
Following are five prominent trends that emerged during 
recent Workhuman® Executive Forums. Use them as 
guideposts for your projects and initiatives in the months 
ahead. And as you do, ask yourself and your team how your 
performance management, DE&I, and compensation strategies 
are supporting the basic human need for purpose, mastery, 
and connection.

ONE  

The impending demise of bureaucracy 
Any organization, by its very nature, is structured into different groups of people 
who report to leaders up a chain of command to a CEO. While some companies 
have achieved varying degrees of “flatness,” it’s a challenge to create the space 
necessary for creativity and entrepreneurship to flourish – regardless of 
reporting structure. 

While human resources has continued the legacy of organizational bureaucracy – 
responsible for governance and administration – progressive companies recognize 
that a refocus to programs and practices that meet employees’ needs for purpose, 
mastery, and agency over their work have a greater impact on productivity 
and retention. 

5 Key Shifts  
in the Human 
Workplace Evolution



A crucial piece in this transformation to a human workplace 
is an emerging category of technology called human 
applications. Such applications tap into and strengthen 
connections between people through gratitude, continuous 
performance management, and the celebration of 
professional and personal milestones. 

In reality, work is done through employee connections 
and relationships. When employees are connected and 
recognized for their work, they drive measurable benefits in 
safety, billable hours, plant performance, and return of capital 
that goes beyond the org chart.

TWO  

Predictive to prescriptive analytics 
As technology becomes more integrated and sophisticated, 
collecting, mining, and analyzing data will continue to 
require more time and attention across various business 
functions. HR has always been challenged by finance and 
senior management to show the true business value of 
investing in certain employee programs. Now is the time to 
build an analytics imperative to prove the impact HR has on 
culture, recruiting, retention, engagement, and the employee 
experience. Many leaders have limited experience in terms 
of data. 

As you look to grow your team 
in the next few years, a simple 
framework for building an 
analytics capability might require 
these three steps: 

• Determine what resources 
you need. 

• Determine the 3-5 questions 
the team needs to answer. 

• Design the analysis. 
HR Technologist offers some common metrics that can be 
tracked by HR analytics – and may be of particular interest 
to the C-suite. These include revenue per employee, training 
efficiency, voluntary turnover rate, time to hire, and human 
capital risk. What resources does your HR organization need 
to answer questions surrounding these metrics? Consider as 
you analyze each metric, what does a “good” or “successful” 
number look like.

Organizations in the top 25% 
of employee experience have 
3x the return on assets and 
more than 2x the return on 
sales compared to companies 
in the bottom 25%.
Source: IBM/ 
Workhuman® research

https://www.hrtechnologist.com/articles/hr-analytics/what-is-hr-analytics/


Hidden within your human resources information systems 
(HRIS) lies a treasure trove of data and answers to your 
biggest questions. Where will your skills gap be in five 
years? Where does hidden potential lie outside of traditional 
hierarchy? Who are your high-performing flight risks? Start 
with a question, connect it with business goals, and then tap 
into the data. Prescriptive analytics will tell you not just what 
will happen next, but what HR leaders should do next. Make 
sure managers, especially those with large teams, have the 
data and analytics they need for day-to-day decision-making.

An Accenture Strategy report highlights the case study of 
a major technology firm that applied prescriptive analytics 
in a simulation model. The company hoped to find areas 
of improvement for its field workforce in more than 12,000 
potential demand scenarios. 

Using analytics software, they 
crunched the numbers and 
produced workforce management 
suggestions that could reduce 
customer response time by 
16%, boost overall workforce 
utilization by up to 25%, and 
reduce overtime by nearly 60%.

“Connection is why we’re 
here; it’s what gives purpose 
and meaning to our lives.” 
BRENÉ BROWN  
Research Professor, Bestselling Author,  
and Workhuman® Live Keynote Speaker,  
2018, 2019

https://financialservicesblog.accenture.com/why-prescriptive-analytics-will-reshape-hrs-future?zd_source=hrt&zd_campaign=3455&zd_term=chiradeepbasumallick


THREE  

Revolution of 
performance management 
Many companies have multiple people participate in 
candidate interviews to reduce bias and ensure different 
perspectives are represented. But once a person is 
hired, shouldn’t a company continue to crowdsource an 
employee’s development? 

Traditional performance evaluation practices rely on a 
single source of input: the manager. It’s time we graduate the 
manager from scorekeeper to coach. Let an employee’s team 
– the most powerful and trusted organizational structure – 
give feedback on the level of effort and input that employees 
contribute day to day. Put the employee, not process and 
paperwork, at the center of their career development. Even 
those companies that retain an annual performance review 
recognize that today’s agile business processes need to be 
augmented through check-ins, crowdsourced feedback, and 
continuous conversations. 

To make a successful transition to modern performance 
practices, organizations need to build up trust and 
transparency. Focus on progress and celebrate small wins 
– while promoting feedback as “course correction” that will 
help individuals and teams meet business goals. 

FOUR  

DE&I – beyond social imperative 
Diversity, equity, and inclusion is top of mind for every 
organization that wants to attract the right talent and build 
high-performing teams. A recent Gartner survey found it’s 
also the number one initiative for CEOs. Yet the advances in 
DE&I are not progressing as fast as the need; “top of mind” 
seems to be as far as most organizations go. 

We know DE&I is important to our people. It will become 
an imperative for the whole organization only when 
commitment and resources from senior leadership fuel DE&I 
efforts. For that to happen, we need to expand the focus from 
DE&I as a social imperative to an essential business practice 
– one that disrupts and questions “business as usual.” 

Companies that succeed in attracting and hiring a diverse 
talent pool need to focus on combating turnover with 
inclusion strategies. Building sustainability is key. Bring 
teams together around common values and publicly 
recognize those individuals and leaders who demonstrate 
civility and respect.

At LinkedIn, 54% of 
employees who receive 
3+ awards show a year-
over-year increase on their 
performance rating.



FIVE  

Rebalancing pay 
Just as traditional performance reviews fail to improve 
employee performance, the same is true of traditional 
compensation. In fact, many leaders believe the annual merit 
increase has become a disincentive because employees come 
to expect a small percentage increase – regardless of the 
results they achieve throughout the year. 

Even a one-time annual bonus is often seen as an 
entitlement – one that boosts engagement for only about 25 
days. What happens the other 11 months? It’s like making one 
big meal in January and expecting it to feed someone for 12 
months. Isn’t it better to nourish people throughout the year? 

Even investing a sliver of payroll – 1 percent – into an 
incentive pool for real-time peer-to-peer rewards can lift 
motivation and team camaraderie. 

For example, instead of an employee receiving a $5,000 bonus 
as a line item in her paycheck in January, she could receive 
a $3,000 bonus as well as 20 to 30 rewards varying in size 
from $25 to $500 throughout the year to celebrate successes 
and learnings.

The heartbeat of peer-to-peer 
recognition builds a culture 
of positivity and trust, and 
fuels energy that feeds back 
into your business. 

YOUR NEXT STEP 
Ask yourself and your team how your performance 
management, DE&I, and compensation strategies are 
supporting the basic human need for purpose, mastery, 
and empowerment.
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For more resources on how to operate in the 
new human workplace, visit workhuman.com.

http://workhuman.com/resources/keeping-work-human

