2024 FEEFR N E R ERARE
— BRI TR AN RSN

DIER RS L RN IBEdimmERE )T, EHEAN RS
RO AFE B RS TL Kik, I A JEid A AR K

AT, TARRE X Ot g TAEKAL, TR AR R
RV asE], R2 G TAEMN ARG R RS, NAREMITHEAEZ
LI ERRERR T AL W 22\ R ) B IR R AR IR Ok, f%
gL LA SRS TR 5

fE—4FAIY (2023 FEERANBEAESE) WEGH, WONH T IFZH
BHEAR ) TAEILSE . ATRES S, — IR AE s s .

BUEIEERAE M ZEORAE, AR AL EER,  T5E3RAT
B SR i, LARREDS B AL KN 22 s S I BORSESE,  IX B R A)
NS, CRREON TELSE . X2 ATl AT E RIS, FATIEE H
AN T SR ) A BRI A BORAT AL B AR e . AWAALH) TARS B Ak
ATy H 2 5 HY 0 53 o0 AR AT SEAg I e, AT TAEA AR
FTBEIE R A T S TR AL . A IX L R R 1 IXAN AN, RIS
ARFUE BT AR TC L S0 AR AR BE B, AR Al AT B
W AEG ST EITIE T REA G, AERXASE A5 i R S H
KBA R R a, AN G TZUTTE0, 4 REE e A E 1
TS, BE — A TEi AT RETE AN B AROR ?

FATH) (2024 FERFRN SJEAFEH) HHFdad, SN —ERPKRIE
IEFERN T A AR TARARA 5 R BT 3l LA BIIE B R X 9 2 22 R A



FESFERERREF, SkRE 95 MEZE 14000 245215 &Ko, TAE#E
TG, NFREFAMEES (CAnFEOAGFE L) U E 2.

AR TR, R NN RTRr 8Ok BT E A ——RTH U8 A&
B, BFEFRFHATRE A AR, B Re Atk Ee 7, DRI TARELR 1
HILE APk, DL R IR fr i —— XA A B T 53 TS 4 1
ANBER, ARG GEA o, AE(e g Al S B 5 (b 55 il SR

FEER, REHWSECEWH, RIEANRGRCEER —EEES)E
O IR . (HAZON T4/ “F17 5 “477 ZIAMZER, it
MHEBEEE R BT BEdameE T .

RPN T CRANY 55 R (25 Gt R AT P U N RS0 AR 45
O BBV S SRR NS, ARG T™ . HLL PIE AR A
B LR AN A R I 13 AN W AR A B AR AR

ANRERHFT AR

PATREN G EROE SO — DGR, e R T, ANt
&7 ZEH. LERNE.

(ATIBR) < (LFBR) = ARG

FESFERRE T, BANESNH T EARENEHEN RGOS, Lt
AT R T A A S ] ) FL A5 7% -

BHTRNR—FEBE . AR AR MEARIR, LR TSRS
AIREEYIEE, JESM R, QLG D4R G5 & AN 5 A E kK
IRe JIpESE &, &R RIEFARES LA T Se s K e
EFMBEARKRR. 50 TOMERITFUNOUARR B 73X
e la), SRR S 0 T YA SR HSCRE NI BRI AR .



HSeE RN 7 IR B R ke ity CAEA 2 TR APEAL
MR YR, Bk s T — e ARG E B — AR
BRI RS, BN T HGRIFTAE AL X G 3 S AME

Ao, FHERZEMTHE CERE], Kk RGUUR L — A K
RIEHLR M. AT, N T i/ MAFRIAIAT R (BB 28R, & B %
B AERE, 2B S ARE R 2,

RIS HERERS T AT R &

M B, AL — B B Set A AT R T AR AL IR
i BRMARGORBUK i TR RE. 9K, 9ot T00E B i TR 5t
AT HAE =A% 50 RATEL T XRBRR WREN F— 0B, BA
HAVESS T3 0 T R i B — A N QLGN (E, A5 R IE =R 1 /57 55 IR
B AAMU R T RRE A TEREX . HA2, KR K 2 H & hr ik
KE, HWSINEmaEA . REHATRR, MAI7EEE1 SRR
PEAR, BORORIFFAAL 4 XMIEBLHAT N, 2018 45, #Id 400%(1 5t THR
A ATTHE TAE B R JIARK, XA e g Bnt TAERCR . e K pE R e 22
PRA T SN 0o RNV B — R R WIS L, 48%I S AT 53%I A HE
N LRI T AR R BRI % SR 6, 2R T4 —40R1 Z AR 52 T
FoN BRI BAE RS o B T LA I E R 7o (2023 4 55 1 8 4 BRER
R B, ATER 59%f 7 T IE7E“fY Y SE RS,

