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Introduction

Stop Thinking FTEs - Think
Skills to Get the Job Done

will be
remem-
bered in

the business annals as the year the
world of work shifted, accelerated,
and reinvented itself. After years
of discussion about the need for
Digital Transformation, the 4th
Industrial Revolution, and the
Future of Work, the Covid-19
global pandemic brought most
businesses across the globe to a
rapid halt. What happened
immediately after revealed which
companies had been living and
breathing digitalization, auto-
mation, and total workforce
management all along; those that
had recognized that the core to
their success was digital talent
have continued to thrive in the
ever evolving new reality.

I am proud to share with you
this comprehensive report which
is the collective work of Talent
Alpha’s own experts, and our
dedicated partners and friends,
with whom we analyzed many of
the forces that are shaping what

we used to call ‘the future of
work’. The ‘new reality’ we now
find ourselves in is an environ-
ment where the skill half-life is
now no more than 5 years, and
where the physical proximity to
the job to be done is no longer a
requirement. At the same time,
the growing talent gap is forcing
companies to forget about
lifetime employment and is
pushing them to find more
creative ways to access the skills
that are required to get a specific
job done.

This report touches on many
concepts that we believe will
become the buzzwords in executive
video calls (indeed, the executive
floor and rooms are no longer
required) in the months to come.

T invite you to join me on this
exciting journey and I encourage
you to join the related discussions
focused on managing your skill
count, decoding the talent
genome, measuring human
cognitive abilities, and digitizing
Talent on the Human Cloud.

REMOTE, DIGITAL, DISTRIBUTED, SKILL-ORIENTATED. 2019/2020 BIG SHIFT TO THE NEW REALITY OF HR

60% 149 75%

149M new
technology jobs

609 more staff
working remotely '

to be created by

2025 2

1) Number of specialists working remotely at least partially, Gartner, 2020

(

(2) Microsoft, 2020
(3) Everest, 2020
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(5) Gartner, 2020
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/. The Shift from Headcount
to Skill Count - a Global Megatrend

\\/

Traditionally, managing your
headcount means finding and fitting
individuals into predefined roles that
were created for a fixed job archi-
tecture. And in many cases that’s like
trying to find the right sized painting
to match a predefined frame size, or
having to cut a painting down when
it doesn’t fit.

anaging your skill count,
however, requires a totally
different approach. Skill-
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companies are going to use more
flexible talent pools and 77% of
executives see contingent workers
as playing a far greater role in the
provision of missing skills.
Worryingly, however, the same
report highlighted that just 34% of
HR leaders are investing in work-
force learning and reskilling as part
of their future of work strategy -
and more worryingly still is that
upwards of 40% of HR leaders are
unaware of the skills their work-

based management allows an organ force possesses.

ization to assign people to multipletasks  Complementary to skillsattitudes
across many teams. This also means are also being seen as a key ingredient
you can be more agile - inviting to the skill and competency model.
specialists to complete only specific Attitudes are consistent behaviors,
parts of the process, and mixing emotionalintelligence traits, and beliefs
resources from both inside and outside that influence an individual’s approach
your organization. And that's good to a variety of things such as ideas,

news, as a recent studipundthat being

a part of multiple teams can positively
influence an employee’s overall job per you need a complete understanding of
the talent available to you, managers
who can manage people’s strengths,
and the technology to help you orches
trate the agile flow of skills in your

formance by increasing the size of his

or her informationsharing network.
Many companies are already

using this approach - a receneport

from Mercer revealed that 39% of
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persons, and situations.

In order to effectively manage skills,

organization.

Expert view

Monique Burns

Thompson
Senior Lecturer of Business

Administration, Harvard
Business School
There’s a signifi-
cant shift tak-
ing place -

not only

around our
ability to adapt
our businesses
to the new Covid-
19 world, but also regard-

ing how we access the immense

skills and resources available to us.

Our physical geography is no
longer a barrier - our location on
the planet has been entirely re-
moved from the equation, which
should theoretically make for a
more equal, equitable and access-
ible learning and earning platform.
We see a move towards the inclu-
sion of talent, rather than the
elimination of talent - a simple
but powerful shift that’s focused
on making sure you have the right
people with the right skills and
talents available to you at the
right time. One challenge that
Covid-19 has brought to the fore,
however, is the efficient and ef-
fective management and devel-
opment of remote teams. We are
now able to build highly skilled,
specialized and diverse teams, but
remote leadership is a relatively
new skill that’s now present in
nearly all workplaces. Identifying
core personality types, their moti-
vation triggers, and engagement
barriers is the métier of collabora-
tion, yet it is a skill that many
managers have still to develop.

|dentify the Best
Talent 10x Faster

with Talent Alpha

If you are looking to:

Improve the efficiency of remote recruitment
or internal Talent skill discovery

Gain molecular visibility into the tech & soft skills
of your current and future workforce

Compare strengths & abilities accurately using
science & Al/Machine Learning

Hire the best candidates on the market
before your competitors
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https://onlinelibrary.wiley.com/doi/full/10.1111/joop.12326
https://www.mercer.com/content/dam/mercer/attachments/private/global-talent-trends-2020-executive-summary.pdf
https://www.mercer.com/content/dam/mercer/attachments/private/global-talent-trends-2020-executive-summary.pdf
http://www3.weforum.org/docs/WEF_2019_Strategies_for_the_New_Economy_Skills.pdf
https://talent-alpha.com/talent-genome-poc
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2. Business & Talent
in the (Post-) Covid Reality

Even before Covid-19, it was clear to
most that the ‘traditional’ way of
working was fast becoming a thing
of the past. Thanks to Covid-19,
however, we have seen it come to a
crashing halt and the Future of Work
is officially a reality for all of us.

focusing on resilience, flexibility, and

effectiveness. They need to be able
to scale up or scale down their resources
easily, and secure the skills they need
to get things done exactly when they're
needed.

In the New Reality, companies are

For Businesses - True
Transformation

Although everyone is aware that the
world will no longer be the same
and that the future of work advanced

A list of increasing
and decreasing skills

Increasing skills

® Judgment and Decision making
® Interpersonal Communication
® Fluency of Ideas

® Active Learning

® Virtual Collaboration

® Systems Evaluation

® Complex Problem Solving

® Cognitive Load Management
® Education and Training

® Social Perceptiveness

® New Media Literacy

® Cross-cultural Competency

Decreasing skills

® Finger Dexterity

® Procedural Problem Solving
® Equipment Maintenance

® Process Control

©® Reaction Time

® Control Precision

@ Traditional Media Literacy
® Operation Monitoring

® Economics and Accounting
® Troubleshooting

® Physical Stamina

® Visual and Auditory Acuity
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ten years in just a couple of months,
many companies have not yet gone
through the real internal changes
necessary. Thanks to public aid and
decision freezes, many enterprises
were able to postpone or even
stretch out critical transformation
processes. But the change is inevi-
table and we are starting to experi-
ence it now. To survive and succeed,
companies are being forced to
implement strategies such as:

@ Redefining business foundations e.g.
the reprioritization of projects, tasks,
products or production lines. Moving
parts of the business online

@ Rebuilding outsourcing strategies:
strengthening supply chain security
by reshoring critical processes and
choosing nearshore locations instead
of offshoring, moving non-critical
operations to more cost-effective, yet
secure locations

o Strengthening diversity - from
geographical to cultural

e Automating as much as possible

e Securing infrastructure and
implementing  cyber-security
solutions

@ Setting up new tools supporting
remote working: from online col-
laboration tools, through HR Tech
solutions to Talent Analytics

o Workforce Skill Audits — assessment
of skills vs. the job to be done, setting
upskilling/reskilling strategies, and
implementing total workforce/skills
management strategies

There are many predictions for the

long-term impact of Covid-19 in the

workplace. Gartner predicts 9

implications for the Future of Work

including a continued shift to remote
work, an increase in data collection and
processing including the more frequent
use of technology to monitor
employees through methods such as
virtual clocking in and out, and an

expansion in the use of contingent
workers to maintain more flexibility
in workforce management. They also
believe employers are realizing the
importance of encouraging employees
to develop critical skills that might open
up multiple opportunities for their
career development, rather than pre-
paring for a specific next role.

For Individuals - from Earning
to Learning
For most of us, Covid-19 represents
the biggest period of uncertainty and
disruption of our lifetime. Whether it
has meant a change in the way we work
- i.e. working remotely, with all the
associated challenges this sudden shift
has caused (connectivity, accessing
hardware, even finding a physical place
to work), or being suddenly made
redundant and being left to look for a
new job in this unfamiliar landscape.
Covid-19 has made us look more
closely at ourselves and has highlighted
our own strengths and weaknesses. It
has forced us to carry out our own
personal skill and talent audit. The
World Economic Forum predicts that
65% of today’s jobs will no longer be
around in 15 years, and while we may
not be able to predict what they are,
specialists stress that soft skills such as
emotional intelligence or learning
agility will be crucial to allowing people
to adjust to the new reality. Covid-19
is forcing us to embrace the concept of
simultaneously developing multiple
career or earning streams and to
develop a career portfolio.

We are all being forced

to reconsider our future
earning and income
strategies and for many of us
this may mean a shift from
earning to learning.
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IN OUR ‘RETHINKING THE WORKFORCE’ PLAYBOOK WE SUMMARIZED THE BIG SHIFT WE EXPERIENCED:

Area of Focus The World We Knew
Business Expansion

Supply Chains ‘Just in Time’
Workforce Employees

Talent Management Managing Headcount

Traditional learning cycles typically include periods of learning, application, reflection,
discussion, and further exploration, leading to further learning etc. The total dis-
ruption caused by the Covid-19 crisis, however, means that this cycle is broken and we
see it splinter into multiple, simultaneous learning (and earning) cycles that for many
will become a lifelong process. In fact, some like to consider life-long learning as a 60-
year curriculum, as the employee of the future will more likely have a new job every
five years for 60 to 80 years, and every one of those jobs will require skills that were
not acquired in college. The WEF refers to this as a move away from traditional, front-
loaded accreditation and siloed certificates, to a system of lifelong learning infused
with a shared set of skills-based indicators at its core.

