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A G E N D A

• Introductions: Today’s Landscape

• The Future of Work – Key Drivers of Change

• Winning the War for Talent
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INT RODUCTIONS:
TODAY’S LANDSCAPE
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D O  Y O U  R E M E M B E R  T H E S E ?
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T H E  F U T U R E  I S  N O W !
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O B S O L E T E  I N  T W O  Y E A R S ?
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E M P L O Y E E S  H A V E  A C C E S S  T O  D AT A  P R E V I O U S L Y
H E L D  T I G H T  B Y  C O M P A N I E S

RECOGNITION

NETWORKING

PAY

CULTURE
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C U R R E N T  W O R K F O R C E  - H AP P Y  B U T  L E AV I N G
S AT I S FA C T I O N  N O T  A LW AY S  T H E  P R E D I C T O R
O F  C O M M I T M E N T

In the US, two out of five workers are seriously
considering leaving their organization at the present

time.

§ Employers face loss of valued talent, even among those who are most
satisfied.

§ Disaffected workers create further drain on productivity and morale.
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C U R R E N T  W O R K F O R C E  - H AP P Y  B U T  L E AV I N G
“ I T ’ S  N O T  Y O U ,  I T ’ S  M E ”

The 37% who are
seriously considering

leaving their organization
today include:

37%

45% of those who are very satisfied with their organization.

42% of those who are very satisfied with their job.

45% of those who rate their benefits package as very good.

46% who strongly agree that they have sufficient opportunity
for growth and development in their organization.

48% who strongly agree that their organization as a whole is
well-managed.

48% who strongly agree that they are paid fairly given their
performance and contributions to their organization.
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F U T U R E  W O R K F O R C E
U N P R E C E D E N T E D  C H A L L E N G E S  F O R  G L O B A L  T A L E N T

GLOBAL WORKFORCE 2030

THE GROWTH RATE OF THE GLOBAL
LABOR FORCE WILL FALL BY NEARLY A THIRD

A SHORTAGE OF 16 TO 18 MILLION
HIGH-SKILLED WORKERS IN ADVANCED
ECONOMIES (13% OF DEMAND)

A SHORTAGE OF 45 MILLION MEDIUM
SKILLED WORKERS IN DEVELOPING
ECONOMIES (15% OF DEMAND)

CHINA AND INDIA WILL SUPPLY NEARLY 60%
OF THE NEW NET WORKERS ADDED TO THE
GLOBAL LABOR POOL AND THE LARGEST
SUPPLIERS OF COLLEGE EDUCATED WORKERS
(80% of ENGINEERS)
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F U T U R E  W O R K F O R C E
C A N D I D A T E S  W I T H  U N K N O W N  C R E D E N T I A L S
M A S S I V E  O P E N  O N L I N E  C O U R S E S  ( M O O C S )

Worldwide e-learning market is expected to reach revenues of $51.5 billion by 2016.

MOOCs: 70% of employers do not trust the credibility of the completion.

• MOOCs introduced identity verification services recording students’ unique typing pattern.

• Need to assess or prove the skills acquired through MOOCs will be creditable.
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K E Y  D R I V ER S  O F  C H AN G E
S H AP I N G  T H E  F U T U RE  O F
WORK
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T H E  F U T U R E  O F  W O R K

I N D I V I D U A L
A C C O U N TA B I L I T Y

A N D  T H E  C O S T
S H I F T

T H E  O N  D E M A N D
E C O N O M Y  A N D

R I S E  O F  T H E  F L E X
W O R K E R

L I V I N G  W E L L
W H I L E

L I V I N G  L O N G E R

L E V E R A G I N G
G E N D E R

D I V E R S I T Y  T O
H E L P  B U S I N E S S E S

T H R I V E

F I N D I N G  TA L E N T
U S I N G

D ATA - B A S E D
S O U R C I N G

D ATA  D R I V I N G
B E T T E R  D E C I S I O N

M A K I N G
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DATA DRIVING BETTER
DECISION MAKING
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Sm
ok

in
g

Advocacy

T H E  H E A L T H  C A R E  M A R K E T  T I P P I N G  P O I N T
E X P L O S I O N  O F  T E C H N O L O G Y  A N D  D A T A