MARATIN RS 0 T AR, Hd BoR, A USRI (BRI
O FE TAER) I TR 9 RILAIN LB IELE B FF, 85%(1 40 54 %
Ny RUETAER N T, 6458 E TR, AbA 1k DA 52 100
TAERCR ARG BARFRTE /KT 100 B SRR 2 (1 ZH 21 R B AR A AR



Al RAETEAMAN SR, AT 2RI B RS A X B BRI NS
5 1R PR EATAS AL

PRI, K2 BB K EE NIRRT RN RS0, EA ML
W1 fE (2024 FEIRNEAGHE) Hried, A 3% ViE KRR, b
MRS & B3 TR BRE 7 iR MR 1 ARE AR 730, B Dk Lok,
W& AL AR I AN BT R AR S H s %, L 7 — 28N 2 &
7 kAT & TAF RIS

AT B X AR IE IR A, AR RE R 05 FE BN A
AENEMER AN 7 TAS RS

FATA LA — Bk IE — R A EENIRAEESS, A H)E
P HHT TAERBhASTE, B TAR A B S 5t .

P LE TG s Ealad A il ok s S A s E,
imskbn b, KZHAA LA E AR T SO R -

FATHIG 72 AW SRR AL ZUM 52 T2 A OC &R, HIRATTHE REiZ %
R TS HR B REERE, CARABEEAARIL Y 53 5 KA 2 iR br . HR3,
i & 1 LI RN R 23 BN 2 D BN T0E 2 7] AT RE R AT i (1, BN
AL H S0 2 /D HERA A A THMW

HAT— B HLARRE X — TR b R AR A T AEsh, B ES%
JE BN AL LT W EE 19 N T3 BRARANME 55 BR BLR AR R AT REHT AR A o

R BT bR 22 I, (EEAT I T FIE N 5 R A PR 2
HRATERN . JIRACR LRI EZ AN EEF BN, ERrd sty
K, JF HARYEAL G AR SRtk g 1 (HXLe4R bR S H T 1 S
Fo AT EA R B LA . A LU e B T HOR VA



“NiZ M E R ZR PR, EAME A B GOy T D HIRET R TR, s,
AR L 22 e BB T SE AR AR b 2L HESH AT R b, IEAERRASBRATIAE T
A5 RS A SEEUE O E

BEE R SR TR L DMEAR AT I AR ik T 70 Je, FATE L= E W E
XATENRAGRNTTE, ERATERZI IR R ER Hbr: NHLRA HaTAR
K3 LA EEA GG O E

WEMATERR

R B, BN w iR BRI AXE, AT
EZRFEAERA TR ST M, AT L2 AR AR N R G
FOREEARFRE . WA, R TR IS VE SR TR E K
J&& B ARy T AR B2 o, B O E AR e e, AR ATIAS AR
ARSI 2 Bl BERUAOKRIS , A RAEMF A HNTTBRITL AT RE K
NEDNNHIRESTRITAERT, A SEBAM SR BERE (1 3 T B AT E . SLH G
&, ANE B R O] P A 9 R HEAT

KB LA G DA AR T arAb: WOR T BT AR R R 2% i
BIRET), WOE T m i) TAEbRE, Biae 7 — B ER. H8u. UERN
SRR, AT T2 AL AR BOR R T ASE R,

AL AN RGN 55 R AT N BER I 145 & vl ri. HE,
FIUX KB, AL IEA BT 3, BRFE L E A N A T E B
Mt ge i ge, DA EMBEMARMMEM BRI R L. S i, AT
MR, REHWSH CLT 0 B IRPIX SRR e, G082
# (33%) ANy, SRZINEEHASA SRS BE R FZ R . A, IR
AR SIA . BIRAT BRI S E AR, PO iR IE s U P Y



TEJFAH . Tk, HHP BRI T b e i TERMT 11, MY

Bon ARG, B IE B ERERS .

