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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



This year’s 10 trends
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THE ORGANIZATION OF THE 
FUTURE: ARRIVING NOW 

As digital transforms the business landscape, 
the successful organizations of the future 
will likely be those that can move faster, 
adapt more quickly, learn more rapidly, and 
embrace dynamic career demands.

CAREERS AND LEARNING: 
REAL TIME, ALL THE TIME 

The half-life of skills is rapidly falling, placing 
huge demands on learning in the digital age. 
The good news is that an explosion of high-
quality content and digital delivery models offers 
employees ready access to continuous learning. 

TALENT ACQUISITION: ENTER 
THE COGNITIVE RECRUITER 

Recruiting is becoming a digital experience as 
candidates come to expect convenience and 
mobile contact. Savvy recruiters now have access 
to new technologies to forge connections with 
candidates and strengthen the employment brand. 

THE EMPLOYEE EXPERIENCE: CULTURE, 
ENGAGEMENT, AND BEYOND 

Rather than focusing narrowly on engagement 
and culture, many leading organizations aim 
to improve the employee experience as a 
whole, supported by a multitude of pulse 
feedback tools, wellness and fitness apps, 
and employee self-service technologies.

PERFORMANCE MANAGEMENT: 
PLAY A WINNING HAND 

Across industries and geographies, many 
companies are redesigning performance 
management from top to bottom, from goal-
setting and evaluation to incentives and 
rewards—and seeing the business benefits.

The 2017 Deloitte Global Human Capital Trends report, drawing on a survey of more than 10,000 HR and business  
leaders globally, takes stock of the challenges ahead for business and HR leaders in a dramatically changing digital,  
economic, demographic, and social landscape.

LEADERSHIP DISRUPTED: 
PUSHING THE BOUNDARIES 

Today, many organizations need a completely 
different kind of leader: a “digital leader” who 
can build teams, keep people connected and 
engaged, and drive a culture of innovation, risk 
tolerance, and continuous improvement.

DIGITAL HR: PLATFORMS, 
PEOPLE, AND WORK 

HR is being pushed to take on a larger role 
in helping organizations to “be digital,” not 
just “do digital.” The process starts with digital 
transformation in HR, as HR leaders explore new 
technologies, platforms, and ways of working.

PEOPLE ANALYTICS: 
RECALCULATING THE ROUTE 

Analytics is no longer about finding interesting 
information and flagging it for managers. Now, 
data are being used to understand every part of a 
business operation, and analytical tools are being 
embedded into day-to-day decision making.

DIVERSITY AND INCLUSION: 
THE REALITY GAP 

Diversity and inclusion at the workplace are now 
CEO-level issues, but they continue to be frustrating 
and challenging for many companies. Why the gap?

THE FUTURE OF WORK: THE 
AUGMENTED WORKFORCE 

Paradigm-shifting forces such as cognitive 
technologies and the open talent economy are 
reshaping the future workforce, driving many 
organizations to reconsider how they design 
jobs, organize work, and plan for future growth.

http://www.deloitte.com/us/hctrends 
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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 
learning emerged as the second most important trend in our survey, up from fifth 
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 
very important (an increase over last year). As capabilities fall behind, companies’ 
ability to keep up with employees’ demands for learning and career growth has 
dropped by 5 percent.

Careers and learning
Real time, all the time

WHAT does it mean to have a career to-
day? More specifically, what does it mean 
in a world where careers span 60 years, 

even as the half-life of learned skills continues to 
fall to only about five years? In the past, employees 
learned to gain skills for a career; now, the career 
itself is a journey of learning.

As companies build the organization of the future, 
continuous learning is critical for business success. 
For today’s digital organizations, the new rules call 
for a learning and development organization that 
can deliver learning that is always on and always 
available over a range of mobile platforms. 

