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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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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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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.

• Thirty-three percent of surveyed HR teams are using some form of artificial intelli-
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

2017 Deloitte Global Human Capital Trends
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OVER the last five years, the HR discipline 
has undergone a rapid evolution. Three 
years ago, we wrote about HR’s “race to the 

cloud,” as companies rushed to replace legacy talent 
systems with integrated HR platforms. Two years 
ago, we characterized HR as a function “in need of 
a makeover,” as companies focused on reskilling 
HR professionals, integrating the organization, and 
implementing analytics. This year, as digital man-
agement practices and agile organization design be-
come central to business thinking, HR is changing 
again, focusing on people, work, and platforms. We 
call the resulting set of HR practices “digital HR.”

Digital HR builds upon years of effort. In the 1960s 
and 1970s, HR focused on personnel operations, 
automating transactions, and maintaining a sound 
employee system of record. In the 1980s, HR was 

redesigned as a “service organization”; centers of 
expertise began to manage core talent practices, 
service centers handled individual needs, and HR 
business partners began to be embedded in the 
business. In the 1990s and early 2000s, HR was 
redesigned again around integrated talent manage-
ment, often accompanied by the implementation of 
new systems for recruiting, learning, performance 
management, and compensation. 

Today, HR’s focus has shifted toward building the 
organization of the future. Companies are hiring 
young, digitally savvy workers who are comfortable 
doing things themselves and sharing information in 
a transparent way. They want an integrated, digital 
experience at work—one designed around teams, 
productivity, and empowerment—and HR is ex-
pected to deliver it. 

Percentages by region:

Latin & South
America

North
America

Americas
81 65

Asia Oceania

Asia-Pacific
79 67

Africa Central & 
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Western
Europe
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Italy  74

 UK  67

Canada  63
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Figure 2. Digital HR: Percentage of respondents rating this trend “important” or “very 
important”
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REWRITING THE RULES FOR DIGITAL HR

While none of HR’s prior responsibilities has gone 
away, HR departments today are under pressure 
to rewrite the rules by redesigning talent practices, 
from recruiting to leadership to performance man-
agement; by experimenting with digital apps; and 
by building a compelling employee experience. All 
this must be done with a focus on redesigning the 
organization around teams, implementing analytics 
and organizational net-
work analysis, and driving 
a global focus on diversity, 
culture, learning, and ca-
reers.

Digital HR is built on 
innovation and experi-
mentation. As compa-
nies become networks 
and the employee base 
becomes both older and 
younger, new approaches 
are needed in almost ev-
ery HR domain. Com-
panies often now use 
hackathons, rapid design 
groups, and both pro-
totypes and “minimally  
viable products” to roll out pilot HR programs.

Design thinking has gone main-
stream. Rather than deliver 
HR programs designed around 
legacy business processes, HR 
teams now study employee 
needs across all segments: hour-
ly workers, salaried employees, 
managers, executives. Instead 
of traditional career models, HR 
is offering journey maps and re-
placing complex processes with 
local practices based on an inte-
grated platform. (See the Ford 
case study in the “Employee ex-
perience” chapter of this report.) 

Digital HR requires digital technology expertise. 
While cloud-based HR systems brought tremen-
dous value to organizations, they are no longer 
enough. Today, HR teams are rethinking their so-
lutions in the context of workflow-embedded apps; 
Royal Bank of Canada, Deutsche Telekom, Ford, 
and others now have digital design teams within the 
HR department.3 This means using the cloud as a 

“platform” and building on it for company-specific 
needs.

The vendor market is rein-
venting itself: A new breed 
of HR products and solu-
tions is coming to market, 
many built around mobile 
apps, AI, and consumer-
like experiences.4 These 
tools are enabling HR to 
become near-real time. 
Companies such as SAP 
and Reliance Jio now 
monitor real-time metrics 
on engagement, recruit-
ing, turnover, and other 
measures to help business 
leaders make decisions 
more quickly.5 IBM has 
begun to use AI tools to 

give leaders regular pulses on how their teams are 
doing, helping them see patterns that can get in the 
way of performance or retention and prompting 
them to proactively address them through coaching, 
recognition, or community building.6 

As digital HR takes hold and HR organizations be-
come more platform based, business partners are 
becoming more digitally empowered and able to 
spend more time in the business. Our latest research 
shows that high-performing HR teams have fewer 
generalists and more senior HR business partners, 
forcing many HR departments to reskill their HR 
staff and give them new roles as senior consultants, 
leveraging the digital tools in place.7

As companies 
become networks 
and the employee 

base becomes both 
older and younger, 

new approaches are 
needed in almost 
every HR domain.