AN SR R DAY 55 R AN T R P 3 R 25 6 ke s

AR AL RGET M ORI ES 9 A 2L IS M SR it 1 58 0 22 RE AL 1
AT, Bk, SR )R AL AR, EER S AR A A 77 AR AR
HEZ, XEHHEANBNHLANTAISIER R AT RA REWE, B
WAHESH N B EG R EATRATR VOB Pkdl, ZORALE BN DTEHESE,
i DR BB B B BB % 19 9 M A E I 8515 1 F

SRS UN RSOy T, SR H AR AL 1 — B SE IR R LA )
MITIEN BB FRE R AT 2 8]

FATE SCIRANIRVT Nl RRE R i an iz, SER AN T AN 0 R
AL 55 R Z TR R R 2 Bt R AT E AN RESURRIART . 2+ ik, &
Il FHEB R BTESEbS, KRR BB AT P L2 SN ST H b
JIT AR AENRBNE AR IR N A ST R B )5, FATERHE W]
G g 3k B i 53 T NS AT

TNoHESB NS RET it HLRNMAAHESD N REREIRTT?
FAPRFHEE Rt AL S AT BOR B ED W B8 2 AR R T i R BR 1
PAR AR A G NSMAT RE 70, JFIE I Dy B3 TR At 22 4 i) < H0 il S s 1) ok
SEERAI R IR LERE ), PLIEIRIX L JRER . SEAHIFRTT 03 TREJaX — 3, kA
REER T U 5 55 B Al 34, BT 2 P 2 R 730t DISCRFE &
Ve BEEVER R4 00 53 RS . e, BRI ik N 3 Sudo 22 lion
ERPIEFETHUE, AR I IRRER ARy — TR A R, 5



ERARST NG b AT XL B A S A E .
SEMANITEAES L
FMARTARER R, W THZHLIORY, BAH AR ANERRRTE™

Ty BWRNER T MR, R P A X R XA RRR R LK)

EHLRMECNE, AR BEFTAFIR B BE . G ). 4141

RBE &R AR B A 2 AT . A I, H BTSRRI 4

PR R R TTH S e A . B A A e T, 2 HEWR

SR TG R BRI, B E M B ESREUOME, 1A 22T AT

QUG . T H NMIZ LN AT RFEE R %, BT R B B
HREGHREE, EHEERARS. #4175 WU E I IHINR

PSS BETR b ST AEA S R AR IR . AR & 5y A%

HIJT R — RPN S B R $ahr, (XA E AR RE . A

P2 BT R IR N 2R 5 A e B A, B ) = 1 RS A

IR LA DTk SR, A RAR SR A LR RE T b C A A2 DA 2 T PPA

NRGE WAL %K RS 5 A = SR R hn e ? B i &8

Folb 55 AN B 78 e 2 18] ()74, 5 AL LR ZURT oy AR Bt . 3[R Rk

Ko
PATREAAIE S B NS, BORIED LA L P — IR S &

THEY T o XME I RV REAE R B S 71 POV EREFR BT

AT LA TR AR O, SR IRz B IE AT #e ok BRI AME,

WA RE RO E MRS IR B 2, SE W AT DONHT AR T N RS

QIER RN (HEWRA RSO, mEEFAMER . Al IXEIH 1%,

PR f T Ba ] R DA A . AR NS\ i W i, S



FERblm, HEPRENERRG L . W2 USRI, 1835 W BB AR [H]
FREE 2 1Pl S ANAE S EAE A OS8E . WRACBEAN Y, I RERIE W RE W]
A= M EBMFELE

AR R IR RRYE. BRI VR 12 AU 5 T,
AITHEAE R B A TAR T2, AR R BR BEMA % AN RMBR IS . ik, ¥
Z UL RER R 2 G B R AL ER . Oy 1 Bk LR 6L, 20
T EAR R AR IR A L0y [FELO MBS )8R ), ABATTRIK T 532 A0
HIBAEE Z (B B8 REBEMEH A S TR . FFEENZE, EE
Al MHEABIUEERARAENAT TARAEF RSN A H R HE, 7T AE
i EAEAX LERE SRS B 2R K.

SIEHFFBLE, WMRARCIFT. FEAEGEKDOND, AT 224
FE TR H K. AR, AL NITEUE B85 SRR M
SERIARK, AT LA BE PR A3k P52 AT B K ) AASE 61038 B8 A ) A SRR AT AR . 1
BRI S (R RO By i R 8] Ui R A IR AR AR E L
SR G, M, BB AR . KRB YETT ST iR R
g b A BOR, W REED AFRRE TS X S8 TR . 53 Rl DAAEIX B
FRFE 0 LS O 2 S EOREAT S0 . SRR R Z Rl BERIAK

BTG F3C4b. RSN, SO 22 48— B E R,
R NS LARH R 7 AR 20 (HSEBR b, A ZUEH HiAR 2 87 304
——EA R RERRE . HuId. S TRAME, LR RRE R EIBA T, TAEJ7 AT
FEAEREM NI ZES . G I TSRy, AATTRT AR SR B A TR
AN, SEEGESB TR B A4, S 2 P TR R R T
JIE MR EAE T WO R TAERBIA R B 0, 9152 4 /& 1 5 LU A



B ORI TR (FR RS IS 20R), IR XL 7 SO AT B AR 55 s A
it WAORITE BIBNEEAHE R |3z B A 235 S 5.

