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Amid rising worker agency and
empowerment, doubling down on
the social enterprise is critical
Focusing on organizational purpose and workforce
experience is HR’s pressing mandate for 2022

By Michael Stephan
US Human Capital national
managing partner
Deloitte Consulting LLP

W

hile the ongoing pandemic
has (rightly) topped the
list of business challenges
that organizations are dealing with,
we shouldn’t forget that dynamic,
disruptive forces shaping the future
of work, the workforce and the
workplace that have been converging
long before 2020. Technology,
social, geopolitical and economic
forces have been steadily pushing
organizations to pause, reflect, adjust
and reimagine their futures. And
since 2018, when we introduced
the concept of the social enterprise,
more and more organizations
have embraced the concept of
becoming—and remaining—
distinctly human at their core.

Today, this notion of purpose and
creating a “people-first” organization
is even more critical. Amid the Great
Resignation and growing emphasis
on ESG, organizations will have to
realign on their vision for the social
enterprise and reinforce their purpose
to attract and retain talent and realize
workforce potential as they look
ahead to 2022.

Recognizing—and supporting—
worker agency and empowerment
The pandemic permanently altered
the worker-employer relationship.
Workers are currently—and will
continue to be—in a power position
to shift traditional workplace norms.

A March 2021 Microsoft study found
that 54% of Gen Z workers and 41%
of the entire global workforce could
be handing in their resignation. This
is a pivotal moment for organizations
in shaping the future of the workeremployer relationship, with worker
flexibility and choice at the center. An
easing of organizational hierarchies
allowed workers more freedom to
be creative, solve problems, and
learn and adopt new skills. When you
enable people to act as a force for
transformation, you unleash limitless
potential, workforce satisfaction,
productivity and motivation, all
leading to new and better business
outcomes.

Prioritizing Environmental, Social
and Governance (ESG) and the
social enterprise
The pandemic also further
emphasized ESG as an organizational
and workforce priority. Some 44%
of millennials and 49% of Gen Z in
Deloitte’s Global 2021 Millennial
and Gen Z Survey said they have
made choices about the type of
work they are prepared to do
and the organizations for which
they are willing to work based on
their personal ethics. How their
organization supports their wellbeing
in all forms—including physical,
mental, social and economic health—
has been pivotal in workers’ decisions
to stay or move on. Organizations
should anticipate being compelled by
their workforce and/or regulators to
further link their human capital data
and ESG. Demonstrating meaningful
progress will be critical to remain
competitive.

Where, then, do you start in the
year ahead?
After spending 18 months working
with large and small organizations

across industries to navigate this
complex landscape, we’ve identified
several areas where HR can support
both worker empowerment and
organizational priorities:
• Use data to inform the
approach, and bring workers
into the discussion: Empower the
workforce to actively participate
in discussions about the future
workplace and use the data to
inform your decisions, weighing
business needs with worker needs
and preferences. We’ve taken this
approach ourselves at Deloitte
Consulting, inviting our entire
workforce, inclusive of all levels,
locations and years of service, to
participate in synchronous and
asynchronous debate huddles about
our future of work, return to office
or on-site client location decisions.
Those debates yielded thousands
of pieces of sentiment data, which
surfaced new ideas about how we
could transform ways of working
moving forward. These efforts
resulted in return-to-work strategies
that will influence the rhythms of
where, when and how we work and
that reflect values and needs of our
diverse workforce.
• Anchor to values and stay agile
to respond to changing sentiments
and conditions: Many organizations
have had to reverse course after
locking themselves in to firm plans
or bold leadership statements. The
most successful organizations anchor
on their values, purpose and mission.
Keeping plans agile while staying
responsive to the workforce and
broader external influences prevents
contradictions, strategic reversals and
potential controversy. It helps keep
the organization true to its values and
enables leaders to learn and adapt
to the dynamic nature of surrounding
forces.

• Prioritize purpose and the
organization’s commitment to acting
as a social enterprise: For HR in 2022,
this means confirming (or perhaps
establishing) the organization’s social
stance (the “S” in ESG), considering
that this encompasses both outward,
public-facing components and inward,
workforce-specific components. Along
with any required public reporting of
ESG, apply a workforce lens to ESG
commitments and progress as a prime
attraction and retention lever.
• Redefine team expectations
and norms to empower teammates:
Ways of working need to shift in a
hybrid work world, with teams at the
center. Start by creating a model that
focuses on outcomes and trusting
and empowering your teams. Create
higher degrees of flexibility with
increased transparency and dialogue
around team norms, preferences and
expectations. Once this is achieved,
all other elements—policies,
technology, etc.—assume their
rightful position as enablers.

• An ongoing journey to
make work better for humans
and humans better at workTM:
We coined this phrase before the
pandemic, and it resonates now more
than ever, as the pandemic spurred
a quantum leap into the future and
permanently altered ways of working.
It also further fueled the broader,
ongoing discussion about the role
of work in our lives and the role of
organizations in society. These are
essentially human questions that both
organizations and the workforce have
an equal stake in. In 2022, HR should
focus on merging organizational
and individual perspectives to
both enable your workforce to be
effective, efficient and empowered in
their everyday work and support your
organization’s ambition for the next
phase of the social enterprise.

SPECIAL ADVERTISING SECTION
Month 2021

“What’s Ahead” Guidelines:
Human Resource Executive® iis offering a unique opportunity for your company
leaders to share their views of future HR challenges and solutions with more than
65,000 HR executives who subscribe to the magazine.

Adjacent page
to publish your
thought leadership
editorial, written by
you (750 words),
and edited and
published by
Human Resource
Executive®

11

don’t have to limit your response to your particular segment of the
market.
•

Be sure to write about the topic highlighted in bold above and don’t
write about your company and products. (This is a chance for you to
share your strategic vision, and we reserve the right to edit anything
that sounds too promotional.)

•

We encourage you to have an “officer of the company” to provide
responses.

•

Make sure you direct your comments to a senior HR executive
audience.

Don’t miss your opportunity to be part of Perspective 2023! This is your chance to
speak with authority about the issues HR decision-makers care about most!

•

In crafting your “What’s Ahead,” we encourage you to be original in your
thinking and thought-provoking in your writing.

Below are a few items to keep in mind as you plan to promote your company in this
special write-up of the top HR challenges and solutions employers should keep in
mind for the year ahead.

•

Submit your “What’s Ahead” as a Word document to Joe Ciocca at
jciocca@lrp.com. Include your company name, the contributor’s name
and title, company location (city and state), and url.

Maximum word count: Tabloid (750 words), 1/2 Tabloid (400 words)

•

Also, please submit a color photo of the author (save as a TIFF or JPEG
at a resolution of 266 dpi or higher). E-mail the photo to Joe Ciocca.

•

We will select artwork that helps to illustrate your byline. The “What’s
Ahead” features will be attractively presented. Our art director and editors
will select, with care, a photo or illustration that complements your topic.

As part of our special Perspective 2023 that will appear in the November issue of
HRE, your company’s CEO, president or other top leader is invited to write a guest
byline called “What’s Ahead.” Each byline will look forward to what that company
leader considers to be the most pressing business challenge for 2023 and what
HR should be doing to address it.

•

You’re welcome to write about any challenges and opportunities you
consider important to the HR community. While we expect many of
the vendor contributors will focus on their particular disciplines (i.e.,
retirement, screening, HR technology, talent management, etc.), you

Close Date for Perspective: October 19, 2022

