The people analytics team is a small set of technical 
experts with data management and statistical skills

The people analytics team is a multidisciplinary 
team, with a focus on business consulting, visual 
communications, and problem solving

primary focus is the development of models and 
data warehouses

People analytics is a consulting function that helps 
business leaders solve problems

People analytics focuses on employees People analytics focuses on the entire workforce, 
including employees and contingent labor

The people analytics team focuses heavily on 
engagement survey data and employee happiness 
and culture

The people analytics team moves beyond 
engagement to understand the detailed drivers 
of engagement and builds culture models to 
understand what drives the workforce

2017 Deloitte Global Human Capital Trends



Rewriting the rules for the digital age

1. Erica Volini, Pascal Occean, Michael Stephan, and Brett Walsh, “Digital HR: Platforms, people, and work,” Global 
Human Capital Trends 2017: Rewriting the rules for the digital age, Deloitte University Press, 2017, https://dupress.
deloitte.com/dup-us-en/focus/human-capital-trends.html.

2. Executive conversations with the authors.

3. Ibid.

4. Ibid.

5. Josh Bersin, “Workday acquires Platfora: Analytics race accelerates,” Forbes, July 25, 2016, http://www.forbes.

6. Peter A. Gloor, “What email reveals about your organization,” MIT Sloan Management Review, November 17, 2015, 
http://sloanreview.mit.edu/article/what-email-reveals-about-your-organization/.

7. Reuters, June 7, 2016, 
http://www.reuters.com/article/us-banks-hiring-ai-idUSKCN0YT163, accessed December 2016.

millions of dollars,” press release, June 16, 2016, https://www2.deloitte.com/us/en/pages/about-deloitte/articles/
press-releases/laborwise-solution-pinpoints-overages-in-labor-spending.html.

9. Executive conversations with the authors.

10. Financial Times

11. Michael Stephan, David Brown, and Robin Erickson, “Talent acquisition: Enter the cognitive recruiter,” Global 
Human Capital Trends 2017: Rewriting the rules for the digital age, Deloitte University Press, 2017, https://dupress.
deloitte.com/dup-us-en/focus/human-capital-trends.html.

12. hiQ, “Enterprise solutions,” https://www.hiqlabs.com/solutions/, accessed January 31, 2017.

13. Executive conversations with the authors.

14. Ibid.

15. Madhura Chakrabarti, Scaling people analytics globally: Chevron takes a multipronged approach to building organi-
, Bersin by Deloitte, November 2, 2016, https://www.bersin.com/Practice/

Detail.aspx?id=20290, accessed December 21, 2016.

ENDNOTES



Laurence Collins, Deloitte MCS Limited   |  lcollins@deloitte.co.uk  

Laurence Collins leads the United Kingdom’s HR Digital, Workforce Planning and Analytics 
practices, helping clients drive productivity and performance in the context of the “future 
of work.” He focuses on applying a variety of approaches such as predictive analytics, 
robotics, and strategic workforce planning for improved business impact. His work includes 
reimagining the role of HR and linking the resulting outcomes of new capabilities back to the 
economic contribution of human capital. 

Dave Fineman, Deloitte Consulting LLP   |  

Dave Fineman leads the HR Transformation People Analytics and Workforce Planning 
program in the United States. In this role, he collaborates with Deloitte colleagues from 

and delivering solutions that build capability, deploy technology, and advance people 
analytics and workforce planning capabilities within client organizations. In addition to his 
client work, Fineman has presented people analytics and workforce planning topics at 

sessions. He has an MBA from the Amos Tuck School of Business at Dartmouth College and a 
BA from Clark University.

Akio Tsuchida, Deloitte Tohmatsu Consulting Co., Ltd  |  akitsuchida@tohmatsu.co.jp 

Akio Tsuchida is Deloitte’s Human Capital leader for Japan. With more than 20 years of 
human capital consulting experience, Tsuchida has rich expertise in total rewards and 
performance management, executive compensation, workforce planning, and talent 
management. He has led large-scale business transformation projects related to cross-
border M&A, post-merger integration, corporate restructuring, and globalization. He has a 
master’s degree in labor relations and human resources from Michigan State University.

