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6 Macro Factors Will Reshape
Business This Decade

No.1 No.3 No.5
The threat Poor economic Talent
of recession productivity shortage
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No. 2 No. 4 No. 6
Systemic Sustainability Emerging
mistrust technologies
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Top 10 geopolitical
developments in 2024

° The geopolitical multiverse

e Geopolitics of Al

e Domestic challenges in the US and China

@ Global elections supercycle
Strategy

@ Prioritizing economic security
@ The diversification agenda

° Geopolitics of the oceans

Sustainability
e Competition for commodities

@ Dual track green policies

Climate adaptation imperative

There are two key themes for the top . . L
. Multipolarit ( ) De-risk
10 geopolitical developments in 2024: WHpoarty eTisKing



Accenture Pulse of Change: 2024 Index

Annual growth rate of disruption between 2019 and 2023 (in %)

2023 2022 2023
4-yr growth rate
2019 - 2023
( ) #1  Technology Talent #1  Technology
#2  Talent Economic #2  Geopolitics
#3  Climate Geopolitics #3  Consumer & Social
#4  Economic Consq et #4  Talent
& Social
2019-2020 2020-2021 2021-2022 2022-2023
#5  Geopolitics Climate #5  Economic
Consumer .
# y # Climate
6 & Social Technology 6
*Ranking is based on % of increase *Based on a global survey of 3,450
measured from 2022 to 2023 for each C-suite executives, accross 20 countries

of the six factors. and 19 industries.
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Impact Radar for 2024
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Var ama Guvenemiyoruz

GLOBAL 28

Green energy

| reject this innovation | embrace this innovation
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Innovation success:
More enthusiasm for
green energy

Al

Gene-based
medicine

ENE

At a crossroads:
Both resistance and
enthusiasm for Al and
gene-based medicine

GMO foods

Innovation failure:
GMO foods strongly
resisted
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Employees are tired of all the change

@ Change volume

® Change willingness

74%

—

The Transformation Deficit 10

The gap that exists between the number of transformations
and the capacity to make these changes happen

I'1§

i,

43*

21%

of employees
are engaged at work.

33%

of employees are thriving
in their overall wellbeing.

Daily Negative Emotions
Did you experience the following feelings during A LOT OF THE DAY yesterday? How about [worry, stress, anger, sadness]?
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Yine de Sirketlere GUveniyoruz

GLOBAL 28 -— —. e—o—@ Significant change

Distrust Neutral Trust
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Farkli Bakiyoruz

Stakeholder Management Is
Falling Short

A large number of survey respondents characterized
each of the five stakeholder groups below as deserving
of companies’ serious consideration. Fewer saw
business as serving four of the five groups well.

Expectation Performance Gap

These stakeholders Companies Performance

should be high are doing well  vs. expectation

priority by them

N
— )

Employees 60% 44% | -16 points
Future generations 53 39 -14
Customers 64 53 | -11
Communitiesin .. b
which they operate 90 42 |8
Owners or
shareholders 49 < B

Source: Edelman Trust Institute HBR



Kopus Cagina Hosgeldiniz

Aileler
lliskiler
Kariyer
Mulkiyet

Review Sites

l

Pop-up Stores

l

|

7
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EVALUATE

CHOOSE PURCHASE

RECEIVE CONSUME

DISPOSE

]

Showrooming

1.
MAP THE CUSTOMER
VALUE CHAIN

2.
IDENTIFY THE
TYPE OF VALUE

3.
FIND THE
WEAKLINK

4,
INCREASE THE
SPECIALIZATION FORCES

5.
ANTICIPATE
COMPETITIVE RESPONSE

Sharing Economy
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A

Reduce the monetary, time, or effort costs {

Recouple or decouple




Cag Degisimine Hosgeldiniz

11940 | 11960 | 11980 | 2000 | 12020 | |
I "
Postwar Boom Era of Contention Era of Markets The next era

World order Globally interconnected world built on factor- Multipolar world with global connectedness
cost arbitrage and cooperative economic rules coexisting with increased polarization?

Technology I Digital emanation: connected and enabled Postdigital world where transversal technologies

platforms take off?

