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About This Report
The SHRM Workplace Forecast is published every two years by the 

Society for Human Resource Management (SHRM). The structure 

of the report is based on a survey of human resource profession-

als1 about their views on the key issues in demographics, econom-

ics, employment, international affairs, politics, society, and science 

and technology that will have the greatest infl uence on the work-

place in the next decade, as well as the actions they are taking or 

planning to take to address these changes. Though the structure of 

the report is built around the survey fi ndings, the content is based 

on material gathered through environmental scanning, extensive 

literature reviews and interviews with experts carried out through 

SHRM’s Workplace Trends and Forecasting Program.

Key Themes and Top 10 Trends

Though a number of different issues made it to the top of the list of 

trends, three key ongoing themes appeared to underlie the majority 

of the top trends:

• The rising cost of health care. 

•  The implications of increased global competitiveness.

•  Demographic changes, especially the aging of the workforce and 

the impending mass retirement of the baby boom generation.

As in 2004, the rising cost of health care was the trend that HR 

professionals felt would have the largest impact on the workplace 

and the HR profession. Not only did the rise in health care costs in 

general reach the top of the list, but several related issues, such as 

the threat of health care costs on U.S. economic competitiveness 

and the increase in the number of individuals and families without 

health insurance, were also among the most important trends HR 

professionals identifi ed. 

Global competitiveness was another underlying force behind 

several of the top trends in the survey, with the increased use of 

offshoring rising to the top of the list as second most important 

trend—a big climb from the 2004–2005 SHRM Workplace Forecast. 

Global competition is highlighting the economic disadvantage of 

increased health care costs in the United States compared with 

other countries, especially emerging economies such as India and 

China. It is also creating the need to get as much value as possible 

from fewer employees, leading to a growing focus on productivity. 

Overall, global competitiveness appeared to be a much more 

important trend in 2006 than it was in 2004.

For HR professionals, the most critical demographic issues appeared 

to be the large numbers of baby boomers slated to retire around 

the same time and the implications this trend had for leadership, 

knowledge retention and generational issues in the workplace. How-

ever, at the same time, many predicted that baby boomers would 

approach aging and retirement in a new way, which could result in 

many baby boomers staying in the workplace in some capacity and 

many others remaining active in other ways, such as volunteering.

Several of the trends are closely linked to one another. The best 

example is the rise in health care costs, which could encourage 

the increased use of offshoring to countries where costs are much 

lower, the rise in the number of individuals without health insur-

ance and the drive to reduce health care costs through increased 

Top Trends Overall

 1. Rising health care costs.

 2.  Increased use of outsourcing (offshoring) of jobs to other 

countries.

 3.  Threat of increased health care/medical costs on the 

economic competitiveness of the United States.

 4. Increased demand for work/life balance.

 5.  Retirement of large numbers of baby boomers (those 

born between 1945 and 1964) around the same time.

 6.  New attitudes toward aging and retirement as baby 

boomers reach retirement age.

 7.  Rise in the number of individuals and families without 

health insurance.

 8. Increase in identity theft. 

 9.  Work intensifi cation as employers try to increase 

productivity with fewer employees.

 10. Vulnerability of technology to attack or disaster.

1 For this year’s survey, a sample of HR professionals was randomly selected from SHRM’s membership database, which included more than 200,000 members at the time the survey was conducted. Of the 
9,000 e-mails sent out, 7,538 were successfully delivered to respondents, and 1,232 HR professionals responded, yielding an overall response rate of 16%. Due to the length of the survey, the respondent 
pool was randomly split into three groups, with each group answering one-third of the survey questions. Therefore, each individual item in the survey was seen by between 396 and 425 HR professionals.
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expectations of employee productivity. Similarly, the loss of a large 

proportion of workers due to retirement could also encourage 

the use of offshoring, while an aging population could increase 

employee caring responsibilities thus leading to a greater demand 

for work/life balance. 

Many trends indicate a potential rise in employees’ feelings of in-

security through more intense global competition for jobs, more 

individuals without access to health insurance and fears about 

data security, identity theft and the vulnerability of technology to 

attack or disaster. These circumstances could lead to a reexami-

nation of the relationship between employers and employees, 

especially employer obligations to provide benefi ts such as 

health insurance and pensions, as well as the importance of feel-

ing safe and secure to employee job satisfaction.

