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HR Drives the Agile Organization 

HR must fundamentally reshape itself to enable a new type of organization—one 
designed around fast responsive talent. 

According to Accenture Strategy, HR professionals of the future will be dedicated to 
helping their organizations find and mobilize resources around business challenges 
and motivate people to adapt to change and perform at their best. To achieve this, HR 
organizations will need to reshape roles and responsibilities within HR, redefine 
business and talent management practices, and support enabling technology 
platforms, as to be able to more flexibly respond to rapidly changing market 
conditions or customer demands to outperform the competition. 

Talent acquisition has risen to the top of the CEO agenda. According to PwC’s global 
CEO Study, 66 percent of CEOs say that the absence of necessary skills is their biggest 
talent challenge. Eighty-three percent say they’re working to change their recruiting 
strategies to address that fact. 

Worldwide, as much as 34 percent of employers are having difficulty filling open 
positions. 

Even more alarming, only 49 percent of workers reported having all the skills required 
to perform in their current jobs. 

This will intensify over the next decade, as talent supplies are to shrink as baby-
boomers retire and demand for highly skilled labor is expected to increase. 

Educational institutions, key suppliers of skills, are struggling to keep up with the rapid 
pace of change. 

  

  

http://www.pwc.com/gx/en/ceo-survey/
http://www.pwc.com/gx/en/ceo-survey/
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According to Jeanne Meister, Partner at Future Workplace, and co-author of The 2020 
Workplace book, the biggest barrier to CIO success is the subject of talent and 
specifically, how we, as business leaders will hire, retain and train not just our future 
organizational leaders but the average 
employee.  

This fact, is the reason that human resources 
and recruiting are forever linked in that HR is 
responsible for the entire employee life cycle 
and not just focused on recruiting or hiring new 
employees.  

For the CIO, the barriers to success when it 
comes to talent are focused not just on 
recruitment but skills, resources, and the 
culture and structure of the organization. 

 
 
  

http://www.futureworkplace.com/
http://www.blogging4jobs.com/wp-content/uploads/2015/12/cio-barriers-2016-talent.png
http://www.blogging4jobs.com/wp-content/uploads/2015/10/employeeLifeCycle-1.png
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Big Data 

According to Meister, big data recruiting firms are set to benefit from the newly 
emphasized value being placed on recruiting. These companies, at the intersection of 
Big Data and Recruiting, have made a science out of locating “hard to find” talent. Gild 
does it by scouring the Internet for clues: How does he or she relate on social media 
sites? How big are their networks and who is in them? 

These firms claim that they can find new talent before the prospective employees 
even know they are in the job market.  Companies such as Entelo, Gild, TalentBin and 
the U.K.’s thesocialCV analyze not just a job candidate’s LinkedIn profile, Twitter feed 
and Facebook postings, but also their activity on specialty sites specific to their 
professions, such as the open-source community forums StackOverflow and GitHub 
(for coders) Proformative (for accountants), and  Dribbble (for designers.) 

This approach to recruitment is creating a new technical world order where job 
applicants are found and evaluated by their merits and contributions, rather than by 
how well they sell themselves in an interview. 

Entelo and TalenBin take a different approach: Their search tools consider the 
experience and history mentioned in users’ profiles, but also their use of social 
networks. These companies can pinpoint users who have updated their bios lately or 
often, to determine which candidates are getting ready to enter the job market. 

Getting this head start on head hunting is crucial as corporations’ search for top 
candidates becomes ever more competitive. The goal: finding talent invisible on 
widely popular social platforms before your competitor does. 

