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Welcome to Coffee n 
Conversations!

2021

Human Capital Trends

22

 Have you got coffee?!

 What’s happening in the world of human capital management?

 Your burning platforms

Welcome!
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Change Trends
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What has changed?
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How do you manage what has changed?

 Change Management Strategy 

 Communication Plan

 Stakeholder Management

 Employee Engagement

 Trained Change Agents

 Agility/Flexibility

Change Management is the process through which an organization aligns its people,

processes and structures with its Vision and Business Strategy, and maximizes its

ability to achieve success through involved and committed people.
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Post-Covid Trends
 Mental, physical, financial health is a top priority! 

 Employee assistance programmes/Telehealth, including WebEx 
sessions conducted by leading consultants, and offering mental and 
emotional wellbeing

 Employee Engagement and Culture Surveys

 Flexible Working Policies

 Remote access from home through collaboration tools

 Organisation Values Programmes

 Remote team-building activities and exercises will be continued 
regularly

 Leadership Development and Coaching 
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Organisation Design  
Trends

“Covid19 has 
widened the gap 

between top-level 
strategy 

and 
Ground-level 
execution”
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Businesses in South Africa are 
currently under pressure to improve 
business performance

• Labour unrest, 
• Cost and quality challenges
• Investor pressure to leave South 

Africa – especially Mining 
environment

• Growing unemployment
• Declining skilled labour force
• Political instability creating business 

uncertainty

Pre-Covid-19 PESTEL Trends

Utilities are under pressure

• Eskom fiasco (expensive, 
unreliable and now… 
allegations of serious 
corruption)

• Water scarcity

1010

• Global competition is 
becoming a real issue

• Profit margins under pressure

Government

• Companies carry huge tax burdens
• Legal compliance requirements impose 

growing pressure on resources
• Rigid and restrictive labour legislation
• Incompetence – poor service delivery
• Corruption
• Slow implementation of the National 

Development Plan

Pre-Covid-19 PESTEL Trends
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Labour related issues are 
negatively influencing business

• Strikes (non-productivity)
• Violent nature of our industrial 

action

Restructuring and downsizing 
are common phenomena

• Morale is low
• Skills loss of technical and 

managerial skills
• Work-load on remaining staff

Pre-Covid-19 PESTEL Trends
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Post-Covid-19 “Gartner” 
Trends
Context
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Remote work

Post-Covid-19 “Gartner” Trends

Nearly half of employees will work remotely at least 
some of the time.

Is HR ready for new Talent Management 
Strategies & Policies

Are organisations ready with new 
technologies to support remote working?

Is HR ready to move towards “out-put” as 
opposed to “in-put” measurement?
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Employer as social safety net

Post-Covid-19 “Gartner” Trends

Societal role of employers has grown, including above-market minimum wage, increased 
parental leave and push for gender equality.

1954 - First employer 
matching

gift program

2004 - 39% of 
employers

offer adoption

assistance

2018 - 61% of 
companies

offer well-being

Programs

2020 - Technology 
companies double

down on family leave to 
improve

recruiting and diversity
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Contingent workers

Post-Covid-19 “Gartner” Trends

Employers use contingent workers to reduce costs and 
augment staff.

We are establishing new HR/OD 
norms:
• New Spans of control norms
• New ratios of Non-core to Core 

FTE
• New FTE to TE norms

Review organisational design models

Organisations redefine criticality —
the skills needed to meet strategic 
goals
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People Trends
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Realignment of People Requirements

Realignment of:  

People Requirements

People Processes

People Policies 
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Realignment of People 

Realignment to strategy, structure and future competency and skills 

requirements 

 Skills and competency assessments – skills new currency 

 Reskilling ; Upskilling and Continuous learning to address 

competency / skills gaps and to develop for jobs of the future 
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Realignment of People Processes 
Recruitment 

