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Key takeaways

Top insights from our global survey about corporate governance and talent

1) Many boards could be focusing more on talent-related issues.

The biggest challenge is finding the time amid a growing list of priorities competing for boards’ attention.

2) It’s early days for Al discussions in most boardrooms.

Most respondent organizations are just starting to think about their Al strategies.

3) Amplifying the talent experience will require boards to adopt a broader perspective.

Providing interesting work opportunities and workplace flexibility options and developing a workplace

culture that instils a sense of belonging are becoming key focus areas.

Boards, like the organizations they oversee, are being pulled in multiple directions: The advent of innovative
technologies like generative artificial intelligence, evolving stakeholder expectations, demands for climate
action, the need for progress on diversity, equity, and inclusion, and the changing economic, political, health,
and geopolitical landscape are all transforming the role of organizations in society.

Ultimately, at the center of all this change are the people inside organizations doing the work.

To better understand how organizations—and boards, in particular—are addressing talent and the future of
the workforce, the Deloitte Global Boardroom Program surveyed nearly 500 board members and C-suite
executives in more than 50 countries (see “Methodology”). We also spoke with business leaders, investors, and

subject matter specialists to get their insights on how boards are addressing this complex issue, where the

obstacles lie, and what more boards could be doing to help build a robust and resilient workforce for the future.

The big takeaway? Many respondents believe their boards need to be more proactive about discussing talent-
related priorities. But for some organizations, balancing talent discussions among the long list of topics on

board agendas could be challenging.

This report is the latest in Deloitte’s Frontier Series, a set of research initiatives from the Deloitte
Global Boardroom Program that explores critical topics boards now face. Launched in 2021, the
Frontier Series has covered topics such as climate change, digital transformation, and trust.
Learn more about The Deloitte Global Boardroom Program.
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Respondents want to have deeper
conversations around talent

The majority of respondents (89%) say their boards are either “very informed” or “acceptably informed” about
workforce-related matters. When asked how frequently boards address these issues in boardroom discussions or
updates, 50% say they do so at least quarterly, 17% say they discuss talent twice a year, and 34% say they discuss

these topics only once a year or less often (figure 1).

Figure 1
Only half of respondent boards find time to talk about talent each quarter

How often does your board (or a board committee) discuss workforce-related matters?
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Note: N = 493.

Source: Deloitte Global Boardroom Program Talent Survey.
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While most respondents feel well-informed, only 36% say the conversations they’re having as a board are
sufficient enough to fully explore the talent agenda. Respondents in Asia-Pacific are most critical about the
sufficiency of workforce discussions in their boardrooms: Only 25% say their discussions are sufficient,

compared with 33% in Europe, the Middle East, and Africa and 43% in the Americas.
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Even if their boards are having regularly scheduled conversations about their organization’s people, they aren’t
confident they’re able to fully explore the talent agenda, which may lead to board directors feeling frustrated.
Anna Marks, Deloitte Global chair, says, “This observation is potentially a symptom of the increasing demands
on boards in an environment of growing complexity, one where change is becoming more of a constant.
Boards need to respond to these evolving challenges while remaining focused on the strategic aspects of
governance alongside foundational matters, such as talent, culture, and sustainability. As a consequence, many

topics are competing for their attention during any one board meeting.”

In the Deloitte Global Boardroom Program’s research on board effectiveness and the role of board chairs,
many chairs lamented about the growing length of board agendas. ? For many, this is a big contrast to board
discussions during the height of the COVID-19 pandemic, when boards focused heavily on workforce matters.
“Right after the lockdown and thereafter, our focus was mostly about people. How can we help our people?
How can we keep our sites open while ensuring our people’s safety? How do we adapt our ways of working
and policies? How do we keep the link? In most companies, this sort of care for employees and this
relationship with our workforce became even more central—and it stayed,” says Angeles Garcia-Poveda, chair
of Legrand and board member of several other organizations, including Edenred, Bridgepoint, and NEOMA

Business School.

John Rishton, chair of Serco Group and Informa, shares his insights on board discussion on the workforce: “The
level of discussion depends on the issues we have, but it comes to the board every month; after all, we haven’t

got a business without our people.”

There will likely always be pressure for boards to condense the time allocated to any one agenda item.
But given the strategic importance of talent and the workforce, and the ongoing race for talent even with the
implementation of advanced technologies, such as Al, boards may want to devote more time and energy to

having these discussions.?

