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As companies and their employees 
chart a path through uncertainty, 
the People and business agenda has 
never been more intertwined.

Mercer’s 2022 Global Talent Trends study identifies five 
trends that differentiate winning firms. Find out how 
to take advantage of these insights as you reinvent 
your organisation for the future.

History documents the “golden ages” that often follow periods 
of darkness such as wars, financial crises and pandemics. 
People often respond to such calamities through a process of 
reassessment and reinvention. So it should be no surprise that 
when nearly 11,000 leaders and workers across 16 countries 
and 13 industries were asked to share their thoughts, they 
envisioned a future that is more balanced, more aligned to 
their values and more human in design.

The results from this year’s Global Talent Trends study show 
that the past two years have had a permanent impact on 
people’s views about work, workers and working. The results 
reveal a present characterised by re-evaluation and a future 
filled with promise. Mostly, the results show that, for all our 
technical advancement and gadgetry, the future of business 
is more human, and in turn, more relatable.

Against this backdrop, trust is at an all-time high, executives 
are prioritising the “whole person” well-being needs of their 
workers, and for over one in two employees work has become 
more important. The door to profound change has opened, 
not only in terms of how we work, but the underlying purpose 
of work and the organisation itself.

As employers and workers discover new ways of relating to 
each other and the communities in which they operate, they 
are unlocking the answers to workforce challenges that have 
been overlooked for too long. They are finding that values, 
partnership, wellness and energy don’t come at the expense 
of growth but, instead, create it.

Welcome to the rise of the “relatable organisation.”

People's values have changed and 
so has their relationship with work. 
What they want in a responsible 
employer looks different to what 
it looked like pre-pandemic. 
There is increased pressure for 
organisations to contribute to 
society in a way that reflects 
the values of all stakeholders. 
The challenge for companies as 
they adjust to more sustainable 
operating models is to abandon 
their old ways of working which are 
no longer fit for purpose.

David Bryant 
President, Pacific Region and CEO, 
Australia
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of HR leaders are now working closer with 
executives to strategise on human capital risk. 91%

Lack of workforce capability and skills 
needed to drive their transformation.38%

of C-suite said that their executive team has 
asked more of HR in the past 18 months, 
and will continue to do so in 2022.

86%

Plan to add or already have a role 
dedicated to Employee Experience.77%

The pandemic has transformed the HR function

Workforce challenges weigh heavy on executives’ minds this year

Voices that make up this year’s study – Australia

63
C-suite executives 

117
HR leaders

514
employees 

The top five  
HR priorities
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Delivering on total well-being strategies. 

Enhancing the employee experience for key 
retention populations. 

Improving total reward packages.

Investing in workforce upskilling and reskilling.

Improving workforce planning to better inform  
buy, build, and borrow talent strategies.

Top five workforce  
initiatives for executives
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Investing in workforce upskilling/reskilling.

Designing talent processes around skills  
(hiring, learning, succession). 

Evolving our flexible working culture.

Redesigning work to improve agility.

Delivering on total well-being strategies  
(mental, social, physical and financial).

Worry about lower 
engagement among 
certain populations.

49%
Worry about hiring 
the right talent at 
the right price at the 
right pace.

59% Are facing a labour 
shortage crises.62%
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Figuring out how to earn, work, 
learn and yes, laugh together
Winning organisations are challenging legacy notions of 
value-creation and redefining how they interact with their 
workforce and contribute to society. These organisations are 
working to become more agile and relatable and are taking 
action on the five trends identified in this year's report.

Relatable organisations are constantly resetting for relevance, 
figuring out new ways to work in partnership, working hard 
to deliver on total wellbeing, building for employability and 
harnessing collective energy in evermore intelligent ways — 
for the betterment of individuals, organisations and society.

We’re at a critical moment for 
organisations and workforces - 
and our assumptions as employers 
must change. It’s time to 
evaluate the impact of the trends 
accelerated by the pandemic and 
discover a new way of working 
that is more sustainable for 
employees and organisations.
Cynthia Cottrell 
Pacific Leader for Workforce Consulting  
and Digital
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Ben Haste 
Workforce Strategy and Design Leader, 
Mercer Pacific

The global pandemic has driven 
dramatic changes in the way people 
work. Our clients have seen a rise in 
employee expectations and demand 
around purpose-led initiatives and 
approaches to work. Values-driven 
topics are top of the agenda: DEI, 
sustainability, and social impact. 
Most recently we’ve been working 
with a global client on designing their 
operating model to achieve their 
sustainability vision and targets.

Reset for relevance
Build resilience by leading with values and an adaptive design

The events of the past two years have left an indelible mark 
on the attitudes of investors, employees and consumers. 
The new world of work is more nuanced and personalised. 
It demands a reset of priorities, the development of new 
skills around listening, learning, and adapting to identify and 
address unmet needs. Companies that fail to adapt and act 
will lose the ability to raise capital, attract and retain talent, 
and stay relevant.

