
People & Performance 

The way we see it 

December 2, 2011 



2 Copyright © 2011 Capgemini. All rights reserved. 

Presentation Title 

Summary 

To business leaders people are the driving force behind successful strategy 
execution, but they find it difficult to develop and implement the matching 
people strategy. 

The challenge is to select the fitting people areas to invest in and to create 
high value links between the people initiatives and the business objectives 
and strategies. 

The actual connection between people and business becomes increasingly 
more relevant in today’s digital economy. 

Capgemini Consulting has created “People & Performance”, an approach 
designed to support business executives and HR executives in understanding, 
– and acting effectively upon–  the people trends and their implications. 
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What fascinates us? 

How to build organizations that perform today and transform fast 
enough to be relevant tomorrow. 

How to create long lasting mutual engagement and commitment 
to  the current priorities between people and organizations. 

How to use innovative solutions and state of  
the art technology for these challenges. 
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People & Performance: The way we see it 

We believe organizations are successful when they: 

1. Intertwine people initiatives and business strategy 

2. Anticipate on people and organization trends 

3. Systemically develop a People Agenda  

4. Create a new and pragmatic understanding by the stakeholders  
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1. Intertwine people initiatives and business strategy 

4… 3… 1… 

Á Research by Capgemini Consulting and other global human capital experts continues to indicate that to 
business leaders people are the driving force behind successful strategy execution 

Á … but they find it difficult to develop and implement the matching people strategy… 
  

Á In which areas do they have to invest? And how to create high value links between the people initiatives 
and the business objectives and strategies? 

Á The actual connection between people and business becomes increasingly more relevant in today’s 
digital economy 
 

Next Home 

2… 
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The initiatives are based on the well known formula 
for realizing the full potential of workforce 

Business objectives  

Manager 

Capabilities 

Individual contributions and benefits 

Transformation champion 

Means 

Long lasting engagement 

Experience 

Commitment on the current priorities 

1… 

Previous 

2… 3… 4… 

What is too often missing is a People Agenda based on the business  
strategy and challenges whilst taking into account the organization and people trends. 
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2. Anticipate on people and organization trends 

2… 1… 

Next Home 

3… 4… 
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2.  Anticipate on people and organization trends 

Á Across the world, all companies are facing monumental economic, social and demographic challenges. 
 

Á On the global “people side”, Capgemini Consulting believes the most significant challenges include five 
key trends. 
 

2… 

Next Previous 

1… 3… 4… 

Á A company’s view on challenges and the impact these challenges have on business vary based on the 
company’s culture and demographic history, the specific business challenges and the local social 
imperatives.  
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The five key trends 

1 

Digital  
transformation 

 
 

2 

Knowledge based  
economy 

  

3 

Borderless 
business 

  

4 

Productivity  
and Social  
imperatives 

  

5 

Shifting  
demographics and  
the Personalization  

paradox 

2… 

Previous 

1… 3… 4… 



10 Copyright © 2011 Capgemini. All rights reserved. 

Presentation Title 

Digital transformation 

1 

2 

3 4 

5 

Technological advancements follow each other ever more rapidly and are assimilated even faster. The adoption of digital 
technologies enables companies to realize cost reductions and increase added value, leading to an extensive growth of gross 
profit margins. Those most successful in adopting these new digital tools become networked organizations, providing 
possibilities for unprecedented collaboration and innovation and an instant connection with suppliers, consumers and talent 
over a multitude of channels[1]. Organizations must ensure that their physical and virtual work environments take full 
advantage of increasingly sophisticated technologies.  

This means they must drive a digital transformation that not only allows them to seamlessly communicate with their 
customers, suppliers and stakeholders, but also enables their people to easily connect with their co-workers, peers, managers 
and external resources -- and become more engaged as a result. At the same time, these fast-paced developments provide 
difficult challenges to be overcome by organizations everywhere. 

Managers need to adapt to new business models in which value chains and business processes are transformed and in which 
managerial control – and role – have to be redefined. Everybody will go Digital, but how, where and when will make the 
difference… Failing to keep up spells disaster while moving too fast might disconnect a company from consumers and suppliers 
who are not up to speed yet… 
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Knowledge based economy 

‘Give someone a fish, and you feed him for a day. But teach him how to fish, and you feed him for a lifetime. Provide him with 
technology and market linkages and you feed an entire region.’  