AUTHORS

CONTRIBUTORS
Madhura Chakrabarti, Stavros Demetriou, Jim Guszcza, John Houston, Luk Smeyers

2017 Deloitte Global Human Capital Trends



Rewriting the rules for the digital age



Diversity and inclusion has become a CEO-level issue around the world. The digital 
organization of today, which operates as a network of teams, thrives on empower-
ment, open dialogue, and inclusive working styles. Leading organizations now see 
diversity and inclusion as a comprehensive strategy woven into every aspect of the 
talent life cycle to enhance employee engagement, improve brand, and drive perfor-
mance. The era of diversity as a “check the box” initiative owned by HR is over. CEOs 
must take ownership and drive accountability among leaders at all levels to close the 
gap between what is said and actual impact.

• -
ority has risen by 32 percent compared with our 2014 survey.

• Over two-thirds (69 percent) of executives rate diversity and inclusion an impor-
tant issue (up from 59 percent in 2014).

• Thirty-eight percent of executives report that the primary sponsor of the compa-

Diversity and inclusion
The reality gap

IN 
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-

2

-
-
-
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Figure 1. Diversity and inclusion: Percentage of respondents rating this trend “important” 
or “very important”
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A set of “new rules” is being written that 
will demand a new focus on experiential 

learning, process change, data-driven tools, 
transparency, and accountability.
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MANY COMPANIES ARE STILL 
NOT SEIZING OPPORTUNITIES
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THE ROLE OF LEADERSHIP
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Lessons from the front lines
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We identify 
commitment, courage, 

cognizance of bias, 
curiosity, cultural 
intelligence, and 
collaboration as 

the six traits of an 
inclusive leader.
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Start here
• Ensure that top leadership understands 

the importance of diversity:

-

• Use technology and data to identify prob-
lems and measure progress:



-

-

• Move beyond HR: -

-

FAST FORWARD

Old models of diversity and inclusion are undergoing change, and this trend is 
expected to accelerate. As employee demands shift and diversity receives greater 

large Baby Boomer population ages, the need to broaden the focus on diversity 
and inclusion to account for the elderly in the workplace will increase. In inclusive 
organizations, the way people operate will shift, and the everyday language of the 
business will change. 

• 
-

-
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Old rules New rules

Diversity is considered a reporting goal driven by 
compliance and brand priorities

Diversity and inclusion is a CEO-level priority and 
considered important throughout all levels of 
management 

Work-life balance is considered a challenge for 
employees to manage, with some support from the 
organization

Work-life balance, family, and individual wellness are 
all considered part of the total employee experience 

Companies measure diversity through the 

attributes such as gender, race, nationality, or age 

Companies measure inclusion, diversity, and lack of 
bias in all recruitment, promotion, pay, and other 
talent practices 

concepts of “diversity of thought,” also addressing 

Leaders are promoted on “merit” and experience “Merit” is unpacked to identify built-in biases; leaders 
are promoted on their ability to lead inclusively

Diversity and inclusion is a program of education, 
training, and discussion

Diversity and inclusion goes beyond education to 
focus on debiasing business processes and holding 
leaders accountable for inclusive behavior

Companies regularly report progress on diversity 
measures

Companies hold managers accountable for creating 
an inclusive culture, using metrics to compare them 
against each other
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Driven by the acceleration of connectivity and cognitive technology, the nature of 
work is changing. As AI systems, robotics, and cognitive tools grow in sophistication, 
almost every job is being reinvented, creating what many call the “augmented work-
force.” As this trend gathers speed, organizations must reconsider how they design 
jobs, organize work, and plan for future growth.

• This year, 41 percent of companies reported they have fully implemented or 

their workforce. 

• Another 34 percent of survey respondents are in the midst of pilot programs.

• But only 17 percent of global executives report they are ready to manage a work-
force with people, robots, and AI working side by side—the lowest readiness level 

The future of work
The augmented workforce
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WHERE DO COMPANIES STAND TODAY?

