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The convergence key trends 1 s dr amat

Shrinking Pool of Skilled
Labor

Changing Family
Structures

Increasing Number of

Workforce in
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2009 and
Changing Expectations of Beyond
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Evolving Expectations of
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Increasing Impact of
Technology
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200 7 Projected Change in Working Age Population (15-64) 2010-2050
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Women are an untapped segment of the labor pool.

U In 2006, 49% of all tertiary
education degrees were earned
by women in Venezuela.

U Yet, women are
underrepresented in many job
functions, except clerical jobs.

t In 2005, 64% of the 100
largest publicly-listed
companies in Latin America had
no women on their boards.

Sources: Catalyst South America Quick Takes 2009, International Labor Organization

Women Workers, 2007:

61.3%
46.2%

9.3%
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Closing the gender gap in labor force participation is key to

o-Mexico income

per capita
projections
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Educated women will move to greater opportunities.

"In economies where women are forced to make choices between having kids or having

good jobs, they are increasingly deé&wal&treatg
Journal

Migration Rates of People with College Education
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Source: UNI FEM: Progress of the Worldbébs Women 2008/ 2009
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Women are also a major part of the consumer marketplace, making
close to 90% of purchases.

Women are the biggest emerging market ever seen.

18 Growth in Spending Power
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The compelling business case in the U.S.

The workforce has Women are a growth Women have more
changed: segment of the market: options:

Avomen are half the labor |l 1% of our partners have [l AJnemployment rate for
market sold to women college grads is half

AVomeno6s car e dfl AVomen either make or overall rate
| ook | i ke me nginfluence 80% of

A 86% of the Fortune 500 companies have women on their board
A 41% of the 10.4 million privately held American companies are owned by women

A More than 50% of all managerial and professional positions in US businesses are held
by women

A 50% of the undergraduate business degrees are awarded to women
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work-life fit.

Balancing
Multiple
ommitments
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Environment
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Women leave or slow down for pull factors.

45%

31%

Source: Sylvia Ann Hewlett,
On Ramps and Off Ramps
(HBSP 2007)

Child Care Elder Care

. . Medicine
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But push factors are just as significant.

52%

26%

Source: Sylvia Ann Hewlett,
On Ramps and Off Ramps
(HBSP 2007)

Career not satisfying/enjoyable Felt stalled in career

. All women . Business . Medicine
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WI N6s four threads of f ocus

WIN has four areas of focus that match the
business case.

1 2 3 4

Vibrant

Professional & Marketplace -
Pockets of Innovation
Community

Leadership Eminence
Development
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Innovation.

1 2 3 4
Professional & Marketplace Vibrant

Leadership Eminence Pockets of Innovation
Development Community N
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Flexible Work Arrangements (FWAs) were one of the
first WIN innovations.

Reduced Hours/
Part-Time

Compressed Banking of

= el Work Week Hours

Telework/ Gradual
Telecommuting Retirement

Leaves/
Sabbaticals

Job-Sharing
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But FWAs did not go far enough, because they are:

i One-off point solutions that do not scale
i Generally viewed as for women only

i Neither integrated into nor supported by talent management
processes and procedures

i Not designed to address how careers unfold over time

i Too often focused exclusively on hours and work location at
a specific point in time

i Viewed as exceptions or accommodations to an outmoded
workplace standard

copyright 2010 Deloitte Development LLC
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The business case for flexibility has four prongs:
Greater engagement, heath, efficiencies and creating a
magnet for talent.

Employee Engagement

M8atisfaction with current and
future career-life fit

KCareer Culture

Manager-supported
workforce flexibility.

Talent Brand
A Employer of choice

A Inclusive workplace

Appeals to everyone 1 from
young to older workers




And flexiblility is a key aspect of moving from

| adde corp

Corporate Ladder
Traditional, hierarchical structure

Corporate Lattice
Flatter, often matrixed structure

Many workers are similar
to each other

Many workers are different
from each other

Work is a place you go to Work is what you do

Separation of career and life Integration of career and life

Linear, vertical career paths Multidirectional career paths

Low mobility; loyalty
based on job security

High mobility; loyalty
based on growth and
development

Tasks define the job

Competencies define the joh

copyright 2010 Deloitte Development LLC
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Mass productc ust omi zati on I S a Si
consumer marketplace.

""
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Mass career customization delivers similar benefits as mass product customization.

MASS CUSTOMIZATION BENEFITS

MASS PRODUCT CUSTOMIZATION MASS CAREER CUSTOMIZATION

Increased loyalty from greater Increased loyalty from greater
connection with customers connection with employees

Decreased workforce

Reduced supply chain costs acquisition and
retention costs

Increased productivity
through greater satisfaction
and career-life fit

Increased profitability
from value pricing

Deloitte.
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The MCC profile depicts the employee's target level

of contribution.