2017 Deloitte Global Human Capital Trends

89

https://dupress.deloitte.com/dup-us-en/focus/human-capital-trends/2017/improving-the-employee-experience-culture-engagement.html
https://dupress.deloitte.com/dup-us-en/focus/human-capital-trends/2017/improving-the-employee-experience-culture-engagement.html


Rewriting the rules for the digital age

NEWS TOOLS AND EXPANDED 
TRANSPARENCY FACILITATE DIGITAL HR

The role of AI, cognitive processing, embedded ana-
lytics, and mobile technology is changing the way 
people programs work.8 

• Wade and Wendy, a chatbot service, brings AI 
and chatbots to recruitment and career plan-
ning.9 Wade helps employees with their career 
strategies and shows them career opportunities 
in the company. Wendy talks with candidates 
and helps them understand the company’s cul-
ture, job opportunities, and hiring process. 

• Firstjob’s chatbot Mya can eliminate up to 75 
percent of the questions people have during the 
recruiting process.10 

• Switch, a new app for recruiting, helps candi-
dates find jobs by giving them a Tinder-like ex-
perience for job search and recruitment.11 

• Software vendor Unitive uses AI to write job 
descriptions based on actual discussions about 
the job, and can algorithmically identify gender, 
race, or generational bias to reduce unconscious 
bias in recruiting.12 Another example is Success-

Factors, which now provides similar tools in its 
enterprise talent management application.

Transparency is becoming a standard in the world of 
HR and talent. In compensation, Glassdoor’s Know 
Your Worth13 and LinkedIn’s Salary were launched 
this year, joining vendors such as Salary.com and 
Payscale, which crowdsource compensation data 
for anyone to see. By collecting anonymous data 
on tens of thousands to millions of salaries, these 
tools let workers compare their salary against those 
for similar jobs by city, tenure, industry, and even 
company.

Lessons from the front lines
IBM, a global company with over 400,000 people, 
is leading the transition to digital HR, using a wide 
variety of experiments to drive new digital HR solu-
tions.14 

After an employee hackathon, the company rein-
vented its performance management process by 
building Checkpoint, a new feedback process that 
is dramatically increasing engagement, alignment, 
and goal management.15 

To drive continuous learning, IBM shut down its 
traditional global learning management system and 
replaced it with a new digital learning platform. The 
new system enables employees to publish any con-
tent they feel is important, curates and recommends 
training based on role and experience, and inte-
grates external learning from across the Internet. 

To empower employees to take greater control of 
their career management, IBM developed a propri-
etary career management system that helps people 
find new jobs and recommends new assignments by 
looking at the patterns of their peers.

Within HR, IBM leveraged the company’s AI invest-
ments in Watson to pilot the use of CHIP (Cogni-
tive Human Interface Personality), a cognitive as-
sistant that can handle a wide range of HR-related 
questions. CHIP is an intelligent chatbot (available 
through computer, text messages, and soon voice) 
that recognizes the 200 most frequently asked 
employee questions (such as “Tell me about my 
vacation benefits” or “Find me an expert in digital 
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marketing”) and becomes smarter all the time. The 
system has already reduced call center time and is 
proving popular with employees.16 

Royal Bank of Canada (RBC) is reinventing its em-
ployee experience through a complete digital focus. 
The company set up a digital HR development team, 
partnering with IT for infrastructure and security, 
to deploy a new “preboarding” application. The app, 
called Embark, helps employees learn about their 
new jobs, embrace the company culture, and meet 
their teams online. To build on this success, RBC 
plans to develop Compelling Careers, an end-to-end 
set of apps and tools that forms a digital solution for 
career development, job transition, and continuous 
learning.17 

Start here 
• Redefine your mission: HR today must de-

fine its role as the team that helps management 
and employees rapidly transform and adapt to 
the digital way of thinking. Familiarize your-
self with networked organization structures, 
organizational network analysis, and digital 
leadership models.

• Upgrade core technology: Replace legacy 
systems with an integrated cloud platform for a 
sound digital infrastructure. Upgrade old tools 
for learning, recruiting, and performance man-
agement, and bring in systems that are easy for 
employees to use. 