WHAT EMPLOYEES EXPECT 
FROM THE 100-YEAR LIFE1

In many instances, employees themselves are push-
ing for continuous skill development and dynamic 
careers. Glassdoor data reveal that among Millen-
nials, the “ability to learn and progress” is now the 
principal driver of a company’s employment brand.2 
Yet only one-third of Millennials believe their orga-
nizations are using their skills well, and 42 percent 
say they are likely to leave because they are not 
learning fast enough.3

2017 Deloitte Global Human Capital Trends
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Leading organizations are paying attention. Compa-
nies with dynamic career models outperform their 
peers by providing continuous learning opportu-
nities and a deeply embedded culture of develop-
ment.4 As the authors of The 100-Year Life point 
out, employees facing careers spanning 60 to 70 
years expect employers to help them continually re-
invent themselves, move from role to role, and find 
their calling over time.5  

Companies worldwide are scrambling to catch up 
with employees’ desires. Fully 83 percent of the 
respondents we surveyed this year say their orga-
nizations are shifting to flexible, open career mod-
els that offer enriching assignments, projects, and 
experiences rather than a static career progression. 
And 42 percent of surveyed respondents now be-
lieve their organization’s employees will have ca-
reers that span five years or less.

THE NEED FOR RAPID SKILL 
DEVELOPMENT AND THE 
COMMODITIZATION OF CONTENT

Virtually all CEOs (90 percent) believe their com-
pany is facing disruptive change driven by digital 
technologies, and 70 percent say their organiza-

tion does not have the skills to adapt.6 This doubt 
reflects the fact that skills are becoming obsolete at 
an accelerating rate. Software engineers must now 
redevelop skills every 12–18 months.7 Professionals 
in marketing, sales, manufacturing, law, accounting, 
and finance report similar demands.

The good news is that an explosion of high-quality, 
free or low-cost content offers organizations and 
employees ready access to continuous learning. 
Thanks to tools such as YouTube and innovators 
such as Khan Academy, Udacity, Udemy, Cours-
era, NovoEd, edX, and others, a new skill is often 
only a mouse click away. Leading universities offer 
graduate-level courses online through edX Micro-
Masters programs for a fraction of the cost of a full 
master’s degree. Completion of a series of online 
courses opens the door for learners to then apply 
for admission to a formal master’s program at one 
of the many top institutions participating.

The ongoing commoditization of content can be 
highly disruptive to corporate L&D departments. 
They face a stark choice: harness this trend to their 
company’s benefit or risk watching their learning 
programs become obsolete.  

Companies worldwide are scrambling to 
catch up with employees’ desires. 

Deloitte University Press  |  dupress.deloitte.com

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).

30



Leading companies are embracing continuous 
learning delivered digitally. GE created Brilliant 
U—an online learning platform that features video 
sharing and offers employee-driven learning across 
the enterprise. In year one, more than 30 percent of 
GE employees developed content and shared it with 
their peers.8 

NEW TOOLS ARE LEAVING 
BEHIND TRADITIONAL LMS 

At most companies, the learning management sys-
tem (LMS) is among the oldest and most challeng-
ing to use. Today a new set of learning tools has 
entered the market, pioneered by vendors such as 
Degreed, Pathgather, EdCast, Grovo, and Axonify. 
These tools provide curated content, video and mo-
bile learning solutions, micro-learning, and new 
ways to integrate and harness the exploding library 

of external MOOCs and video learning available on 
the Internet.

The fastest-growing segment in HR technology 
spending is now the adoption of new employee 
learning systems.9 Companies are seriously looking 
at replacing their employee learning infrastructure 
and shopping for new tools at all levels of the learn-
ing technology stack.  

Percentages by region:

Latin & South
America

North
America

Americas
86 80

Asia Oceania

Asia-Pacific
88 79

Africa Central & 
Eastern Europe

Middle East Nordic
countries

Western
Europe

Europe, Middle East, and Africa
86 84 78 81 78

Italy  76

 UK  84

Canada  78

Belgium  68

  86  Netherlands

Spain  81

81  South Africa

USA  80

Mexico  82

87  Brazil
78  Australia

91  China

88  India

France  82

Germany  83  
86  Japan

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

As a result of these forces, the structure, operations, 
and mission of corporate L&D are facing radical 
change. Only a decade ago, companies were con-
tent to build virtual universities and online course 
catalogues. Today, we see the learning function as a 
highly strategic business area that focuses on inno-
vation and leadership development by delivering a 
world-class learning experience, promoting lifetime 
learning for longer careers, and bringing multifunc-
tional teams together to connect and collaborate.

