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Times have changed…





What does the “New 
World of Work” look like?



1. The War for Skills



Automation & AI will accelerate the shift in skills that the workforce needs.

Source: Mckinsey Global Institute Workforce Skills Model; McKinsey Global Institute analysis











2. The Decline of the Permanent Employee







3. The Democratisation of Learning:  
self-taught online & swapped out regularly



Research from Accenture found that 85% of candidates would happily up-
skill in their own free time over the next six months to stay relevant at work.
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2016 2018

Willingness to be flexible, agile, and adaptable to change

Time management skills and ability to prioritize

Ability to work effectively in team environments

Ability to communicate effectively in business context

Analytics skills and business acumen

Technical core capabilities for STEM

Capacity for innovation and creativity

Basic computer and software/application skills

Ethics and integrity

Foreign language proficiency

Fundamental core capabilities around reading, writing, and arithmetic

Industry- or occupation-specific skills
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Behavioral skills     Core/technical skills

Figure 1
Executives now point to behavioral skills as the most critical for members of the workforce today

Sources: 2016 IBM Institute for Business Value Global Skills Survey; 2018 IBM Institute for Business Value Global Country Survey. 

Until recently, companies taught or conditioned employees 
to operate in alignment with their business model – in a 
structured, process-oriented manner. Top-down decision 
making, organization of work into defined tasks, job 
descriptions with set responsibilities, progression of func-
tional skill depth versus breadth, and the use of fixed teams 
have taught employees a certain set of skills that come to 
life in a company’s culture. Until the digital era, clarity of 
mission had been best communicated, structured, and 
executed in a stable environment that was not experiencing 
constant change. The digital era introduced the need for a 
new business model with new skill requirements, new ways 
of working, and a more flexible culture.
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The digital era has provided the opportunity and the  
need for speed – and that, in turn, has led to new  
ways of working. Remote working, always-on access, 
transparency, less hierarchy, pop-up teams operating 
across functional and organizational boundaries, and 
organizations operating within an ecosystem of partners 
all require a cultural of agility and, in turn, new skills for 
the workforce. 

Not surprisingly, different management styles are required 
as well – ones that encourage an agile work environment 
that includes autonomous decision making, work product 
iteration, experimentation, peer-to-peer coaching, and 
flexible team structures. Essentially, cultures and organiza-
tional competencies need to shift to reflect these new ways 
of working and facilitate the training and conditioning of a 
workforce with new skills.
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1. The War for Skills 
2. The Decline of the Permanent Employee 
3. The Democratisation of Learning

How are organisations planning to solve for this?







Smart companies 
have a different plan!



At the forefront of delivering non- routine 
cognitive capabilities  

Hiring contractors as a tactic to supply 
short-term skill requirements was not 
working  

Went from hiring for IQ...  

...to assessing for EQ (Emotional 
Intelligence Quotient)  

Now hiring for LQ (Learning Quotient)





Talent Acquisition



Talent



Traditional Talent Acquisition Maturity Model

1 Local HR - “spray and pray”

2 Dedicated Recruiter - “order taker”

4 Talent Advisor - “partner”

3 TA/ Sourcer/ EB - “recruiting team”



Hiring is a Team Sport
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TA Maturity

Hiring Maturity

Structured Interviews & HRBP’s1

2 Mandatory Interview Training - HM’s

3 Robust Rubrics & HM Selling Skills

4 Hire for Potential - Hiring Committees 



Talent is a Team Sport
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Talent Maturity

Skills “Solutioning”4

Org structure built around Empl Exp3

Bottom- Up, Personalised Learning2

WF/ Skill Planning, Onboard & HiPo1



“There’s no business plan without a talent plan” 
Steve Schwarzman at The Blackstone Group

Top 3 CEO Regrets as told to McKinsey Global Managing 
Partner Dominic Barton : 

“I would have spent more time on people. I would have removed people 
faster. I would have pulled people up faster. And I would have spent more 
time with people.” It was consistent. The most scarce resource is talent. 



The future is employee centric talenthumanyouThank