Pace
Options relating to the rate of career
PACE  WORKLOAD SCHEDULE  ROLE progression

Accelerated Full Ros?r?:ted Leader

MASS CAREER CUSTOMIZATION

Workload
Choices relating to the quantity of work
output

Individual

Contributer Location/Schedule
" Options for when and where work is
performed

®
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Role
Choices in position and responsibilities
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MCC describes three broad sets of choices defined by the organization.

AEnables an
Definition Increased focus on

ADescribes choices AEnables an

selected b .
y Increased focus on

career growth _ma!o_rlty ol life outside of work
Individuals
AJob rotation, stretch ATypical ATelecommuting,

and/or global expectations for flexible schedules,

assignment, results and pace reduced travel,
Examples  increased exposure  of development career plateau

and visibility to and growth; varies

leadership by job

MCC helps managers and employees have transparent

conversations about benefits trade-offs of these choices

copyright 2010 Deloitte Development LLC
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Mass Career Customization™ provides a framework
for how careers are increasingly being built.

MASS CAREER CUSTOMIZATION

A Recognizes that careers ebb and
flow over time

A Provides a more fluid structure in
response

A Institutionalizes framework/
process

A Allows choices
A Makes trade-offs more explicit
A Provides greater transparency

A Extends the bounds and
consistency of V\lh

copyright 2010 Deloitte Development LLC
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My Sine Wave.

Stage 1
Career Years 1 -6

Phase: Practicing Law

Stage 2
Career Years 7 - 10

Phase: Working from Home

Stage 3
Career 11 - 20

Phase: New Career

Stage 4
Career Years 21 - Present

Phase: Leadership

MASS CAREER CUSTOMIZATION

Accelerated Restricted Leader

s

Individual
Contributor

MASS CAREER CUSTOMIZATION

Not
Accelerated Restricted

15

Individual
C

MASS CAREER CUSTOMIZATION

Accelerated Leader

Individual
C

Accelerated Leader

Individual
Contributor
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What 6s your sine?

www.masscareercustomization.com/interactive.html

What’s your sine?

While mass career customization (MCC) provides a structure for how careers are
being built, elements of MCC are already happening through a variety of one-off
manifestations. Knowledge workers are managing their career-life fit by making
individual choices to dial up or down their careers, sometimes in cooperation with
their employers, while at other times, without their support. Review your own
career journey to reveal your sine wave—and how you, too, may have tailored your
career path.

B Begin

copyright 2010 Deloitte Development LLC
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MCC has rolled out to approximately 35,000 individuals, with the
remaining 12,000 in progress or scheduled in current fiscal year

Round 1 Pilots

Round 2 Pilots

PiLOT PHASE
COMPLETE

MCC Exec. Steering
Committee
Recommends
Rollout

AFinancial Advisory Services

ATax (Chicago)

AAERS (Capital Markets and
Southeast)

AHuman Capital

ATalent

ASR&l

Consulting

ITS

WE ARE HERE

R —
ARemaining ARemaining
AERS Deloitte
ARemaining Tax LLP
AClients & ARemaining
Markets India
AStrategic Groups
Relationship AlLegacy
Management Bearing
AFinance/SPS Point
AField Operations
Alndia Pilots

AEnabling Areas

copyright 2010 Deloitte Development LLC



MCC is integrated into the annual talent cycle for all--not just
those dialing up or down

i The full population

will have an MCC : Goal Setting:
Profile--all the time. Year-End: Set annual goals

Assess within context of
asEach 1 ndi
erformance :
Current Ievel Of p .‘ v‘ E .‘A‘. [ 3 I { n i MCC PrOfIIe

S against goals
contribution, as
depicted in MCC
Profile:

AShapes annual
goals.

_ Mid-Year:
AProvides context " Review

for performance . performance
evaluation. Q against goals
Ainforms ' n ©
assignment
decisions. On-going: conversations and adjustments
to MCC Profile as needed and approved
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Outcomes

Objectives

Client satisfaction
Quantify impact
Support cultural shift
Improve satisfaction
Increase retention

Create scalable
model

(111
11T

OQutcomes

No negative impact on client
service or business operations

Quality of counseling
conversations improved

Positive correlation between MCC
and retention

MCC is scalable

Career-life is a key driver of
engagement/productivity

copyright 2010 Deloitte Development LLC
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Improved Career-Life Satisfaction Enhanced Employee Engagement Factors

Our results
Wave 11 Wave 2 1
good downturn
economy Satisfied with my
. current career-life
life fit fit

A A

Higher Conversation Quality

counselor/ manageré

eoffers me helpédbesadvbes
on how to fit my career trade-offs associated with
and life together my career-life choices

cl ea

Did not explore profile change

Improved Retention of High Performers
w‘

t

% of top performers

voluntarily exiti\rég

Satisfaction with U.S.

Firms

MCC Rollouts

Decision to Stay with Likelihood to
U.S. Firms Recommend U.S.
Firms

Il Explore making change now [ Explored future change

-0.8%

\

U.S. Firms
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more 2 at www. masscareercustomlzatlon com

¥k
L Sodexo SOdeXO
vida profesional Hacer de cada dia un dia mejor