There is also a new focus on convergence—bringing 
together disciplines such as sales, marketing, de-
sign, finance, and IT onto cross-functional teams to 
build products and solutions faster. Forward-think-
ing L&D departments are facilitating this growth in 
interdisciplinary thinking by viewing the corporate 
university as a commons instead of a training center.  

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.

THE CHANGING ROLE OF 
L&D LEADERSHIP

To keep pace with these changes, chief learning of-
ficers (CLOs) must now become the catalysts for 
next-generation careers while also thinking about 
how to support the overall growth of the business. 
They should become part of the entire employee ex-
perience, delivering learning solutions that inspire 
people to reinvent themselves, develop deep skills, 
and contribute to the learning of others.

The goal is a learning environment adapted to a 
world of increased employee mobility. Interdisci-
plinary skills development is critical because these 
capabilities align with the organizational shift to 
networks of teams. Learning should encourage, and 
even push, people to move across jobs. 

Leading organizations are adopting these types of 
learning strategies to help employees adapt—what 
Tom Friedman terms “intelligent assistance.”10 

Since 2013, AT&T has invested $250 million in 
education and development programs for 140,000 
employees with a focus on continuous career devel-
opment. 

As John Donovan, AT&T’s chief strategy officer said, 
“We felt a fundamental obligation to reskill our 
workforce.”11 The company expects that these indi-
viduals will change roles every four years.12

To facilitate this mobility, AT&T now offers a wide 
range of online learning opportunities and encour-
ages employees to find new jobs, seek out mentors, 
and learn new technologies. To make the transi-
tion as easy as possible, AT&T has partnered with 
universities to pioneer affordable online courses in 
the skills it needs. As Bill Blase, head of HR explains, 

“It’s a new bargain—one that, done well, benefits 
both the organization and the employees who learn 
new skills to advance their careers.”13

Ironically, as legacy L&D responsibilities become 
less relevant, the opportunities for L&D to be 
more relevant have never been greater. L&D orga-
nizations that recognize the new future of careers, 
embrace exponential changes in technology, and 
become flexible content curators rather than rigid 
content creators have the potential to become high-
ly valued business partners. 
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Lessons from the front lines
Top-tier research universities offer insights into 
new approaches for CLOs struggling to adjust to de-
mands for convergence. The University of Southern 
California (USC) is leading the charge on how learn-
ing can drive innovation and empower individuals 
to reach their peak performance. 

Like many organizations, USC realized it needed 
to rethink its underlying approach to make a real 
impact. Under the guidance of the provost, Michael 
Quick, and president, C.L. Max Nikias, USC chal-
lenged itself to reimagine how learning can be used 
as a strategic asset for the student, university, and 
society at large.

USC has 19 distinct “business units,” each with its 
own profit and loss statement. Like many corporate 
CLOs, USC faced the challenge of breaking through 
the silos. The process started with interdisciplinary 
thinking, bringing together learners and research-
ers from distinct business units. This yielded incre-
mental benefits, but not real change.14

The next step in the evolution was convergence—
forming interdisciplinary teams from the ground 
up, focusing on a specific problem, and then using 

all the assets of an organization to attack it. In the 
Eli and Edythe Broad Center for Regenerative Medi-
cine and Stem Cell Research, the university brought 
together leading minds in science and top talent 
from the cinematography school. Why the cinema 
school? Because it offered advanced skills in digital 
imaging and virtual reality, accelerating the work of 
the science team to solve complex scientific issues. 
This not only brought new thinking to the problem, 
it reframed the careers of the cinema school em-
ployees as well—a prime example of learning and 
convergence.15 