Employer-Sponsored/Exchange

Communications

Incentives/Challenges

Navigation

M E M B E R

Assessments/Testing

Broad
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Excellence
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Sm
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T H E  H E A L T H  C A R E  M A R K E T  T I P P I N G  P O I N T
E X P L O S I O N  O F  T E C H N O L O G Y  A N D  D A T A

Employer-Sponsored/Exchange

Communications

Incentives/Challenges
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M E M B E R
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17

Collect Process Analyze Deliver

Unstructured
Data

Structured
Data

Distributed
Data

Warehouse

Advanced Data
Processing &

Security
In

te
gr

at
io

n
In

te
gr

at
io

n
Data

Exploration
(sandbox)

Reports

Analytics

Visualization

BI

Delivery

Omni-
channel

Skilled
Resources

Access

Real
Time

Push
Pull

Cortana
Siri

Big Data is . . . a complicated system
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U N D E R S T A N D I N G  E M P L O Y E E  P O T E N T I A L
C O N T E X T U A L  D A T A  A N D
N A T U R A L  L A N G U A G E  P R O C E S S I N G

Analyze and understand skills, personality
and potential
• Algorithms determine relevancy through

industry-wide mapping across multiple data
points

• Structure data (assessment scores) and
unstructured data (performance reviews,
resumes, cover letters, LinkedIn profiles, job
description)

• Focus on context and deep analysis rather
than keyword searches

• Feedback loop allows for continuous learning

• Works across multiple languages
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B I G  D AT A /  A N A L Y T I C S :
P R E D I C T I N G  T U R N O V E R
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B I G  D A T A /  A N A L Y T I C S :  C R A W L I N G  T H E  W E B
T O  G A I N  G R A N U L A R  I N S I G H T S

20

• Understand where your employees are
coming from and going to

• Create custom peer groups with detail by
position

• Gather compensation and benefit detail in
a highly customized manner

• Develop more targeted messaging for
specific employee segments

• Predict future employee and candidate
behavior
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And

21

BETTER DECISION MAKING BY EMPLOYEES
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D E C I S I O N  M A K I N G :  M O V I N G  F R O M  “ I  T H I N K ”  T O
“ I  K N O W ”

LESS
POWERFUL

MORE
POWERFUL

measurement continuum

Anecdotes

Reactive
Checks

Ongoing
Reports

Benchmarks

Correlations

Simulations
and

Forecasting

Predictive /
Causal

Modeling
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FINDING TALENT USING
PREDICTIVE HIR ING
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R E A C H I N G  C A N D I D A T E S
I N C R E A S I N G  B R A N D  R E C O G N I T I O N
T H R O U G H  I N T E R A C T I V E  M E D I A

To view Domino’s Pizza video, please visit:
https://www.youtube.com/watch?v=QzWEeOoFMfU
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I M P R O V E D  C A N D I D A T E  A N D  J O B  M AT C H I N G
R E M A I N S  A  T O P  P R I O R I T Y  A C R O S S  T H E  G L O B E

SOCIAL:
Expanding the talent pool;
accessibility to candidates

MOBILE:
Increased focus on

candidate experience

MACHINE LEARNING
ALGORITHMS:

Better matching between
candidates and jobs

BIG DATA:
Predictive hiring; data-driven

recruiting processes

DIGITAL
MARKETING:

introduction of consumer
marketing principles;

candidate segmentation
and messaging

EMPLOYER
BRANDING:

Predominantly through
social media

DIVERSITY
RECRUITING:

Priority for larger
organizations

GAMIFICATION:
Candidate centric, instant

gratification
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M AN  V S .  M AC H I N E
D ATA  S U P P L E M E N T S  H U M AN  I N T ERV E N T I O N
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N E E D  H E L P  F I N D I N G  T A L E N T ?
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Q U A L I T Y  O F  C A N D I D A T E S
I N N O V A T I O N  S O L U T I O N S  I N  B I G  D A T A / P R E D I C T I V E
H I R I N G  L A N D S C A P E

PREDICTIVE
MODELING

NEURO-
SCIENCE
GAMES

CONTEXTUAL
INTEL & NLP

OPEN WEB
SOURCING

BEHAVORIAL
PROFILING

WEARABLE
TECHNOLOGY

BACK TO PAINPOINTS
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M E R C E R  M A T C H
C A N D I D A T E  C E N T R I C ,  M O B I L E - F I R S T  J O B  M A T C H I N G  A P P

W H A T  I S  Y O U R
C A R E E R  D N A ?