 Virtual recruitment

 Additional set of competencies 

 Virtual onboarding

Performance Management

 Evolving for decentralised remote workforce

 Shift from input and outputs to outputs and outcomes (realignment to corporate

score card, recalibrate goalsetting)

 Cross functional team performance and collaboration

 Ongoing quality coaching conversations to cultivate relationships and trust

2020

Realignment of People Processes 
Talent Management 

 War for talent – strategic talent pipelines

Career management 

 Career growth in multiple paths 

 Preparing for future through new career path opportunities 

Succession management 

 Succession pools for skills vs roles

 Job rotation and lateral succession 

 Retention strategies 

Leadership Development 

 New leadership profile
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Realignment of Policies 
Realign to current realities 

 Flexible working policy

 Remote working policy 

 Wellness and Safety 

 Retention and reward 

HR Operating Model 

?      Internal capability to deliver changed agenda

?     Effective use of data 

?     Ability to respond quickly

?     Fit for purpose innovative ideas to deliver a changed business and people agenda

and to sustain a positive employee experience   
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Reward Trends
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Variable pay is a hot topic!

Realignment to strategy, alongside retention concerns

 What can / should we change? (Measures, quanta)

 Minimum Shareholding Requirements

 More prevalent

 Shareholders raising it

 Post retirement holding of LTI?

 ESG measures on the increase in prevalence

 Weight in a meaningful way (20%)

 1 – 3 goals (social measures currently most prevalent)

2424

ESG and DEI… sustainability
An integrated strategy from business, not just HR

 Companies need to align their strategy with ESG metric in their specific industry, 

region, continent and the world, with regular measurement of ROI

 Companies need to cascade ESG measures to their employees by reviewing 

their strategies, policies, values, culture, brand, reporting and incentive schemes

23

24



19/03/2021

13

2525

Reward = Total reward

Source: Josh Bersin HR predictions for 2021
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Analytics Trends
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Coffee and Conversations: Analytics

Last year saw an increase in off-site workplaces. This together with the ever-increasing support 
and interaction being delivered across electronic video platforms means a change in the rendering 
of support services.

According to a 2014 report from the Society for Human Resources Management (SHRM), the 
average HR-to-employee ratio, which is the number of HR employees supporting 
100 employees, was 2.57 for all organizations.

According to the 2018 HR Benchmarks Report published by Bloomberg Law in June 2018, “HR 
departments have a median of 1.5 employees for every 100 in the workforce, which represents an 
all-time high in the survey's 40-year history.” For decades, the ratio seemed to be in a holding 
pattern at 1.0 to 100.

What is the South African ratio?

If lower or higher, why?

2828

South African Ratio and Possible Implications

• SA’s overall ratio sits between the two international benchmarks being compared on the previous slide

• Small companies have the largest ratio – A large contributor is that companies tend to not employ a dedicated HR person 
(rather use an existing employee to fulfil the function) until they are large enough to do so.

• Medium sized companies have a slightly lower average per 100 employees than large organisations. This may be due to 
structural issues e.g. large organisations have dedicated HR departments rather than dedicated HR employees or larger 
organisations have a higher prevalence of having decentralised HR structures (more than 1 HR department in different 
locations or divisions).

• The market within which you operate has significant implications for benchmarking your organisation structure. Factors 
include:

o Labour laws
o Capital vs labour intensive operations
o Industry within which the company operates
o Business strategy
o Life stage of organisation
o Location
o Centralised or decentralised operations
o Technology

Size Ratio per 100 staff
Small 3.0

Medium 1.5
Large 1.9

Overall 2.2
*Companies without any HR staff have been excluded
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 Does SA’s ratio of HR staff per 100 employees surprise you?

 Does your organisation calculate and track HR Analytics to its advantage?

 Do you agree that international organisational structure benchmarks do not 

reflect South Africa’s unique operating environment?

Three Survey Questions

3030

It is not the strongest of the species that 
survive, nor the most intelligent, but the 

one  most responsive to change

Charles Darwin

THANK YOU!
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