BFEAFASBIRE R 04 00 AR SOk MR R U RTE,
X R B AU 55 ORI G 2 . BTN BRI B AR AR R
RO IX BEEAR (Y ME— IR A% . A, —FRETE4E T, DA — BT RS
B R bRdE . HOREE, #HOT LUK ) BT AN 55 3) 1) SR
W ERRER AR — AN T MR, SRRSO A 45 A X L ) Bl
MEEL . Te AN BUREER 1T AT LA B 2H 230 F N 7 B s A s i ek kil
FH B E T ahrh, N H 865 2R 0 I SR 2 SR R T &R

AT K R B AT e R stk . RERN AR SR, FE2H
S ARAE L RNZ B J2 T DGR A8 LRI AR Bk, AFA 0 22 B A
FEBEASRED ) S, A0 3 T I (0 B £ T o 6 S e P B T N B2 A0
DLEAS SE 5T P ) 3 g

S LU NG TC ) B PR, FRAT I #E b R R AR W

AT TR, AL REAE TR-E AN 4T 22 16 1 2L 444G 1 B S R S )l
FRINIIBSR o TEAIFRATIE AR BE (R S 4 5 v BT B SR RO RE, 2 S T I
I N GRS, e R AR B e i St g ke .

WRITIE

(fE8) 2024 FAEERNFTEAESAY BT TRE 95 MER. ZM7LA
QI 14,000 44 B AT A ) IR GTUT A o X IREERIE E RN (BB
AR MG T IR . thAh, FEEN A ORI TR R T
M BT, DU THA, RS RS THSERR Bz
] F] REAFTE M ZE 00 . XIS 2R A VeIt 7 B B AR 1A s P R BT 423k 1000 44



HEMERESW AT TRV, AT AR % AN A R R . BR
HRTEIESN, BA - RASSVEMKSES S TR, XL IR AR
& BTG SR AR B .

10



ARE
1. Jeff Schwartz, Kraig Eaton, David Mallon, Yves Van Durme, Maren Hauptmann,

Shannon Poynton, and Nic Scoble- Williams, The worker-employer relationship
disrupted: If we're not a family, what are we?, Deloitte Insights, July 21, 2021.

2. Jeffrey Pfeffer and Robert I. Sutton, The Knowing-Doing Gap: How Smart Companies
Turn Knowledge into Action (Boston: Harvard Business School Press, 1999).

3. Steve Hatfield, Tara Mahoutchian, Nate Paynter, Nic Scoble- Williams, John Forsythe,
Shannon Poynton, Martin Kamen, Lauren Kirby, Kraig Eaton, and Yves Van Durme,
Powering human impact with technology, Deloitte Insights, January 9, 2023.

4. Jen Fisher, Paul H. Silverglate, Colleen Bordeaux, and Michael Gilmartin, As
workforce well-being dips, leaders ask: What will it take to move the needle?, Deloitte
Insights, June 20, 2023.

5. Gaurav Lahiri and Jefl Schwartz, Well-being: A strategy and a responsibility, Deloitte
Insights, March 28, 2018.

6. Microsoft, “Hybrid work is just work. Are we doing it wrong?,” September 22, 2022.

7. Deloitte, 2023 Gen Z and Millennial Survey—Waves of change: Acknowledging
progress, confronting setbacks, accessed December 15, 2023.

8. Gallup, State of the global workplace: 2023 report, accessed December 15, 2023.

99 9

9. Jean Brittain Leslie and Kelly Simmons, “The paradox of “productivity paranoia”,
Quartz, April 17, 2023.

10. Microsoft, “Hybrid work is just work.”

11. John Hagel III and John Seely Brown, “Great businesses scale their learning, not just
their operations,” Harvard Business Review, June 7, 2017.