EXAMPLE d
Awareness © ® Exploration & Filtration
4 5

OF A
TRADITIONAL
LEARNING
CYCLE

Sharing & Reflection 3 1 . Learning
K .
L]
Personal
& Professional
Application

I 3
THE NEW Multiple learning
ARNING ; and earning cycles begin

LE
(AND EARNING)
CYCLE

2
Covid-19
crisis breaks
the cycle 1
The learning

cycle begins
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The New Reality
Resilience / Sustainability
‘Just in Case’

Skills / Job to be Done

Managing Skill Count

Expert view

Tony Saldanha
President of Transformant,
former VP Procter

& Gamble

When we consider

that Digital Trans-

formation is

first and fore-

most about

business and

people, not

about technol-

ogy, it becomes

clear that the Covid-19

crisis is an opportunity for true
transformation and reinvention.
| see three core areas that are
critical for any transformation:

. Reward systems - they must
reward disruptive thinking not
the stable running of oper-
ations and incremental improve-
ments

2. Digital capability and skill up-
grades - for EVERYONE

not a select few, so everyone
understands the technology
and its capabilities

3. The Total Reimagination of
the Business or Career Strategy
- create and update your strat-
egy and then identify how digi-
tal technology can help you,
not the other way around.


https://www.gartner.com/smarterwithgartner/9-future-of-work-trends-post-covid-19/
https://www.gartner.com/smarterwithgartner/9-future-of-work-trends-post-covid-19/
https://www.nytimes.com/2019/10/10/education/learning/60-year-curriculum-higher-education.html
https://www.nytimes.com/2019/10/10/education/learning/60-year-curriculum-higher-education.html
https://bpspsychub.onlinelibrary.wiley.com/doi/full/10.1111/joop.12326

Przemek Berendt
CEO, Talent Alpha

Dominika Zaremba
Head of Talent
Science, Talent
Alpha
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Understanding
the Talent Genome

Understanding how an individual’s technical
skills, soft skills, cognitive abilities, and per-
sonality traits are interconnected and inter-
related has become mission-critical knowledge
for any organization looking to survive and
thrive in the new reality.

owever, most of the day-to-day interactions

that we would normally use to gather tiny,

often subliminal, signals about an individual
or team-member’s traits are now missing, as our
work lives are filtered through the lens of the
video conference where the focus is the specific
issue being discussed in the meeting.

As outlined later in this report, there are many
platforms that can measure and track data related
to hard skills, soft skills etc., but these are often
one-dimensional and can lack the complex,
multi-dimensional, contextual and holistic nature
of what we believe is an individual's innate “Talent
Genome'.

Decoding the Talent Genome

If organizations are to build a business that is
truly fit for the future, we believe they need to
consider and map talent and skills in a new, more
way.

e see the Talent Genome as made up of the
mplex interconnection of four talent ‘strands’
Hard / Technical skills — an individual’s
easurable knowledge or proficiency in a par-
ticular topic or field

Cognitive ability — an individual’s capacity to
remember, reason, hold attention, think, read,
and learn

Social skills — a collection of skills that allow
an individual to interact effectively and har-
moniously with other people

Personality traits — the measurement of an
individual’s unique characteristic patterns of
thoughts, motivation, feelings, and behaviors

Companies have long invested in the
identification and measurement of these talent
strands, however, it is not enough to simply
measure and map the strands separately. It is
vital that we consider them collectively, and
additionally, consider how each strand is activated

THE FUAURE OF WORK REPORT

The Talent Genome
in Action - a Case Study

CLIENT:

A $50+ billion Swiss multinational pharma
company with 125,000 employees
CHALLENGE:

To drastically improve the recruitment pro-
cess by focusing only on candidates with
the highest potential to succeed in the role
APPROACH:

Talent Alpha used our Talent Genome ap-
proach and methodology to analyze over
200 candidates in the recruitment process
for a Data Engineer role

RESULTS:

Within days, the company was able to ident-
ify candidates who had the best matching
skill-set and psychometric profile for the
role and company culture

ADDED BONUS:

The candidate experience was greatly en-
hanced for those who applied for the role

depending on the context in which it is applied.

Context might be the wellbeing of the
individual, the specifics of the task or project at
hand, the group or team dynamics, the team
leader, or the organizational culture. The context
will directly impact how the individual performs
as a function of how the talent strands are
triggered or suppressed.

We consider this Talent Genome as the
unique foundation for an individual's ability to
learn, perform, develop, and behave.

Characteristics of the Talent Genome:

o Itisbased on a spectrum - from traits that can
be easily isolated and described (eg. technical
skills) to universal traits that everyone has,
but to different degrees.

e It changes over time - talents applied and
mastered over time get stronger, those that
are not used frequently deteriorate over time.

e Each group or cluster of strands has slightly
different levels of sensitivity or importance -
hard skills are often specific to a particular
role or industry, while cognitive abilities and
soft skills make a difference depending on the
level in the organization. Personality traits,

Chapter 2

PUT THE TALENT GENOME TO WORK

1 2

Map the Talent Genome within
the existing workforce to
understand the Talent Genomes

Identify what the ideal
candidate’s Talent Genome looks
like, so the selected individual

3

matches possible

Decode the Talent Genomes of
candidates to enable the best

4

Overlay 1, 2 and 3 to help
identify whom in the candidate
cohort should be focused on

of the best teams or specific meets not just the technical first
individuals requirements of the role, but
also fits the culture and values
of the organization and team
TALENT GENOME
Tech Cognitive Soft Personality
Expertise Abilities Skills Traits
Procedural
Knowledge
‘I know how to do it”
||’| |H |||| ||H ||’l |” TRAIT
Declarative
Knowledge
‘| can explain”
Self Assessment Working Memory Intrapersonal Skills Values
Manager Assessment Learning Agility Adaptation Skills (person or
Coding Tasks Thinking Styles organization)
Motivations

however, are universal - everybody
has some level of a particular trait
that will give an advantage in certain
environments and circumstances as
these traits continually shape our
thoughts and behaviors.

e An individual’s Talent Genome is
completely unique — predisposing
the person to achieve the best results
in a particular set of circumstances.
Finding the best match of context,
environment and challenges allows
us to Unleash Talent.

The organization of the future

needs to use Talent Genome

technology

that will:

o Identify, assess, and measure all four
clusters of the Talent Genome

THE FUTURE OF WORK REPORT

e Continuously analyze and provide
feedback on each of the four talent
strands wherever possible

e Match an individual's Talent
Genome to context so performance
can be maximized

Talent Alpha and the Talent

Genome

To decode the Talent Genome, we

use:

e An Al-enabled tool to measure
hard/tech skills which can map
over 3,500 unique skills at record
speed

e Our scientifically validated
psychometric tool that ensures
the highest possible psychometric
standards when we measure cog-
nitive abilities and soft skills

e The integration of 3rd-party
assessment tools to provide
additional skill measurements e.g.
coding capabilities

e A proprietary approach to assessing
and measuring personality traits
and organizational cultures to allow
for the best possible match of
individual to organization.

\We consider this Talent

Genome as the unique
foundation for an individual’s
ability to learn, perform,
develop, and behave.

/
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3. Addressing the Global Tech
Talent Gap

" Chapter 3

The Tech Talent Gap is not a problem that suddenly just emerged because
of Covid-19. However, in the blink of an eye, the 4th Industrial Revolution
became the new reality, not only creating new opportunities, but also
creating new challenges for millions of people and putting additional
pressure on a talent pool that was already stretched to breaking point.

Digital Transformation only increases the importance of tech skills,

which is not only relevant for IT specialists, but to the entire global
workforce. According to the EU Commissioner for the Digital Economy, after
2020, up to 90% of jobs will require digital skills, meaning that as digital skills
become an essential competency and the backbone of economic growth, we
will need an immense amount of tech talent and we will need it fast.

A ccording to OECD and WEF data, the fact that every industry is pursuing

THE FUTURE OF WORK REPORT
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Kerry Hallard

Global Technology & Business
Services Council - A Global
perspective on the tech
talent gap

The Covid-19
crisis has only
served to
further dem-
onstrate the
importance of
the ICT sector,
as highly skilled
professionals from

around the world rapidly de-
ployed work-from-home
models, digital transforma-
tions, and provided critical
support and “essential ser-
vices” to various sectors in-
cluding governments. So, as
companies continue to accel-
erate their digital transforma-
tions and the deployment of
key technologies, such as
automation, Cloud, loT, Al, 5G
and data analytics, there will
be an ever increasing need to
access talent and best-in-
class partners globally.

Now is not the time for short-
termism or protectionism - ac-
cess to a global IT Talent pool
is vital. Research has revealed
that trust in partnerships in-
creased throughout Covid-19
as organizations moved to col-
laborate in an agile, flexible,
and transparent way. We need
to continue this more fluid
and global approach to the
sourcing of global talent - the
shift from a city-centric model
to a distributed one, and from
full-time employees, contrac-
tors, and gig workers to
partner organizations, robots,
and Al. This help will build ca-
pability, capacity, agility, and
innovation where and when it
is needed.
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SIZE OF THE TECH TALENT GAP IN DIFFERENT COUNTRIES AND CONTINENTS
Canada Europe China

2020 - 200 000

USA
2030 - 1 000 000

Latin America
2030 - 1 000 000

THE FUTURE OF WORK REPORT

2030 - 700 000

2030 - 2 900 000

India
2030 - 1 300 000
surplus

Australia
2024 - 100 000 - 200 000

THE FUTURE OF WORK REPORT

Canada

As reported by its government, in the
coming years, Canada’s IT sector may
face a talent shortage of around
200,000 due to its dynamic
development.

USA

CompTIA reported that the USA
currently is in need of almost 1 million
additional IT specialists. This trend is
forecast to continue at the same level
until 2030, according to Korn Ferry.

