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\Velcome

Kimani Njoroge
Human Capital Leader
Deloitte Consulting (Pty) Ltd

| am pleased to share with you a summary of the market trends and priorities that
are driving human capital decisions, according to our survey of corporate leaders
across Kenya.

This report is a special excerpt from our global survey of over 2500 business leaders,
capturing results from all of the world’s major economic regions.

The African continent was well represented, with 348 responses from 15 African
countries. In addition to the Kenya country report, all responses received from Africa
will be combined into an Africa Report which will be released later this year.

34 clients from Kenya responded to the survey, which is extremely positive as this is
the first time the survey has been run in Kenya.

Our annual global human capital survey sets out to analyse the HR and talent trends
which we believe will most significantly impact organisations in the near future.

This year, the global report focuses on both the importance of these 12 global
trends and the readiness of business and HR leaders to address them. An important
feature of our analysis is the opportunity to compare the urgency and readiness of
organisations to address each of these trends in Kenya, in the Africa region, and
globally.

This report on Kenya is designed to complement the Deloitte 2014 Global Human
Capital Trends report. We believe both reports will inform your organisation’s
leadership, both inside and outside HR and talent management, on the priorities
which will help you engage the 2 1st-century workforce and achieve positive
business results.



This year, the 12 trends are divided into three larger themes:
+ Lead and develop

- Attract and engage

« Transform and reinvent

We look forward to discussing these insights further, and to helping you address
the implications of these trends for your HR, talent management, and business
operations as you prepare for the year ahead.

Yours sincerely

/7 /A .

"’ /¥ ‘,1',.-',1, t\‘)
Kimani Njoroge
Human Capital Leader
Deloitte Consulting (Pty) Ltd
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Global Human
Capital Trends
2014 Top
findings for
Kenya




The 12 Human Capital Trends for Kenya

Ranked in order of importance and urgency as rated by Kenyan participants

Move beyond retention

Kenya ranked employee engagement and
retention as their no.1 priority and globally

it was ranked as the no. 2 priority. What's the
secret to becoming a “talent magnet” in the

coming years?

Reskilling the HR team

HR professionals need an increasingly wide
range of skills, not only in talent areas but
also in the understanding of how the business
works, makes money, and competes. How are
HR teams staying current and viable?

Develop leaders at all levels
Leadership remains a top human capital
concern—and key barrier to organizational
growth. The need: develop new leaders
faster, globalize leadership programs, and

build deeper bench strength.

Talent acquisition revisited

Talent acquisition and recruiting are
undergoing rapid disruption, challenging
companies to leverage social networks,
aggressively market their employment brand,
and re-recruit employees every day.

The quest for workforce capability
Organisations now compete globally for
scarce technical and professional skills. How
can you locate and develop this talent when
it takes years to develop expertise?

Globalise and localise the HR function

A new model of “high impact” HR blends
globalised talent practices for consistency and
mobility with localised flexibility to attract,
retain, and manage people appropriately.

Readiness .

10

1"

12

Corporate learning redefined

It's @ new age for Learning & Development.
Online content, Massive Open Online Courses,
collaboration tools, and social media now fuel
a training model where employees own their
skills and experts share knowledge freely.

Implement talent analytics

Analytics is an exciting and fast-growing area
for human resources, but many companies
are lagging. How can they address this game-
changing area of HR to move quickly and

methodically into the future?

Shift from diversity to inclusion

The world has become highly diverse, but
many companies have not—especially when
it comes to combining diversity with the
inclusive culture needed to truly build value.

Race to the cloud

Cloud-based HR technology promises to
integrate people systems, enable learning
and talent management, and reengineer
recruiting. But massive adoption of new
software is harder than it seems.

Performance management is broken
Companies worldwide are questioning their
forced ranking, rigid rating systems, and
once-a-year appraisal process. This is the year
a new model of performance management
will likely sweep through HR.