12. Linda Ray, “Types of corporate culture,” Bizfluent, April 20, 2018.

FEMHT R Deloitte Insights 8 58 H: - www.deloite.com/insights

—
Deloitte InsightsZBA
YR - Corrie Commisso, Arpan Kumar Saha, Emma Downey, Pubali Dey,
Debashree Mandal, Aditi Gupta, Hurley Blythe, and Preetha Devan

FI&: Sonya VasilieV, Sofia Sergi, Molly Piersol, Jaime Austin, Govindh Raj, Meena
Sonar, and Pooja Lnu

#I4E: Pooja Boopathy
H A E T Sofia Sergi

11


http://www.deloite.com/insights

XF Deloitte Insights

Deloitte Insights KA JAGI3CE . i AHAT], b, AFLETTAEEBUN
PR LA . AT B An 2 R TAE, FIRMEEE RSP
ETRRENEA, PLACK HF AR FUEE SR, wi s U
FAFTRERT 12 BOB AT R AR DS

Deloitte Insights /& Deloitte Development LLC Jiff ~ Hi i

KTAHY)

AFF G WA G R, EREEARA R HS R B eI R
B (SRR TR 28D JEAR I R ft o ity k. i,
B R RS ECHAR T I R 5T . AR TIASREAES AT Ll I
SR SS s SEAN RS P ) A AR H AT AR ) B 52 M0 485 (R 0 55 Bl 55 (14
PR BCRIUEATA AT« AEAT AR AT m] BE R i 5 ) IV 55 mall 55 ) phe 3
SR BUE T RAT BT, SN0 5 A% 1 L Bt ]

AT 50 R 2% P LR 49 Ao A A 7 RS P AR I 420 1T 3 B8O AE AT 453 2R 7K
HITE.

KTHEY)

Deloitte (F2%)) iz 8 — KL ZIEENHIRA T, LASILABRAK 72 B X 45 A
AR . EEE R AT CRREB I 2Ek) KAk fr il
BRI B LR 38 Ry B STy A M AL Ry S A, A PR A &) HEAN
BRMERS . EEE, MEERREEEN—KXHEZ K DTTL . HAE
2 [E DA gl 4 s 8 WA OSSR S A5 R o« MR A Fe 125451 K2
FERL, R RS FEA M SRR P 3. 1521 www.deloitte.com/about LA
TR 24 S A BR A BT 28 (45 R

© 2024 Deloitte
Development

LLC WAL A
R — VIR
T S A B > W R B T

12



2024 Global Human Capital Trends - Thriving
beyond boundaries: Human performance in a
boundaryless world

It’s time to trade in the rules, operating constructs, and proxies of the past.
Prioritizing human performance can help organizations make the leap into a

We’re operating in a world where work is no longer defined by jobs, the workplace
is no longer a specific place, many workers are no longer traditional employees,
and human resources is no longer a siloed function. These boundaries, once
assumed to be the natural order of things, are falling away and traditional models
of work are becoming boundaryless.

Just a year ago, we introduced many of these shifting work realities in our 2023
Global Human Capital Trends report. Since that time, things have only accelerated.
Many of the technological changes happening now— the emergence of generative
artificial intelligence, the rise of virtual worlds and even virtual replicas of our own
selves, and the development of neurotechnology that can now quantify the brain—
may seem like they’ve been plucked straight out of the pages of a science fiction
book, but these concepts are already becoming an everyday reality. It’s a time of
uncertainty, shaped by unpredictable global events, lightning-fast advances in
technology and Al, evolving workplace cultures and markets, growing worker
mental health and well-being concerns, and transformative shifts in how people
think about work and the workplace.

Reimagining boundaryless work amidst these disruptions is no longer
hypothetical—or optional. The old proxies previously relied upon to measure
performance may no longer apply, and there’s no easy playbook to follow that will
enable organizations to thrive in this new environment. So, what’s next for
organizations and workers? What steps can we take to create a future full of
possibility and hope in the uncertainty of a boundaryless world?

Our 2024 Global Human Capital Trends research reveals that a focus on the human
factor is emerging as the bridge between knowing what shifts are shaping the future
of work and doing things to make real progress toward putting them into action to
create positive outcomes. It’s clear from the responses to this year’s global
surveys—over 14,000 respondents from 95 countries—that the more boundaryless
work becomes, the more important uniquely human capabilities—Ilike empathy and
curiosity—become.

Our research points to the idea that prioritizing human sustainability—the degree
to which the organization creates value for people as human beings, leaving them

ERHHE: N
Information Classification: Confidential
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with greater health and well-being, stronger skills and greater employability, good

jobs, 1 opportunities for advancement, more equity, and heightened feelings of
belonging and purpose—can drive not only better human outcomes, but better
business outcomes, too, in a mutually reinforcing cycle. This combination of human
and business outcomes is what we call “human performance.” Because it is humans,
more than physical assets, that truly drive business performance today. This is
needed more than ever by organizations to both shape and adapt to the ever-
evolving future of work.