Latin America

According to the IDC, Latin America
currently has nearly 500,000 unfilled
tech positions. Forecasts by Korn
Ferry suggest that this gap might
increase to 1 million by 2030.

China

As stated by its officials, by 2025,
China may be facing a vast talent gap
of 9.5 million in the IT industry alone.
Experts from Korn Ferry estimate this
shortage may shrink to around 2.9
million by 2030.

Europe

Informatics Europe estimates that the
EU is currently experiencing an IT talent
shortfall of up to 1 million. On the other
hand, a white paper on the Growth of
Europe forecasts a potential gap of
700,000 IT workers in the EU by 2030.

India

Nasscom suggests that in the coming
year India will be experiencing a
shortage of up to 780,000 IT experts.
Forecasts show that this trend is set
to change drastically, as by 2030 India
will have a Tech Talent Surplus of 1.3
million.

Australia

A Digital Pulse report by ACS, states
that by 2024, the Australian tech
workforce might be experiencing an
acute shortage of up to 100,000 IT
specialists.


https://techhq.com/2020/01/canada-joins-in-the-race-for-tech-talent/
https://www.wsj.com/articles/americas-got-talent-just-not-enough-in-it-11571168626
https://www.kornferry.com/content/dam/kornferry/docs/article-migration/FOWTalentCrunchFinal_Spring2018.pdf
https://blogs.cisco.com/news/filling-the-it-skills-gap-in-latin-america-with-qualified-it-talent
https://www.kornferry.com/content/dam/kornferry/docs/article-migration/FOWTalentCrunchFinal_Spring2018.pdf
https://www.kornferry.com/content/dam/kornferry/docs/article-migration/FOWTalentCrunchFinal_Spring2018.pdf
http://finance.people.com.cn/n1/2017/0221/c1004-29097590.html
https://www.kornferry.com/content/dam/kornferry/docs/article-migration/FOWTalentCrunchFinal_Spring2018.pdf
https://asianlite.com/news/indian-news/shortage-of-skilled-it-workforce-looms-over-india-nasscom/
https://www.kornferry.com/content/dam/kornferry/docs/article-migration/FOWTalentCrunchFinal_Spring2018.pdf
https://www.informatics-europe.org/ecss/about/past-summits/ecss-2019/talent-gap-workshop.html
https://www.g20-insights.org/policy_briefs/delivering-workforce-productivity-growth/
https://ia.acs.org.au/article/2019/we-need-more-tech-workers.html
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Global Tech Talent Gap

Chapter 3

- Estimations and Predictions

As demonstrated on our map, the
size of the global tech talent gap is
difficult to estimate consistently.

his is due to several key factors.
I Firstly, there are different
measurement methodologies -

both globally and locally.

Some research takes into account
more accessible sources such as the size
of the population of working age and
GDP growth trends, while others
employ a more nuanced approach that
takes into account variables such as the
number of hiring organizations, invest-
ment sizes, education programs etc.
Secondly, the definition of ‘tech’ itself
comes into question. Some definitions

strictly limit this category to individuals
operating in the IT or ICT sector where
they are in the highest demand, while
others use a broader definition of tech
specialists and include those working
in industries such as finance, healthcare
or manufacturing. Finally, local
estimates often refer to specific points
in time - counting the current gap or
giving predictions for 2020, 2030 etc.
Nevertheless, in reviewing available
global data we can estimate the current
global gap, (when defined as the dif-
ference between market demand and
the current supply within the ICT
sector), as close to 10 million.
With Covid-19, we are now facing
significant layoffs in many tech com-

‘2) www.nationalheraldindia.com/flick-past/15-lakh-it-professionals-might-lose-jobs-due-to-covid-19

panies — it is estimated that over 3% of
IT employees in India will be lost due
to massive layoffs. We also see more
resources becoming available on the
market in other countries, especially
with regard to less qualified roles.

Overall, however, the tech talent gap
is still growing, and more tech talent
(particularly highly skilled talent) will
be needed in the coming years. SIA
experts predict strong growth in the
IT temporary staffing market, which
is expected to reach a new high of $32.5
billion in 2021. This represents the
greatest annual growth rate for the
sector since 1998. Microsoft predicts
that by 2025, the global workforce will
need around 149 million new tech-
nology-oriented jobs: nearly 100 million
in software development, more than
20 million in data analysis, Machine
Learning and Al, and a similar number
in cloud and data roles.

What does all of this mean

for companies?

We will face a short period of time
where there will be a higher liquidity
on the IT labor market (mainly in less
advanced roles), while at the same time,
demand for highly qualified people will
be very high. The war for talent will
become fiercer than ever - com-
panies who do not secure the
skills for future projects now will
face significant difficulties in
future. According to IDC, by 2022,
the financial impact of the I'T skills gap
will grow by 157% in comparison to
2019, hitting $775 billion worldwide,
as a result of delayed release of
products/service, missed revenue or
increased costs. This number will only
grow.

14) //blogs.microsoft.com/blog/2020/06/30/microsoft-launches-initiative-to-help-25-million-people-worldwide-acquire-the-digital-skills-needed-researchin-a-covid-19-economy/

(
(13) irp-cdn.multiscreensite.com/27373780/ files/uploaded/US%20Staffing %20Industry %20F orecast?204-7-2020%20- %20Staffing%20Industry%20Analysts%20.pdf
(
(

15) / fwww.idc.com/research/viewtoc,jsp?containerld=US44800319
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DEMAND FOR IT SPECIALISTS OVER TIME
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Larry Solomon
SVP, Chief People Officer, EPAM

“We’re seeing many of our customers accelerate their
digital transformation initiatives due to the pressures
of COVID-19, the rapidly changing economy and shift-
ing customer demands. With that comes the need for
companies to quickly pivot their resources and aug-
ment their teams with skilled engineers, designers
and consultants to focus on these transformation
strategies - scaling up and down as requirements
arise”. “EPAM recognized early on that this required a
network that extended beyond our ‘walls’ and stra-
tegically developed a platform that can be applied to

THE FUTURE OF WORK REPORT

any large enterprise. Using our network of 10,000+ IT
experts that work remotely around the
world, EPAM Anywhere offers a new
type of talent delivery model. This
on-demand community is supported
by enterprise tools and platforms
for upskilling, project management,
and collaboration. To find the best
talent in this environment, com-
panies need to think beyond tradi-
tional talent acquisition models and ex-
plore more agile approaches that enable them

to focus quickly on finding the skills and capabilities
they need to compete at a global scale.”
www.epam.com/larry-solomon
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By Rohitashwa
Aggarwal

Practice Director -
Global Sourcing,
Everest Group
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Mind the (Skills) Gap

Technology advancements and rapid trans-
formation across industries are fueling an ag-
gressive demand for emerging IT skills. As or-
ganizations scramble to keep pace with disruptive
innovation, sourcing skilled and deployment-
ready IT talent is becoming critical for sustaining
a competitive advantage. The challenge? There
isn’t enough supply to meet demand.

recent Everest Group study found
Athat 86% " of organizations believe

talent shortages are a key barrier
to achieving business outcomes. Everest
Group’s analysis shows four key trends

creating this skills gap, with unique nuances
across geographies and industries.

‘. Rapid technological evolution is creating
new roles and shrinking the half-life of
existing ones. The expanse and nature of
technical and non-technical competencies in IT
roles are shifting significantly, shortening the
half-life of existing roles and creating entirely
new ones. As organizations experiment with
and scale the adoption of next-generation IT
concepts (e.g. AI/ML, big data, blockchain, RPA,
and IoT) to gain a competitive advantage, new
roles are emerging (e.g. WFH administrator and
network guardian etc.) and the associated war
for talent is intensifying.

2. Demand-supply gaps are more pro-
nounced in developed markets; offshore

1. Charting the Skilling Journey to Build the IT Services Talent of Tomorrow: Replacing the Commodity IT Services Role Definitions
2. Guidebook for Blockchain Adoption in Insurance: A Compilation of Insights from 30+ Projects

3. Everest Group analysis, 2020

4. Building a Workforce of the Future - Upskilling/Reskilling in Global In-house Centers
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DEMAND-SUPPLY GAPS FOR TECHNOLOGY SKILLS BY LOCATION 2020

Germany

Agile

Blockchain

Security

W High (>20%)

locations are able to develop new
skills more quickly. Developed
markets have the largest demand-
supply gaps across key emerging IT
skills, with demand outpacing supply,
sometimes by nearly double? for
skilled blockchain resources. Devel-
oping markets such as India offer a
lucrative talent-cost proposition with
relatively lower demand-supply gaps,
higher scaling potential given the
large talent pool, and a vast
educational system that produces five
times more STEM graduates each
year than the US.

3. Talent supply and quality

is grossly exaggerated.
Quantitative assessment of the skills
supply across markets and industries
might lead one to believe that the
available talent can satisfy demand.
For example, several sources
estimate India’s Al talent pool to be
more than 100,000, but Everest
Group's analysis suggests that the
employability rate for this talent is
less than 15%? as the talent often
lacks implementation knowledge.

THE FUTURE OF WORK REPORT

Medium (10-20%) [ Low (less than 10%)

4. Organizations are betting on
reskilling/upskilling. Retraining an
existing employee costs much less
than hiring a new one. Businesses are
focusing on retraining employees with
emerging skills to remain competitive
and plan for future demand. In a
recent Everest Group study, 60% of
organizations acknowledged that
reskilling/upskilling will be their
predominant approach to addressing
this skills gap. Infosys’ Lex, Wipro's
TopGear, and TCS' Ion are notable
examples of organizations leveraging
learning platforms to equip employees

with skills for the future.

Demand-supply paradox

This demand-supply gap is not
without its contradictions. An
increased supply in talent markets
does not always fulfil unmet demand,
especially if the available skills are not
aligned with demand. Covid-19-
prompted layoffs are flooding talent
markets, but doing little to address the
demand for hot skills. Our analysis
reveals that less than 3% of the overall
Covid-related layoffs in the Indian IT

/Iaerest Group®

India

sector included next-generation tech
skills, which will not have any
material impact on the corresponding
demand-supply gap* for these skills.

