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Introduction
In the Deloitte 2023 Global Human Capital Trends survey, organisations with higher worker involvement in designing
and implementing organisational change were more likely to experience positive outcomes. To be successful
organisations and workers will need to learn to navigate this new world together and abandon former illustrations of
complete control and recognise the role they play in living, evolving ecosystems.

These new ownership models require a large shift from how many work today, so it’s no surprise that organizations
were least ready to address trends that require cocreation with workers. According to the Namibian data, only 25% of
organizations said they’re very ready for data ownership, 13% for worker agency, and 25% for workforce ecosystems.
This readiness gap will be critical to overcome for organizations to capitalize on the innovation and improved
individual, business, and societal results these trends could drive.

In this summary we share how Namibian organisations are responding to the new trends.

To access the full Deloitte 2023 Global Human Capital Trends Report, please follow the link New Fundamentals for a
Boundaryless World.

Director

Melanie Harrison

melharrison@deloitte.co.za

T: +264 61 285 5003

Human Capital Lead

Priscilla Husselmann

phusselmann@deloitte.co.za

T: +264 61 285 5064

Senior Consultant

Shandre Jansen

svanderross@deloitte.co.za

T: +264 61 285 5072

https://www2.deloitte.com/us/en/insights/focus/human-capital-trends.html
mailto:melharrison@deloitte.co.za
mailto:phusselmann@deloitte.co.za
mailto:svanderross@deloitte.co.za


Negotiating worker data
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.

Organisations and workers compete for control of worker
data when they focus on mutual benefits.

As organizations continue to expand the worker data they
collect—data about behaviour, communications, social
connections, and even keystrokes and mouse clicks—a
negotiation emerges over who controls that data and how it
gets used. The key to success is finding ways to use worker
data, which benefits organizations and workers alike, even as
regulations continue to evolve.

Organizations are now gathering information on worker
skills, behaviours, and interactions in addition to
conventional information including demographic data,
survey findings, and performance indicators. As
organizations increasingly see this growing data set as a
strategic asset to support important business and workforce
decisions, they are enhancing their analytics skills in order to
maximize its worth.

Negotiating worker data

.Workers are beginning to battle for more control over their data—as well as advantages from its
use—in an era of rising agency where they have more choice, power, and influence than ever
before. Similar to how they make decisions in their personal lives, employees decide whether to
share data when it benefits them, such as when wearable technology helps them with their
workouts, and whether or not to share data when they are concerned about how it will be used,
such as when customers reject cookies from websites they don't trust. Their work lives also
increasingly reflect this approach. 90% of employees are prepared to allow their employers to
gather and utilize information about them and their work, but only if it benefits them in some
manner, according to a new study that was published in the Harvard Business Review.

When used appropriately, worker data can produce major benefits for organizations and
workers alike. However, workers and executives alike still have concerns about surveillance in
the workplace and the responsible use of worker data. The same Harvard Business Review study
noted that only 30% of the executives whose companies use workforce data reported being
highly confident about using the data responsibly.

According to the Namibian data from the Deloitte 2023 Global Human Capital Trends 
survey, the majority of business leaders (49%) believe that leveraging worker data to 
create benefits for both the organization and its workers (while building trust and 
confidence in how worker data is used) is important or very important to their 
organizations’ success. Yet only 25% believe they are very ready to do so.

When asked to identify top barriers to realizing value from worker data, 31% of 
respondents cited infrastructure & technology, making it the most common barrier. While 
37% of Namibian respondent identify maintained financial performance as the biggest 
current organisation benefit from worker data.

Namibia’s readiness gap
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What can Namibian leaders do in response to this trend?



Harnessing worker
agency
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Organizations drive value and strengthen their relationship
with workers by embracing rising worker influence.

Workers today have more choices and influence than ever
before—and are increasingly willing to use that newfound
influence to shape the actions and agendas of their
organization. Business leaders need to harness worker
passion and energy to create mutual benefits for everyone—
not just for their workers and organization, but for the world
as a whole.

Workers in this future will have more control over both the
organizations they work for as well as the tasks they do. This
has lately been a topic of discussion in the context of
returning to work, as employers have misunderstood worker
agency to be exclusively about workplace preferences and
have attempted to assert their authority by telling the
workforce what "flexibility" means.

Harnessing worker agency

In actuality, there are several aspects to worker agency. One is worker self-determination, when
employees desire real control and input over the task they perform. No prospects for growth
(63%) and feeling mistreated at work (57%) were cited as reasons for leaving a job by workers in
2021. Workers who want their organizations' values, strategies, policies, and actions to align
with their own personal values on a variety of issues, from environmental practices and social
good to racial and gender equity—and everything in between—are considered to be engaged in
worker activism, which is another. For instance, a negative corporate culture is 10.4 times more
predictive of a company's attrition rate than salary relative to its industry. Workers feeling
disrespected, unethical behaviour, and inability to encourage diversity, equity, and inclusion
(DEI) are some of the main factors contributing to toxic environments.

This rise in worker agency is being driven by a confluence of factors, including:

• Ongoing talent/labour shortages

• Rising social consciousness

• Technology advances

• Low government impact

In the Namibian space 81% of the business leaders we surveyed say worker agency is 
important or very important to their organizations’ success. Yet only 13% feel they are 
very ready to address the issue, the second lowest readiness score among all the trends 
surveyed. 

Namibia’s readiness gap
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What can Namibian leaders do in response to this trend?



Unlocking the workforce 
ecosystem
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Removing traditional employment distinctions unlocks
access to a true workforce ecosystem—and with it, critical
skills and worker potential.