We’ve seen the definition of a candidate for employment change as the evolution of 
employment branding and the candidate experience influence how we engage, build 

http://www.gild.com/
http://www.entelo.com/
http://www.gild.com/
http://www.talentbin.com/
http://www.thesocialcv.com/
http://www.linkedin.com/
http://twitter.com/
http://www.facebook.com/
http://stackoverflow.com/
https://github.com/
http://www.proformative.com/
http://dribbble.com/
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relationships and recruit candidates. The same holds true for employees from 
onboarding to their transition out of the organization as an alumni. The employee life 
cycle will continue to expand in length as companies will focus on boomerang 
employees and the building of alumni networks and the hiring of contract and 
contingent workers who will continue a relationships with their previous employer 
long after their employee end date. 

  

http://www.blogging4jobs.com/hr/rehiring-employees-the-jay-leno-effect/
http://www.blogging4jobs.com/hr/rehiring-employees-the-jay-leno-effect/
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Cross-functional Employee Experiences 
 

HR will evolve from being a clearly defined, stand-alone function that administers HR 
and talent management processes to one that spans disciplines and crosses boundaries 
to deliver cross-functional, holistic employee experiences. 

 

Measuring HR 

HR needs to start with not with proving our or their worth but with believing it 
ourselves. We don’t have to justify the reason for being present in executive 
meetings. Talent and human capital is paramount to the success of an organization. 
Measuring the effectiveness and impact of HR is important because it helps us speak 
a common language with our senior leaders. We need to first believe, we have every 
reason to be in that executive meeting. Our worth is already proven. Talent is the talk 
of every CIO, CEO, CFO and beyond. Metrics, data, and reporting only help 
demonstrate the ripple effect of HR in every department of the organization. 

 

Data Protection -Risk and Privacy in a More Complex World 

HR will adopt risk management strategies covering everything from protecting 
confidential information and data, to risks associated with weak hiring or turnover of 
talent. Should be a priority for information technology professionals especially when 
you consider HRIS and ATS have personal data including social security numbers and 
bank data. 
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HR to build a "just-in-time" workforce 

 
According to Accenture strategy, skills gaps are widening, and HR will be increasingly 
hard pressed to ensure their organizations have the right talent. To do this, HR will 
need to quickly tap skills when they’re needed—and where. 

As companies race to develop the next generation of products and services, they will 
continue to need ever more sophisticated and evolving skill sets. To help their 
companies compete in this new world, HR organizations will need to shift from 
reactive, supply-side fulfillment of skills to become proactive, demand-side fulfillment. 
HR will need to develop a “just-in-time” workforce—one that enables them to 
instantly find and deploy skills when and where they’re required in the business. 

The following seven practices can help HR build a "just-in-time" workforce: 

1. Advise the business on how best to close skills gaps. HR professionals can use 
data modeling, analysis and deep labor expertise to help their organizations 
find needed skills. 

2. Manage a large, extended workforce. To tap into needed skills quickly, HR can 
start supporting dynamically configured teams of workers who may not be 
employees at all. 

3. Use proactive, data-driven talent sourcing. Recruiting professionals and hiring 
managers will proactively seek out the talent they need and use analytics to 
identify and attract the individuals they need. 

4. Foster external global talent mobility. With talent often in locations other than 
where it is needed, HR professionals will need to know how to locate, source 
and manage talent on a global basis. 

5. Support internal talent mobility. HR will also need to help internal employees 
move to where their skills are needed inside the organization. 

6. Make skills development part of everyday work. HR organizations will need to 
help current employees make learning new skills a component of their 
everyday work. 

7. Make work fully transparent. HR will need to make skills requirements 
transparent to employees, educational institutions and the broader 
community. 
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MOOCs (Massive, Open, Online Courses) Will Revolutionize Corporate Learning & 
Development  

MOOCs  will bring to institutions of higher education offering executive education 
courses – a $150 billion industry. (see: “How MOOCs Will Revolutionize Corporate 
Learning & Development.) 

For example, Yahoo and Coursera have joined forces enabling Yahoo to fund 
employees for verified Coursera certificates in computer science, priced at under 
$100 each. This represents a huge savings compared to what Yahoo would normally 
spend on university-sponsored executive education. 