The way forward

Organizations must address the skills
gap and help employees develop new
capabilities to remain competitive in
an increasingly innovation-driven
economy. The silver lining of the
“Covid-19 pause” is the opportunity it
provides for organizations to rethink
their IT strategies, prioritize skills
requirements, and build robust multi-
dimensional skilling programs to meet
tomorrow’s needs.

Three-quarters of

organizations believe
that, despite Covid-19, talent
shortages for key next-
generation IT and analytics
roles will continue. If
anything, this crisis is
accelerating digital
transformation, which might
deepen the skills gap for hot
skills.
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4. DEFINING

& MEASURING
TALENT

Talent has many definitions, from “the implemented capacity
of a committed professional that achieves superior results*

in a particular environment and organization” to our definition
of the Talent Genome as “the unique foundation for an
individual’s ability to learn, perform, develop, and behave”.

* tarjomefa.com/wp-content/uploads/2017/01/5936-English-TarjomeFa.pdf
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think of talent as a unique and

changing set of skills that are applied
in a specific or relevant context, it helps
us understand why some people over-
perform and others underperform or
have trouble applying their abilities in
a particular project or team - it's not
that they aren’t skilled, it’s just that
their specific skills are out of context.
Skills or knowledge of a specific tech-
nology can give an advantage in one
situation, but no advantage in another.
The right match of skills-to-
context is key for increasing
productivity and satisfaction. If
an individual’s skills are ill-defined
and subjectively measured, there
is the risk of a no skill-to-con-
text match and therefore an
associated drop in productivity
and satisfaction.

This is why it is crucial to reliably
capture the true skill levels of an
individual and offer them a variety of
ways they can be used in their current
job or show an alternative context in
which their skill would let them
thrive. Helping people discover their
skills and then supporting them to
forge them into a talent increases
engagement and performance and
reduces attrition. It also demonstrates
a true interest in the wellbeing and
professional development of the

individual.

In simple terms, however, if we

Talent is not:

o Extremely rare - most people have

an ability or a skill that is unique,

highly relevant and therefore useful

in a specific context

Always innate - in general, abilities

are more biologically determined, but

skills are learned and nourished with

repetition and practice

e Only technical - so called ‘soft skills’
such as negotiation or being able to
harmonize personalities are as power-
ful as technical skills.

We need a dynamic

approach to skills

Gone are the days of a job for life. Even
pre-Covid-19, The McKinsey Global

21

Institute estimated that as many as 375
million workers (or 14% of the global
workforce) would have to switch
occupations or acquire new skills by
2030 because of automation and
artificial intelligence. Covid-19, has
brought this into sharper focus.

Organizations must therefore learn
how to match workers to new roles
and activities, while individuals (in
every industry sector) must take a more
agile approach to identifying and devel-
oping new skills and considering them
in an unpredictable and constantly
changing environment.

The Power of Data - Talent
Analytics for Companies

& Employees

Talent Analytics, also referred to as
People Analytics or HR Analytics, is
defined by Laurie Bassi, one of the
world's leading authorities on the
decision-science of human capital
management, as ‘the evidence-based and
data-driven approach to better decision-
making’. And according to LinkedIn’s
Global Talent Trends 2020 report, it's
currently the 2nd most popular talent
trend in recruitment and HR.

Thanks to Covid-19, Talent
Analytics is taking on an even more
important role, as businesses are
challenged to manage their enterprises
in new ways and find themselves hav-
ing to embark on a total reconsider-
ation of their business needs, including
the number of employees and the
associated skills required. If the organ-
ization doesn’t have people or the skills
they need now, will they develop them
internally or consider a contingent
workforce or even automation to com-

Talent Analytics can:

@ Improve talent acquisition, devel-
opment and retention

® Improve the fairness of the
recruitment and selection process

@ Increase employee satisfaction

® Increase job performance and
deadline compliance

@ |dentify and reward high per-
formers

@ Increase the number of successful
client-to-talent matches
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Chapter 4

plement their staffing needs?

This type of decision making is
where Talent Analytics can play a vital
role.

Data-driven workforce
management

By gathering, mapping, and index-
ing information (much of which
already exists within the organ-
ization), organizations are able

to gain valuable insight and
information about their work-
force - which can in turn improve
bottom-line results through
productivity gains and cost reductions.
This analysis allows them to identify
inefficiencies and then confidently
reshape their organization to let the
right talent shine through, for a leaner,
optimized workforce.

By generating individual employee
and organizational skill profiles, organ-
izations can create a tailor-made
foundation for upskilling, re-skilling
and workforce planning. It helps
identify skill gaps on an organizational,
employee, and individual level and
build a targeted learning and devel-
opment plan based on skill maps.

Kristina M. Hardy,
Disruptor, Novartis Business
Services X Team

The unexpected
situation with
Covid-19 has
instigated a
complete re-
imagining
and recalibra-
tion of not
only where we
work, but also how
we work, and to a de-
gree, even the actual work we
do. The most recent entrants in
today’s workforce have grown
up using mobile supercom-
puters in daily life, while those
with longer tenure may still find
themselves with one foot in
old-school ways of working.
This duality will not be feasible
for long. At Novartis, how we
think about work and recruit-
ment is changing rapidly: we
consider not just the fulfilment
of immediate tasks, but think
ahead to where our organiza-
tion will need to be in the next
2 to 5 years, and beyond, so a
clear understanding of the
richness of talent and depth of
resources we already have is
vital. We are shifting our para-
digms particularly between our
talent and the company, seek-
ing to inspire and ‘unboss’
everyone. We are building an
empowered, learning-focused
organization wherein each as-
sociate charts a course toward
goals and outcomes, having
been given a directional map,
trust, and space to complete
the journey, and in return,
leaders guide and encourage.
It’s a thriving, healthy culture,
powered by curiosity!



https://www.mckinsey.com/featured-insights/future-of-work/jobs-lost-jobs-gained-what-the-future-of-work-will-mean-for-jobs-skills-and-wages
https://business.linkedin.com/talent-solutions/resources/talent-strategy/global-talent-trends-2020-report#formone
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Qtalent alpha

Talent Analytics in Action

INSIGHTS FROM TALENT ALPHA WORKING WITH 250+ COMPANIES GLOBALLY

Talent Alpha uses Talent Analytics to
create a digital representation of an
individual’s unique talent genome,
transforming how tech talent is
measured, managed, and accessed
and shared across organizations
globally.

alent Alpha’s platform gives
I deep visibility of both the tech-
nical and soft skills of an
organization’s total talent pool,
which can include full-time staff,
contract workers, on-demand talent
from the Human Cloud and even
potential candidates.

By collecting information from
multiple data-sources (integrating
simply with other internal and
external tools) and presenting it in
a clear and easily managed format,
Talent Alpha is able to provide a
‘golden source’ of data that helps
complex and dispersed organizations
make data-driven decisions. By
understanding and indexing an
organization's skill set, companies
can match specialists to the right
project or opportunity, inform
upskilling and reskilling initiatives
and support the external recruitment
process.

The platform also allows organ-
izations to use the Human Cloud to
fill identified gaps in their tech teams
by providing immediate access to
thousands of tech specialists. Organ-
izations can ‘borrow’ tech
resource from other companies
(there is currently a talent pool
of 13,000 specialists), where the
platform has assessed up to 500 data
points on the precise technical skills,
cognitive abilities, and personality
traits of every individual. You can
then make data-informed decisions,
safe in the knowledge that you know
exactly who you're working with and
what value they'll add to your project.

THE FUTURE OF WORK REPORT

You can even use our platform to
find new projects for people on your
own internal bench.

The goal is to unleash talent and
Talent Alpha is using Talent
Analytics to power our journeys.

Talent Analytics - Case studies
from inside Talent Alpha

As you'd expect, we use Talent
Analytics daily for our clients and
our own internal teams. Here are a
few examples of Talent Analytics in
action:

Recruitment: Finding the best
candidates in hours

A multinational company looking
for data engineers uses Talent
Science and AI/ML systems provided
by Talent Alpha to sieve the
candidate base and identify potential
employees. Thanks to technical skill
and psychometric assessments the
talent analytics report ranks the
candidates against the job description
helping to identify the most promis-
ing matches in just hours. The com-
pany is then able to commence
interviews with an already vetted
candidate list. The speed and
efficiency of matching candidates to
role requirements is increased by up
to 10 times and the number of data
points captured increases by 30%.

Recruitment: Matching the
candidate to the existing team
Every Talent Alpha candidate is
asked to complete psychometric and
tech skill assessment. We then
analyze the fit between the candidate
and the existing team - identifying
complementary skills and potential
friction points — e.g. who has higher
levels of conscientiousness and there-
fore a predisposition for attention
to detail and therefore thoroughly
tests before release.

Team management: Next-level
problem-solving

A software company uses Talent
Science data to solve problems
within teams. Having been informed
about falling engagement in a UX
Team and steadily decreasing satis-
faction rates in the QA Team,
analysis revealed the QA’s dissatis-
faction could be attributed to their
non-conforming and conscientious
nature - i.e. they were rarely happy
with the results they were assessing
and had very critical investigative
personalities. A workshop was
organized to align the teams allowing
for a data-based discussion and a
realignment of communication,
expectations and team dynamics.
‘What was the measurable outcome?

Attrition prevention: Project
matching with data

An extraordinarily talented software
engineer in a small software house
was dissatisfied and believed he had
to change jobs to rediscover a sense
of fulfilment from his work. The shift
in his satisfaction levels was spotted
by the Talent Science software and
in combination with data regarding
the individual’s interests and the
technologies he would like to
develop, his manager was able to
have an informed and solution-
oriented conversation which resulted
in the specialist being assigned to a
new project that was more challeng-
ing and aligned with his career devel-
opment aspirations. The company
was therefore able to retain a very
high performing employee.