Global Human 

Percentages by region:
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Figure 1. Robotics, cognitive computing, and AI: Percentage of respondents rating this 
trend “important” or “very important”
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USA  59

Mexico  66

63  Brazil
65  Australia

73  China

76  India

France  49

Germany  61  
68  Japan

Figure 2. Augmented workforce: Percentage of respondents rating this trend “important” 
or “very important”
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UNEVEN PROGRESS TOWARD 
THE FUTURE WORKFORCE

-

-

-

-

-

RETHINKING TALENT, TECHNOLOGY, 
AND THE WORKPLACE

-

-

-
-

 

-
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Managing contingent, outsourced, 
contracted, and part-time sources of labor

Understanding emerging skills and 
critical capability gaps

Managing gig and talent-sharing 
economy resources

Managing crowdsourcing as part of the 
organization’s workforce and talent 

programs

25% 57% 19%

53% 39% 9%

59% 33% 8%

Weak ExcellentAdequate

14%62%24%

Percentage of total responses

Figure 3. Respondent ratings of sub-capabilities related to the augmented workforce
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Aligning competency models/frameworks to 
account for new robotics/cognitive computing/

AI requirements

Reskilling employees to complement 
robotics/cognitive computing/AI

Redeploying employees replaced by 
robotics/cognitive computing/AI resources 

elsewhere in the organization

Identifying external sources of 
robotics/cognitive computing/AI talent

Understanding the future impact of 
robotics/cognitive computing/AI on talent

Percentage of total responses

Weak ExcellentAdequate

51% 10%40%

43% 11%47%

34% 21%45%

56% 6%38%

51% 9%40%

Figure 4. Respondent ratings of sub-capabilities related to robotics, cognitive 
computing, and AI
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RETHINKING THE BOUNDARIES 
OF WORK BETWEEN HUMANS 
AND MACHINES

9

-

skills
tasks

-

-

-
 

-

-

-

Only Humans Need Apply -

-

11 

-

-

Robots and cognitive 
technologies are 
making steady 

advances, particularly 
in jobs and tasks that 

follow set, standardized 
rules and logic.



Lessons from the front lines

-

-

-

12 -

-

-
-

13

-

-
14 

-

15

 

Start here
• Consider how the core work actually gets 

done:

-

• Identify all human workforce segments: 

• Examine all types of nonhuman work-
forces: -

-

• Redesign multiyear strategic and annual 
operational workforce planning:

-
-

The future of work has 
arrived, and companies 

should embrace this 
disruptive opportunity.
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FAST FORWARD

power continue to grow exponentially, driving advances in robotics and machine 
learning. Cognitive tools to augment, and in some cases replace, knowledge work will 
continue to accelerate and become widely deployed and adopted. We would not be 
surprised if the future of work, workforce, and workplace issues come to dominate the 
concerns and agenda of HR and business leaders in the near future. This challenge 

• Collaborate across functions to plan and 
implement new work and workforce so-
lutions: -

-

• Invest in critical human skills for the fu-
ture workforce: 

-

• Plan and manage the workforce transfor-
mation:

-

-



Old rules New rules

jobs (replacement)

Jobs and tasks are being redesigned to use more 
essential human skills, and are augmented by 
technology (augmentation)

Full-time employees are the main source of talent
A continuum of talent is available, including 
contractors, gig employees, crowds, and 
competitions

Workforce planning focuses on full-time workforce 
and skill requirements

The focus in workforce planning shifts to start 
with work and analyzing options across multiple 
workforces and technologies

The half-life of skills continues to decrease rapidly, 
and work is being constantly reinvented

Jobs and career ladders are the foundation of work 
and the workforce

Projects, assignments, and tours of duty are building 
blocks for work; careers are portfolios of projects 
and experiences

Robotics and cognitive technologies are IT projects Integrating people and technology is a 
multidisciplinary task 

management and workforce transition

HR has a strategic role to facilitate and orchestrate 
the redesign of jobs and train the augmented 
workforce

The fundamental elements of work are “jobs,” with 
formally developed “job descriptions”

The fundamental elements of work are “tasks,” which 
are aggregated into jobs and roles
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