Demographic Global convergence to small, urban family with Aging gracefully as health improves and social

forces better health and education inequalities are reduced?

Resource and Fossil fuel—abundant world with global access Affordable and feasible transition to low-carbon

energy systems but climate damage energy amid growing resource competition?

Capitalization Massive debt expansion with low inflation, Outgrowing debt enables orderly stabilization of
supply—demand shock as billions enter global the large global balance sheet?

market economy

Source: McKinsey Global Institute analysis
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Impact Radar for 2024
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Global Sustainability Trends 2023
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Technology changes exponentially (fast), @ _
yet organizations change logarithmically this change : :
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anizations chan e
‘ og ar-l th m ‘ c rate and standardising sustainable

methods and materials.

With a reduction in carbon
emissions, and business costs,
remote home working is here to stay.

ord

Increase in Efficiency

Brand Responsibility Terncl
echnology

. & Transparenc
tlme by Scott Brinker (@chiefmartec) B 4 o 41 —
echnological advances willfurther

improve the efficiency and user
control of many more appliances.

Public scrutiny on green policies will Plant-based Diets
lead to a demand for transparency from

brands and corporate businesses.

Many are becoming food conscious,
with plant-based and atternative foods
et to become the more popular choice.

CAPITAL
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IDEOLOGY
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THOMAS
PIKETTY

Author of the #1 New York Times Bestseller
Capital in the Twenty-First Cetury
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Clarity Meaning

| understand the issue What | do matters

! Q%%
[Q (/\\.,,
Q>

Trust Belonging

| believe in the leaders I’m part of the group

Source: BCG analysis.



Looking for Your Company’s Purpose @

It lies at the intersection of these four circles.
‘ How we operate

What the ‘ How we grow
world needs

What people What the
at the company P company Purpose
are passionate urpose is uniquely
about good at

How the

company can create
economic value

Source: The Heart of Business, by Hubert Joly THBR
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Flexibility Shared Purpose

52% of employees say flexible work policies will 53% of employees want their organizations to take
affect the decision to stay at their organizations. actions on issues they care about.

n = 3,500 employees n = 5,000 employees

Source: 2021 Gartner Hybrid and Return to Workplace Sentiment Survey Source: 2021 Gartner EVP Employee Survey

& %

Well-Being

Person-First Experience

70% of companies have introduced new well-being 82% of employees say it's important for their
benefits or increased the amount of existing organization to see them as a person,
well-being benefits not just an employee.
n =77 HR leaders n = 5,000 employees

Source: 2021 Gartner EVP Benchmarking Survey Source: 2021 Gartner EVP Employee Survey



Anlamli Baglar Kurmak
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Challenge your vision by looking
at unconventional users

N\
Telescope Kaleidoscope
Focus closely Focus broadly
on users outside on users outside
your core your core
Herkese Farkli 3
E < > 3
(=) =)
Bakmak : <
Microscope Panorama
Focus closely Focus broadly
on mainstream on mainstream
users users
W

Improve your vision
of mainstream users

T HBR



Performansi Dogru Anlamlandirmak

Business outcomes

« Customer satisfaction
(e.g. net promoter score)

Human outcomes

+ Employability and advancement
opportunities

« Efficiency + Equitable wages
« Growth and profitability + Equity and belonging
+ Innovation + Happiness

« Speed
(e.g. time to market)

+ Quality

+ Physical and psychological safety
+ Purpose and meaning

+ Skill development

+ Well-being

Catirce: Delpitte analveie



Apps & Paas solutions
Changing
nature and

typology of

) ) Dynamic skill
Social/mobile requirements

Democratized data

and real-time Internet of

work
advanced workforce
analytics
lterative
Unified
engagement Cloud/Saas

platform platforms E N A B L E R S Intentional
collaboration and
Robotic constant disruption
process
“automatlon Fail fast but
Cogngr\ll:\el learn faster
an
F u t u r e el Continuous
Digital reali innovation
(augmglnted an[<t'ly @ :
virtual) .j
of HR Hetire
LENS i MIND-SET
of HR
Communities of —
expertise ® : \.
Empowerment
Continuous work
reimagining
Empowered Business
managers and -
leaders FOCUS value-creation
Workforce Satisfaction
experience Business
HR Experience
HR Operational HR IeaderShip Engagement cv’vec;li'k:?rce.centered
services and governance Personalization ¢

