Future Prooﬁng Your HR Strategy 2022 &
Beyond

As corporations head into 2022, they must identify what worked, what
didn't and what the future of work looks like to outperform the

“Smart
organisations are

competition. Smart organisations are tapping into three top trends:
sustainable hybrid working, employee experience, and critical skills
coupled with diversity, equity, inclusion, and access (DEIA).

tapping into three
trends”

Humanise

HYBRID WORK

At no other time in modern history has HR faced the prickly challenges they do
today. The COVID crisis forced companies to be ﬂexible, revealing that hybrid
work could be successful and sustainable with the right tools. If implemented
correctly, companies can maintain a hybrid model and leverage it to build
employer/employee trust.
Trust and autonomy have an empowering effect on people. Hybrid work offers
greater self-governance, giving employees more freedom, job satisfaction, and
personal stake in the outcome. While organisations know they have much work
to do to support mental health issues, they also see that autonomy beneﬁts
trust, engagement, and performance.

Hybrid work coupled with well-deﬁned insights is more than a passing trend or future ideal. It's now and here to
stay because it's the most effective way to boost energy, engagement and discretionary effort and prompt
employees to take ownership of their work.
Many companies are reinventing "the way things are done around here." They are garnering feedback and data
to reform their processes, create a people-ﬁrst culture, and redeﬁne their engagement efforts to work in
tandem with training and development and DEI initiatives.
Organisations need the ability to convert acquired data into change. But data requires deﬁned goals – goals
that come from the bottom-up, derived from employees' needs, goals, and preferences.
Progressive companies are working feverishly to learn the nuances of employee needs, desires, and values to
reframe their leadership initiatives and value propositions. They will need to recognise the challenges and
drivers of the current workforce and the future of work, such as meaningful work, purpose-over-pay, and hybrid
life-work balance. Harnessing these nuances facilitates a human approach to leadership over the traditional
worker approach. Most organisations are shifting to a human-centric approach because of the competitive
advantage to attract, engage and retain millennials and the emergent Gen Zs.

Prioritise

TOP 3 TRENDS

Rolling out these new approaches presents further challenges.

Companies must also consider the traumatic effects of

Managers must now remotely communicate, engage and train

soul-searing violence, illness, isolation, political unrest, and

workers – challenges heretofore encountered face-to-face,

ambiguous messaging.

long before the pandemic.
These issues factor into leadership, change management,
Employee experience has been a thorn in HRs side since the

organisational design, and social awareness training and may

1990s. The ﬁrst two challenges demand a new engagement

manifest as presenteeism, disengagement, poor mental

strategy that embraces DEI and works for the virtual and

well-being, absence, and turnover. It's no easy feat. All this

physical workforce. Both workforce types require baseline

turbulence is exhausting; HR leaders cite more than half of

metrics, ongoing feedback, trending tangible employee

their employees are fatigued.

experiences, and knowledge of the trials and tribulations
employees face in the trenches.

But HR hasn't thrown in the towel. They are taking this opportunity to create a business case for positive
change. Boards of directors are buying in after witnessing the emotional, energy-depleted toll change and
disruption have had on their employees. "To create a positive change experience," according to Gartner, "HR
leaders need to identify 'moments of truth'. . . monitor the impact of day-to-day and higher-level change and
empower teams to shape their own change experience." It is more critical than ever that leaders demonstrate
they understand the dilemmas employees face to gain trust and conﬁdence.
Organisations need unbiased changemakers who are empathetic, transparent and ready to tackle these lofty
issues not just with other leaders but with the people who live and work with these problems every day.

Manager-Employee to

MANAGER
PEOPLE
MINDSET

Apply Meaningful Metrics and Analytics
Metrics (that matter) were hard to come by pre-pandemic. On the
upside, as we move closer to a post-pandemic hybrid-work model,
organisations are now justifying investment in people analytics –
advanced analytics designed from the voices of "the people"
themselves.