Follow our blog for research updates,
academic papers, and tips for applying
Talent Science in a business context.
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Measuring skills

As continuously referenced throughout this report, hiring the right talent,
whether for a tech role or not, is a vital and strategic concern and with the
cost of hiring a developer running to as much as $60k, it’s crucial the as-
sessment process is robust and that both hard and soft skills are rigorously
assessed, making a conscious effort to constantly minimize bias. But with
an ever-increasing list of hard, technical skills, and digital capabilities to
measure, and a growing emphasis on the importance of soft skills, this is
certainly no easy task.

TALENT ALPHA’S TOP TIPS

Abilities & Capacity

Look for solutions that measure mental abilities, working memory,
task-switching “efficiency,” and cognitive-load capacity - cognitive
abilities hugely predict future job performance.

Agility & Openness

Measure learning agility and an openness towards new experiences.
This will help predict an individual’s adaptability and is crucial as it’s
predicted that by 2022, 42% of the core skills required to perform
existing jobs are likely to change.

Innovation & Independence

Search for independent thinkers who are confident with sharing their
ideas as well as leaders that create a safe environment for explora-
tion and experimentation. In the increasingly flexible economy that
values innovation, you need people that create an environment for
creativity.

Employee view

self and the way | work and
gained a better understanding of
my core abilities and strengths.
This information will be hugely
beneficial for my immediate ca-
I'used a Psycho- reer and will help me identify the
metric skills | should look to develop in

Kazimierz Jakubowski
Project Manager

Measurement the future. | would highly recom-
App and was mend that anyone looking to de-
truly fasci- velop their career considers tak-

nated by the ing a psychometric assessment

results. | as the results are startlingly ac-
learned a huge curate and really capture one’s
amount about my- core personality traits.
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Dominika Zaremba
Head of Talent Science,
Talent Alpha

As | talk to IT
managers and
other corpor-

ate clients, |

hear stories of
frustration,
confusion or
pressure. A com-
mon pain is the dis-
belief that better busi-

ness outcomes, less hassle, and
happy employees are attainable
at the same time. The lessons
from these conversations are
simple but painful. We are often
not aware of our strengths and
potential. We look for skills that
we don’t really need. We miss
opportunities by not capturing
the right success factors. We
suffer in boring, repetitive pro-
jects, not due to lack of ambi-
tion, but because of an in-
formation and decision-making
overload. We watch helplessly
as others are stuck in career
paths because they’re taking a
static view of talent. Finally, we
see the skills as separate
phrases on a list, rather than
nodes in a network of knowl-
edge and ability. Talent Science
can change this reality and em-
power decision-makers to cre-
ate meaningful careers and
strong, smart, and adaptable
companies.



https://talent-alpha-production.web.app/blog
https://www.weforum.org/agenda/2020/01/reskilling-revolution-jobs-future-skills/#:~:text=In%20the%20next%20two%20years,human%20resources%2C%20care%20and%20education.
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Measuring Hard (Technical) Skills

Hard skills are learned abilities acquired and enhanced through practice, repetition, and education. Hard skills are important
because they increase employee productivity and efficiency and subsequently improve employee satisfaction. Typically
these skills are either listed by a candidate on a resume or inferred by the interviewer because of historical job titles, but
when talent is in short supply, taking someone’s word for their abilities or leaving it to gut feel in an interview is no longer an
option.

How to measure hard skills

Luckily, there is now no shortage of platforms that offer a robust and consistent way to accurately assess a
candidate’s hard skills. Here we give an overview of some of the best technical skill assessment tools that can help
hiring teams predict the real-life skills of their developer candidates:

Codility

Codility claims to help technical recruiters hire and train better engineers. Codility generates automatically scored reports about each
candidate’s coding abilities and has products for both screening and interviewing candidates. Advanced plagiarism detection, however,
may mean candidates choose not to take the assessment.

Devskiller

Devskiller is a tech sourcing, screening, and skill mapping platform and offers a library of tests and challenges that relate to the actual
jobs candidates are applying for. It’s best for highly technical talent acquisition teams that need advanced customization and control.

CodeSignal

CodeSignal is a technical recruiting platform with three main products: screening, real-time interviewing, and Certify, which can be used
as an alternative to resumes and can help recruiters and engineering managers make data-driven decisions.

HackerRank

HackerRank is a technical screening platform that targets Fortune 2000 companies with a robust and customizable platform for technical
teams to recruit and hire. It offers multiple ways to assess a candidate’s skills via take-home projects, online assessments, and code-pair
sessions. It’s great for multinational organizations in regulated industries that require and can afford compliance and heavy-duty security.

qualified

Qualified partners with the world’s leading technology and educational institutions to evaluate, educate, and certify software engineers
at scale. Offering detailed benchmarking statistics, plagiarism detection, and blind reviews that help identify talent based on merit and
demonstrated skills, not just a shiny resume.

testdome

Testdome allows recruiters to use pre-made questions to create a test that perfectly matches the job opening, then include a link to the
test in the job posting. This means only candidates that have taken the skills test are seen. Unqualified candidates are immediately
removed from the process so the most qualified candidates are presented as a shortlist, helping save time.

coderbyte

Coderbyte is a platform for screening, interviews, and take-home projects. Offering over 300+ challenges to create and customize code
screening assessments in minutes, their reports help employers gain a deeper understanding of how a candidate thinks, troubleshoots,
and codes.

interview mocha

imocha is a skill-assessment platform, offering a user-friendly experience for both candidate and recruiter with over 2,000 interview
ready skill tests, custom tests, and a robust enterprise-ready platform.

hackerearth

HackerEarth began as a platform for corporate hackathons and contests, and has since added a code screening capability. As a self-
serve platform, Hackerearth allows you to get started without needing to schedule a call or contact sales. It allows an organization to
screen candidates and also run internal hackathons all on one platform.

THE FUTURE OF WORK REPORT
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Measuring Soft (Power) Skills

Formal qualifications and technical skills are only part of the equation. The World Economic Forum identified that ten of the sixteen
‘crucial proficiencies in the 21st century’ that will be most in demand by 2022 are non-technical and, while Deloitte Access
Economics forecasts that soft skill intensive occupations will account for two-thirds of all jobs by 2030. IBM research reveals

teamwork and organizational flexibility still top executives’ lists of most important attributes for successful innovation, and

according to McKinsey Global Institute Analysis, as intelligent machines take over the more physical, repetitive, and basic cognitive

tasks, social, emotional, and technological skills are becoming more crucial. Covid-19 has only served to increase the importance of

soft skills as we are forced to rely on them while virtually collaborating with colleagues and clients in remote workspaces.
Manpower Group’s recent What Workers Want report also shows the rising demand for human or ‘power skills’ stating that, “in

times of rapid transformation and uncertainty these so-called soft skills are more important than ever in workers and in leaders”.

How to measure soft skills

As with hard skill measurement tools and methods, there are a vast array of soft skill measurement methodologies: Gartner
offers their 7S Framework to Develop Essential Soft Skills for Leading Project Teams - Serendipity, Stimulation, Spontaneity,
Swarming, Simulation, Skillfulness and Social. While Gallup recommends looking at soft skills with the mindset of a consumer
rather than strictly from a business standpoint and uses five broad categories or ‘dimensions’ to consistently measure -
motivation, workstyle, initiation, collaboration, and thought process.

Plymetrics

Leverages a patented set of 12 engaging games to fairly and accurately measure cognitive and emotional attributes in just 256 minutes.
Each game captures thousands of behavioral data points then builds a profile of what makes a person and job unique.

Plum

Plum reveals 10 talents that are 4 times more accurate at predicting job success than resumes, eligibility, and past experience alone. By
measuring talents such as adaptability, innovation, and communication, Plum claims to match people to jobs where they thrive, suppor-
ting the hiring, personalized career path, personalized development, and identification of emerging leaders.

Mettl

Mettl offers a complete suite of hard and soft-skill assessments. It offers customized assessments across the employee lifecycle,
including pre-hiring screening, candidate skills assessment, training, and development programs. Includes recruitment assessments,
psychometric tests, programming tests, aptitude tests, and learning and development solutions.

Traitify

Offers the world’s fastest, picture based psychometric test, which takes just 90 seconds to complete and boasts a 95% completion rate.
Traitify’s test creates a profile which focuses on personality traits that make people ‘great’ without socioeconomic bias. Machine learning
enables employers to combine employee performance data and personality data to prioritize applicants who match top performers.

Bryq

Combines the results of a personality assessment with a cognitive ability assessment to enable a matching of the ideal candidate profile
to the job attributes.

Talentlens

Offers a suite of assessment tools that can be used individually or collectively to help recruit and develop employees. Uses best-in-class
psychometrics to reduce the risk of bad hires and improve individual and collective performance.

Soft skills and personal attributes (often referred to as employability skills or enterprise

skills) are highly transferable between industries and occupations. They include
communication, teamwork, and problem solving, as well as emotional judgment, professional
ethics and empathy.
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https://devskiller.com/coding-tests/
https://codesignal.com/products/test/
https://www.hackerrank.com/
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https://www.testdome.com/
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IMPACT OF WFH ON PRODUCTIVITY PERCENT OF TOTAL RESPONDENTS

Workforce Productivity

— the Next Frontier in Improving
Organizational Efficiency

Breakneck innovation and increasing
Bmargin pressure are driving an over-

whelming need for companies to focus
on agility, efficiency, and precision. Having
exhausted most of the benefits of labor arbitrage
and automation, organizations are turning to
workforce productivity to optimize service
delivery. And, as remote work becomes more
common, ensuring productivity is more crucial
than ever.

‘While most organizations understand the
importance of measuring productivity, actual
measurement remains low, given inaccurate
metrics and limited use of technology. Some
organizations track employee efforts using
traditional methods, such as monitoring activity,
keyboard strokes, and working hours. However,
many employees consider these methods to be
intrusive and resist them. Clearly, organizations
need to rethink their productivity strategies.