Of course, there should be a balance between board members’ direct responsibility and their oversight role.
“If you think about what the board is responsible for in terms of people, it’s about succession planning for the
most senior people in the organization. Boards are not management teams; it is the management team that
must run the business. The board is there to make sure they’re doing a good job and to provide thoughts,

counsel, and guidance on areas where we have knowledge,” Rishton says.

Deloitte Global Boardroom Program
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One area where the board gets more directly involved—where it cannot delegate to management—is CEO
succession. Michael Vad, a Deloitte Denmark partner who leads the firm’s Nordic Board and Executive Advisory,
as well as its Global Board Services practice, believes board oversight of succession planning and building the
leadership pipeline could improve. “Boards need to be much more proactive and future-oriented in the way
they think about C-level succession,” Vad says. “At the most senior levels, there’s a scarcity of talent and fierce
competition; top talent travel across industries much more than they did 10 years ago. Boards should be

having frequent discussions around succession preparedness. What is their plan if something happened to the

CEO? The CFO? For boards of the future, CEO succession planning is a key agenda item.”

Board priorities regarding the
workforce are wide-ranging

To understand how boards prioritize workforce-related topics, we asked survey respondents to rank a series of
issues to identify the top three priorities (figure 2). The results also illustrate the breadth of topics competing

for the board’s time and attention.

The top two priorities—“aligning workforce-related investments with strategic priorities” and “maximizing
benefits by combining technology and the workforce” —are tied at 42%, and the third—“building a resilient

pipeline of talent for top leadership” —is nearly an equal at 40%.

For the next group of responses, about one-third of respondents say “creating a sense of belonging” and
“embracing new ways of working that challenge existing modes of working” are their organization’s top talent-

related priorities.

Deloitte Global Boardroom Program
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Figure 2

Talent-related priorities compete for board attention, with no clear winner

Which workforce-related topics are your board's top priorities?

Aligning workforce-related invest-
ments with strategic priorities 429

Maximizing benefits by combining
technology and the workforce 42%

Building a resilient talent pipeline 0%

Creating and nurturing a sense of
belonging across the organization 34%

Embracing new ways of working that
challenge existing practices 32%

Retraining/upskilling 30%

R

m deloitte.com/insights

These responses are more closely related than they may seem. Strategic alignment of workforce-related
investments should go hand-in-hand with other priorities, particularly retraining and upskilling the workforce

and operationalizing advanced technologies.

Meanwhile, to help create a sense of belonging, organizations should focus on “aligning the workforce with the
strategy and investment,” says Rishton. “Leaders need to make sure they’ve got a clear strategy; they invest in
the strategy that everyone supports and works toward delivering it. That’s essentially what the board and

senior management are about.”

Sara Mathew, nonexecutive chair at Freddie Mac and on the board of investor State Street, explains the
powerful tie between nurturing a sense of belonging and boosting employee engagement and retention
outcomes. “You can throw money at people, but | don’t think people leave just because of money,” she says.
“People stay because they feel a sense of connection, belonging, and a sense of purpose in the work that they
do. When they’re growing and learning, they feel connected to the organization. And people stay because they

believe they’re at a winning company.”

Deloitte Global Boardroom Program
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Leon Kamhi, head of responsibility and EOS at investor Federated Hermes Limited, agrees. “Inspiring and
creating a sense of belonging is particularly important in building a resilient workforce,” he says, asserting that

if organizations are able to get that right, “many of the other issues will take care of themselves.”

Importantly, embracing new ways of working will likely require leaders to cede some control. This can enable
employees the freedom to “cocreate” the work experience, according to 2023 Human Capital

Trends report: “In a boundaryless workforce ecosystem, where workers have greater agency than ever before,
problem solving is a team sport—and the best solutions are cocreated ... Cocreation must be viewed as an
opportunity for leaders to tap into the full knowledge and experience of workers in your organization’s

ecosystem, resulting in better solutions.”

Companies need to foster a sense of belonging and purpose to unlock that sense of agency in employees, so
they feel empowered to cocreate their work experience, Garcia-Poveda says. “If people understand why they
do what they do, they are able to make decisions by themselves. Then you don’t need a playbook for every
single minute of the day,” she says. “At the same time, it also enhances the sense of belonging, satisfaction,

and pride.” *

This finding resonates with responses to the question on future workforce-related risks. Here, a large majority

of respondents (78%) regard skills and talent availability as a major source of risk (figure 3).