You

Accountant

Sales HR

Retail

P L A Y  G A M E S

M A T C H  T O  C A R E E R  A N D  J O B S
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S E R I E S  O F  S H O R T ,  F U N  G A M E S  T H A T  T A K E  A B O U T
2 0  M I N U T E S  T O  C O M P L E T E

Balloons – choose to pump the balloon and risk the
balloon or stop and collect money Eyes– select the emotion expressed by eyes

Trait - Risk Learning from High Risk Situations Trait - Emotion Identification from Eyes
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L E A R N  A B O U T  Y O U R  C A R E E R  D N A

Traits
After playing 12 required games, users

receive their trait reports

Traits
Users can view other traits

Careers
Users are matched to potential careers
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G E T  M AT C H E D  T O  J O B S  A T  M E R C E R  C L I E N T S

Companies
Users can be matched to certain

companies and job openings

Companies
A user can select a particular company

they are interested in

Profile Page
A profile page is available to read more

about the company
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E M P L O Y E R S  E X P A N D  T H E I R  T A L E N T  P O O L  W I T H
B O T H  T O P  F I T S  A N D  U N C O N V E N T I O N A L  T A L E N T

Ready to Deploy

Quick to Autonomy
w/ Training &
Development

Not Viable
Candidate

C O M PAN I E S

1. Post open jobs.

2. Select benchmark
profiles: choose a pre-
built profile or create a
custom profile based on
your own top
performers.

3. Review ranked list of
matched candidates.

4. Connect virtually with
candidates.

Machine learning algorithm
produces qualified candidates

S O U R C I N G
–

Social media
–

Diversity
(trade schools, veterans,

outplaced individuals)
–

Ads/SEO/
Disruptive Crawler

–
Partners

(universities,
outplacement firms)

- AND/OR -
Existing Employees

M AT C H I N G

N E U R O S C I E N C E
+  B I G  D A T A

Mercer sources a pool of
candidates from a wide
range of sources and/or
Companies run existing

employees

Candidates play
neuroscience games and

complete profiles
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INDIVIDUAL
ACCOUNTABIL ITY



© MERCER 2015 35

T H E  R E S P O N S I B I L I T Y  S H I F T

To view video about the shift of accountability to employees, please visit:
https://vimeo.com/133383017#at=4



MERCER

But the biggest problem remains inertia

(1) National Center for Health Studies, 2012;  (2) National Institute of Retirement Security, 2013;
(3) Gallup's 2013 State of the American Workplace Report; (4) Red Scout research for Mercer, June 2013

A R E  P E O P L E  E Q U I P P E D  T O  M A K E  D E C I S I O N S ?
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T H E  O N  D E M AN D
E C O N OM Y  AN D  R I S E  OF
T H E  F L E X  W O R KER
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B Y  2 0 2 0  …

of America’s workforce

50%
will be freelancers

6 devicesEmployees
will use

to connect to servers at work

E-commerce will be

$10
trillion

60%
of millennials
will reside in Asia Each day 10,000 people

will turn 65 in the US

US health care
spending will equal

$4.6 trillion716
million people

will be age

65+
worldwide
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T H E  N U M B E R  O F  C O N T I N G E N T  W O R K E R S  W I L L
E X C E E D  5 0 %  O F  T H E  W O R K F O R C E  B Y  2 0 2 0

“Freelance workers
available at a

moment’s notice will
reshape the nature of
companies and the

structure of careers…”