But other companies are creating their own versions of MOOCs – within the company. 
Sometimes the courses exist to train prospective candidates in the skills they need to 
be considered for employment, as a sort of train before hire process. 

 

Companies Use Gamification In The Workplace  

Gamification in the business context is taking the essence of games—attributes like 
puzzles, play, transparency, design and competition—and applying them to a range of 
real-world processes inside an organization, from new hire on-boarding, to learning & 
development, and health & wellness. 

Companies wonder how they can harness that same level of engagement and apply it 
to critical problem-solving, on-boarding new hires or developing new leaders. 

With technology research firm Gartner predicting that 40 percent of global Fortune 
1,000 companies will soon use gamification as primary method to transform their 
business processes, 2013 saw a number of them leveraging game mechanics as a tool 
to drive higher levels of business performance. 

NTT Data, -analyzed by Jeanne Meister in her Forbes column, Gamification in 
Leadership development, -has been using gamification to develop leaders, and it is 
already seeing results. The company’s “Ignite Leadership” Game, aligned with its 
overall employee engagement framework, was created to develop five key skills for 
leaders: negotiation, communication, time management, change management and 
problem solving.  To date, a total of 70 leaders have completed the gamified 
leadership program, and 50 employees ended up taking on team leadership roles – 
that’s 50% higher than had done so through traditional training and coaching 
methods. Plus, these “graduates” of the Ignite Leadership Game generated 220 new 
ideas in their roles as leaders, which led to a 40 percent increase in employee 
satisfaction and helped lower attrition by 30 percent. 

Gamification in the workplace is not just about using badges, mission and 
leaderboards. Instead, the strategy is about truly understanding who you are trying to 

http://www.forbes.com/sites/jeannemeister/2013/08/13/how-moocs-will-revolutionize-corporate-learning-development/
http://www.forbes.com/sites/jeannemeister/2013/08/13/how-moocs-will-revolutionize-corporate-learning-development/
http://www.yahoo.com/
http://www.coursera.com/
http://www.gartner.com/technology/home.jsp
http://www.forbes.com/www.nttdata.com/%E2%80%8E
http://www.forbes.com/sites/jeannemeister/2013/09/30/gamification-in-leadership-development-how-companies-use-gaming-to-build-their-leader-pipeline/
http://www.forbes.com/sites/jeannemeister/2013/09/30/gamification-in-leadership-development-how-companies-use-gaming-to-build-their-leader-pipeline/
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engage, what motivates them, and how gamification can change the way they work, 
communicate and innovate with peers and customers. 

 

Machine Learning Growth and Evolution 

Machine learning software learns your preferences, interests and habits in order to 
save you time using the software. In doing so, the software is learning about what’s 
important to you and is able to react to problems and present you options, 
information and resources that you are likely looking for or would benefit you in some 
way. 

Machine learning is something you use every day on LinkedIn through their suggested 
contacts feature. Machine learning is useful in HR, with technologies like 
PhenomPeople, a mobile candidate analytics and engagement technology. 

  

http://www.phenompeople.com/
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Not Just Candidate Experience but a Focus on Pre-Candidate Engagement 

We’re living in a hyper connected world of tweets and text messages. Recruiters can 
no longer see a candidate as just a candidate, but see candidates  as potential 
customers, partners and future employees regardless of their current experience 
level or fit within their company. 

From talent pipelines and networks to a new breed of HR and recruiting CRM. 

SalesForce, the CRM giant has partnered with several HR technology companies 
including TalentObjects and JobScience. These aren’t exactly the same as the 
customer relationship manager. They are a candidate-relationship-manager hybrid 
that helps elevate an employer’s existing recruitment marketing activities and 
employer branding. 

While we’ve seen the use of sourcing increase – CRMs and talent networks to grow 
our candidate pools – talent acquisition leaders are focused on pre-candidate 
communication and resources. This extends beyond employment branding to looking 
at pre-candidate communications and marketing strategies. 