Companies increasingly rely on unconventional labour for
high-value and strategically significant talents and
activities. Nonetheless, their labour policies and
procedures continue to be built for conventional workers.
Think of your workforce as an all-inclusive, boundaryless
ecosystem where different types of workers have different
needs and contribute in unique ways in order to fully
realize the benefits of the entire workforce, which include
increased business agility and scalability, expanded access
to talent, and improved worker productivity and
performance. To achieve this, workforce strategies,
processes, systems, and programs must be developed that
maximize the distinctive contributions of various worker
types while providing more uniform support for all of
them.

Unlocking the workforce ecosystem

.

Long before the pandemic, the workforce was being redefined. Yet it has speeded up as
firms struggle to get the essential talent they require due to a talent shortage and a
reliance on old labour paradigms. Also, workers are calling for more flexibility in their
personal and professional life, which alternative employment models might provide.
According to some assessments, contingent employees already make up close to 30% of
the overall labour force.

However, more than half of those surveyed (55%) claim to have switched employment
patterns at some point in their lives, alternating between regular full-time jobs, internal
chances outside of their formal employers (perhaps via a talent marketplace), and
freelancing/gig work.

The shift is being fuelled by several related trends, including:

• Rise of worker agency. Workers of all kinds are gaining the power to influence/dictate
how and where they work (and for whom).

• Shortage of talent. Organizations are struggling to find the talent they need and are
willing to take talent in whatever form they can get it.

• Need for increased agility. Today’s organizations need the ability to change directions
quickly—and adjust their talent accordingly.

• Generational preferences. Younger generations view work and careers differently and
don’t necessarily see themselves working full time over the long term for a single
organization.

• Rise of digital technology and the non-traditional workplace. Technology advances are
making it possible for people to work productively from an anywhere-anytime-any-
workforce model.
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• Shift to skills-based organizations. Forward-thinking organizations are
shifting their primary focus from jobs and job titles to skills. This aligns
well with an ecosystem mindset that values workers for the skills they
provide, regardless of their employment status.

Despite an increase in usage, organizations have yet to fully realize the
advantages of the workforce ecosystem, which calls for improving a sense
of belonging and a consistent experience throughout that ecosystem.
Currently, non-traditional employees are frequently treated as outsiders,
typically excluded from workforce planning efforts, unable to access
professional development opportunities, and inadequately acknowledged
for their contributions to the company, all of which have an effect on
productivity and employee engagement. In order to create a true worker
ecosystem, firms must change their attitudes, cultures, work methods,
platforms, and data access.

Improved methods for integrating atypical workers into the workforce and
culture will enable firms access a wider range of the essential talent and
skills required for success. Along with enhancing the organization's capacity
to scale up and down or quickly alter emphasis in reaction to changes in
the marketplace, it will also assist in realizing the full potential of that
talent. The workforce ecosystem's ability to fulfil current demand (46%)
and providing the agility they require for the future (36%), according to
data from the Deloitte 2023 Global Human Capital Trends report, are the
top two reasons to optimize the workforce ecosystem.

According to the Namibian data from the Deloitte 2023 Global 
Human Capital Trends survey, 82% of business leaders recognize the 
importance of inclusively leading an expanding workforce, including 
those inside and outside the organization. However, only 25% 
believe they are very ready to do so.

Traditionally, organizations have tried to adapt through tweaks and 
workarounds to their traditional workforce models and policies. 
However, we’re now at a point where duct tape and baling wire 
aren’t good enough, and fundamental changes are required. The top 
two barriers to unlocking the workforce ecosystem, according to 
our Namibian data, were the creation of incentives & rewards 
(44%) and rate of change (38%).

Namibia’s readiness gap



12

What can Namibian leaders do in response to this trend?



Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited (DTTL), its global network of member firms, and their related entities (collectively, the “Deloitte organization”). DTTL (also 
referred to as “Deloitte Global”) and each of its member firms and related entities are legally separate and independent entities, which cannot obligate or bind each other in respect of third 
parties. DTTL and each DTTL member firm and related entity is liable only for its own acts and omissions, and not those of each other. DTTL does not provide services to clients. Please 
see www.deloitte.com/about to learn more.

Deloitte is a leading global provider of audit and assurance, consulting, financial advisory, risk advisory, tax and related services. Our global network of member firms and related entities in more 
than 150 countries and territories (collectively, the “Deloitte organization”) serves four out of five Fortune Global 500® companies. Learn how Deloitte’s approximately 345 000 people make an 
impact that matters at www.deloitte.com.

This communication contains general information only, and none of Deloitte Touche Tohmatsu Limited (DTTL), its global network of member firms or their related entities (collectively, the 
“Deloitte organization”) is, by means of this communication, rendering professional advice or services. Before making any decision or taking any action that may affect your finances or your 
business, you should consult a qualified professional adviser.

No representations, warranties or undertakings (express or implied) are given as to the accuracy or completeness of the information in this communication, and none of DTTL, its member firms, 
related entities, employees or agents shall be liable or responsible for any loss or damage whatsoever arising directly or indirectly in connection with any person relying on this communication. 
DTTL and each of its member firms, and their related entities, are legally separate and independent entities.

© 2023. For information, contact Deloitte Touche Tohmatsu Limited.

http://www.deloitte.com/about
http://www.deloitte.com/

	Slide Number 1
	Slide Number 2
	Slide Number 3
	Slide Number 4
	Slide Number 5
	Slide Number 6
	Slide Number 7
	Slide Number 8
	Slide Number 9
	Slide Number 10
	Slide Number 11
	Slide Number 12
	Slide Number 13