By Rohitashwa
Aggarwal

Practice Director -
Global Sourcing,
Everest Group

Why it’s more urgent to resolve
the productivity conundrum now
Covid-19 forced companies into what Fortune
called the “world’s largest work-from-home
experiment.” While people claim productivity
has risen, most organizations do not have robust
productivity measurement capabilities, so that
belief is suspect, and - even if true - it’s not a
given that it is sustainable. The specter of
sustained work from home has forced business
leaders to realize that business continuity and
remote work enablement were the tip of the
iceberg — the real challenge is sustaining and
improving productivity.

Most talent leaders agree that their work-
forces will operate in a mixed WFH/WFO
model going forward, necessitating outcome-

By Eric Simonson
Managing Partner,
Everest Group

Despite anecdotes about

technology improving
productivity, employee output
growth has actually decelerated over
the past 10 to 15 years.

based performance evaluation and the ability
to integrate individual and organizational goals
to survive the recession and thrive in the future.

Four productivity improvement levers
Organizations should target four key levers to
improve overall productivity:

1. Optimize active time: In a typical nine-
hour shift, productive time is generally 40-60%',
with time lost to non-core activities, personal
time, and other distractions.

2. Increase efficiency: Output levels at the
top and bottom 20% of the workforce show
variation of as much as 60%+, highlighting the
potential to improve overall workforce output®.

3. Improve tracking of quality: Increasing
productivity requires tracking outcome-
oriented metrics and implementing inter-
ventions to improve it. To do so, you need to
identify breakthrough metrics that capture
both velocity and quality of output and also
identify levers that improve performance and
remove roadblocks, prioritizing them based
on business and cost impact. This is an ongoing
exercise. With continuous tracking and
periodic course correction to ensure long-
term success.

4. Empower the team to adjust their
environment: One must appreciate that
productivity is not just the result of a tech-
nology or any other single thing. It is the out-
come of a lot of different components. And
there is a hugely significant factor affecting
productivity: at the team level, productivity
is always in the context of what that the team
is doing and the conditions — and constraints
- in which the team operates.

It is important to remember that this is a
journey — not a destination, but an ongoing

1, 2: Workforce Productivity: The Next Frontier in Improving Organizational Efficiency
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Overall 3x as many respondents said productivity has increased. The average improvement was just over 13%.

APPROACH TO MEASURE PRODUCTIVITY PERCENT OF TOTAL RESPONDENTS
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ployees status reports
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with tracking keystrokes
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Likely to become more prominent. Organizations need to strengthen mutual trust with employees and be specific about the data they
want to track and distill for productivity tracking/enhancement.

record of accomplishment. It is also
wise to remember that success
breeds success.

“This situation is not an excuse to
monitor employees more exten-
sively; instead, it is an approach
that prepares employees to be
more independent and self-
monitored. it comes with additional
benefits, such as increased per-
formance benchmark accura-
cy, enhanced self-awareness,
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targeted talent acquisition/devel-
opment strategies, and data to
optimize delivery models™.

Conclusion

The simple truth is that the journey to
astounding gains in productivity is in
the reach of all organizations. The good
news is that for most organizations, the
push to increasing productivity is in
line with the overarching strategy to
increase organizational effectiveness.

What is required is a sustained and

planned approach to truly unlock
the full potential of human capital.

Approached correctly,
productivity can be
about reducing waste
and re-work, informing
training & development,

and spotting poor processes.
Eric Simonson, Managing Partner,
Everest Group
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. Gardening Talent - Retaining
and Developing Skills Across
Your Organization
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A skills-based recruitment and workforce system recognizes the need for an agile approach to learning and
career development, and offers the potential to enhance opportunities, prosperity, and equality for all. By
breaking the assumption of a linear career, where qualifications gained early in life set the course for a job and
then steady progression up a traditional career ladder, the system opens up opportunities based on an
individual’s skill-set not their social or educational background.

skills-based recruitment and
A::vorkforce system recognizes the
eed for an agile approach to
learning and career development, and
offers the potential to enhance oppor-
tunities, prosperity, and equality for
all. By breaking the assumption of a
linear career, where qualifications
gained early in life set the course for a
job and then steady progression up a
traditional career ladder, the system
opens up opportunities based on an
individual’s skill-set not their social or
educational background.

A skills-based system also naturally
changes the make-up of an organ-
ization - with an urgent demand for
more digital and more ‘human’ skills,
the future organization will be a com-
plex blend of full time employees, con-
tractors, gig-workers, partners,
machines, and artificial intelligence.
This complex dynamic is made more
complex as skills will be ‘brought in’
for some or all of a project or projects,
as employers are unlikely to need 100%
of an individual’s skill-set, meaning an
individual will be working across
multiple projects, or for multiple
employers, at any one time.

Finally, this new workplace will be
made even more complex still by an
increase in remote working.

In this blended, diverse, and
distributed skills-based model,
who is responsible for manag-
ing, developing, and therefore
retaining these people and their
skills?

With contingent, gig, and independent
workers set to make up a greater pro-
portion of the workforce, the question
of who is responsible for their manage-
ment and development is still open to
debate. Traditionally, HR would be
responsible for the attraction, recruit-
ment, and motivation of talent. How-
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ever, in reality for many, the contingent
workforce is often managed differently
by each department or even team.
Many argue a more holistic approach
to a skills-based talent strategy is
necessary to ensure the valuable skills
of a contingent workforce are available
to their organization on a long-term
basis, while others suggest it should be
procurement’s or even facility’s remit.

The day-to-day management and
development of a distributed and
diverse team will ultimately land on
the desk of the team manager, so we
thought it was worth considering the
driving forces behind independent
workers.

Managing an independent
workforce

In Motivation in the Gig Economy,
Kristin Karlsson and Johan Wranne
identified several drivers that managers
and organizations should keep in mind:
A desire for independence (both
perceptual and practical) - It is
important that managers respect the
gig worker’s desire for autonomy and
independence - let the individual
make choices over how and when a
job is completed and try to avoid
making them feel locked in’.
Financial rewards — The opportunity
to secure higher or additional money
is more often seen as a ‘bonus’ not as
a driver in its own right. On the basis
that a fair wage is being paid, ‘throwing
money’ at talent is unlikely to make
any significant difference to
motivation.

Learning and development — This is
still important to contingent or
independent workers as they need to
remain relevant and attractive in the
marketplace. Managers and organ-
izations should therefore consider
creating or simply supporting oppor-
tunities for learning and development

activities, such as fully-fledged courses,
seminars, and certification.
Relationships and networking - Just
as building relationships with the team
and wider organization is important
for full-time employees, it’s an impor-
tant driver for contingent and
independent workers, too, as it helps
secure new clients and projects, and
provides an opportunity to share advice
and support with other independent
workers. Managers and organizations
should, as far as possible, include all
team members in team-building and
social activities.

From an individual’s
perspective, how do contingent
workers consider their career?
An EY survey in the US revealed that
more than half of giggers see con-
tingent working as how they want to
progress their career, while research
published in June 2020 revealed that
digital workers view crowd-working
as both a job and a career, particularly
when they are given the support and
opportunity to develop.

And it would seem the motivational
drivers of more control and
independence over jobs and careers
are not just the preserve of millennials
and Gen Xers. A survey by BMO
Wealth Management revealed that
while each generation was drawn to
temporary or contracted employment
for different reasons, across millennials,
Baby Boomers and Gen Xers, making
extra money on the side, balancing
career and, family needs and having
autonomy and more control were
unanimously the reasons cited most
for voluntarily entering the gig
economy.


https://www.hrmagazine.co.uk/article-details/who-owns-gig-worker-talent-management
https://www.diva-portal.org/smash/get/diva2:1371856/FULLTEXT01.pdf
https://www.ey.com/en_gl/tax/how-the-gig-economy-is-changing-the-workforce
https://onlinelibrary.wiley.com/doi/10.1111/joop.12317
https://onlinelibrary.wiley.com/doi/10.1111/joop.12317
https://wealth.bmoharris.com/media/resource_pdf/18-0996_BMO_Wealth_Insight_Gig_Economy_US_Ev4.pdf
https://wealth.bmoharris.com/media/resource_pdf/18-0996_BMO_Wealth_Insight_Gig_Economy_US_Ev4.pdf
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MOTIVATING YOUR TEAM
Whether remote, full-time erContingent, it’s important to ensure that the time, money and effort invested in finding the
right people with the right skills for the job are nurtured and motivated.
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Deborah Kops
Advisor to Global GSI

Organizations

For many reasons, including
technology advancements,
generational shifts, and of
course, Covid-19, we’re op-
erating in a vastly
different talent
marketplace
that’s seen
breath-tak-
ing change
over the
A last & years. |
believe, there-
fore, that the
challenge now is not
about tapping into skills,
but tapping into capabilities.
Capabilities are born of an
ability to synthesise in-
formation, ‘join the dots’ if
you like, and they’re what
makes true leaders. But
they’re difficult to test for -
how do you test if someone
has the capability to man-
age stakeholders, can man-
age a knowledge base,
understands how to man-
age risk, or work across
teams?
Capabilities are developed
through time and context -
only by being exposed to a
wide variety of experiences
in one’s life and career can
one have accumulated suffi-
cient knowledge, perspec-
tive, and insight to ‘mine’.
Even Confucius, the ancient
philosopher, said it was only
at 40 that he had no doubts.
It is my firm belief that
while talent and skills can
be taught, the next fron-
tier, and what managers
should be looking out for
and nurturing when they
see their first shoots, are
capabilities.
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Managing a remote and blended workforce

There are a number of tools and platforms available to help managers in this new environment. Here we take a look at a few
that might be of particular help when it comes to motivation, management and building relationships remotely.

Remote-how
A digital workspace where you can meet, work alongside, and chill with progress-driven and ambitious members from
all around the world

Bonusly

Make exceptional work visible to everyone in the organization, boosting team morale with a shared sense of purpose
and positivity. Bonusly delivers insights on individual, team, and company levels so you can make strategic decisions
about culture, professional development, performance management, and retention.

