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The Changing World of Work



Copyright © 2010 Deloitte Development LLC. All rights reserved.

A set of converging trends are propelling the shift from 
ladder to lattice

Profound changes in workforce demographics

Flattened hierarchies & emergence of 
nonlinear career paths

Globalization and virtualization of work
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Women are a significant part of the educated workforce

Women’s Educational Attainment around the World

Sources:  www.catalyst.org; Center for Work‐Life Policy, The Battle for Female Talent in Emerging Markets; All numbers are for 2009 except Japan (2006) and 

 

Korea (2005)

But most women do not have a linear career path.

http://www.catalyst.org/
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Growth in Spending Power

Women China India

Women are a major part of the consumer marketplace 
as well, and invest in their families 
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Women are the biggest emerging market ever seen.
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Women are becoming breadwinners in more families.

Sources: Catalyst and Bureau of Labor

Changing family structure, 1950-2008  

17.0%

63.4% 42.5%

20.4%
25.5%

10.8% 12.7%
3.5% 2.2%
1.8%

1950 2008

Male single
parents

Female
single
parents

Other
families

Dual-worker
families

Traditional
families

“The future of the American economy depends on women’s work, both inside 
and outside the home.” – Joint Economic Committee of Congress 
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Percentage of men and women in dual-income families 
reporting work-life conflict (1977-2008)

Expectations of men are changing also…

Year
Source: Families and Work Institute (2009).

Men in dual-income 
families with child(ren) 
under 18

Women in dual-income 
families with child(ren) 
under 18

Men’s need for flexibility is rising sharply as families are changing.



Copyright © 2010 Deloitte Development LLC. All rights reserved.8

Baby Boomers 
(45-70 years of age)

30%

70%

…along with evolving generational attitudes and 
expectations

30%

70%

Generations X and Y
(26-41 years of age)

Seek options for career breaks

Do not anticipate seeking options 
for career breaks

Want to better balance work 
and personal life
Improving work-life balance 
is not a priority

Sources: Michigan Office of Services to the Aging, 2008; Tuck School of Business, “Changing the Career Ladder,” 2007.

30%

70%

30%

70%

Cross-generations equally value meaningful contributions, work options 
and engaging in work communities.
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Average person holds 12 jobs in their lifetime
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Gen X and Y no longer seek “career destinations”

“My father was a loyal corporate soldier who worked at the same company for 32 
years. But my generation is more interested in opportunities for fast growth ...” 
~ Gen Xer Ryan Bristol

“The best way to keep yourself employable is to always be learning. So when the 
learning curve flattens out, Gen Y jumps.” ~ Penelope Trunk, The Brazen 
Careerist

Presenter
Presentation Notes
25% decline in average tenure from 1973 to 2006



“My father was a loyal corporate soldier who worked at the same company for 32 years,” says Gen Xer Ryan Bristol, who left corporate America to become an entrepreneur. “But my generation is more interested in opportunities for fast growth than in security.”



 Overall, 97 percent of men and 90 percent of women are looking for “a range of new experiences” and say the main reason they would leave their current employer is a lack of these experiences. Anne Fisher, “Are you stuck in middle management hell?” Fortune, August 15, 2009, http://money.cnn.com/magazines/fortune/ fortune_archive/2006/08/21/8383654/index.htm (accessed August 21, 2009).

Sylvia Ann Hewlett, et al., “Bookend Generations: Leveraging Talent and Finding Common Ground,” Center for Work-Life Policy, July 2009, http://www.worklifepolicy.org/index.php/section/research_pubs (accessed August 24, 2009).
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Hierarchies are flattening…

25% decline in levels of 
management hierarchy

Sources The Flattening Firm, 2003

Flatter structures are challenging traditional talent development models that rely 
on upward progression

Ideal management 
span of control has tripled

1 2 3 4 5 6

Manager

1980s

Current
Manager

Presenter
Presentation Notes
One driver is the need to be cost competitive and speedy in markets (short cycle times) given rising competition due to globalization. Re-engineering and other business improvement methods were born in the 1990’s and delayering was a key tool in these approaches.

GE had 17 layers in 1980 and just seven by the mid-1990s

Management studies highlighted fewer layers as a key to performance. One analysis in the early 1990s pointed out that lackluster American auto companies had 17 to 22 layers while Toyota had just seven



While manufacturing companies de-layered to improve competitiveness, the growth in knowledge work also meant that hierarchy was less useful because work was less about ‘scalable efficiency’ and more about ‘scalable knowledge creation’ [or ‘learning’]



--In 1972, manufacturing companies accounted for 70 percent of the 100 largest employers in the U.S., U.K., France, Germany, and Japan. By 2002, manufacturing’s share had dropped to 30 percent



In the U.S., the number of corporate division heads who report directly to the CEO has increased 300 percent, while the levels in the management hierarchy between division heads and CEOs have declined 25 percent. The typical span of control in a company is now estimated to be between 15 and 20 subordinates per manager. In the past, the number was six direct reports per manager. 