A Focus on Existing Candidate Pools and Communities 

Because companies are focusing on pre-candidate engagement strategies, talent 
acquisition leaders are looking at existing communities and candidate pools to re-
engage prospective employees using their pre-candidate communication. Employers 
are looking at communities like employer alumni, candidates who have already 
applied previously within the ATS and college and university or military communities. 
Employers can re-engage these existing relationships and focus on strategic 
messaging, leading to better candidate to employee ratios, faster time to hire and 
improved retention rates. 

  



 

11 

Re-think The Performance Review  

The annual performance review is being abandoned. When 750 senior level HR 
professionals were recently asked to grade their current performance management 
system, 60% gave it a grade of C or below, according to WorldAtWork. In another 
survey conducted Globoforce and SHRM45% of human resources leaders don’t think 
annual performance reviews are an accurate appraisal for employees’ work. So what 
is happening in its place? 

An on-going dialogue rather than a once a year review. 

The software company Adobe now relies on managers controlling how often and in 
what form they provide feedback, using Check-In, an informal system of real-time 
feedback, which has no forms to fill out or submit to HR. 

Managers are trained to focus the conversation on key goals, objectives, 
development and strategies for improvement and how to leverage the wisdom of the 
crowds to create a holistic view of one’s performance. And most importantly, 
employees are evaluated on the basis of what they achieved against their own goals, 
rather than how they compare to their peers. 

The goal here is to make key HR processes more transparent. And according to Donna 
Morris, Adobe’s Senior V.P. of Global People & Places, the company has saved 80,000 
hours of management time by replacing its old process, and voluntary attrition is now 
at an all time low of 6.7 percent. 

 

Focus on Retention, Flexibility and Perks 

With the increase in HR data and analytics now available to practitioners through the 
use of analytics dashboards, data scientists and new reporting technologies, we are 
able to better identify, understand, prepare and react to changes in retention. New 
technologies will be providing a more personalized approach to perks and retention 
programs. 

 

The Flattening the Org Chart where every employee is a brand ambassador 

We talked about the era of personalization where employees expect personalized 
training and onboarding programs. This goes beyond the idea of the candidate 
experience, flattening the entire organization so that  every employee is a brand 
ambassador and a de facto recruiter who also plays a role in the customer service of 
the company. 

 

http://www.hreonline.com/HRE/view/story.jhtml?id=534355695&
http://www.globoforce.com/
http://www.shrm.org/
http://www.shrm.org/
http://www.fastcompany.com/3022214/leadership-now/performance-reviews-dont-have-to-be-absolutely-awful
http://www.blogging4jobs.com/hr/2015-recruiting-talent-acquisition-trends/
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Social Media and Technology Trends in HR 

More forward-thinking HR leaders making the connection between having a solid 
social media strategy and finding top talent. 

 

Digital Revolution Disrupts HR 
Technology, including social, gamification, cloud, 
mobile, big data and consumer applications, is 
transforming how people carry out their work—
and how HR supports them in that effort. 
 

With digital technology playing a role in nearly every aspect of our lives, it stands to 
reason that no element of work is immune to digital disruption. Digital technology is 
driving the decentralization of talent management as an HR activity—embedding it 
into the fabric of everyday business. It will fundamentally change HR as we know it. 

New digital technologies enable greater integration and flexibility—allowing 
employees to have a greater share of voice, and the ability to create their own work 
experiences. Digital is poised to radically disrupt HR, and redefine the future of the 
human resource function. HR and talent processes and the technology that enables 
them will no longer constitute their own domain. Rather, many aspects of HR and 
talent management will become fully embedded into the future of work. 

Digital disruption will have significant implications for the business and the HR 
strategy of an organization. 

For business: 

 Talent management will become an everyday activity for employees. 
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Leverage Existing HR and Recruiting Tech 

Recruiters are on constant search to improve and enhance their current processes 
and strategies. 

