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F
igure 1 shows the first half of 2019 changes, 

where positive numbers indicate growth and 

negative numbers indicate reductions or 

shrinkage. We see a change in anticipated 

voluntary turnover, with increased resignations indicated. 

Meanwhile, headcount is staying static from the first part of 

the year such that organizations report moderate recruiting 

efforts. Together these two indices may indicate an overall 

shrinkage of the local workforce. At the same time, 

reports indicate increased efforts regarding training and 

development internally. In essence, the focus appears to 

be to increase competencies in existing workforce instead 

of hiring new talent in the open labor market. Regarding 

overall compensation, we see increases both for basic 

compensation (salaries and wages) as well as optional 

benefits and perquisites. Finally, diversity and inclusion 

efforts are seeing an uptick. 

Figure 1 
Human Capital Trends, Summer 2019

Greater efforts on talent management initiatives across the 

board are reported, with a vast majority of companies (93%) 

reporting new or considerably revised talent management 

initiatives; the top three being learning and development, 

broader non-financial employee recognition, and individual 

performance-related bonuses (Figure 2). HR’s fundamental 

training and development efforts captured the number one 

spot in the first part of the year, while recognition and bonuses 

declined, indicating a shift in focus for these two initiatives. 

Artificial Intelligence remains a priority, although the focus 

has shifted from preparation to implementation and training. 

Diversity and inclusion remains a priority, while renewed 

efforts for employee autonomy and creativity (bottom up 

innovation ideas) are reported. Initiatives not on the upcoming 

agenda include team- and organizational- level performance 

bonuses, encouragement of employee entrepreneurship 
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without penalizing possible related 

failures, complementary health care 

assistance, complementary pension 

arrangements, and efforts towards 

reducing wage disparity between top 

management and highly skilled talent.

Table 1 lists factors expected to exert the 

most influence on the overall organization 

as we close 2019, with the top two from 

2018 remaining in place: skills gap and 

talent shortage. Our local organizations 

are in need of job candidates to fill 

positions, as well as applicants with the 

right set of knowledge, skills, and abilities. 

Lingering concerns are challenging 

productivity and profit targets as well as 

cost reductions. Artificial Intelligence is 

increasing in importance, moving from 

a shared eighth place in early 2019 to 

rank number five. Restructuring and 

downsizing are not indicated to be the 

avenues by which cost reductions will 

need to occur. 

Figure 2
Q3 and Q4 Talent Management Initiatives
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Our local organizations are in need of job candidates  
to fill positions, as well as applicants with the right set of 

knowledge, skills, and abilities.
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Table 1
Factors Expected to Exert the Most Influence in Q3 and Q4 2019

Rank Factors
1 Skills gap (job candidates available but don’t have desired skills)
2 Talent shortage (job candidates not available)
3 Challenging productivity and profit targets
4 Pressure on cost reduction
5 AI (machine learning, new technologies)
6 Change in company culture
7 Development and management of new competencies
8 Expansion of operations in new markets
8 Increased market competition
8 Market volatility and fear of recession
9 Organizational restructuring

10 Downsizing
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