The old development metaphor becomes the enhancing human, structural, and stakeholders’ capital. New ideas or intellectual 
capital are the new keys to prosperity and to the wealth of nations. The use of existing knowledge, combining expertise, and in 
particular the development of new (technological) knowledge are the main pillars of this knowledge economy. It turns out that 
the customer related service industry is the fastest growing in the world and the last two decades alone many new jobs have 
been created in services. Unlike traditional forms of capital, knowledge is an elusive good. How to capture, share, protect and 
create knowledge is a difficult question, but even more difficult is how to extract value from it. 

Organizations must walk a tightrope balancing the need to share knowledge in order to generate new insights, while at the 
same time protect what they know in order to own the benefits. Furthermore, while there are vast amounts of information 
available to us, how do we know what is useful? Both employees and managers must cope with the search, selection, 
verification and interpretation of information. How can organizations take away the field of tension between accessibility 
versus confidentiality and responsibility? And how to protect the huge amount of valuable knowledge, the degree of solid 
information and ensure that all are effectively dealing with multiple truths? 

http://www.adb.org/documents/reports/technical-notes/knowledge-based-economies/knowledge-based-economies.pdf 
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Borderless business 

Businesses develop international influence and increasingly operate on an international playing field. Globalization is a powerful 
real aspect of the new world system and the world economy. To remain competitive, businesses and their business units are 
becoming borderless –  geographically, internally, externally and virtually! An effect of becoming borderless is the 
interconnectedness of markets whereby change in one can have an adverse effect on another, resulting in businesses 
becoming more and more interdependent.   

Another phenomenon of borderless business is the emergence of an “extended enterprise”, which includes co-contractors and 
customers in the operational business but without the possibility of direct management! The overall risk of this kind of 
borderless business is that a company can give away business when they have not thought through what position it will choose 
to take in a business network or chain. 

Internal business units are increasingly serving the same customers and need to cooperate and collaborate more with each 
other to optimize both resources and knowledge. With globalization comes the increase in diversity within a global workforce, 
which can have positive and negative effects, e.g. even the simplest interactions can highlight deep differences and have major 
consequences. This indicates the communication challenges a business faces and the importance of cross-border culture. A 
business needs to get a grip on culture and needs to make the culture mix work.  

Which values does a business need to run its borderless business better and how to activate them? Which organization to 
define and render as agile and adaptive as possible? Who are your business partners, how do you cooperate with them? Who 
of the current managers are capable to lead these transformations? How does a business implement the relevant and 
consistent HR policies? What can a business do to get its workforce moving in the same direction? How to increase the 
capabilities of all people in the business to collaborate in a more diverse work environment? 

Mahutga, M.C. & Smith, D.A. (2011). Globalization, the structure of the world economy and economic development. Social 
science review, 40, 257-272 
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Balancing both productivity and Social imperatives  

Developing economies in Asia, Eastern Europe and South America are putting pressure on western economies to be more 
productive and – in order to compete – organizational changes are following each other more rapidly. As acquisitions, mergers 
and divestments continue, the need for contingent workforce also increases to realize a greater flexibility in the fixed costs. 

Declining birthrates and graying workforces are forcing companies to do more with less people. In the pursuit of greater 
efficiency, all are expected to generate more output in less time and to respond to multiple tasks in near real time while 
preserving depth. The increase in demands placed on all employees can lead to disengagement, turnover and even health 
problems, such as burn-out. Furthermore, organizational needs are changing rapidly as business models evolve and the need 
for employees to enhance their employability is growing. Balancing employee and business needs has become a critical factor 
in business success. As employees are faced with greater demands, how can an organization safeguard their well being while 
keeping them engaged? And how can employees be enabled to develop themselves while facing bigger workloads? 