• Develop a multiyear HR technology strat-
egy: In today’s rapidly changing HR technol-
ogy world, it’s important to build a multiyear 
strategy that includes cloud enterprise resource 
planning (ERP) platforms, apps, analytics, and 
a range of tools for AI, case management, and 
other solutions.

• Build a digital HR team: Dedicate teams to 
explore new vendor solutions and build others, 
and consider AI solutions to improve service de-
livery, recruiting, and learning. Companies such 
as RBC and Deutsche Telekom now have digital 
design teams in HR that work with IT to design, 
prototype, and roll out digital apps.     

• Organize HR into networks of expertise 
with strong business partners: Rethink 
your HR organization model to focus efforts 
on the employee experience, analytics, culture, 
and the new world of learning. Make sure these 
teams communicate well: High-performing HR 
teams share leading practices and know what 
the other teams are doing.

• Make innovation a core strategy within 
HR: Push yourself to reinvent and innovate 
in every people practice. Many organizations 
are now using new performance management 
practices built around design sessions and 
hackathons. Investigate new innovations in  
recruiting, including using data to find people 
who resemble high performers in the company. 

• Rotate younger people into the HR pro-
fession: Regularly rotate people from the busi-
ness into and out of HR, use innovation teams to 
reverse-mentor senior leaders, and recruit new 
MBAs to bring people with analytics skills into 
the profession. 

• Benchmark: Visit other companies to see what 
they are doing. HR teams can bring in outside 
speakers, join research membership programs, 
and continually look for new ideas to foster in-
novation. Today’s leading practices come from 
innovative ideas developed around an organiza-
tion’s culture and business needs, not a book.
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Figure 2. Digital HR: Old rules vs. new rules

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

HR builds innovative, company-specific programs, 
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, 
and specific groups, providing them with journey 
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 
done in more effective and productive ways

HR builds an employee “self-service portal” as a 
technology platform that makes it easy to find 
transactional needs and programs

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

Deloitte University Press  |  dupress.deloitte.com

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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HUMAN CAPITAL COUNTRY LEADERS

Global Human Capital leader 
Brett Walsh
Deloitte MCS Limited
bcwalsh@deloitte.co.uk

Global Organization Transformation  
and Talent leader 
Dimple Agarwal
Deloitte MCS Limited
dagarwal@deloitte.co.uk

Global HR Transformation leader 
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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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

2017 Deloitte Global Human Capital Trends

137



About Deloitte University Press 
Deloitte University Press publishes original articles, reports and periodicals that provide insights for businesses, the public 
sector and NGOs. Our goal is to draw upon research and experience from throughout our professional services organization, 
and that of coauthors in academia and business, to advance the conversation on a broad spectrum of topics of interest to 
executives and government leaders.

Deloitte University Press is an imprint of Deloitte Development LLC. 

About this publication  
This publication contains general information only, and none of Deloitte Touche Tohmatsu Limited, its member firms, or its 
and their affiliates are, by means of this publication, rendering accounting, business, financial, investment, legal, tax, or other 
professional advice or services. This publication is not a substitute for such professional advice or services, nor should it be 
used as a basis for any decision or action that may affect your finances or your business. Before making any decision or taking 
any action that may affect your finances or your business, you should consult a qualified professional adviser.

None of Deloitte Touche Tohmatsu Limited, its member firms, or its and their respective affiliates shall be responsible for any 
loss whatsoever sustained by any person who relies on this publication.

About Deloitte 
Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited, a UK private company limited by guarantee (“DTTL”), its 
network of member firms, and their related entities. DTTL and each of its member firms are legally separate and independent 
entities. DTTL (also referred to as “Deloitte Global”) does not provide services to clients. In the United States, Deloitte refers to 
one or more of the US member firms of DTTL, their related entities that operate using the “Deloitte” name in the United States 
and their respective affiliates. Certain services may not be available to attest clients under the rules and regulations of public 
accounting. Please see www.deloitte.com/about to learn more about our global network of member firms.

Copyright © 2017 Deloitte Development LLC. All rights reserved. 
Member of Deloitte Touche Tohmatsu Limited

  Follow @DU_Press

Sign up for Deloitte University Press updates at www.dupress.deloitte.com.


	HCTrends2017:Digital HR