According to Accenture Strategy, in today’s knowledge-based, fast-changing economy 
where agility, change, and employee performance can spell the difference between 
competitive success and failure, it's time we start basing our practices on scientific 
insights so our people can perform at their best. 

Talent gains insights into brain science and human behavior 
As new insights into brain science and human behavior emerge – and as analytics 
enable organizations to explore scenarios, HR will begin to arm itself with the tools 
and insights of a scientist to drive better performance from their workforces. 

Advances in multiple fields—including mathematical modeling and analytics, 
neuroscience, the science of physical health and well-being, anthropology, sociology, 
psychology and even engineering—have the potential to help organizations boost the 
performance of their people and businesses like never before. 

Workforce analytics is now revealing that many such long-standing talent 
management practices commonly used by organizations may indeed be flawed, and 
HR prepares to adopt a new model for managing people. 

Consider just a few alarming statistics: 

 According to some studies, nearly two–thirds of  employees are not fully 
engaged in their work and are less productive as a result. In one Accenture 
study of 674 global executives, only 16 percent of respondents described the 
overall skill level of their workforce as industry leading. 

 About 70 percent of change efforts fail, and this number hasn’t changed over 
time. 

 The Society for Human Resources Management concluded that over 90 
percent of performance appraisal systems are a failure. Only eight percent 
agreed that performance management contributes to individual performance 
in a study by Human Resource Institute. 

The HR function’s work in streamlining, standardizing and harmonizing processes to 
reduce costs and improve efficiency may be up for review, using fact-based insights 
from science and analytics. This will fundamentally transform the function in terms of 
the practices and processes it advocates and the people and roles it comprises. 

Here are some of the ways that science will transform the HR function: 

 HR and talent management will be legitimized as a data-based discipline. The 
function will finally become a discipline grounded in science and facts, and it 
will gain its long-sought after status as a truly strategic function imperative to 
business success. 
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 HR, talent and organization change will be completely redefined. Traditional 
training processes like yearly performance reviews, lecture based training 
events, and centrally-driven change programs will need to be revamped, so 
they are in alignment with what science now knows to be most effective. 

 To harness the power of scientific and analytic-based insights, new roles may be 
created in HR. These include the science ambassador, the R&D talent scientist, 
the data jockey, the marketing evangelist and the science applier. 

 New skills and education will be required by the HR professional. Currently, 
most HR professionals have few skills or knowledge of scientific-based 
disciplines that can impact human performance, and very few have the skills 
to include analytics in their decision-making processes. 

 A fact-based culture will permeate HR. Every HR professional should adopt the 
mind-set of a scientist and every process and decision in HR should be 
designed to drive higher levels of performance 
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Mobile Strategy - Job-Search Apps 

According to a study of Fortune 500 companies conducted by CareerBuilder, 39% of 
the US population uses tablet devices. A recent survey conducted by Glassdoor.com 
even found that 43 percent of job candidates’ research their prospective employer 
and read the job description on their mobile device just 15 minutes prior to their 
interviews.  And yet, only 20 percent of Fortune 500 companies have a mobile-
optimized career site. 

The rest of the 80% of companies are missing the fact that tablet and smartphone 
users expect to see job listings and information in a visual way, one that reflects the 
visual approach they bring to their personal lives on the Web. 

The results according to Arie Ball, VP Talent Acquisition at Sodexo, 17 percent of job 
traffic from potential new hires now comes from the mobile app versus just 2 percent 
of mobile traffic in early 2012. In the first year, mobile app downloads totaled 15,000, 
leading to over 2,000 new job candidates and 141 actual new hires, all while saving 
the company $300,000 in job board postings. 

According to Jeanne Meister, Partner at Future Workplace, and co-author of The 2020 
Workplace book, because of the increased competition for highly qualified candidates, 
talent acquisition leaders are looking at not just a mobile optimized or rendered 
career site but they are adding new mobile tools, techniques and strategies to their 
current candidate engagement cycle including SMS, mobile apply, social media, 
mobile retargeting, and mobile messaging. Companies like AT&T are using mobile 
messaging, particularly SMS text messaging to enhance candidate communication 
during the application process and encourage them to finish their application or their 
asynchronous video interview. 