The good news is that most leaders already understand that focusing on human
performance is key to building an organization that can thrive today and
tomorrow. But to close the gap between knowing and doing, they will need to
let ao of the mindsets. oneratina constructs. and proxies of the past.

THE NEW MATH OF HUMAN PERFORMANCE

We define human performance as a mutually reinforcing cycle with compounding,

shared value for workers, organizations, and society.

(Human outcomes) x (Business outcomes) = Human performance

In this year’s report, we highlight tangible ways in which organizations can

implement the new fundamentals we introduced last year as they prioritize human

performance:

« Thinking like a researcher by leveraging new sources of data and technology
to create greater
transparency in ways that foster workforce trust, and that are used in
collaboration with innately human capabilities like problem-solving, creative
thinking, and innovation to explore, play, and experiment with ideas that
support the greater realization of value.

+ Cocreating the relationship by collaborating with workers to design people
practices, microcultures,
and digital spaces so they are relevant for them and support human outcomes.

*  Prioritizing human outcomes by moving past the industrial-era mindset that
led to a dehumanization of both work and worker—for example, viewing the
worker as a number, a box on the organization chart, or a cog in the process—
to create shared value for workers, organizations, and the communities in
which they operate.

The good news is that most leaders already understand that focusing on human

performance is key to building an organization that can thrive today and tomorrow.

But to close the gap between knowing and doing, 2 they will need to let go of the
mindsets, operating constructs, and proxies of the past.

ERHHE: N
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Outdated measures are holding us back

Historically, organizations have sought to unlock the power of their workforce by
implementing structures, processes, technologies, and systems meant to make
humans better at work. In more recent years, those efforts have expanded to include

attempts to make work better for humans. 3 We are on the cusp of the next step on
that journey as organizations seek to create value for workers and every other
human being they impact, including extended off-balance sheet workers, future
workers, or people in their communities. But by most measures, current efforts are
falling short. Most workers say their well-being either worsened or stayed the same

last year. 4 And this isn’t a new trend: In 2018, over 40% of workers reported
feeling high stress in their job, with negative impacts on productivity, health, and

family stability. © Burnout is a common experience, with 48% of workers and 53%
of managers saying they are burned out at work 6 and nearly half of millennial and

Gen Z workers report feeling stressed all or most of the time. / The 2023 Gallup
State of the Global Workplace study reveals that 59% of the global workforce are
“quiet quitting.” 8

As for making humans better at work, productivity paranoia—a concern that remote

workers aren’t being productive 9—is on the rise, with 85% of leaders saying the
shift to hybrid work has made it challenging to have confidence that workers are

productive, despite increases in hours worked. 10 And with more organizations
using new technologies and generative Al to measure and optimize human
performance, they need to be cognizant of the flaws and shortcomings of the
humans that created and use them.

Yet most organizations don’t have appropriate measures in place to capture human
performance, let alone optimize it: Only 3% of respondents from our 2024 Global
Human Capital Trends research say that their organization is extremely effective at
capturing the value created by workers. Since the Industrial Revolution, the
increasing scale and growing complexity in ways of working have led to the
creation of imperfect substitutes to measure work and performance.

We’ve used the concept of the “employee” to capture the singular notion of full-
time staff, not considering the full ecosystem of workers that create value for the
organization.

We’ve leveraged the idea of the “job” to document a set of repeatable functional
tasks, not accounting for how the dynamism of work today often means work is
performed outside of traditional job boundaries.

We’ve focused on creating a monolithic, one-size-fits-all corporate culture to define
how organizations should operate, when in reality, most organizations are made up
of an abundance of microcultures.

ERHHE: N
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We’ve relied on “employee engagement” to evaluate the relationship between
organizations and workers when what we should be measuring is trust—and metrics
that benefit the worker. After all, measuring how much discretionary effort workers
are willing to expend for their organization’s benefit helps a company, but whether
it helps workers is far less clear.

And we’ve relied on the idea of “productivity” to measure worker activity, without
fully accounting for desired human and business outcomes and potential future
value.

These proxies—imperfect placeholders for what should truly be measured—were
once useful; they allowed organizations to scale when scalable efficiency was the
primary means of differentiation, and they allowed organizations to measure

progress against the traditional boundaries of work. 11 But they were designed for
a simpler world, a world of work that’s not constantly reinventing itself, and served
as intentional abstractions of what “could” be measured when organizations didn’t
have the advanced tools to evaluate what “should” be measured. Today, the proxies
that once made it easier to structure, drive, and measure organizational activity are
holding us back from applying the tools and learnings of the past decade to inspire
the realization of new value in the boundaryless world.