Another example is the Iovine and Young Academy 
for Arts, Technology and the Business of Innovation, 
established with a gift from the founders of Beats. In 
an early example of convergence, Beats brought de-
sign thinking, engineering, and the love of music to 
a breakthrough design for headsets. As the compa-
ny grew, finding the right talent proved a constant 
challenge. To solve it, Beats worked with Dr. Erica 
Muhl, dean of the Roski School of Art and Design, 
to found the academy at USC focusing on “new lit-
eracies,” including visual design, collaboration and 
iterative design, technical skills, and business acu-
men. This approach has led to breakthrough design 
thinking that is being applied to advanced cancer 
research and global, satellite-based Wi-Fi for the 
world.16 

What lessons should corporate CLOs apply? Think 
beyond interdisciplinary and move to convergence. 
Focus on defining and addressing tough problems 
which, if solved, would make a real impact. Chal-
lenge teams to go after vexing problems by starting 
from the ground up. Bring together people with 
nontraditional skills. 

Companies such as Nestlé, Dell, and Visa are fol-
lowing this path to build new corporate learning 
functions, using their corporate university as a 
cornerstone for collaboration, leadership develop-
ment, and cross-functional innovation.17 As people 
become more dynamic in their careers, the need to 
build relationships and community connections be-
comes integral to performance and innovation.

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 
one’s skills. Unlike some of this year’s trends where the organization can help drive 
what needs to be done, when it comes to learning, the organization’s role is to 
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: As the demand 

for cross-functional teams continues to rise, mo-
bility will only grow in importance. Study exist-
ing patterns of career mobility and begin more 
aggressive programs, including developmental 
and rotational assignments and professional 
development programs.

• Review the organization’s job architec-
ture: Be sure it is as nimble and streamlined 
as possible to support the new career models of 
the future.

• Build a culture of hiring from within: Hold 
managers accountable for training and support-
ing internal candidates in new roles.

• Track learning metrics: Emerging technolo-
gies offer new measures of development, such as 
the number of hours employees spend on learn-
ing platforms. Forward-looking companies are 
collecting and leveraging this data.

• Refocus the L&D team: Move away from 
training toward curation, culture, and bringing 
people together.

• Rethink the entire L&D technology infra-
structure: For many companies, this will mean 
moving away from LMS toward a learning-cen-
tric model, which may involve replacing core 
LMS with new learning-experience software.

• Rethink the corporate university: Invest in 
a place to bring people together for cross-func-
tional and interdisciplinary programs in addi-
tion to great learning.

• Manage the employment brand: Tools such 
as Glassdoor keep metrics on whether a compa-
ny provides opportunities for career growth. Po-
tential candidates can evaluate these ratings and 
may avoid organizations that do not consistently 
offer opportunities.
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Figure 3. Careers and learning: Old rules vs. new rules

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 
team’s needs and individual career goals

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

Managers direct careers for people People find their career direction with help from 
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 
accredited institutions; skills are only certified 
through credentials

Credentials come in the form of “unbundled 
credentials,” where people obtain certificates in 
many ways

Deloitte University Press  |  dupress.deloitte.com
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Michael Stephan
Deloitte Consulting LLP
mstephan@deloitte.com 

Global Actuarial, Rewards, and Analytics 
leader 
Darryl Wagner
Deloitte Consulting LLP
dawagner@deloitte.com 

Global Employment Services leader 
Nichola Holt
Deloitte Tax LLP
nicholt@deloitte.com

Global Human Capital leader, Marketing, 
Eminence, and Brand 
Jeff Schwartz 
Deloitte Consulting LLP 
jeffschwartz@deloitte.com 

Americas
Heather Stockton
Deloitte Canada
hstockton@deloitte.ca

United States
Erica Volini
Deloitte Consulting LLP
evolini@deloitte.com 

Canada
Jeff Moir
Deloitte Canada
jmoir@deloitte.ca

Chile
Jaime Valenzuela
Deloitte Audit y Consult.
jvalenzuela@deloitte.com

Mexico
Tomas Fernandez 
Deloitte Consulting Mexico
tofernandez@deloittemx.com

AMERICAS
Argentina
Leonardo Pena
Deloitte & Co. S.A.
lepena@deloitte.com

Brazil
Roberta Yoshida
Deloitte Consultores
royoshida@deloitte.com

Colombia and Peru
Alejandra D’Agostino
Deloitte & Touche SRL
aldagostino@deloitte.com

Costa Rica
Paula Lenero 
Deloitte & Touche S.A.
plenero@deloitte.com
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Dutch Caribbean
Maghalie van der Bunt
Deloitte Dutch Caribbean
mvanderbunt@deloitte.com

Ecuador
Roberto Estrada
Andeanecuador Consultores
restrada@deloitte.com

AMERICAS (CONT.)