A number of recruiting and employment branding technologies are offering mobile 
applications including mobile apply, employee engagement tools and messaging.  I do 
see an increased demand for mobile employee communication platforms especially 
with Facebook@Work. Flexible work schedules are increasingly common as more 
employees are working from home. Add in the increased focus on employee 
retention and employers are looking for ways to increase candidate touch points, 
leading to more candidate conversions which makes the decision to go mobile easy. 

Organizations need to keep pace with the way prospective employees live their lives, 
and being able to access a mobile app in the job search process. 

  

http://money.cnn.com/magazines/fortune/fortune500/
http://thehiringsite.careerbuilder.com/2013/08/14/mobile-recruitment-adoption/
http://www.glassdoor.com/
http://www.futureworkplace.com/
http://www.secretsofthejobhunt.com/types-of-job-seeker-and-candidate-interviews/
http://www.blogging4jobs.com/podcast/ep-19-facebook-privacy-work-aliah-wright/
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Learning Will Be Social and Happen Anywhere & Anytime  

In my book The 2020 Workplace, an entire chapter was devoted to how and why 
companies are adopting social learning. I then created the Social Learning Boot Camp  
profiling companies re-imaging learning.. All that research boiled down to one 
realization: social learning is not new; in fact, we have always learned from one 
another in the workplace. Only now that social media has revolutionized how we 
communicate in our personal lives, organizations are bringing “social” inside the 
enterprise and adopting tools such as Yammer, Adobe Connect and Google Hangouts 
to make it far easier to find experts, collaborate with peers and learn both from and 
with colleagues. 

The results have been impressive, ranging from increased employee collaboration to 
re-imagining face-to-face learning programs. Nationwide Insurance, for example, now 
has nearly all of its 36,000 employees active on its internal social platform, making it 
far easier for employees to find subject experts and solve business problems in one 
fell swoop, rather than sending copious emails or searching through hard drives. 

Finally, the consulting firm Accenture (disclosure: my former employer), which has 
over 260,000 employees in more than 120 countries, has gone so far as to add 
gamification to its social collaboration platform. Like other firms adopting 
gamification, Accenture studied what motivates people to compete while gaming, and 
then harnessed those principles to spur collaboration and enhance peer-to-peer 
networking, to solve client programs. 

  

http://800ceoread.com/products/2020_workplace-jeanne_c_meister_karie_willyerd-english
http://www.sociallearningbootcamp.com/
https://www.yammer.com/
http://www.adobe.com/products/adobeconnect.html
http://www.google.com/+/learnmore/hangouts/
http://www.nationwide.com/
http://www.accenture.com/us-en/pages/index.aspx
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Social Media & Collaboration 
Instead of relying on solutions dictated from the 
top of the organization, organizations will be 
populated with knowledge workers who harness 
social media to create solutions in conjunction 
with each other, thereby radically disrupting 
organizational structures, hierarchy, and job 
titles. 

 

Online influence - Capture Your Organizational Klout     

Klout, which calls itself “the SAT score for business professionals,” measures each 
user’s online “influence.” A Klout score is a statistical score from 1-100, which ranks 
you on variables such as: how many people you reach through social media; how 
much they trust you; and on what topics you are perceived a thought leader. 

To date, most users have focused on building and measuring their individual Klout 
hoping this will help in landing them a new job or promotion. 

For employees, these data points can mean the difference between a raise, a 
promotion or staying in the same job. For employer, the ability to assess individual 
employee expertise at scale can enable companies to take a more strategic approach 
to what needs to be outsourced and what can be managed internally, based upon the 
identification of a company’s collective expertise. 

 

 

  

http://www.klout.com/
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