External ecosystem



Clusters

People and HR strategy,
planning, and analytics

Talent acquisition

People development

Performance, rewards, and

engagement

Purpose, behavior, leadership,

and culture change

Labor and employee relations

Organizational transformation

HR operating model

HR and people management topics

People and HR strategy

Employer branding ecosystem

Upskilling and
reskilling at scale

Performance management

Change
management
capabilities

Purpose and
culture activation

Policy management

Organizational
development
and design

Agile
principles

Talent sourcing

Career pathing

Strategic workforce planning

People analytics and reporting

Recruiting Onboarding
strategy and process
Top talent Staffing and
management placement management

Rewards and recognition

Leadership
behaviors and
development

Employee relations

Flexible work
schemes

HR IT architecture, operation, and cloud software

HR organization
and governance

HR shared services

Employee engagement
and well-being

Diversity, equity,
and inclusion
management

Sustainability and
ESG standards

Health and safety

Restructuring Employee
Jjourney
management
management

HR digital solutions

HR staff capabilities

High

N >:)
Il
g %5
E
o
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z
(52
Low

High

@ Highneedto act

1 Leadership behaviors and development
2 Strategic workforce planning
3 Change management capabilities

4 Upskilling and reskilling at scale

® Mediumneedto act

g 10 People and HR strategy

11 Employee engagement and well-being
12 Employer branding

13 Recruiting strategy and process

14 Purpose and culture activation

15 Rewards and recognition

16 Onboarding

@® Lowneedto act

28 Health and safety

29 Employee relations

Current capabilities

5 Top talent management
6 Talent sourcing ecosystem

7 HRIT architecture, operation, and
cloud software

17 Performance management
18 HR staff capabilities
19 Organizational development and design

20 Diversity, equity, and inclusion
management

21 Agile principles
22 Sustainability and ESG standards

30 Flexible work schemes

31 HR organization and governance

Source: 2023 BCG/WFPMA proprietary web survey and analysis (6,842).

Low

8 People analytics and reporting
9 Career pathing

23 Employee journey management
24 Staffing and mobility management
25 HR digital solutions

26 Restructuring management

27 HR shared services

32 Policy management



Boundaryless HR involved a shift from compliance and deliverables to
cross-disciplinary strategy

From: To:

Improving productivity Unlocking human performance

Improving employee engagement Elevating human sustainability

Managing employment Orchestrating work

A A R L Tl o . Driving business transformation and shared outcomes

Ensuring worker compliance Managing and mitigating workforce risk

Source: Deloitte analysis.



Model of a World-Class CHRO

Developed with the input of Gartner's CHRO Global Leadership Board and validated by the most talented CHROs and CEOs in business today,
this model establishes a global standard for CHRO excellence.

Trend Watchlist
Drive Business Results

Sl LSO Win In a Dynamic Leader of Enterprise Lea_d B P Trusted Advisor
Leader of Human - Evolving Stakeholder
: Talent Landscape Strategic Change : and Coach
Capital & Culture Scenarios
Plan and Support Ensure Top Talent and Create Organization Anticipate and Advise and Coach
CEO and C-Level Capabilities for Critical Agility and Resilience Respond to External
. - the CEO
Succession Roles Capability Trends
Build Effective Assess and Catalvze Align and Link
Compensation Embed DEI Into Talent : ay Organizational Metrics Maximize Senior
Actions to Drive .
Supported by and Culture Strategy C " to Stakeholder Team Effectiveness
ompetitiveness .
Shareholders Expectations
Drive Culture Deliver a Compelling Integration of Focus on Workforce as Coach and Develop
Employee Value Organizational Levers : :
and Purpose " : a Primary Stakeholder Key Enterprise Talent
Proposition to Sustain Change

Functional Business Leader

Create a future-focused, technology-oriented, operationally capable and financially disciplined team to run the HR function.
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