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MAKE TOMORROW, TODAY

BRIDGING THE GAP BETWEEN
EMPLOYERS AND EMPLOYEES

IN LATIN AMERICA

The 2016 Mercer Global Talent Trends Study examines how

the changing landscape impacts today’s workforce, and

how organizations are responding. We asked employers and
employees what really matters in the workplace, what skills
are in demand, and how they are building their capabilities —
individually and organizationally — to take on future challenges.

THREE WORKFORCE TRENDS

COMPETITION FROM WITHIN THE

REGION IS RISING

The top concern for companies in Latin America this
year is increasing competition for talent, especially
from within the region. This will impact companies’
ability to attract and retain the right talent to fuel
future growth.

@ CONTINGENT WORKERS AND
FREELANCERS ARE SHAPING

THE WORKFORCE

The growth of the contingent workforce
is having the greatest impact on Latin
America, in terms of both challenges and
opportunities, compared to any other
region globally.

@ ORGANIZATIONS ARE USING GLOBAL

ASSIGNMENTS TO DRIVE DEVELOPMENT
Organizations are looking for increasingly innovative
approaches to mobility, not only to fill critical roles but also as
a mechanism to increase retention and drive development.

TOP 5 PRIORITIES

How do we accelerate the talent engine?

850/ of organizations 6 O/ of HR professionals
O say that their O report that HR is

talent management programs viewed as a strategic business
and policies need an overhaul. partner in their organizations.

The Mercer Global Talent Trends study identified five top priorities
for organizations to pursue this year as they scrutinize how their
talent practices meet the evolving needs of today’s workforce.

\ 4

& Build diverse talent pools

With an obvious disconnect in employer/employee perceptions,
it’s clear that employers need to work harder to develop their
talent pipelines if they are to secure a talent advantage.

“We are focused on “My company has effective
creating diverse programs to develop
leadership teams.” diverse leaders.”
78% 49%

\ Understand internal labor flows, focus on key workforce

segments and intentionally build in—-demand skills.

A Embrace the new work equation

2 1 O/ of employees say that having a supportive manager
O would significantly improve their work situation, but

most say they need more resources to help them perform better.

“Coaching capability is “I give my'manager a
an in-demand skill for ‘C’ grade or below on
managers in the next the ability to coach and

12 months.” develop me.”

Managers are at the heart of the equation, but make
\ sure that proposed process changes really meet
employees’ needs, not just managers’ preferences.

& Architect compelling careers

Organizations are feeling confident in their internal talent pipelines,
but a surprising portion of satisfied employees are still planning to
leave because they don't see compelling career opportunities.

“We feel confident about “Even though I am satisfied
filling our critical roles with my organization,
with internal candidates.” I plan to leave in the

75% 33%

Find ways to give employees the
\ career-building experiences they desire.
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A Simplify talent processes

At last, something employers and employees agree on: Talent
processes could stand to be simplified.

“Our talent processes “My company'’s talent
fail the test of being processes leave a lot
simple and efficient.” to be desired.”

) G

Perform an audit of legacy processes
\ and technologies that are slowing things down.

é Redefine the value of HR

Recent years have seen increased skepticism about the impact
of the HR function. It’s time to redefine HR’s value in a talent-
demand economy.

“We have a systematic “It’s hard for me to get
curriculum for developing good answers and
HR professionals.” information from HR”
Wy
X% 65%

Be vocal about the skills and tools HR professionals
need to succeed in the new talent ecosystem.