Panama
Jessika Malek
Deloitte Consultores
jmalek@deloitte.com

Uruguay, LATCO
Verónica Melián
Deloitte SC
vmelian@deloitte.com

Asia Pacific & China
Jungle Wong
Deloitte Consulting (Shanghai) Co. Ltd,  
Beijing Branch
junglewong@deloitte.com.cn

Australia
David Brown
Deloitte Touche Tohmatsu
davidbrown@deloitte.com.au

India
Gaurav Lahiri
Deloitte India
gauravlahiri@deloitte.com

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

ASIA PACIFIC

Korea
Eric Seok Hoon Yang 
Deloitte Consulting
seoyang@deloitte.com

New Zealand
Hamish Wilson
Deloitte
hawilson@deloitte.co.nz

Southeast Asia
Mark Maclean
Deloitte Consulting Pte Ltd
mmaclean@deloitte.com
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EMEA
Ardie Van Berkel
Deloitte Consulting BV
avanberkel@deloitte.nl

United Kingdom
Anne-Marie Malley
Deloitte MCS Limited
amalley@deloitte.co.uk

Africa
Abrie Olivier
Deloitte Consulting Pty
aolivier@deloitte.co.za

Austria
Christian Havranek
Deloitte Austria
chavranek@deloitte.at

Belgium
Yves van Durme
Deloitte Consulting
yvandurme@deloitte.com

Central Europe
Evzen Kordenko
Deloitte Advisory s.r.o.
ekordenko@deloittece.com

CIS
Gulfia Ayupova
CJSC Deloitte & Touche CIS
gayupova@deloitte.ru

Cyprus
George Pantelides
Deloitte Ltd
gpantelides@deloitte.com

Denmark and Nordics
Filip Gilbert
Deloitte Denmark
fgilbert@deloitte.dk

Finland
Eva Tuominen
Deloitte Oy
eva.tuominen@deloitte.fi

EUROPE, MIDDLE EAST, AND AFRICA

France
Philippe Burger
Deloitte Conseil
phburger@deloitte.fr

Germany
Udo Bohdal-Spiegelhoff
Deloitte Consulting GmbH
ubohdal@deloitte.de

Ireland
Valarie Daunt
Deloitte & Touche
vdaunt@deloitte.ie

Israel
Zohar Yami
Brightman Almagor Zohar & Co.
zyami@deloitte.co.il

Italy
Lorenzo Manganini
Deloitte Consulting SRL
lmanganini@deloitte.it

Kenya
George Hapisu
Deloitte Consulting Ltd
ghapisu@deloitte.co.ke

Luxembourg
Basil Sommerfeld
Deloitte Tax & Consulting
bsommerfeld@deloitte.lu

Middle East
Ghassan Turqieh
Deloitte & Touche (M.E.)
gturqieh@deloitte.com

Netherlands
Petra Tito
Deloitte Consulting BV
ptito@deloitte.nl

Norway
Eva Gjovikli
Deloitte AS
egjovikli@deloitte.no
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EUROPE, MIDDLE EAST, AND AFRICA

Poland
Michał Olbrychowski
Deloitte Business Consulting S.A.
molbrychowski@deloittece.com

Portugal
José Subtil
Deloitte Consultores, S.A.
jsubtil@deloitte.pt

Spain
Enrique de la Villa
Deloitte Advisory, S.L.
edelavilla@deloitte.es

Sweden
Jonas Malmlund
Deloitte Sweden
jmalmlund@deloitte.se

Switzerland
Myriam Denk
Deloitte Consulting Switzerland
mydenk@deloitte.ch

Turkey
Tolga Yaveroglu
Deloitte Turkey
tyaveroglu@deloitte.com
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