The Economist Jan 3, 2015
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E X T E R N A L  F A C T O R S  I N F L U E N C I N G  T H E  W O R K F O R C E
A G I N G  P O P U L A T I O N :  S E N I O R S  A R E  W O R K I N G
L O N G E R  I N  T H E  U S A

Source: US Social Security Administration

AGES 65-69 1980 2010
MEN 20% 26%
WOMEN 13% 23%

AGES 70-74 1980 2010
MEN 12% 16%
WOMEN 6% 12%

L A B O R  F O R C E  PA R T I C I PAT I O N  R AT E



© MERCER 2015 41

E M P L OYE R S  T HAT  AL LO W  P R OF E S S I ON AL S  TO  T E LE C OM M U TE

E X T E R N A L  F A C T O R S  I N F L U E N C I N G  T O T A L  R E W A R D S
T E C H N O L O G Y :  W O R K  E N V I R O N M E N T S  A R E  T A K I N G
O N  A  N E W  F L E X I B I L I T Y  I N  T H E  U S A

Source: Mercer’s 1999 and 2014 Total Rewards Studies.

30%
1999

70%
2014



© MERCER 2015 42

O N - D E M A N D  E C O N O M Y  I N  T H E  N E W S
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H O W  W I L L  O R G A N I Z A T I O N S  R E S P O N D ?
T A L E  O F  T W O  W O R K F O R C E S :  C O R E  V S .
C O N T I N G E N T

COMPANY

CONTINGENT
WORKERS

FREE AGENTS,
CONTRACTORS

CORE
WORKERS
NURTURED,
INDIVIDUAL
ACCOUNTABILITY
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H O W  W I L L  O R G A N I Z A T I O N S  R E S P O N D ?
T H O U G H T F U L  R E S P O N S E S :  P E R S O N A L I Z E D  E V P
F O R  C O R E  W O R K E R S

2020

Standardize Individualize

2015YE STERDAY

Core employees viewed as
crucial for success

Confusion about employment
relationshipHire to retire

Individual accountability
for benefits, careers and
workplace

Transactional employment
relationshipPaternalistic

Personalized rewards
reflecting global cultures
and  multi-generations

Limited rewards flexibilityOne size fits all
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Employees are entitled to certain protections that contract workers do not receive. This includes
but is not limited to:
• Minimum Wage
• Overtime
• Family and Medical Leave
• Unemployment Insurance
• Workers’ Compensation
• Health Benefits.  However, under ACA, this only applies to employees that work for an

Applicable Large Employer (ALE) for more than 30 hours a week.

Independent contractors (or “flex workers”) are in high demand in certain sectors because they
deliver greater flexibility, lower costs to an employer and make it easier to match supply and
demand.

Whether you employ your workforce as employees or independent contractors, it comes down to
“economic dependence.” There are a number of tests that firms need to meet to determine which
classification make sense.  For example:

1. Is an employee’s work integral to the business?
2. Does the worker’s managerial skill affect the worker’s opportunity for profit or loss?
3. How does the worker’s relative investment compare to the employer’s investment?
4. Does the work performed require special skill and initiative?
5. Is the relationship between the worker and the employer permanent or indefinite?.
6. What is the nature and degree of the employer’s control?

E M P L O Y M E N T  C L A S S F I C A T I O N
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E X A M P L E S  O F  C O M P A N I E S  L E V E R A G I N G  F L E X
W O R K E R S

1 . De lo i t te ’s  Mass  Career  Customiza t ion  (MCC)
A tool that enables the organization to dial up (increase responsibilities) and dial down employees (e.g.
reduce their hours or travel).  MCC applies to everyone in the organization and is fully integrated into
existing talent management processes. It eliminates the linear, binary characteristics of the corporate
ladder and replaces them with an adaptive framework that encourages adaptability and longer-view
thinking as core competencies.