Rescue the overwhelmed employee
Technology and too much access have turned
us into “overwhelmed” employees. Nearly
every company sees this as a challenge

to individual productivity and overall
performance, but struggles to handle it.

Capability Gap D
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Top trends in 2014: Retention and Engagement
tops the list

The top five trends in Kenya are Retention and Engagement, Reskilling the HR
Function, Leadership, Talent acquisition and access and Workforce Capability. As
figure 1 below illustrates organisations in Kenya are not ready to address these
trends.

Retention and Engagement ranks as the most urgent trend to address with the
largest capability gap of 28%. Senior Management and specialized skill sets are
increasingly rarer to source in the Kenyan job market. The limited supply of people
with the required skill sets to take on senior management roles and positions’
requiring specialized skills has led to a high demand for the few people available to
take on these roles. Retaining and engaging talent has emerged as the key human
capital challenge.

Talent and HR Analytics has the second largest capability gap of 24%.

While the importance index of Leadership is 75%, the readiness is only 54%. The
global human capital trends report has identified leadership as the number 1 priority
in the global marketplace.

The 2014 Global Human Capital Trends report has identified the failure to develop
leaders as one of the biggest threats to global business growth. The lack of
leadership at all levels is the single most important issue cited by global executives.
Worse yet, most of them acknowledge that they are not prepared to confidently
address this challenge. Eighty-six percent of companies surveyed rate leadership
as “urgent” or “important,” yet only 13 percent say that they do an excellent job
developing leaders at all levels.

Deloitte Consulting LLP and Deloitte by Bersin, Global Human Capital Trends 2014: Engaging the
21st-century workforce, Deloitte Development LLC, 2014, http://dupress.com/periodical/trends/
global-human-capital-trends-2014/.



How the Kenya results compare to the EMEA and Global

results

Globally the top priority common to EMEA and Kenya is Leadership, Retention and
Engagement, Reskilling the HR function and Talent Acquisition and Access. Retention
and Engagement is the number 1 top trend for Kenya and this trend features in the
top five trends for global and the EMEA region.

1. Top Trends by Urgency and Importance vs Readiness Gap - Kenya

Trends

Retention and Engagement
Reskilling the HR Function
Leadership

Talent Acquisition and Access
Workforce Capability

Global HR and Talent Management
Learning and Development
Talent and HR Analytics
Diversity and Inclusion

HR Technology

Performance Management
The Overwhelmed Employee

Importance, Readiness and Difference for each Trend. Colour shows details about importance, Readiness and Difference

Measure Names: . Difference

Importance [l Readiness

Readiness
® 52% 80% -8 I
©57% 76% -190 [
®54% 75% 21 N
® 58% 74% -16 I
®61% 72% -1 [
® 56% 72% ey |
70% ® 70% I
© 14% 68% 249 I
®57% 67% -100 NG
® 50% 6% -16 I
®59% 65% -6% NG
©50% 63% 130 I
30% 35% 40% 45% 50% 55% 60% 65% 70% 75% 80% 85% 90% | -30% -25% -20% -15% -10% -5% 0% 5%
Importance Difference

2. Top Trends by Urgency and Importance vs Readiness Gap - EMEA

Trends

Leadership

Retention and Engagement
Reskilling the HR Function
Talent Acquisition and Access
Global HR and Talent Management
Workforce Capability

Talent and HR Analytics
Learning and Development
Performance Management
The Overwhelmed Employee
HR Technology

Diversity and Inclusion

Importance, Readiness and Difference for each Trend. Colour shows details about importance, Readiness and Difference

Measure Names: [l Difference

Importance [l Readiness

Readiness
® 41% 72% 320 I
® 45% 65% 219 I
® 40% 65% 26% I
®38% 63% Py ]
®41% 62% 219 I
® 49% 61% -120 [
®33% 60% Py |
®53% 60% -79%
©37% 59% 229 I
® 34% 59% 26% I
®36% 58% -220 [
® 45% -10% I
30% 35% 40%  45% 50%  55% 60% 65%  70% 75% 80%  85% 90% -30%  -25% -20% -15% -10% 5% 0% 5%
Importance Difference
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3. Top Trends by Urgency and Importance vs Readiness Gap - Global