With more data, technology, and tools at our fingertips than ever before, we have
an opportunity to redefine how we measure human performance to get us closer to
what really matters: value creation for the organization, for current and future
workers as human beings, and for society at large.

Bridging the knowing-doing gap

The 2024 Global Human Capital Trends report invites you to imagine a world
where trust between workers and their employers is the currency of work, and where
people are given opportunities to grow and develop those uniquely human
capabilities that are so critical to human performance. To imagine what could
happen when workers see their organization making tangible progress towards
human sustainability goals or providing workers with safe spaces to play and
experiment with many possible futures. And where people expertise becomes a
capability and responsibility of all, with customized people practices and cultures
cocreated with workers themselves rather than mandated and pushed out from a
central authority.

The results can be good for the organization, the worker, and for society: more
innovation and complex problem-solving. Higher standards of work. Healthier,
more committed, purpose-driven workers who feel a sense of ownership over
broader organizational goals.

The shift to human performance begins here, at the intersection of business
outcomes and human outcomes. But the ability to make this leap requires a mindset
shift as organizations let go of the proxies of the past; for example, viewing humans

ERHHE: N
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as costs rather than assets, or business practices that reinforce efficiency of activity
over value and outcome. Fortunately, our research shows that most leaders are
already well aware that these changes are needed. A small proportion of
respondents (33%) cited insufficient understanding as the reason for their
organization’s inability to make progress to date. Instead, internal constraints, such
as capacity for change, limited resources, and lack of leadership alignment were
consistently shared as the justification for organizational inertia. With that in mind,
fueling human performance and leading in the boundaryless world will likely come
from not only clearing the mental obstacles in the way, but the operational ones as
well.

Moving past knowledge of the problem and beginning to define and embrace new
ways of working is especially important as generative Al and new technologies
offer more diverse and accelerated pathways for organizations to create value.
These new technologies offer unprecedented transparency into the inner workings
of our organizations that can be used to better drive human performance, but they
present unprecedented challenges as well, requiring organizations to develop new
frameworks of responsibility to ensure they are used in a way that elevates, rather
than diminishes, trust.

The shift to human performance begins here, at the intersection of business
outcomes and human outcomes.

With human performance as the theme for this year’s trends, each trend provides a
set of practical guidelines that can help unlock it and bridge the gap between
knowing and doing.

We begin by delving into the nuances of human sustainability, gaining a deeper
understanding of the relationship between human and business outcomes—the very
essence of what we define as human performance. With that in mind, our next trend
explores the new metrics that will be needed to understand how well an organization
is doing in achieving those human performance goals. Recognizing that trust
underscores efforts to bring human performance to the fore, we then explore how
transparency can help—or hinder—efforts to build that trust.

Our next set of trends focus on the how: How can organizations drive human
performance? We discuss how new digital advances like generative Al are exposing
an imagination deficit, and how operationalizing uniquely human capabilities and
providing workers with safe “digital playgrounds” to practice using them can help
solve it. Continuing the thread of empowering workers, we explore how moving
away from monolithic corporate cultures and embracing many diverse
microcultures can support autonomy, agility, and workforce experience. Finally, we
tackle the shifts that can make human performance a shared accountability for all,
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with HR moving from a specialized function to a boundaryless discipline that is
cocreated and integrated with the people, business, and community it serves.

Our trends this year include:

Embracing human sustainability. For many organizations, nothing is more
important than its people, from employees, to external workers, to customers and
community members. These human connections drive the majority of value for an
organization, including revenues, innovation and intellectual property, efficiency,
brand relevance, productivity, adaptability, and risk. Yet organizations’ current
efforts to prioritize these allimportant connections appear to be falling short, partly
because many organizations may be stuck in a legacy mindset that centers on
extracting value from people rather than working to create value for them. Leaders
should reorient their organizations’ perspective around the idea of human
sustainability.

Moving beyond productivity to measure human performance. Leaders across
industries are beginning to recognize the limitations of legacy productivity metrics
in the current work environment. Traditional methods of measuring worker
productivity as a series of inputs and outputs solely reflect the perspective of the
organization. New approaches, by contrast, can and should consider the worker as
a human being, with a more nuanced perspective on how they contribute to the
organization. But if traditional productivity metrics no longer tell the full story,
what else should organizations be measuring to meaningfully assess human
performance? The new math involves a balance of business and human
sustainability, creating shared, mutually reinforcing outcomes for both the
organization and the worker.