2 . Akbank ’s In terna l  Tra iner  Program
Akbank uses the wealth of knowledge and experience of its retirees and hires them to provide training to
young employees.  Almost all of the core banking training at Akbank is conducted by retirees.  The
program is also not limited to retirees; it offers young talent in the company an opportunity to provide
technology education to older executives and retirees

3 . Da ik in  Indust r ies
Daikin offers a variety of flexible work options for employees with caregiving responsibilities, including
extended family caregiving leave.  Further, it rehires all employees who wish to continue working past the
statutory retirement age on a full-time, part-time or per diem basis
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W H A T  I S  M E R C E R  P O C K E T P R O ?

Connecting small businesses … … HR expertise when you need itwith

Perfect for:

• Companies in fast
growth mode who
need to attract
and retain talent
with competitive
benefits

• Time-strapped
HR departments.

• Employers with
diverse HR
needs.

Consulting at
your fingertips:

• Seasoned Pros
you can trust

• On-demand
• Trained by

Mercer
• Expertise covers

compensation,
health and
wellness, HR
technology,
business growth

See how it works:HR
Professionals

Pros

AN ONLINE HR CONSULTING HUB THAT GIVES YOU SAME-DAY ACCESS TO
TRUSTED PROFESSIONALS. WITH YEARS OF EXPERIENCE DESIGNING AND

FINE-TUNING HR PROGRAMS THAT MAKE A DIFFERENCE
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LIV ING WELL WHILE
LIV ING LONGER
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A R E  W E  P R E P A R E D  T O  L I V E  2 X  L O N G E R ?
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T H E  A R T  A N D  S C I E N C E  O F  E N G A G E M E N T
A C R O S S  F O U R  G E N E R AT I O N S

Using data driven analytics to create a segmented approach to
communications, benefits, and employee engagement.
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LE VERAGING G ENDER
D I V E RS IT Y  T O  H E LP
BU SINESSES TH RIVE



© MERCER 2015 53

W H E N  W O M E N  T H R I V E ,  B U S I N E S S E S  T H R I V E
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M E R C E R :  T H E  S C I E N C E  O F  I N C L U S I O N

To view videos and learn more please visit:
http://www.mercer.com/our-thinking/when-women-thrive-2016-report.html

To view the video “Mercer: The Science of Inclusion” please visit:
https://www.youtube.com/watch?v=X_pkMO7Og6A



© MERCER 2015 55

A N  E F F E C T I V E  G E N D E R  S T R A T E G Y  I S  M O R E
T H A N  D I V E R S I T Y  A N D  I N C L U S I O N  P O L I C I E S

Passion, perseverance and making it
personal: Leadership engagement and
company culture.

Proof: Basing your gender diversity
strategy/ priorities on robust workforce
analytics, in order to pinpoint which
policies/programs are accelerating or
slowing the progression of women in
your organization.

Programs: Recognizing and responding
to women’s unique health, financial and
career needs and across their lifecycle
with innovative, targeted programs.

HEALTH
AND
WELLNESS

FINANCIAL
WELLBEING

TALENT
MANAGEMENT

PROCESS PROOF PROGRAMS

PASSION PERSEVERANCE

PERSONAL

Women as patients,
caregivers, and
healthcare
decision-makers

Policy/practice,
management to
support women’s
career opportunity

Managing
finances and
preparing for
retirement
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T A L E N T  F L O W S  B Y  G E N D E R  I N  I N S U R A N C E

Source: Mercer, “When Women Thrive, Businesses Thrive”, 2015

F 2% ▲ M 4%

F 5% ▲ M 7%

F 5% ▲ M 5%

F 6% ▲ M 9%

Overall: F 60%  M 40%

Executive

Senior
Manager

Manager

Professional

Support Staff

Career Level Total Hires Total ExitsRepresentation by Career Level

F 6%
M 7%

F 5%
M 7%

F 5%
M 7%

F 10%
M 11%

F 17%
M 35%

F 14%
M 7%

F 15%
M 9%

F 15%
M 10%

F 10%
M 11%

F 16%
M 24%

51% 49%

74% 26%

56% 44%

40% 60%

28% 72%
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M A P P I N G  Y O U R  O R G A N I Z A T I O N

Female Male

Disguised case example.



© MERCER 2015 58

So what’s in store?W H A T  N E X T ?