Gallup reports, "Leaders often focus on metrics that don't tie strongly to employees' psychological
needs and ultimate performance." For example, conventional ways of comparing vendor software and
going with the "best bang for the buck" rarely pan out. As it stands, only 44 percent of "employees trust
their organisation's leaders and managers to navigate a crisis well."
Today, companies must rethink, crosscheck, and adopt humanistic technology to cut through the noise,
extract key information, and decipher relevant trends. Ultimately, people analytics should drive action and
provide user-friendly solutions managers can leverage to support business decisions and earn employee
trust.

Organisations have long been collecting employee data but have not utilised it effectively. Dion Love, vice
president of research and advisor at Gartner, said, "Only 1 in 5 HR leaders say their team is effective at
gaining full value from HR technology systems." Understanding statistics and analytical techniques and
"being comfortable working with data analysis and visualisation tools" are not just skills for HR and IT to
improve employee experience and engagement. As Gallup said, "Engagement isn't just an 'HR thing.'"
Managers must be accountable for analysing and translating data into a strategy to reach business goals.
After all, they "account for 70% of the variance in team engagement," and must have an intimate
understanding of the needs of their direct reports to align their goals with organisational goals.

"Employee Experience, is a company-wide initiative
to help employees stay productive, healthy,
engaged, and on track. It's no longer an HR project.
It is now an enterprise-wide strategy…"
Josh Bersin, Principal and Founder, Bersin by Deloitte

Data is not the problem.
Many companies have volumes of data scattered across the cloud. Such decentralisation can dampen data
integrity, making it impossible to extract analytics key to improving employee experience. Even those
organisations with a centralised platform struggle to fully understand and utilise HR technology
meaningful to performance and retention. In fact, to enhance employee engagement and retention, many
organisations are adding digital literacy to their training bucket-list to improve data-driven insights,
stakeholder management and human-centred solutions.
Love also highlights the importance of cross-functional teams and strategic partnerships between HR and
IT. He stresses their vital role in fostering "frictionless experiences" between HR platforms and
employees, especially when employees are twice as likely to look for external positions when they are
unhappy with their workplace technology.

Leverage Digital Data to

DRIVE BETTER
BUSINESS
OUTCOMES

Some organisations fail to leverage HR IT beyond efﬁciency or
regulatory compliance. They also fail to include HR Information
Systems and business data in their analytics. While there is no
shortage of analytic programmes, like data, the output is only as
good as the input.

While AI-driven, machine learning, predictive and descriptive
analytics are complex technologies designed to uncover root
causes and employee experiences, they are fruitless if they
forecast outcomes that are not interactive, germane and
comprehensible to HR professionals and managers.

In addition, employee surveys are often outdated. Employee
questionnaires must be ﬁne-tuned to the organisation's
objectives and relevant to the cares and concerns of today's
workforce to increase engagement and ultimately ROI.

Big data analytics is merely a buzzword absent predictive
analytics that can cultivate, weed, and harvest employee data
into a digestible intelligence.

Organisations that deploy a centralised engagement platform tuned to the needs of the modern-day
workforce can efﬁciently deliver distinct and digestible insights ready for immediate use. This
hand-to-mouth approach is easy to deploy if it's software as a service or if it integrates smoothly with
current systems and workﬂow. But employee engagement technologies are not all equal.
Most engagement software will indicate that it's backed by science. Others will claim experts developed
their software. That's all well and good if those experts included the voices of millennials, non-whites and
women when creating the programme. It seems no matter how many engagement and DEIA leadership
workshops HR coordinates, these demographics are still the most underrepresented talent in the ofﬁce.

Inclusion Fosters Engagement
Our highly predictive software keeps the third challenge in mind: skills and DEIA development. We know
engagement and inclusion go hand-in-hand. They both require appreciating the social, technological and
world events that shape the present and formative employee experiences, views and motivations. Today,
we must also factor in hybrid work and how it can erode inclusion efforts.
A McKinsey study shows that remote work can confuse teams and cause uncertainty and loss of clarity
about "whom to speak with on speciﬁc issues" and how and when to approach colleagues. Our
intelligence helps organisations translate, communicate and invite people to the inner circle to strengthen
inclusion and prevent exclusive behaviour. Employees feel a sense of respect and belonging because we
include their voices in the process. Simply, inclusion positively inﬂuences engagement.