Balancing privacy with transparency to build trust. New advances in technology
can make almost everything in an organization transparent to almost anyone.
Leaders may find this degree of transparency alluring: It offers microscopic
visibility into the workings of their organizations and their people. But this newly
available transparency can be both a gold mine and a land mine. On the one hand,
it responsibly managed, the ability to use this kind of transparency can create new
opportunities to measure and unlock human performance. On the other hand, there
is significant potential for misuse—for example, privacy breaches, Al-driven
surveillance, and efforts to control workers’ every move. Although common
wisdom equates greater transparency with greater trust, it’s not that simple. Many
organizations are finding that how well they walk the tightrope between
transparency and privacy is a key factor in driving trust today, and that mishandling
it can severely undermine trust.

Overcoming the imagination deficit. Technological disruption is outpacing the
capacity of many organizations and workers to imagine new ways of working that
get the best out of both humans and technology. Consequently, many organizations
may soon be facing an imagination deficit. To prevent this deficit, organizations

ERHHE: N
Information Classification: Confidential

18



will need to scale and operationalize the cultivation of distinctly human capabilities
like curiosity, empathy, and creativity, and they should give workers and teams the
autonomy to use these to shape the kinds of work they do. Just as importantly,
individual workers will likely need these capabilities to imagine their own futures,
as Al and other disruptive technologies take on ever more prominent roles in their
working lives.

Creating digital playgrounds to explore, experiment, and play. As the pace of
disruption accelerates, there is a growing need for safe spaces in which both
organizations and individuals can imagine, explore, and cocreate a future that
delivers better human experiences and outcomes at speed and scale. Deloitte calls
these spaces “digital playgrounds.” A digital playground is not a singular space or
a virtual platform. Rather, it’s a mindset and an approach in which technologies are
curated with intention and opportunities to use them are democratized, giving
workers the opportunity and psychological safety to experiment, collaborate, and
explore multiple possible futures.

Cultivating workplace microcultures. According to conventional wisdom,
corporate culture should be one-size-fits-all—a fixed, uniform culture that ensures

everyone is working in the same way. 12 In reality, organizations typically consist
of a diverse set of microcultures—subtle variations in how work gets done in
different functions, geographies, workforces, and even specific teams. When
organizations embrace microcultures, they can attract and retain top talent,
anticipate and respond to changes with agility, and better meet workers’ unique
needs. A key to harnessing the power of microcultures is encouraging the autonomy
of various work groups, providing them with the resources they need to establish
their own ways of working (while conforming to regulatory requirements), and
orienting these localized blends of culture and business strategy toward the same
broad, simple organizational guiding principles.

Making the shift to boundaryless HR. Work is increasingly demanding agility,
innovation, and collaboration to achieve outcomes. A new HR operating model is
not the only solution to respond to these shifts. Rather, a new mindset, along with
a new set of practices, metrics, technologies, and more can transform HR from a
specialized function that owns all workforce responsibility to a boundaryless
discipline, cocreated and integrated with the people, business, and community it
serves. Boundaryless HR can develop people-discipline expertise and weave it
throughout the fabric of the business, creating multidisciplinary solutions to
increasingly complex problems.

The speed at which the boundaryless world is evolving will likely continue to
accelerate. While our research shows that many organizations haven’t yet made the
important mindset and operational shifts needed to respond to this imminent future,
it also shows that knowing is not the barrier. Where organizations are generally
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getting stuck in the doing: making real, actionable progress toward unlocking
human performance.

But there are reasons to be optimistic.

Our analysis shows that organizations who bridge the gap between knowing and
doing are more likely to achieve both better business and human outcomes. As we
outline in this year’s trends, organizations now have a window of opportunity to
elevate human performance and thrive in a boundaryless world.

RESEARCH METHODOLOGY

Deloitte’s 2024 Global Human Capital Trends survey polled 14,000 business and
human resources leaders across many industries and sectors in 95 countries. In
addition to the broad, global survey that provides the foundational data for the
Global Human Capital Trends report, Deloitte supplemented its research this year
with worker- and executive-specific surveys to represent the workforce perspective
and uncover where there may be gaps between leader perception and worker
realities. The executive survey was done in collaboration with Oxford Economics
to survey 1,000 global executives and board leaders in order to understand their
perspectives on emerging human capital issues. The survey data is complemented
by over a dozen interviews with executives from some of today’s leading
organizations. These insights helped shape the trends in this report.
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