NEXT PHASE OF
WEARABLES

FAST LANINGFAST LANINGFAST LANING
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WINNING THE TALENT
WAR
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A  H O L I S T I C  A P P R O A C H  T O  A D D R E S S I N G
W O R K F O R C E  C H A L L E N G E S  I S  R E Q U I R E D
M E R C E R ’ S  T A L E N T  M A N A G E M E N T  C O N T I N U U M

TALENT ACQUISITION
(“buy” strategy)

TALENT DEVELOPMENT
(“build” strategy)

ATTRACTION,
RETENTION AND
ENGAGEMENT

CONTINGENT AND
MOBILE WORKFORCE

(“borrow” strategy)

TALENT DEPLOYMENT
(“transform” strategy)

WORKFORCE PLANNING
(supply and demand)

CAPABILITYCAPACITY

CONTRIBUTION COST
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E M P L O Y E R S  T O  I N V E S T  M O R E  I N  T H E I R  P E O P L E

What level of talent investment
do you expect to make in the future

in order to meet the current business challenges?

Less than
current

investment

5%

Remain
the same

33%

More than
current

investment

62%

Source: Mercer Global Research 2015
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H O W  W I L L  O R G A N I Z A T I O N S  R E S P O N D ?
P R O G R E S S I V E  E M P L O Y E E  R E L A T I O N S

2020

Authoritative Participatory

2015YESTERDAY

Employees as volunteersEmployees as necessary evilEmployees as fungible

Anything goesBusiness casualFormal dress code

Universal paid time offLimited attendance flexibilityRigid attendance policies

Pay arrangements are open
similar to proxy statement
disclosures

Apps provide an opportunity
for pay comparisonsPay is secret

Work and play over 24/7:
employee determines place
and time

Broad-band allows work to
be conducted outside of the
employer site

Work is performed at the
employer site

Unions support lack of
living wages

Unions on the continued
decline

Union prominent for major
employers
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H O W  W I L L  O R G A N I Z A T I O N S  R E S P O N D ?
C O M P E N S A T I O N  F O R  T H E  N E W  W O R L D  O R D E R

2020

Internally-based Externally-based

2015YESTERDAY

Employees as business
partnersEmployees desire fixed payLimited employee risk

Market pay within global
levels

Market pay becomes
common practice

Base pay linked to internal
equity (job evaluation)

Fixed pay is at P25-50 with
P50+ coming from variable
cash / equity compensation

Most organizations target
pay between P25-P75Pay positioning is at market

Significant variable pay
opportunity is the norm

Most organizations offer
variable pay

Variable pay is limited to
executives and sales
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H O W  W I L L  O R G A N I Z A T I O N S  R E S P O N D ?
D O - I T - Y O U R S E L F  B E N E F I T S

2020

Company risk Employee risk

2015YESTERDAY

Individual accountability
through self management

Organization role continues
to declinePaternalistic

Organizations provide
group purchasing power

Cost shifting and
abandonment of employee
benefits

Organization provided health
care, retirement, etc.

401(k) plans with and
without employer matchDefined contributionDefined benefit pension

plans

Self health managementHit or miss health
engagement

Employees are passive
health recipients
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H O W  W I L L  O R G A N I Z A T I O N S  R E S P O N D ?
A C T I V E  T A L E N T  M A N A G E M E N T

2020

Passive talent management Aggressive talent management

2015YESTERDAY

Constant struggle to retain
skills and millennialsLabor markets tighteningUnlimited supply of talent

Continuous training and
development to support
EVP

Buy experienced talentNew hire training

Well defined lattice career
growth

Career progression being
definedHierarchical career path

Frequent performance
assessments with annual
ratings

Healthy experimentationAnnual performance
management process

Leadership is multi-culturalGlobal mobility is
encouraged

Leadership reflects home
country
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H O W  W I L L  O R G A N I Z A T I O N S  R E S P O N D ?
D I V E R S I T Y  A N D  P AY  E Q U I T Y  A R E  R E A L I T I E S