This likely reflects ongoing talent shortages many organizations have been experiencing. “Open positions and
vacancies are hovering about 10 million in the United States.® It has been that way for two years and has only
begun to cool slightly very recently. Similarly, the unemployment rate across the OECD has been near 4%.°
Labor markets have been tight for a while,” says Steve Hatfield, principal and executive advisor of Deloitte
Consulting’s Global Future of Work program. The second and third most frequently mentioned risks are the

rising costs of compensation, benefits, and welfare (44%) and changing workforce expectations (37%).
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“The one big challenge is talent scarcity and the need to upskill and reskill a big proportion of our workforces—

to rethink with a broader perspective. As business models evolve, worker expectations have become very

important. It’s not only worker expectations about the company; it's worker expectations about the work itself,

how important it is in the balance of their lives, what they want and seek, where they put development,

recognition, purpose, and well-being compared to wages,” says Garcia-Poveda.

Figure 3

Difficulty finding people with the right skills overshadows other talent-related risks

Which workforce-related risks concern your board most, based on their potential impact on your organization’s performance?

Skill and talent availability

Rising cost of compensation
and benefits

Changing strategy/business model

Source: Deloitte Global Boardroom Program Talent Sur
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Al and talent: It’s very early days

As generative Al grows from its initial phases to larger-scale implementation across industries and geographies,
it’s already transforming the way work gets done. Recent Deloitte US research sums up this moment: “The
advent of generative Al has delighted and surprised the world, throwing open the door to Al capabilities once
thought to be still far off in our future. With a remarkable capacity to consume and generate novel outputs,
generative Al is prompting excitement and stimulating ideas around how this type of Al technology can be used
for organizational benefit. Far more than a sophisticated chatbot, generative Al has the potential to unleash
innovation, permit new ways of working, amplify other Al systems and technologies, and transform enterprises

across every industry.””’

How are directors thinking about Al and its impact on people, productivity, and jobs? Nearly half of
respondents say operational efficiency and productivity pressures (48%) and technological developments,
including Al (46%), will impact their organization’s future workforce (figure 4). “Companies say that the
productivity effect of Al will be more powerful than the displacement effect. But | would say it’s just far too
early to know the answer to that question,” Kamhi says. “Al is changing very rapidly. And | think it’s difficult for
us or for any management team to really have a clear picture of what that is going to look like in three years’

time.”

Figure 4

Respondents point to operational efficiency and productivity pressures as top drivers to
impact talent

Which business drivers are likely to impact your organization’s future workforce?

Operational efficiency/
productivity pressures

Technological developments
including Al

Worker expectations

of the company 34%
Strategy and business model

changes 33%

Notes: N = 493. Respondents could make up to three choices.

Source: Deloitte Global Boardroom Program Talent Survey.
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More than half of respondents (58%) say their organizations are just starting to explore how integrating Al will
impact their workforce. Only 2%—a strikingly low number—say they have introduced a long-term strategy for

Al, while 6% say they have a short-term to medium-term strategy for Al.

We also asked what impact Al may have on workforce size. Nearly half (46%) of respondents believe Al will
impact workplace responsibilities and eliminate some jobs, whereas 24% anticipate Al’s impact on jobs and
responsibilities will be limited. The fewest number of respondents (7%) say Al will impact workforce
responsibilities but increase the size of the workforce, and another 14% believe Al will have a “fundamental
impact” on workplace responsibilities and jobs but didn’t indicate which direction the workforce would head.

Meanwhile, 8% weren’t sure.

“This is still in its very early stages. We are all figuring out what it is going to mean before we zoom in on the
actual consequences for the workforce,” Garcia-Poveda says. “The most significant impact lies not in the size of
the workforce or organization redesign but in the fact that we need to unlearn and relearn how we do things,
redefine our roles, and consider the critical question of education. This extends beyond just companies; it also
concerns what we do before they join the workforce, including schools, colleges, universities, and business

schools, and how we incorporate Al into the training of our young people.”

We analyzed the data further by industry to explore variations in workforce impact.® Regarding organizational
preparedness for the impact of Al, respondents in the technology and financial services sectors appear to be
most prepared: Twenty percent of technology industry respondents and 11% of financial services respondents

say they already have a mid-term to long-term Al strategy in place. In contrast, more people in the

manufacturing (25%) and consumer (19%) industries say they are unsure if their organization has an Al strategy.