The need to, not only be productive, but also deliver on Corporate Social Responsibility (CSR) is rising. Evidence suggests that 
over two-thirds of consumers would refuse to buy products from companies not delivering on their social responsibility. In a 
world that has become transparent and where the actions of any organization is highly visible to consumers and talents, 
compliancy is not enough; all organizations are now held accountable for their actions in a much more pro-active way. How can 
they build and keep trust with internal and external stakeholders? Consumers and job seekers will look critically at 
organizations, and a positive evaluation can become a competitive advantage… 

Ruder-Finn Asia, http://www.ruderfinnasia.com/files/csr-index-fmcg-and-auto-in-china-press-release.pdf 
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Shifting demographics and the Personalization paradox 

The make-up of the global workforce is shifting radically, with more immigrants, greater cultural diversity and emerging classes 
of employees, such as older workers with dependent parents and the disabled. Despite high unemployment rates in many 
countries, the net result of these trends is a critical shortage of labor and certain skills worldwide. These shifting demographics 
in the world’s labor pool results in structural talent shortages: in developed countries, the workforce is aging, while in emerging 
markets, managerial and leadership capabilities are in short supply. This global talent shortage is especially acute in jobs 
requiring higher-order cognitive skills, such as technology, web skills, engineering and management.  

In addition, as a business your make-or-buy policy can be outstanding, but what if there is no supply of skills to buy anymore? 
The scarcity of talent, knowledge and skills is, consequently, seen as one of the major threats to future growth by CEO’s 
worldwide. Besides, the demographics of the global workforce are not going to stand still while businesses try and catch up. 
This is why companies are investing large amounts of time and money in creating a transparent, consistent and strong 
employer brand to eventually reach a in top preferred employer rank. But what are the real key ingredients for attracting, 
retaining and engaging talented resources with evolution potential for now and in the future?  

Organizations need to understand – more – and meet – more – the individual needs and personal priorities. People nowadays 
expect services and products to be specifically tailored to them as individuals. Internet enable data collecting and information 
offering, products or services to any individual in instant time at will! Citizens in their role as employees expect a same sort of 
custom oriented approach from their employer. But at the same time, organizations are expected to standardize and 
industrialize their HR processes to decrease costs and operate globally… How can organizations solve the well known paradox 
of human engagement in efficient operations in this 21st century? What are the real key ingredients for attracting and retaining 
talent now and in the future? How to combine an online recruitment strategy with direct approach and contact? Which 
capabilities are strategic and scarce for your business and, therefore, what is the “make-or-buy” policy? And, to what extent 
should your talent acquisition strategies and retention plans differ from each other regarding Western countries or emerging 
markets? 

Smith, G.P. (2011). Employee Retention Strategies - How to Attract, Keep and Motivate Today's Workforce. Workbloom. 
Retrieved April 3, 2011 from http://workbloom.com/articles/human-resources/employee-retention-strategies.aspx 
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3.  Systemically develop a people agenda 

3… 

Á Capgemini Consulting has created “People & Performance Framework”, an approach designed to support 
business executives and HR executives in understanding, – and acting effectively upon – the organization 
and people trends and their implications. 

Á The ultimate goal is to create high-value links between the company’s people, strategy, and management 
to reach a sustainable transformation performance, and ultimately drive businesses forward to gain 
competitive advantage through their people. 

Á This is an perpetual challenge, leading to complex issues which need to be addressed in a systemic way, 
as the culture and the mindset are fragile yet lasting components of any organization.  
 

Next Home 

1… 2… 4… 
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3.  Systemically develop a people agenda 

Business Objectives & 
Strategies 

1 year 2 years 3 months 

Management 

Talent 

Organization 

HR 

Á Four main clusters of people issues are identified that all companies face today and expect to face even 
more intense tomorrow given the global people trends. The clusters serve as different perspectives to 
look at the challenges.  

Á The issues can be more or less focused and urgent, – depending on each country’s context and each 
company’s culture and business challenges. 

3… 

Next Previous 

1… 2… 4… 
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Cluster 1: Management 

Á In many companies, all layers of management – not 
only the middle-management – seem “lost in 
Transformation”. The ever-growing number of 
challenges, injunctions, requirements, processes and 
rules driven by the transformation efforts has become 
impossible to embrace for too many managers.  