2020

Good idea Mandatory practices

2015YESTERDAY

Employers match the multi-
cultures that they serve

Organizations struggle to
meet goals

Diversity goals in most
organizations

Analytics drives good
decision makingExperimentation is rampantEmployers don’t know how to

develop diverse talent

Pay fairness is assured
through analytics

Pay inequality is a leadership
concernPay equity is afterthought
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THE INNOVATION PROCESS
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If I had an hour to solve a problem,
I would spend 55 minutes
thinking about the problem and
5 minutes thinking about solutions

}}
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I am ___________________________________

trying to ________________________________

but ____________________________________

because ________________________________

which makes me feel ______________________

Outcome / Job

Problem / Barrier

Root cause

Emotion

Stakeholder / Circumstance

T H E  P R O B L E M  S T A T E M E N T

Jen, a US Benefits Manager
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I am ___________________________________

trying to ________________________________

but ____________________________________

because ________________________________

which makes me feel ______________________

Outcome / Job

Problem / Barrier

Root cause

Emotion

Stakeholder / Circumstance

T H E  P R O B L E M  S T A T E M E N T

provide benefits to meet the needs of graduates,
pre-retirees, and everyone in between.

Jen, a US Benefits Manager
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I am ___________________________________

trying to ________________________________

but ____________________________________

because ________________________________

which makes me feel ______________________

Outcome / Job

Problem / Barrier

Root cause

Emotion

Stakeholder / Circumstance

T H E  P R O B L E M  S T A T E M E N T

provide benefits to meet the needs of graduates,
pre-retirees, and everyone in between.

Jen, a US Benefits Manager

Competitors are offering crazy benefits,  and it’s hard to compete.
One offered to take over the entire student loan of some $100K.
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I am ___________________________________

trying to ________________________________

but ____________________________________

which makes me feel ______________________

Outcome / Job

Problem / Barrier

Emotion

Stakeholder / Circumstance

T H E  P R O B L E M  S T A T E M E N T

because ________________________________
Root cause

Everyone wants something different these days but our
policies and practices are quite rigid  and we are concerned

about differing benefit structures

provide benefits to meet the needs of graduates,
pre-retirees, and everyone in between.

Jen, a US Benefits Manager

Competitors are offering crazy benefits,  and it’s hard to compete.
One offered to take over the entire student loan of some $100K.
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I am ___________________________________

trying to ________________________________

but ____________________________________

which makes me feel ______________________

Outcome / Job

Problem / Barrier

Emotion

Stakeholder / Circumstance

T H E  P R O B L E M  S T A T E M E N T

because ________________________________
Root cause

Everyone wants something different these days but our
policies and practices are quite rigid  and we are concerned

about differing benefit structures

Helpless, frustrated, and unable to support our
recruiters to get the best talent

provide benefits to meet the needs of graduates,
pre-retirees, and everyone in between.

Jen, a US Benefits Manager

Competitors are offering crazy benefits,  and it’s hard to compete.
One offered to take over the entire student loan of some $100K.
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S U M M A R Y  – T H E  K E Y  Q U E S T I O N S

• What problems are you solving?

• What jobs are you doing now to solve those problems?

• What works/ doesn't work and why?

• Where are there opportunities to do things better?

• What ideas do you have to address these opportunities?

• Prioritize them and progress!

Remember: 90% problem definition and 10% solutions,

whereas the natural instinct is the opposite
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T H E  I N N O V A T I O N  C Y C L E :  T E S T  A N D  S C A L E

Working within a structured innovation process, you can quickly develop and test new ideas

01
IDEA
GENERATION

4 WEEKS

02
CONCEPT
DESIGN

2 WEEKS

03
BUILD
PROTOTYPE

4-8 WEEKS

04
VALIDATION

ITERATIVE

05
BUSINESS
CASE

4 WEEKS

06
DEVELOPMENT

24+ WEEKS

07
OPTIMIZE,
SCALE

ONGOING

T E S T I N G
2  - 4  W E E K S

T E S T I N G
2 - 4  W E E K S

T E S T I N G
2 - 4  W E E K S

> > >  O N - G O I N G  “ T E S T  A N D  L E A R N ” > > >
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