Sources for prior:

Raghuram Rajan and Julie Wulf, “The Flattening Firm: Evidence from Panel Data on the Changing Nature of Corporate Hierarchies,” National Bureau of Economic Research Working Paper Series, Working Paper #9633, April 2003, http://www.nber.org/papers/w9633 (accessed March 2, 2009).

 

Himanshu Juneja, “Ideal Span of Control in an Organization,” December 31, 2008, http://www.articleclick.com/Article/Ideal-Span-of-Control-in-an-organization/1078645 (accessed March 12, 2009).





Source: IDC Worldwide Mobile Worker Population, March 2008; Deloitte analysis 

The increased globalization of business has changed 
processes and work styles

The networked organization allows people to interact 
with peers, managers, and customers in new ways…
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World mobile workforce, 2006-2011

And work is more global and virtual

Changing work processes require a higher level of mobility to take advantage of 
global resources and opportunities

Presenter
Presentation Notes
Note: The graph on the right is partly based on visual estimates of the graph in the IDC report



World mobile population 

The United States has the highest percentage of mobile workers in its workforce (68% in 2006, expected to reach 73% in 2011), while the rest of the world (ROW) (which includes Canada; Central and Eastern Europe, the Middle East, and Africa [CEMA]; and Latin America) has the lowest (6.0% in 2006, expected to reach 6.8% in 2011).

Japan's mobile workforce will increase at the fastest rate over the forecast period (8.5% CAGR), despite having the slowest total workforce growth rate (0.0%). Asia/Pacific (excluding Japan) will have the largest number of mobile workers throughout the forecast. The region had 479.8 million mobile workers in 2006, growing to 671.2 million in 2011. Western Europe had the second-largest penetration of mobile workers worldwide in 2006, with 47.8% of its worker population being mobile.

The mobile worker population worldwide is estimated to amount to 1.0 billion people in 2011, up from 758.6 million in 2006, representing a 5.8%. CAGR.  In addition, the mobile worker population's share of the total workforce worldwide is expected to increase from 24.8% in 2006 to 30.4% in 2011.





Shift from ladder 
to lattice
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• Hierarchical structure
• Work is a place you go to
• Separation of career and life
• Linear, vertical career paths
• Individual contributor driven
• Tasks define the job
• Many workers are similar

• Flatter, matrixed structure

• Work is what you do

• Integration of career and life
• Multi‐directional career paths

• Team and community driven

• Competencies define the job

• Many workers are different

Key differences between ladder and lattice

Presenter
Presentation Notes
If we can understand the shift better, we can respond to it better



Ladder has been the prevailing metaphor since the start of the industrial revolution    it was all about scaled efficiency



Tasks define the job;  workers are similar;  mass prod model of talent mgmt for the org and career planning for the individual
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• Hierarchical structure
• Work is a place you go to
• Separation of career and life
• Linear, vertical career paths
• Individual contributor driven
• Tasks define the job
• Many workers are similar

• Flatter, matrixed structure

• Work is what you do

• Integration of career and life
• Multi‐directional career paths

• Team and community driven

• Competencies define the job

• Many workers are different

Key differences between ladder and lattice…

Presenter
Presentation Notes
Lattice signals the end of the traditional assumptions about what it takes to achieve and sustain high perf



Competencies, increased project work, exploding diversity



Recognizes that career-life r no longer separate spheres but r now interdependent
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…and how these differences impact the changing world 
of work

Presenter
Presentation Notes
Lattice provides a way to organize a response to this shifting landscape….And provides a scalable model in response 



It recognizes that different things motivate different people based on a multitude of considerations—and even the same person at different points in time

The key to capture value depends on ability to motivate different people with different views of success







“Lattice ways” describe how some companies are accomplishing this change organized into three “ways”: 

How careers are built

How work gets done

How participation is fostered 

Together, the lattice ways form an integrated, customized model





What is the new value proposition in the lattice 
organization?

Growth and 
development

Career-life 
fit

Meaningful work

Today’s top talent is looking for the opportunity to grow and develop while doing 
meaningful work in a way that supports career-life fit.



Customizing careers 
within a lattice 
organization
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Mass product customization provides the inspiration for a 
more comprehensive response
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Mass Career Customization® delivers similar benefits as 
mass product customization

MASS CUSTOMIZATION BENEFITS

Increased loyalty from 
greater connection with 

employees

Increased loyalty from greater 
connection with customers

Decreased workforce 
acquisition and retention 

costs
Reduced supply chain costst

Increased productivity 
through greater satisfaction 

and career-life fit

Increased profitability 
from value pricing

MASS PRODUCT CUSTOMIZATION MASS CAREER CUSTOMIZATION
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• Recognizes that careers ebb and 
flow over time

• Provides a more fluid structure in 
response

• Institutionalizes framework/ 
process

• Allows choices
• Makes trade-offs more explicit
• Provides greater transparency
• Extends the bounds and 

consistency of what’s acceptable  

Mass Career Customization provides a framework for 
how careers are increasingly being built
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Stage 1
Career Years:  1 - 3

• Leaves law firm to 
write first book – a 
guide for women who 
have careers and are 
starting families on 
the issues they face 
at work.

• Has 3rd child.

• Consulted from home.