Trends Readiness

Leadership ® 40% 74% -349- I
Retention and Engagement ® 44% 67% -23% I
Reskilling the HR Function ® 39% 66% 270 [
Talent Acquisition and Access ®38% 64% Py ]
Talent and HR Analytics ®32% 62% -300 [N
Workforce Capability ® 46% 62% -16% NG
Global HR and Talent Management ® 40% 61% 219 NN
HR Technology ©35% 60% -259 I
Performance Management ®36% 60% pre |
Learning and Development ® 50% 59% 9% [N
The Overwhelmed Employee ®33% 59% 269 NG
Diversity and Inclusion ® 43% 55% -129 [N

25% 30% 35% 40%  45% 50%  55% 60%  65%  70%  75%  80%  85%| -30%  -25% -20% -15% -10% -5% 0% 5%
Importance Difference

Importance, Readiness and Difference for each Trend. Colour shows details about importance, Readiness and Difference

Measure Names: [l Difference Importance [l Readiness

Please note there may be a +/- 1% difference in the capability gap index between data in this report when compared to the data in the online
dashboard due to the difference in the rounding methodology used.
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Respondents were asked: “Based on the 12 Human Capital trends, which are the
top five most important challenges that you face in the next 12-18 months?” The
number next to each label indicates total number of responses for this question.
From the graph, Retention and Engagement, Learning and Development, Talent
Acquisition and Access and Workforce Capability are the five most important
challenges that respondents rated that they will face in Kenya in the next 12-18
months within their organisations.

The Top five challenges for Kenya are aligned to the EMEA and the Global Trends

overall, however we see that Leadership is the top challenge for EMEA and global,
while in Kenya this is the second most important challenge.

4. Five Most Important Challenges for the Next 12 - 18 Months - Kenya

Five most important challenges for the next 12 - 18 months (9)
Retention and Engagement 76%
Leadership

Learning and Development

Talent Acquisition and Access

Workforce Capability

5. Five Most Important Challenges for the Next 12 - 18 Months - EMEA

Five most important challenges for the next 12 - 18 months (9)
Leadership 788 68%
Workforce Capability 674
Retention and Engagement 652

Learning and Development 597

Talent Acquisition and Access 480

6. Five Most Important Challenges for the Next 12 - 18 Months - Global

Five most important challenges for the next 12 - 18 months (9)
Leadership 1,721 68%
Retention and Engagement 1,476
Workforce Capability 1,453

Learning and Development 1,327

Talent Acquisition and Access 1,067
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EMEA HR and Talent Programmes Report Card

How would you rate the capabilities of your organisation’s HR and Talent programmes?

Excellent 48
Good 348
Adequate 390 34%
Getting By 269
Underperforming 107

EMEA HR Investment in Next 12 - 18 Months

What are your plans to invest in HR in the next 12 - 18 months?

Significantly increase (more than 5%) 140
Increase (1 - 5%) 389
Remain the same 455
Decrease 91
Significantly decrease 28
Not Applicable 59

Global HR and Talent Programmes Report Card

How would you rate the capabilities of your organisation’s HR and Talent programmes?

Excellent 121

Good 762 30%
Adequate 794 31%
Getting By 610

Underperforming 245

12

39%



Kenya HR and Talent Programmes Report Card

How would you rate the capabilities of your organisation’s HR and Talent programmes?

Excellent 1

Good 16 47%
Adequate 13

Getting By 1

Underperforming 3

Kenya HR Investment in Next 12 - 18 Months
What are your plans to invest in HR in the next 12 - 18 months?

