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Global stressors set to transform the world of work

Adoption of 
Disruptive Technologies

Expertise Gap 
for Future Work

Global Competition 
for Talent

Regulatory & Compliance 
Complexities

Multi-Generational 
Workforce Demands



Adoption of disruptive 
technologies

Advances in automation, connectedness, AI 

and data analytics have driven massive 

technological advances that organizations 

struggle to fully embrace

* Gartner, 2018

Approx. 1.5 million workers in Britain are at high 

risk of losing their jobs to automation, according to the 

Office for National Statistics

Pressure

Disruptive technologies, such as Big Data, AI and ML, have begun to 
embed within the technological foundation of organizations. Traditional 
business models and processes are being up-ended to drive greater 
business agility, seamless real-time interconnectivity within the 
organization, and far fewer manual processes.

Impact

• Growing technology debt as aging systems tax workforce productivity

• Accelerating business process optimization/automation

• Unclear view of information across the entire organization 

• Slowing business innovation



Expertise gap for 
future work

Changes in automation and technology have 

sparked a shift toward intellectual capital, 

requiring organizations to rethink the way they 

acquire and deploy knowledge 

* Deloitte, 2017

Pressure

As automation replaces routine and manual tasks, most organizations 
struggle to adapt and upskill their workforce. The shift towards 
knowledge-based roles requires a new way of attracting, developing 
and applying employees to more complex and intensive initiatives 
that will drive the business forward. 

Impact

• Growing need to re-train or up-skill workforce

• Increasing training budgets with limited visible benefit

• Increasing cost of retention for high performing staff

• Rising number of departures in high performing staff

• Eroding employee satisfaction 

375 million people globally will need to retrain 

for new jobs by 2030



A multi-generational workforce has compelled 

organizations to rethink the way they attract, 

develop, and retain talent in order to create an 

engaged and high performing workforce

Multi-generational 
workforce demands

* Bureau of Labor Statistics, 2015

Pressure

There are currently 5 generations in the workforce today, all of which 
have different needs and motivations. Organizations have struggled to 
adequately meet the divergent needs of these distinct groups of 
employees. Added to this is the additional need to build an inclusive and 
gender diverse environment where employees can engage and thrive. 

Impact

• Eroding employee engagement and sense of corporate culture

• Lagging knowledge transfer for essential (‘tribal’) knowledge

• Training gap to prepare for future work

• Growing interest in non-standard work opportunities
e.g. Millennials + gig work or Boomers + mentoring roles



A mismatch between the skills available, 

and those needed in today’s technology-

driven world, has heightened the global 

competition for talent

Global competition 
for talent

* SHRM, 2019

Pressure

Organizations are facing a labor market with record low unemployment, 
which is compounded by a shortage in critical skills for the future of 
work. As a result, organizations have been limited in their access to high 
performing talent. Traditional recruiting techniques are not yielding 
strong outcomes for organizations or for new/prospective employees.

Impact

• Inability to fill key roles in a timely manner

• Lagging time-to-hire and low number of qualified applicants per role

• Increasing effort in outreach, recruiting and job fairs

• Lack of organizational brand awareness for candidates

83% of HR professionals have had difficulty 

recruiting suitable candidates in past 12 months *



Continual changes to labor and employment 

regulations across the globe have affected 

organizations – increasing both costs and 

risk of non-compliance.

Regulatory & compliance 
complexities

* TLNT, 2019

Pressure

Governments (Federal, State and Municipal) are frequently introducing 
new (or modifying existing) legislation in an effort to modernize the 
North American labor economy. The changes pose a challenge to 
organizations as they must track, manage and report against these 
ever-changing requirements. 

Impact

• Unclear visibility into ongoing (and impending) legal changes

• Lagging response to announced legislative changes

• Deficient reporting relative to government expectations

• Increasing likelihood of regulatory penalties/fines

• Increasing likelihood of legal events (lawsuit, grievance, etc.)

Brexit is poised to create upheaval for UK employment 

law



In a disruptive world, transformation is paramount to survival

“If the rate of change on the outside exceeds the rate of change on 
the inside, the end is near.” – Jack Welch, Chairman and CEO, 

General Electric (1981-2001)



The rate of 
consumer tech 
innovation and 
adoption has far 
outpaced that of 
the workplace



Consumerizing the 
Employee Experience (EX)



Represents the entire employee 
journey, from pre-hire to post-exit

EX = The Employee Journey



The Business Value of EX

Companies that 
invested most 
heavily in EX 

were included:

often on
Glassdoor’s
Best Places
to Work list

as often on
Fast Company’s
Most Innovative

Companies

as often on
Forbes’ World’s
Most Innovative

Companies

11.5x 28x 2.1x



The Cost of Ignoring EX

• 84% of workers state employee engagement 
and productivity are linked

• Meanwhile, 68% say their organisations do 
not measure this correlation

• Only a fifth (22%) of UK employees are 
satisfied with their organisation’s use of 
technology

• 70% say their organisation promotes career 
growth opportunities as part of its EX, but 
only 36% believe their organization’s efforts 
are effective.



Designing Next Gen EX



INSTANTINTEGRATEDINTUITIVE MOBILEPERCEPTIVEPERSONALIZED



Building a People-Centric 
Organization



The individual/employer 
relationship has changed



Expectations

Fair Pay

Job 
Security

Financial
Growth

Health
Benefits



Expectations

Equitable 
Pay

Job 
Security

Financial
Growth

Well-
being

Flexibility

Sense of 
Purpose

Meaningful 
Work

Education 
& Learning

Work/Life 
Integration

Collaborative 
Relationships

Cultural 
Fit

Recognition

Growth 
Opportunities

People 
Centric Tech



People make companies work



We believe that engaged 
employees are the key 
to a great customer 
experience and that 
leads to growth and 
profitability



TechnologyPeople ProgramsCulture



Select for
fit & strengths

Talent and fit are 

imperative – everything 

else can be learned

Engage early
and often

Create engaging 

experiences, beginning 

before they even arrive

Educate
and grow

Provide continuous 

experience, education 

& exposure at all levels

Recognize for 
contribution

Reward and recognize 

people for stellar 

performances

How we make Ceridian a great place to work



Measuring success



Measure what matters

Employee 
sentiment & 
leadership 

effectiveness

Inclusion, 
diversity and 

belonging

eNPS
(Employee

Net Promoter
Score)

Glassdoor
employee
reviews



Global EDGE Certification in 
Gender Equality

Ceridian named on of the Best 
Workplaces for Women

Glassdoor 2018 Employees’ Choice 
Awards – David Ossip Top CEO

Great Place to Work Certified for Four 
Consecutive Years



Increases in 
employee 
engagement have 
generated consistent 
improvements in 
quality and 
satisfaction.

2015 2016 2017 2018

Employee Engagement

2015 2016 2017 2018

Customer Satisfaction



Performance of 
cloud has continued 
as engagement has 
increased

Cloud revenue vs Glassdoor rating

Glassdoor ratingCloud revenue



What questions do you have 
for me?