Relatable organisations are coming off mute to boldly state 
what they stand for. They are setting good work standards that 
reflect the values of all their stakeholders. They listen carefully 
to find out what drives consumer and employee behavior, and 
they build cultures and practices that are adaptive by design.

94% of employees expect their employer to pursue a 
sustainability agenda that balances financial results with 
social issues, diversity/equity, and environmental impact. 

90% of HR leaders are making Good Work standards a priority.

Almost half (46%) of executives are re-evaluating what is 
most important to employees and 48% are co-creating work 
models based on where/when/how employees want to work. 

Over 70% of companies use or plan to use AI-driven internal 
talent management platforms in 2022 and deploy it to 
measure the changing demand for skills.

One-fourth of employees say their work has not been 
redesigned to take advantage of AI and automation.

Five trends for 2022: What relatable 
organisations are getting right
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Work in partnership
Create equitable, transparent and rewarding partnerships

People no longer want to work for you; they want to work with 
you. This represents a shift in the social contract of work, one 
that will only succeed if everyone feels they are getting a fair 
deal. Take gig and freelance working: as flexibility becomes 
a hallmark of permanent roles, these less secure forms of 
employment that often offer fewer benefits will fall out of 
favor. Making gig and freelance work more attractive will 
require a change in the social contract.

Relatable organisations are developing a partnership 
mindset across their ecosystem. They are partnering with 
employees and seeking new ways of working that suit 
the hybrid world. This requires new work models and 
presents an opportunity to build business resilience. It can 
be done by incorporating equity and inclusion into talent 
models, accessing broader and more diverse talent pools, 
and building more robust supplier and partner networks. 
Addressing the impact of remote, hybrid and gig work 
models on pay, career and health equity will be paramount.

Executives are concerned about remote working, but 
employees see things differently:

3 in 5 employees would join a company only if they can work 
remotely or in a hybrid engagement.

74% believe their organisation will be more successful with 
remote working and/or hybrid.

By contrast, almost all executives (92%) would like to see 
their staff in the office and 57% fundamentally believe that 
work gets done in an office, not remotely. 

The concern of 67% of executives is about the impact of remote 
working on the organisational culture, with 65% saying they 
have an apprenticeship culture today where people learn side 
by side, not remote – requiring a redesign of learning. 

Nearly all HR leaders (91%) think there is more work to be 
done to build a trusting culture at their company, particularly as 
many consider shifting to a hybrid working model.

Andrew LaFontaine 
Partner, Strategy & Growth,  
Workforce Solutions, Mercer Pacific

The pandemic has delivered a seismic 
shift in the social contract of work. 
Employees want new ways of working 
that suit the hybrid world of work. 
The challenge for organisations is that 
this often looks different for each 
individual. How organisations partner 
with their employees on this issue 
will be critical to their attraction and 
retention strategies and delivering 
long term sustainable growth.
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Deliver on total well-being
Nurture a healthy workforce with benefits that matter

The pandemic exposed and exacerbated the health and wealth 
gaps between different groups, underscoring that current 
accessibility and affordability of care is not enough. The ROI 
of benefits is no longer measured as a return on investment 
(decreasing costs or minimising liability exposure). Instead, it 
is shifting to a more human-centred “return on the individual.” 
This puts the onus on an employer to address employees’ unmet 
needs — to ensure they are emotionally, physically, socially and 
financially healthy.

Relatable organisations recognise the role total well-being 
plays in employees’ productivity and ability to thrive. Such 
firms actively support the well-being outcomes of their entire 
workforce by encouraging healthy, rewarding and sustainable 
work behaviours and by offering personalised support during 
moments that matter.

A staggering 78% of employees feel at risk of burnout this year. 
They say the top reason for burnout is not feeling sufficiently 
rewarded for their efforts.

48% of employees saying they feel insecure about their 
financial future.

Good mental health has always been part of overall well-being, 
but businesses are doing more to help employees achieve it. 
Over one-third (38%) of companies are introducing a strategy 
to address mental or emotional well-being this year.

35% of HR leaders plan to individualise compensation and 
benefits for different groups.

Delivering on total wellbeing strategies is the #1 priority of the HR 
leaders agenda for 2022 and #5 workforce initiative for executives.

May Lee 
Experience and Engagement,  
Mercer Pacific

The unprecedented levels of 
employees at risk of burnout, has 
forced organisations to shift away 
from a one-size-fits all program 
approach. Instead, the holistic 
well-being packages that can 
be individualised and promote 
empowerment will more likely hit 
the mark on delivering healthy and 
thriving outcomes.
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Build for employability
Meet future workforce needs with a skills-based 
organisation

The race to reskill has laid the groundwork for a new learning 
culture, but it has so far failed to close the supply and demand 
gap for both skills and workers. This persistent problem 
highlights the role organisations must play, not just in ensuring 
their own sustainability but also in safeguarding the future 
employability of their people.