AwesomeBoss

Make your life as a manager quicker, easier, and more engaging. You create employee profiles, get access to coaching
cue cards to help in managing situations, as well as get alerts to remember important employee events such as birth-
days. Employee to-do lists also help you create individualized plans to get the most out of every person.

Loop Team

A virtual office that brings the best parts of an office environment to distributed teams to help them communicate
faster and more effectively, capture and disseminate face-to-face discussions, and stay more connected. With Loop
Team, distributed team members can see whom is around, whom is available, and whom they can engage.

Tandem

Provides a virtual office experience for teams that don’t have access to a physical one. You can see whom is available,
what they’re working on and which app they happen to be using. It has a great ‘share cursors’ feature, so you can see

exactly what everyone is up to while collaborating.

Remo

Event-specific links mean everyone in the company can join webinars, networking summits, live Q&A’s, conferences,
and remote meet-ups at the click of a button. Remo also has a virtual office module with top-down views and avatars
for each employee.
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Unleashing Self-Driven Talent

n the US today, almost twice as
many employees are working
full-time from home than the
office. Global Workplace Analytics
estimates that when the pandemic
is over, 30% of the entire workforce

will work from home at least a
couple times a week, whereas pre-
Covid-19, this number was in single
digits.

At the same time, according to
Gartner, 32% of companies are going

to increase their use of contingency
workforce vs FTEs, an increasing
number of specialists will work for
multiple companies, and companies
will have more diverse teams work-
ing on projects.

THE NEW WORKFORCE REALITY:

People will spend 3 times less time together with their
managers and teams

Specialists will be more driven by precise goals and
project vision than the company culture

Great onboarding as well as HRTech tools will be crucial
for efficient cooperation with diverse teams of
specialists on projects

1st

place

The office will become rather a command and training
center then everyday place to work

Companies willing to contribute to workforce growth and
talent development will have to pay attention to teach

people how to learn, discover, and nurture their skills and
take responsibility for their own career and development.

Marika Lulay
CEO, GFT

The world of future tech-
nologies is constantly chang-
ing and the tech talent gap is
ever expanding, so it’s impor-
tant that tech companies not
only continuously maintain and
develop their own technologi-
cal expertise, but that they
contribute to society at large
by supporting the devel-
opment of digital compet-
ences more broadly. At GFT, in-

ternal talent development and
social responsibility are core
strategic pillars. Internally,
we are committed to
the personal and pro-
fessional devel-
opment of our em-
ployees, offering
training, mentor ¥
schemes, and cul-

tural exchanges.
Externally, we place great
importance on the promotion
of IT skills and talent via our
cooperation with universities,
and actively coordinate and

participate in coding work-
shops, hackathons, and regular
taster days for school-
children to provide in-
sight and an intro-
duction to the IT
sector. Finally,
through our sup-
port of initiatives
such as the Brazilian
“RESTART.ME” and the
Mexican
“DevDay4Women”, we aim to
ensure that we are engaging
with broader and more diverse
groups for the benefit of all.


https://remote-how.com/
https://bonus.ly/
http://awesomeboss.com/
https://loopteam.co/
https://tandem.chat/
https://remo.co/
https://globalworkplaceanalytics.com/
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any companies realize that
they can't look for skills only
inside their organization. 86%

of HR Leaders expect to implement
Total Talent Management programs

Chapter 6

a

0. TOTAL SKILLS

MANAGEMENT
AND THE HUMAN

where they try to orchestrate a work-
force from different sources: full time
employees, outsourcers, B2B providers,
advisers, freelancers, and many others.
Although these strategies bring many

CLOUD

benefits and can boost effectivity.
They have challenges on many fronts:
organizational, technological, regulatory
and practical. So what's the hold-up in
making this a reality today?
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Linc Markham
advisor, former Global HR and

Contingent Workforce Category
Director, BP

The future of talent ac-
quisition is an
Amazon, Uber
and e-Harmony
all-in-one like
experience,
whether it is
perm, temp,
gig, project or
even bot. This
omni-channel future is
not far off - where no one
owns the candidate except the
candidate and everyone’s ex-
perience is like a b-star dining
experience. So, what is holding

ORK REPOR
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the talent ecosystem back as a
Total Talent utopia that has
been discussed for years?
Having seen the reality from
the inside of large complex glo-
bal organizations, there is a
misplaced emphasis on Head-
count and the real focus
should be on improving our
understanding of ‘Skill Science’
- both hard and soft. We would
not attempt a recipe without a
good understanding of its in-
gredients and in the same way
we need to be much more in-
tentional about the skills we
have, the skills we need and
building a skills ecosystem that
will get us there. The energy
spent on Headcount is like
kryptonite, and shifting focus
to skill count becomes our

superpower or secret ingredi-
ent in the quest for a con-
nected talent cloud and a 5-
star talent experience for alll
Any work to be done requires a
set of leadership, managerial,
administrative, organizational,
technical, creative, and inter-
personal skills. It takes time to
understand the total set of
skills needed for a position,
and the process of reviewing
resources at a more elemental
level across skill areas takes
time, but in the end it can pro-
duce game-changing results.
Today’s talent acquisition
leaders have to forego the im-
mediate gratification of head-
count and instead embrace
the ultimate gratification of
skill science.




36

By Nikolai Chesalin
Information
Architect, EPAM

Chapter 6

How EPAM
Addresses
Total Skills

Management

company’s most important asset s its
Apeople and their skills. Yet for decades,

skills management has been thought of
as purely inventory. In fact, over the past few
years, we've seen many leading companies move
away from requiring employees to have college
degrees and instead focus on a candidate’s
hands-on experience. The methods that com-
panies have traditionally relied on to build skills,
especially STEM, are no longer effective, as they
haven't kept up with rapid technological change.

Think of skills as a universal currency - a
benchmark by which managers and human
resource leaders can evaluate talent and markets
can evaluate companies. Securing, developing
and retaining the right skills competency is a
way of conducting business. This is no longer
about employing a fixed number of people to
solve a problem. Instead, think of skills as their
own entities with their own journeys — some
that are constant and others that are only
relevant for a short period of time — that rely on
one another to be successful. Companies need to
move away from their firm taxonomy of skills
and consider a more modern, agile and adaptive
approach to skills management — an intercon-
nected sub-network of people, processes and
platforms that fulfil the specific needs of the
business. The bottom line: if it can fit into an
organizational chart, it’s not a network.

Skills management evolution is necessary for
every function of the organization. To trans-
form our own workforce management, EPAM
created Skillo, a comprehensive data manage-
ment system powered by artificial intelligence
that provides real-time information on skills
throughout the company matched to the needs
of the business. The platform follows the
employee journey: finding the candidate,
matching their skills with organizational
demands, hiring, onboarding, training,
improving productivity, learning and growth.
Leveraging Al-powered insights, we can ensure
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we are upskilling in the right areas of the

business, equipping employees with the knowl-

edge, skills, and capabilities needed to work
effectively and investing in learning that will be
in demand tomorrow.

Working on our skills platform, we deter-
mined that we needed a common language and
metric system to define and measure all skills.
We defined the following attributes that are
essential for skills development:

e Definition. A skill must have a clear descrip-
tion that is suitable for both human and ma-
chines.

e Measurable Level and Version. A skill
must be able to be measured quantitatively.
An assigned skill to a talent profile cannot
have the same level of proficiency over the
time.

e Validation. An organization should have the
mechanism to confirm and validate skills in
an impartial way.

e Value and Cost. A skill should add value to
both the employee and the organization. The
learning curve for skills has different dur-
ations and associated costs. Aged skills that
have no relevance within the current market
should be marked as obsolete.

With the proper skills attributes identified, organ-
izations can start to map their skills against areas
of the business and identify skills-based dynamic
clusters that are the foundation of the modern,
networked organization. Skills development builds
relationships, which builds teams. To keep up with
an evolving market, the companies of tomorrow
will be those that create a network of value — organ-
izations of skills and capabilities, not just a group
of individuals, and organizations that enable and
sustain interaction, not those that control
production and focus on pedigree.

Skills management evolution is

necessary for every function of
the organization. To transform our
own workforce management, EPAM
created Skillo, a comprehensive data
management system powered by
artificial intelligence that provides
real-time information on skills
throughout the company matched to
the needs of the business.
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The Human Cloud

The Human Cloud is a way to think about accessing and engaging the right talent at
the right time. The Human Cloud helps you to: access, manage, measure, and share
Talent. It gives you visibility of the skills you have at your disposal. It will enhance your
HR, recruitment, and up-/re-skilling efficiencies. It can also reduce costs and increase
effectiveness significantly. e.g. for IT specialists it can reduce time-to-productivity by
209% and talent acquisition costs by up to 35%*

*In Talent Alpha’s experience.
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Brian Wallins
Research Manager at SIA

The world of work is

undergoing an epic
transformation.

Evolving demo-

graphics, cul-

tural shifts and

rapid advance-

ments in artifi-

cial intelligence / >
and automation ca-

pabilities are shepherding

an influx of innovation and
entrepreneurship. There is per-
haps no place in the workforce
solutions ecosystem where this
is more evident than talent ac-
quisition technology. Although
global economic activity has
been mired by the pandemic, the
disruption has served as an ac-
celerant in B2B human cloud
platform activity as businesses
digitally transform, embrace re-
mote work and realize the bene-
fits of an agile, flexible work-
force. High-end IT talent is at
the core of this strength. In
2019, IT occupations represented
41% of total B2B human cloud
gross spend, more than twice
that of the next largest occupa-
tional category, and our research
indicates this figure is firmly on
pace to expand in 2020.



38

Chapter 6

<epamy

39

Chapter 6

ENTERPRISE EMPLOYEE JOURNEY SUPPORTED BY EPAM’S TELESCOPEAI
FIND & HIRE

Candidates .. Telescope
e and Staffing
o Desk
° & Radar

Meet Mark. He
has all of the
great skills the
organization is
looking for.