• Works two days/week 
for New York State 
representative in 
district office. 

Stage 3
Career Years:  7 - 10
Phase: Working from Home

• Has 2nd child and 
takes four month 
maternity leave. 

• Return to work at a 
60% schedule – 
worked every day 
from 12 – 6 pm. 

• Works this schedule 
for 2 years,  without 
any clear path to 
partner, except firm 
policy of no part-time 
partners.

• Cases local so no 
travel. 

Stage 2
Career Years:  3 – 6
Phase: Practicing Law

• Joined Deloitte to 
lead WIN thought 
leadership. 

• Writes 2nd book

• Is promoted to 
Director

• Two of 3 kids out of 
the house, so almost 
an empty nester

• Excited to take on 
new challenges

Stage 5
Career Years:  21 to Present
Phase: Leadership

• Clerks for a federal 
Judge  in Chicago 
after law school.

• Has first child during 
clerkship.

• Moved to New York 
with young child and 
grandmother.

• Worked full time for a 
small law firm with 
reasonable hours . 

Stage 4
Career Years: 11 – 20
Phase: New Career

• Joins Catalyst to 
direct research 
study of legal 
profession.

• Starts on a 3 
days/wk schedule 
but moves up to full 
time

• Moves from 
Research to 
Advisory Services 
practice at Catalyst 
and grows law firm 
client base from 
none to six major 
clients in three 
years.

My Sine Wave



Copyright © 2010 Deloitte Development LLC. All rights reserved.22

www.masscareercustomization.com/interactive.html

What’s your sine?

http://www.masscareercustomization.com/interactive.html
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Exercise #1 : Your own sine wave
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Deloitte piloted MCC for a year before rolling out in phases 
over the last three years. 

Capital 
Markets

AERS
(Southeast)

Financial
Advisory
Services

Human 
Capital

Talent

Tax 
(Chicago)

Round 1 
pilots

Round 2 
pilots

MCC Exec SC 
recommends 

rollout 

FY08FY07FY06 FY09 FY11

Pilot phase 
complete

Strategy, 
Research and 

Innovation

Consulting
• Remaining Tax
• Remaining AERS
• Clients and 

Markets
• Strategic 

Relationship 
Management

• Finance
• Field Operations
• India pilots

ITS

FY10

• Remaining 
Enabling 
Areas

• Remaining 
India groups

• Federal

Wave 1

Waves 2 & 3
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At Deloitte, MCC is integrated into the annual talent cycle 
for all — not just those dialing up or down

Goal setting: 
Set annual goals 
within context of 

MCC Profile

Mid-year: Review 
performance against goals

On-going: Conversations about career-life fit and 
adjustments to MCC Profile as needed and approved

Year-end: 
Assess 

performance 
against goals 

• The full population will 
have an MCC Profile — 
all the time.

• Each individual’s current 
level of contribution, as 
depicted in MCC Profile:

• Shapes annual goals.
• Provides context for 

performance evaluation.
• Informs assignment 

decisions.

Career-life 
fit



At federal agencies, MCC principles are inbedded in tools 
like Career Trak to allow customized career pathing
CareerTrak is a dynamic, interactive employee tool to align the changing needs of an agency 
with the changing work-life fit needs of employees in order to promote and sustain a skilled 
and knowledgeable workforce by defining viable career paths.

Features:
Web-based
Customizable
Interactive 
career 
mapping can  
be modified 
over time
Ability to see 
how  
personal 
career 
choices will 
impact 
professional 
growth
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Our results

Improved Career-Life Satisfaction

Satisfied with 
my current 

career-life fit

25%

Improved Retention of High Performers

-1.6% -0.8%

MCC Rollouts U.S. Firms
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Enhanced Employee Engagement Factors

Did not explore profile change Explore making change now Explored future change

Higher Conversation Quality

My counselor/ manager…

…offers me helpful advice 
on how to fit my career 

and life together

…describes clearly the 
trade-offs associated with 

my career-life choices

24% 32%

Wave 1 – 
good economy

12%

Satisfied with my 
current career-life 

fit

Wave 2 – 
downturn



Questions?

“The future has already arrived. 
It’s just not evenly distributed yet.”

‐William Gibson
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www.masscareercustomization.com www.corporatelattice.com
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This presentation contains general information only and is based on the experiences and 
research of Deloitte practitioners. Deloitte is not, by means of this presentation, rendering 
business, financial, investment, or other professional advice or services. This presentation is not a 
substitute for such professional advice or services, nor should it be used as a basis for any 
decision or action that may affect your business. Before making any decision or taking any action 
that may affect your business, you should consult a qualified professional advisor. Deloitte, its 
affiliates, and related entities shall not be responsible for any loss sustained by any person who 
relies on this presentation. 



As used in this document, “Deloitte” means Deloitte LLP and its subsidiaries. Please see www.deloitte.com/us/about 
for a detailed description of the legal structure of Deloitte LLP and its subsidiaries.

Copyright © 2010 Deloitte Development LLC. All rights reserved. 
Member of Deloitte Touche Tohmatsu

http://www.deloitte.com/us/about
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