Significantly increase (more than 5%)
53%

Increase (1 - 5%)

Remain the same

Not Applicable

As the above figure shows, Kenyan business rates itself as (2.3) C+, in its self-
assessment of HR and talent programmes, a higher figure than its global (1.5, C-)
counterparts and significantly higher than EMEA region. It is suggested that this
result be used with caution as the self-assessment may not have taken into account
all of the challenges posed by the 21st Century Workforce that organisations in
Kenya will need to start to consider when developing HR and talent programmes for
2014 and beyond.

The overall HR investment in the next 12-18 months is at (+2.58%) which shows
that organisations are prepared to invest significantly in HR.

How organizations choose to prioritize their investment in HR will require closer
scrutiny and analysis in order for the investment to pay off. In order to meet the
changing demands of the 21st Century Workforce, the HR investment will need to
be focused in the right areas where it matters the most in order to effectively meet
the demands of the 21st Century Workforce.
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Kenya Business Outlook

What is your general outlook for business in 2014?
Strong growth compared to 2013 17 50%

Moderate growth compared to 2013 17 50%

Kenya business is taking a more optimistic view of the outlook for business growth
than EMEA and global. While only 16 percent of respondents on the global

level expect strong growth in 2014, 50 percent of Kenyan respondents do. The
percentage expecting moderate growth (45%) also outpaces both the EMEA
regional group (35%) and the global total (36%).

Global Business Outlook

What is your general outlook for business in 2014?

Strong growth compared to 2013 411

Moderate growth compared to 2013 923 36%
Similar growth compared to 2013 858 34%
Slower growth than 2013 260

Much slower growth than 2013 80

EMEA Business Outlook

What is your general outlook for business in 2014?

Strong growth compared to 2013 157

Moderate growth compared to 2013 411 35%
Similar growth compared to 2013 426 37%
Slower growth than 2013 125

Much slower growth than 2013 43
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34 Kenyan respondents participated in the global survey. 50% of responses were
received from small organisations with 32% of responses received from medium

sized organisations. 65% of responses received were from the HR function, while
15% of responses were received from Board level members.

Organisation Size - Kenya

Business Segment

Large (10,001+) 6 18%

Medium (1,001 to 10,000) 1 32%

Small (1 to 1,000) 17 50%
Job Function - Kenya

Job Function

HR 22 65%
Non HR 12 35%

Level in Organisation - Kenya

Level in Organisation

Board Level 5

C-Suite 6

Vice President 3

Senior Manager 1 32%

Manager 7

Individual Contributor 2

Kenya Industry Group

Industry Group

Consumer Business 6 18%
Financial Services 6 18%
Professional Services 6 18%
Technology, Media and Telecommunications 6 18%
Other 5

Manufacturing 2

Public Sector 2

Energy and Resources 1
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Overall the Top Trends for Kenya follow a similar theme as the global results and
the results for the EMEA region, reflecting the increasing globalisation of the talent
markets. What this means for businesses in Kenya is that in order to compete and
thrive in the marketplace, a new approach to managing their human capital will
need to be adopted in order to cater for the needs of the 21st Century Workforce.
The global report presents that Businesses looking for growth and competitive
advantage must have the confidence to reimagine, reinvent and reinvigorate their
talent and HR functions.

It is also imperative for Kenyan businesses to focus attention on the enhancement
of leadership capability. To do this, businesses must identify and define the
competencies that lead to strong leadership and focus development activities on
these key areas.

For Businesses in Kenya, careful and urgent attention needs to be paid to the top
five trends highlighted: Retention and Engagement, Reskilling the HR Function,
Leadership, Talent acquisition and access and Workforce capability.

Director, Human Capital Consulting

Tel : +254 20 423 0000
Direct:  +254 20 423 0267
Email 1 knjoroge@deloitte.co.ke

Office :  Deloitte & Touche
Deloitte Place
Waiyaki Way, Muthangari
P. O. Box 40092
Nairobi — 00100 GPO
Kenya
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