Á And companies keep on asking them to be the first 
committed and supportive force, requesting not only 
their engagement but also relying on their  
capacity to engage others. 

Á This leads to the most critical form of disengagement 
witnessed over the last 20 years, depriving 
organizations  
of their most critical asset. 

Management Talent 

Organization HR 



18 Copyright © 2011 Capgemini. All rights reserved. 

Presentation Title 

Cluster 2: Talent 

Á The battle for Talents is not a new topic, as it has 
been on the priority list of companies for many years. 
But the game is truly different today, as a unique mix 
of factors has arisen, leading to a more complex 
battlefield.  

Á The “People flow” in the company needs now to be 
encompassed  in a global perspective at both 
business and people level, with the external 
environment always present and challenging the 
promise.  

Á No relation can be taken for granted anymore, and 
the capacity to attract, develop, grow, retain and 
cultivate talent in all time dimensions is the true 
people challenge of this century. 

Management Talent 

Organization HR 
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Cluster 3: Organization 

Á Organizational design needs to focus on  its capacity 
to build cooperation and ensure each player can work 
as smoothly and easily as possible to deliver their 
contribution to the collective performance… 

Á But organizations have too often become obstacles 
and hinderers, preventing the company’s staff to work 
harmoniously and align the organization’s capacities 
with the work and tasks to perform… 

Á Modern day connectivity suddenly enables people to 
go beyond organizations boundaries! The company’s 
information sharing, knowledge transfer, 
communication, and relations building  now happen 
outside the premises.  And this is just the beginning…  

Talent 

Organization HR 

Management 
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Cluster 4: HR 

Á HR is often confronted  with a double bind: the need 
to contribute to the “war effort” in the company, 
creating a cost-effective, seamless and effective HR 
solutions portfolio provider, and – at the same time – 
become a “true” Transformation player, supporting all 
business transformations the company is facing, 
shifting from a support function position to a 
business player, thus completing its own evolution.  

Talent 

Organization HR 

Management 
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The People Framework is based on these four clusters.  
In each cluster we identified four solution areas. 

Cultivating Talents 

3… 

Next Previous 

1… 2… 4… 

Revitalizing Management  

Solving the HR paradigm Connecting People and Organizations 
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Revitalizing management 

Leadership & Management 

Á Define vision, ambition and targets  

Á Translate into company values  and new “culture” delivery 

Á Match Leadership “signature” and management capability 
to business priorities 

Á Implement / update the “adjusted” management model 

Management  Dynamics 

Á Build ambition ownership and implementation 

Á Organize management engagement levers and practices 

Á Align styles, profiles and behaviors  

Á Provide coaching, co-coaching and mentoring 

Á Transform capabilities 

Management 2.0  

Á New management models: collaborative processes, social 
networks, multi-generational workforce 

Á Transformation paths towards new management ways 

Á Roles, evolutions and cohesion of the managerial 
community 

Performance  Culture 

Á Performance model and room to maneuver 

Á Definition of expected roles and responsibilities 

Á Managerial performance, qualitative and quantitative 

Á Performance trio implementation (objectives setting, 
appraisal system, reward) 

Revitalizing 
management 
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Cultivating Talents 

Capability planning 

Á New and different business models  

Á Impact of digitalization and shifting demographics 

Á Strategic and scarce capabilities 

Á Competence management 

Á Geographical, business unit and functional mobility 

People Flow 

Á Employer branding and strategic and multi sourcing 

Á Integrated, end-to-end talent management 

Á People supply chain management 

Development culture 

Á Organize professionalization 

Á Enhance employability 

Á Develop just in time learning 

Á Structure knowledge management 

Performance drivers 

Á Define performance trio: link objectives setting to rewards 
and recognition 

Á Put the psychological contract in action 

Á Attract through career planning 

Cultivating 
Talents 
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Connecting People and Organizations 

Organize cooperation 

Á Develop collaboration in a digital  / diverse work 
environment 

Á Lean on borderless business and “Extended enterprise” logic  

Á Integrate social media  

Á Capitalize on knowledge value 

Generate agility through 

Á Client and external orientation 

Á  Flexibility and adaptability 

Á Cost optimization  (“New way of working”, “smart travelling, 
smart working”) 