The pandemic underscored the importance of a skills-based and 
inclusive talent model. It highlighted how agile work design is 
critical in building the workforce of the future. Companies are 
looking to AI-based talent intelligence or talent marketplace 
platforms to curate learning and facilitate the seamless matching 
of skills to work. More than ever, relatable organisations are 
instilling a mindset of lifelong learning, democratising work 
opportunities, and helping workers of all backgrounds and 
generations pave a pathway to prosperity.

Executives say reskilling/upskilling is the #1 workforce 
initiative that would deliver measurable ROI in 2022 and it sits 
at #4 on HR’s priority list.

Nearly all (87%) employees reported recently learning a new 
skill, yet a staggering 98% of companies report significant skill 
gaps in their organisation. 

Lack of workforce capability and skills is one of the biggest 
challenges to driving transformation in 2022.

Only 26% HR leaders believe gig workers can close the skill gap.

But 2 in 3 executives believe gig workers will substantially 
replace full-time employees in their company in 1-3 years.

Anne Le Blanc 
Principal, Mercer Pacific 

Skill development needs to be 
intimately tied to strategy and we 
need to accelerate our people’s 
development and growth. Invest 
in their professional skills without 
fear that they may go - invest in 
your people to stay. Without skills 
development, we are asking our 
employees to solve tomorrow's 
challenges with today’s skills, 
which does not serve strategy, 
stakeholders, customers and 
colleagues. That is too much to risk!
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Harness collective energy
Unlock potential with human-centred work environments

The “future of work” has been a hot topic for many years, but 
until recently, it was seen by many as a long-term play.  
The pandemic has accelerated this change and has 
exponentially increased the urgency to adopt new business 
models, new ways of working and new technologies. Ideas 
that were once met with resistance, skepticism or reluctance 
are now recognised as solutions to some of the biggest 
challenges of our time. And although people are exhausted, 
they are also more optimistic and believe these changes will 
ultimately result in a more balanced future of work.

Companies are driving a reset of how employees relate to 
their organisation, seeking to help them rediscover what 
gives them joy while working and having opportunities to 
learn and laugh together. Key to unlocking this positive 
collective energy is evaluating how best to manage the 
necessary transformation to a better work-life balance. Today, 
companies have a unique opportunity to unlock energy by 
ensuring that the transformation agenda is coupled with a 
deep focus on how humans work best. Redesigning HR for a 
more relatable and sustainable future will be as important as 
managing the energy of the workforce.

Nearly all companies (97%) are planning enterprise-wide 
transformation this year, but one in three executives cited 
executive/leadership exhaustion or burn out as a critical 
barrier to achieving their goals.

36% of employees feel mildly energised or de-energised.

But at the same time, employees are more optimistic about what 
the future holds: when asked to describe the future of work, the 
top response (52%) is that they expect it to be more balanced, 
with more time for family, hobbies, health and learning. 

As we transform, it will be critical to rethink the employee 
experience with an eye towards energy: 56% of executives 
believe that as they have automated HR processes, they have 
lost valuable contact between HR and the business. 

Energised employees are 2x more likely to be satisfied at 
work and do not plan to leave, and are significantly more 
likely to say they are able to integrate their life with work.

Relatable organisations deliberately focus on knowing the 
‘whole person’ at work and at home, and managing the 
energy of each contributor based on what brings them joy.

Ephraim Patrick 
Partner, Workforce Transformation, 
Mercer Pacific

Fuelled by the notion of ‘finite energy’, 
many of our clients are acutely aware 
of the energy diminishers and energy 
amplifiers in their organisation and 
they are starting to address these at 
the governance, team and individual 
level.
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The future is bright, and relatable 
organisations are leading the way. 
Read more about how to help 
your people earn, learn and laugh 
together by downloading the full 
Study report. To find out how this 
year’s trends are having an impact 
in your industry, reach out to a 
Mercer consultant.

www.mercer.com.au

About Mercer
 
At Mercer, we believe in building brighter futures.

Together, we’re redefining the world of work, reshaping retirement and investment outcomes, and unlocking real health 
and well-being. We do this by meeting the needs of today and tomorrow. By understanding the data and applying it with 
a human touch. And by turning ideas into action to spark positive change.

For more than 70 years, we’ve been providing trusted advice and solutions to build healthier and more sustainable 
futures for our clients, colleagues and communities. Welcome to a world where economics and empathy make a 
difference in people’s lives.

Welcome to brighter.

https://www.mercer.com/our-thinking/career/global-talent-hr-trends.html
https://www.mercer.com/our-thinking/career/global-talent-hr-trends.html
http://www.mercer.com.au
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