We excluded industries with a lower number of responses from this analysis, such as health care and
pharmaceuticals; energy and resources; business and professional services; telecommunications, media, and

entertainment; and real estate.

“Al is about using data to automate and augment decision-making so decisions are better, faster, and more
personalized. This is why Al could be far more impactful for data-intensive and knowledge-driven industries,

such as financial services or professional services,” says Mark Lillie, leader of the Deloitte Global CIO Program.
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Amplifying the talent experience

will require a wider lens

The survey shows organizations plan to pull multiple levers to attract and retain talent over the next three
years (figure 5). These results align with priorities and concerns employees have said are critical to their
engagement and retention, according to recent Deloitte US research on well-being,® and what interviewees

have told us about employee-driven talent priorities.

/Perspectives on talent A

initiatives that could be critical
to the future of work

Creating interesting work and advancement opportunities: “The rules of engagement are
shifting fast. They’re becoming much more focused on creating inclusive environments for
people at all levels and much less hierarchical. Organizations that can offer people ongoing
learning experiences, a true sense of purpose, and opportunities to step into new roles and

responsibilities will be best positioned to bring in—and keep—top performers,” Marks says.

Focusing on corporate purpose and culture: “To get people out of bed in the morning, the
board and senior management need to make sure they’ve got a clear strategy, they invest in the

strategy, and that everyone supports and works toward delivering it,” Rishton says.

Implementing or maintaining flexibility arrangements: “Our research shows the workforce
today is looking for choice and flexibility to manage their work and life interaction. Leadership

may want to see people in the office, but ‘three days in the office’ is not a choice,” Hatfield says.

Prioritizing advancements in ESG and sustainability: “We recently spoke to a large company
about their climate-related initiatives. One of the less obvious benefits of the initiatives they’ve
taken is a significant improvement in employee engagement and how employees feel about the
business and the brand,” says Ross Teverson, regional team lead of Asia and global emerging

markets at Federated Hermes Limited.

- /
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Creating interesting work tops the list (44%), while emphasis on flexible working arrangements comesin a
close second (40%). Other areas of planned investment include focusing on purpose and culture, including the
diversity, equity, and inclusion agenda (36%); offering more attractive pay or other financial benefits (34%);

and prioritizing advancements in sustainability and environmental, social, and governance initiatives (26%).

Figure 5

Respondents plan to implement multiple talent strategies to attract

Top five planned areas of investment, 2024-2026

Creating interesting work and
bolstering career advancement
opportunities 44%

Implementing or maintaining flexible
working arrangements (including :
hybrid work) ai

Focusing on corporate purpose and
QR e e e
teamwork and the DE&I agenda :

Offering more attractive pay or other
financial benefits 34%

Prioritizing advancements in
sustainability/ESG 26%

m deloitte.com/insights

It may be worth considering this from the perspective of the talent pipeline: how organizations ensure they’re
bringing in enough employees to meet future growth and challenges, and how they afford their people enough
opportunities to grow and advance. Does the organization understand the needs of all of its workforce and
invest accordingly? A recent Deloitte US report found that remote work “may create new challenges and
considerations for leaders to think about, particularly for systematically disadvantaged groups and diversity,
equity, and inclusion imperatives.” But it could present a strategic opportunity to help organizations broaden
their talent pool if leaders understand the nuances of remote work experiences and seek feedback from their

workforce.'®
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Five key questions to help
structure board discussions
around talent

How can boards carve out enough time to fully explore the talent agenda at their organizations? Anna Marks,
Deloitte Global chair, says it’s about “being clear and focusing on which specific aspects of ‘talent’ are
important to both the strategic objectives and the purpose and culture of the organization, rather than trying
to tackle the whole talent agenda. Depending on their nature, matters can be charged to a committee to get
into the appropriate level of detail or boards can make time on the full board agenda, as appropriate.” Since
talent is such an interconnected topic, it should be standard practice to make it a key consideration when

discussing topics such as Al and sustainability.

Here are five key questions directors can ask to assess whether, and to what extent, their boards are

appropriately addressing talent and the future of the workforce:

1. How has the board considered the talent strategy as an integral part of the overall organizational

strategy and purpose?