It's Mark’s start
date at the com-

@ pany and heis very
® excited!

Interview

Mark runs through

interactive tech in-

terview with expert
team

By Dmitry
Razorionov
Sr. Director,
Delivery
Management
Office, EPAM

ONBOARD

.
L]

Time, Benefits o Telescope ®

Compensation o

The Dots
°

Meark now
has access
to internal
systems,
can report
time, dis-
cover
benefits
and review
compensa-
tion in-
formation.

Adaptation
Mark receives an
email with a link
to Adaptation
Portal to learn all
key company pol-
icies and test his
knowledge
through gamifica- o
tion features. @
°

L4 Telescope
Employee 360°
View

All MarK’s informa-
tion and skills are al-
ready stored in his
company profile and
will be updated con-
tinually while he
moves up in his ca-
reer.

are long gone.

THE FUTURE OF WORK REPORT

Connecting @

TRAIN

Mark goes through additional role
and function-specific training and
can also learn additional skills as
needed and available.

Telescope
Employee
Profile

..and upon
successful
completion he
receives his
badge!

Heroes

Mark has done a great job in his current role
and wants to move ahead in his career. A
clear path is laid out in EPAM’s Competency
module, including all required skills necess-
ary for the promotion, actionable recom-
mendations and mentoring programs, which
are monitored and tracked by Mark’s man-
ager in the Grow module.

The Human Cloud
In Practice

RETAIN i

Assessment

Mark receives
an expert as-
sessment of his
progress from
@ his leadership
® team.

Feedback ®

'IIE'eIesloope
mployee
Feedback

G

Competency,
Grow

The world is changing so fast that traditional methods of hiring and training are no
longer relevant. The days of companies with people in-house for every possible task

Vacation

Heroes

Mark receives a
virtual badge con-
gratulating him on
his promotion in
the Heroes portal.
He wants to take a
vacation to cel-
ebrate, which he
inputs in the Vaca-
tion module.

Mark gets
feedback
from his
colleagues
on his prog-
ress and
also can
leave feed-
back for his
team.

Contribute,

Events

Mark is a highly
productive and

motivated EPAM
employee.

ost innovative companies

are already evolving their

hiring and talent devel-
opment strategies to create dynamic
teams with versatile skill sets. In the
same way Covid-19 has accelerated
digital transformation initiatives,
businesses have been forced to
quickly adapt their talent manage-
ment strategies to keep up pace with
the volatile economy and changing
customer needs.

Organizations need to shift from

top-down, time-consuming skills
operations across departments and
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After Mark returns from vacation, he
can quickly get up to speed with
the latest news on the InfoPortal,
where he receives relevant content

ry based on his position and location.

Throughout Mark’s career, he can ex-
plore interesting positions or oppor-
tunities for other client projects, join
new teams and continue to build his
skill set.

Mark is a true expert now and can
lead major streams of work for the
company. He can run webinars and
consult on various topics.

verticals to automated, hybrid
(machine and human-curated)
competencies for talent that’s
located anywhere in the world.
From day one as human beings, we
continuously develop hard and soft
skills. By being part of a team and
learning new skills through each
assigned task or taking advantage of
mentorship opportunities, we are
continuously improving and
growing. Leveraging this concept
with the current gig and crowd
economies, where organizations
embrace non-linear, heavily volatile

<epamy

and changing skill sets is the key to
differentiation and getting the best
from the global talent pool.

This is the driver for the Human
Cloud, the fastest-growing segment
of today’s technology-fueled gig
economy. The Human Cloud is a
comprehensive, skills-based archi-
tecture that reflects the proficiency
and delivery standards of the organ-
ization, by connecting people and
services based on their skills using
different staffing models.

Implementing
the Human Cloud
at EPAM

EPAM recently launched EPAM
Anywhere, a talent management
solution for on-demand workers
that provides remote job oppor-
tunities for engineers, designers,
consultants and product
managers around the world. This
talent model is powered by EPAM’s
TelescopeAl™, a unified platform
that enables the effective
management of an organization’s
people, the projects they work on
and their overall productivity.

Since even the largest companies
in the world no longer have the
resources (or frankly the need) to
have every capability in-house,
EPAM Anywhere allows companies
to leverage the company’s
network of 100,000+ IT specialists
for specific projects to augment
their existing teams or kick off a
new technology project. It’s a real-
life example of the Human Cloud -
enabling greater access to talent,
providing more opportunities for
individuals to expand their skill set
without being confined to a
location and matching the needs
of the business with people’s
capabilities.

Skills are a corporate asset that
represent a company’s intellectual
wealth. The current environment
presents an opportunity for
organizations to rethink their
talent delivery strategies and
explore the advantages of the
Human Cloud to become truly
adaptive, effective enterprises.


https://anywhere.epam.com/#utm_source=talent-alpha&utm_medium=analyst-report&utm_campaign=ta&utm_term=epam-anywhere
https://anywhere.epam.com/#utm_source=talent-alpha&utm_medium=analyst-report&utm_campaign=ta&utm_term=epam-anywhere
https://www.telescopeai.com/#utm_source=talent-alpha&utm_medium=analyst-report&utm_campaign=ta&utm_term=telescope-ai
https://anywhere.epam.com/business#utm_source=talent-alpha&utm_medium=analyst-report&utm_campaign=ta&utm_term=epam-anywhere
https://anywhere.epam.com/business#utm_source=talent-alpha&utm_medium=analyst-report&utm_campaign=ta&utm_term=epam-anywhere
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Matthew Mottola
CoFounder and CEO of Venture L,

Author of the Human Cloud, built
the Microsoft 365 freelance
toolkit

The Human Cloud might seem
vague and possibly too
sci-fi. You might
be thinking to
yourself, “do |
have to be a
Star Trek fan
to under-
stand it'? But
it’'s quite
simple: How did
you find this report?
How are you reading it? And how
will you share it? Most likely, digi-
tally.

In our book, The Human

Cloud, we give the
example of how one of North
America’s largest motorcycle
manufacturers tapped into
the Human Cloud to digitally
transform their rider
experience. Their location
meant they knew it would be
difficult (and expensive) to
retain the sought-after
technical talent they needed
through headcount or an
agency, so they tapped into
the human cloud to access

Chapter 6

Now apply this to your organization.
How will you find today’s top tal-
ent? How will you get work done?
The same way you’re reading this
report - in a digital, remote way (re-
mote meaning you don’t have to
come to our office to read it).

The Human Cloud is just the digital
and remote way of getting work
done. Our life and most of the of-
fice is already run by software.
Now it’s talent’s turn. Like using
Uber to find a taxi, digital talent
platforms such as Talent Alpha
help you find, manage, and con-
sistently source the tech talent
you need to get things done.

The Human Cloud didn’t pop out
of nowhere. We already embrace
temporary and contract work
and we’ve all embraced remote
work solutions such as Zoom.
But only a select few have been

©

combining these to reap massive
rewards.

The Human Cloud has been my life
- at Microsoft | tapped into over 15
freelancers to drive what became
the Microsoft 365 freelance toolkit
- http://aka.ms/freelance. Our
book The Human Clould was
written entirely by the human
cloud. From researching, to inter-
viewing, editing, and designing. We
even had a freelance comedian
contribute. The only difference
today is that it’s not just early
adopters tapping into the Human
Cloud. Modern platforms make it
accessible to everyone, which is
why freelance platforms in the US
have seen over 20% year over year
growth since 2014, and why it’s
predicted that over half the US’s
workforce will be freelancers in
the next 10 years.
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HUMAN CLOUD = DIGITAL + REMOTE + OUTCOME-BASED

Digital
Software for communication and collaboration. Zoom, Slack or Microsoft Teams to collaborate. Microsoft Of-
fice, Google Drive, Trello, Jira, Github or many others to collaborate.

highly skilled (and often Remote

niche) tech talent. Th? . Beyond the constraints of a physical office.
results were outstanding - in y

the course of a few years, the ‘ oy TS IS LS

project evolved from an idea, e TIHGAL NTELGERCE O !

ECONONY TO TRANSFORM WORK

to a plan, to development,
resulting in a mobile app with
approx. 150k downloads and
a 5-star rating. More
importantly, customers

love it.

Outcome-Based
Tying output to outcomes. Rather than a job requisition, or a need for headcount - sourcing talent to fulfil
the outcome, which may mean hiring for a project or a short-term contract.
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|dentify the Best
Talent 10x Faster

with Talent Alpha

If you are looking to:

GSAP

Improve the efficiency of remote recruitment
or internal Talent skill discovery

Gain molecular visibility into the tech & soft skills
of your current and future workforce

Profile Completeness: b Data Scientist [ : } @ [*
Compare strengths & abilities accurately using » 80%
science & Al/Machine Learning ssitiog; o— [
Skill Discovary Rasults Algsrymic o ot
Thissing thinking
ntional L ] Creativity

Hire the best candidates on the market

before your competitors o

Data Mining

Take Part in a Custom PoC and Begin

3 2% Indexing your Talent Genome's:

Frefils cwn ba aditad wstil Monday, March
ZIrd, 11 AM [EST]

R

Map Technical Skills
Ganeral Skill Farm, Pyt

. - Technical Skills Cognitive Abilities Psychometrics

Book a Demo & Start Designing Your Free PoC with Talent Alpha Today!

Book PoC Demo



https://talent-alpha.com/talent-genome-poc

o— ¢

/‘
D

From Headcount to Skillcount. The Future of Work Report 2020

Produced by d talent alpha

Editor in Chief: Agnieszka Porgbska

Research & Copywriting: Alison Urquhart

Research & Copywriting: Mikolaj Ziolo

Research & Scientific Consultant: Dominika Zeremba

Editing and proofreading: Jonathan Preston

Thanks again to all our partners and contributors

Copyright® 2020 Talent Alpha Ltd. All rights reserved



	TheFutureofWorkReport2020_post webinar
	TA final last cover (1)