Today, organisations don't have to take a stab in the dark. Plus,
conventional thinking is not efﬁcient. Technology cannot
replace the human touch. However, if appropriately coded,
technology can capture human insights that help managers use
high touch to transform low-energy, disengaged workers who
may be ready to resign.
Leadership evolution is an issue with slow resolve. A large part
of that issue is the inability of hiring managers to hire unbiased
and people-ﬁrst managers. Another problem is the lack of
digital literacy and the ability to choose the right tools to pluck
out usable statistics to form a narrative that resonates and
builds trust with employees. Why? Because current
management and "survey experts" simply don't know how to
communicate with minorities and millennials effectively.

These demographics are the most ethnically diverse
generation in history; a Deloitte study found they will make up
75 percent of the global workforce by 2025. If the pandemic
has taught us anything, a lot can happen in three years, so most
companies can't afford to drag their feet.
HR leaders are also on the hook for the third priority - training
and development of their leaders and employees. Lack of
diversity among top leadership makes matters worse. "78 per
cent of UK companies have senior-leadership teams that fail to
reﬂect the demographic composition of the country's labour
force and population, compared with 91 per cent for Brazil and
97 per cent for the United States.

Diversity & Inclusion

DRIVES THE
DEVELOPMENT
IMPERATIVE

HR leaders are well aware of COVID's mess because they bear the corporate burden of
cleaning it up.
Some organisations have had to scale back training and DEIA initiatives, undoing years of DEIA progress in
a frenzy to stay proﬁtable.
Pandemic or not, training and development are not up for referendum. At least not for progressive
companies that know it's vital to growth and performance. But for HR leaders, it spans well beyond
employee development and prediction of highly sought science, technology, engineering and math (STEM)
skills. McKinsey's research shows that diversity and inclusion are tied at the hip to performance. Their
report 'Why Diversity Matters' reveals that gender-diverse companies are "15 per cent more likely to
outperform" their competitors. Senior positions in the U.S. occupy "only 10 per cent of women from a
racial and ethnic minority, 18 per cent by men from a minority segment."

What does this mean? It means leaders, managers and
employees at all levels must adopt an inclusive lens. McKinsey
said, "Companies in the top quartile for gender or racial and
ethnic diversity are more likely to have ﬁnancial returns above
their national industry medians."
Homogenous organisations have struggled with diversity
because they prioritised business skills over people skills – the
exact opposite of what organisations need for growth and high
performance. The days of command, control, and familiar faces
are gone. HR leaders know today's managers need social,
emotional and cultural intelligence competencies. Ongoing
learning can facilitate the skills needed to understand,
appreciate and interact with people from cultures or belief
systems different from one's own."

Most companies are not standing by in reactionary mode. They
have taken these barriers by the horn to break biases, build
trust and bring out the best skills needed now and in the future.
As you probably know, diversity and the democratisation of
ideas create innovative industry leaders. Managers need soft
skills to diversify, but they cannot do it alone, not without
actionable insights and a frame of reference. Eventually,
day-to-day interaction with different people won't be so
different. Until then, no matter how many hard skills your
employees or candidates have, managers absent a diverse lens
won't be able to fully include, recognise or leverage those skills
to maximise performance, attract new talent or create an
inclusive culture for a diverse succession pipeline.

It Boils Down to Intuitive Feedback
Ongoing feedback is the foundation of inclusivity and engagement. Think of our engagement software as a
ﬂy on the wall. It hears, listens, perceives, and interprets in an instant. Luckily, we aren't insects.
Communication is hard enough; imagine determining someone's proclivities by vibrations through your
feet? Well, that's what happens when managers try to interpret employees but fail to connect because they
speak another language.
Your software programme works the same way. Survey feedback metrics and analytics can only be as
human as the questions posed. The questionnaires you develop will have a better response rate and
provide keener analytics and insights when it's ongoing, frictionless and developed with language that
carries personal meaning for the respondent. If done right, people analytics can optimise your workforce to
perform at their best across all stages of their journey.

Thank You
We hope you enjoyed this information. To ﬁnd out more about how Talivest can transform your workforce,
visit our website and book a demo of our platform.