2. Does the board have clarity, through working with executive management, over the key elements
of the talent agenda with an impact on strategic ambition (from immediate operational challenges

to longer-term strategies and considerations)? Considerations may include:
a. Workforce capabilities and capacity
b. DEl vision, strategy, and culture
c. Al'simpact on talent
d. Horizon scanning to identify key risks and opportunities related to the workforce

e. Succession planning for key leadership or management roles

3. Hasthe board allocated sufficient board meeting time to consider those prioritized talent aspects?

4. Hasthe board considered the appropriate cadence to reconsider or review the talent strategy

alongside the broader corporate strategy?

5. How do you ensure your board has the necessary knowledge and experience, or has access to
external specialists or other means to understand the workforce views, to oversee workforce

strategy adequately and in a balanced manner?
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All in all, the research findings reveal many directors understand the increased importance of nonfinancial O|tH A{H|O| ZA1f0f| (Ct2H Bt O 2 BE2 O|AHSO0| 24AHQt OFVEA| 2 O[2H0]| = H|Z XA EA0| 22 M0| HA
rewards in the future as well as in the past. While challenges related to balancing financial rewards and Z0|2t= M2 Olali5t e U 2O 2 LIEFGSLICH 242 EAN 02 QF AFSO| A& S U= BAle U2
workforce requirements have been a familiar topic for many businesses, creating a workplace that gives 7|Hoj|A] 2B FAH|HR 8 oj0| Q= Y, RRAIO| 2B ALZFE [ OF2 712 H|ESH= AFS ItE= 712
something more—meaningful work, the organization’s purpose, and the sense of belonging—has become an ZQ35 A7t IR OH A O 2 & O|ALE|Q| £ 25 A2 S TH540| =&LICt

important task and will likely remain so for boards in the future.
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Garcia-Poveda sums up why any organization’s people should be a top board priority: “I think work is more Z|40| OfL|2} Q17H0| A5, AFBAS 21, AF]E Y11, ALS|SI5t1, AIOHS ASI5IL, QIAHO| AMHE 2+ 4
than a job; it’s a way for human beings to grow, to have autonomy, to gain freedom, to socialize, to realize Q= HIEHO|2f 11 AHZShL|Ct"

themselves, to find a mission in life.”

Methodology R =

The Deloitte Global Boardroom Program surveyed 493 board members and C-suite executives in more than SIZ20|E 22 0|AI3| T2 212 2023 6REE] 7277HA| 507= 0| AH0|| A 493TH2| O|ALS| Mt 2|1

50 countries from June to July 2023. Some respondents may serve at multiple organizations as both QY22 HAIO 2 AMH|0|E AAISHEL|CH LB SE A= 2] Z2I0|AM 2R D O|ALS| M Z ZHRI5H S
executives and board members. 4= Q&L

Responses are distributed across the Americas, Asia-Pacific, and EMEA (Europe, the Middle East, and Africa) SE2EO| AMR|= O, OFA|Of EHE Y, EMEA(SE], £, OfZE|FH0| 22X E|0] USLICEH (ZH2H 44%, 14%,
(44%, 14%, and 42%, respectively). Forty-four percent of respondents serve at publicly listed companies, 42%). SR 44% = AFZEHOINA 22511 QO M, 44% = 7127 |HS E 3ot H|AFRHEHOI0A 22511
while 44% serve at privately owned companies, including family-owned businesses. QI&L|CE.

Industries represented include financial services (27%); manufacturing (16%); consumer (13%); technology SEALO| AATL Z-8 AH|A(27%), HRY(16%) AH|RH13%); 7|2(10%); HILHA| 2! 2F4(10%); H|ZL|A
(10%); energy and resources (10%); business and professional services (10%); health care and 2 22 MH|A(1 O%), O|F 3! O|%kE(6%); E4I, O|C|0f, AIE{E|QIHE (3%); BSAH3%) S0| CHEZO|ASLICT

pharmaceuticals (6%); telecommunications, media, and entertainment (3%); and real estate (3%).

O] Afeflojolli= Cr¥et 7| 2o SEAE HHUELICE SEAR| 19%= Al7HEH 1009 2] 0401 7|HS
The survey includes respondents across a range of company sizes: Fifty percent of respondents represent CHESHH, 102 20| 100 £ AL0|2] 7|R1(30%), 104 =] 0|2k9] 7|1(50%)0| £ O|ASLICY.
organizations with equity market values of less than USS$1 billion, followed by those with values between

USS1 billion and US$10 billion (30%) and those with values of US$10 billion or more (19%).
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