Á Accurate and timely information 

Á Lean processes implementation 

Build engagement with 

Á Culture of continuous improvement 

Á Own meaningful contribution 

Á Creating  engagement and purpose 

Á Mobilization 2.0 

Innovate on your innovation 

Á Bottom up mindset 

Á Adoption of new technologies 

Á Social innovation 

Á Creativity and Entrepreneurship 

Connecting 
People and 

Organizations 
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Solving the HR Paradigm 

People strategy 

Á Employee Value Proposition/ Social  Contract 

Á Linking People Planning  and Strategy 

Á People portfolio management  and investment planning 

Global HR service model 

Á HR business partnering 

Á HR service culture 

Á Global Centers of Expertise 

Á Shared Services and Outsourcing 

Á Global, Regional, Local, Standardization 

Digital HR 

Á Direct access/self service leading to ERM 

Á Workflow/ digital processes 

Á HR IT strategy 

Á System integration and  implementation 

People business Intelligence 

Á Critical job/skill management 

Á Workforce planning (strategic and operational) 

Á Workforce analytics 

Á Data accessibility and integrity 

Solving the  
HR Paradigm 
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3. Systemically develop a people agenda 

3… 

Á All the solution areas of the framework need a minimum of fulfillment.  
 
 

Á The challenge is to decide which elements make the difference and depending on each country’s context 
and/or each company’s culture add the most value for the business. 

Á A toolbox is developed to assess each solution area and to design the to-be situation based on the 
business challenges and people trends.  
 

Previous 

1… 2… 4… 
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4. Create a new and pragmatic understanding 

4… 

Á The business identity and ambitions translated into the business 
performance is what links people in an organization. It is the universal 
language to understand each other and align contributions.  

Á  ….. but (groups of) people have different perspectives on these 
ambitions and on the contribution of themselves and of others.  
 
 

Next Home 

1… 2… 3… 

Á A facilitated dialogue with a benefits logic supports the mutual 
understanding by showing clear links between concrete people 
initiatives, the business objectives and strategies and  by making 
explicit which business value can be realized. 

Á By using the energy of (informal) business leaders who look for new 
people initiatives, a first step can be made towards mutual 
understanding. 
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4. How to start? 

4… 2… 

Next Previous 

1… 3… 

The business playing field is defined. The business leaders and  the 
involved HR leaders are mobilized and invited for a People & Performance 
Workshop. In the workshop the participants deepen their common 
understanding of the business objectives and strategies and investigate 
which People & Performance solution areas are the most relevant to 
analyze and design. 

1. Mobilize & Explore 

In the next  phase the dialogue between business and HR becomes more 
profound. New possibilities are investigated and the leaders are looking for 
the essentials of the forward-looking People Agenda. Other stakeholders 
such as IT and Financial experts are involved. Pilots of selected activities 
are executed and low contributing existing HR activities are stopped. 

2. Understand & Experience 

Based on a mutual understanding and commitment of the leaders to the 
People Agenda,  a  two way communication with a broader group of  
people is set up. Single and double loop learning is facilitated and the risks 
of the transformation are managed. 

3. Engage & Deploy 
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Contact 

Barbara Spitzer 
US 

Stephan Paolini 
France 

Jan Brouwer 
The Netherlands 

Anna Karin Vernet 
Sweden 



30 Copyright © 2011 Capgemini. All rights reserved. 

Presentation Title 

More information 

With around 115,000 people in 40 

countries, Capgemini is one of the worldôs 

foremost providers of consulting, 

technology and outsourcing services. The 

Group reported 2010 global revenues of 

EUR 8.7 billion.  

Together with its clients, Capgemini creates 

and delivers business and technology 

solutions that fit their needs and drive the 

results they want. 

A deeply multicultural organization, 

Capgemini has developed its own way of 

working, the Collaborative Business 

ExperienceTM, and draws on Rightshore®, 

its worldwide delivery model. More 

information is available at 

www.capgemini.com   

 

Rightshore
®
 is a trademark belonging to Capgemini 
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