The SHRM Workplace Forecast is divided into eight broad 

sections covering demographics, economics, employment, 

international issues, politics, science and technology, society, 

and the HR profession. Though the categories are distinct, 

many issues have an impact across categories. For this reason, 

many trends appear in more than one section. 

Demographics
Demographic trends involve the characteristics of different types 

of population segments. These characteristics can include geo-

graphic location, age, race, sex and cultural background. Accord-

ing to HR professionals, some of the demographic trends that will 

have the largest infl uence on the workplace in the coming years 

are an aging population, generational issues, the growth of the 

Hispanic/Latino population in the United States, immigration, 

changing family structures, regional growth and development, 

religious diversity, and an increase in the number of individuals 

with disabilities in the workplace.

Implications of demographic trends for HR 

Demographic changes will affect organizations differently, depend-

ing on their existing demographic makeup as well as their size, 

geographic region and industry. This is particularly true of trends 

like the aging workforce, which, while likely to infl uence all 

organizations to some extent, may have more signifi cant implica-

tions on sectors where the workforce is already proportionately 

older and where education trends indicate that there will not 

be enough workers to take the place of those getting ready to 

retire. Considering that these kinds of demographic trends will be 

crucial to strategic planning efforts, HR professionals must lead 

the way by starting with a solid grasp of the current demograph-

ics of their workforce. This knowledge will help them create the 

strategies that are most likely to be successful in dealing with the 

implications of demographic changes. All HR professionals must 

be prepared to get the most out of a workforce that is growing 

ever more diverse and to attract and retain the most highly skilled 

workers in an increasingly global knowledge and skills market.

Economics
Economic issues focus on the production, distribution and 

consumption of goods and services and on the fi nancial and other 

systems involved in these processes. Increasingly, national econo-

mies are growing more interdependent, and the most important 

economic trends are occurring at the global level. Not surprisingly, 

HR professionals rated a number of economic issues highly in 

terms of their potential infl uence on the workplace. According to 

the survey, the economic trends of the most importance in the 

coming years include the threat of health care costs on the ability 

of the United States to compete globally, the economic implications 

of rising retiree benefi ts costs, globalization and the growing 

interdependence of international markets, potential skills or labor 

shortages that could impede the ability of the United States to 

compete in a knowledge economy, the economic impact of new 

regulations, corporate mergers and downsizing, and the growing 

infl uence of emerging economies, especially India and China.

Implications of economic trends for HR 

The growing importance of intangible assets is putting human 

capital at the center of strategies for economic success at the 

Demographic Trends Most Likely to Have a Major Impact on or Cause 
a Radical Restructuring of the Workplace

Major  
Impact

Radical 
Restructuring

Aging population driving an increase in health 
care costs  

59% 13%

Aging of the workforce 44% 8%

Demographic shifts leading to a shortage of 
skilled workers 

43% 14%

Retirement of large numbers of baby boomers 
(born 1945–1964) at around the same time 

43% 21%

Growth in the number of employees who have 
both eldercare and childcare responsibilities at 
the same time (“sandwich” generation)

38% 4%

Increase in the age individuals choose to retire 38% 8%

Generational issues: Recognizing and catering to 
groups such as Gen Y (born 1980–2000) and Gen X 
(born 1965–1980) 

34% 6%

Growth in the number of employees with 
eldercare responsibilities 

34% 4%

Implications of the Latino/Hispanic population as 
the nation’s largest minority group 

29% 7%

Growth in the number of employees for whom 
English is not fi rst language  

26% 5%

Source: SHRM Workplace Forecast (2006)
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organizational, national and even regional levels. Though a stronger 

economic outlook appears to be encouraging organizations to in-

crease hiring, companies are under pressure to boost employee pro-

ductivity in order to offset higher costs such as health care. Another 

potential response will be the need for some form of benefi ts cuts, 

especially health care benefi ts, retiree health care benefi ts and pen-

sion contributions. This task will pose a major challenge to HR profes-

sionals, who must balance the fi nancial health of their organizations 

with the needs of the workforce. A shift to a knowledge economy 

is also likely to lead to an emphasis on recruiting and retaining the 

most skilled knowledge workers wherever they are located.

Employment
Employment issues cover various aspects of the employer/employee 

relationship and apply to types of occupations and different kinds of 

employment relationships within occupational groups such as part-

time, full-time and contract-based employment. Because employment 

is so closely tied to economic conditions, many trends appearing in 

the economics section are similar to those in the employment section. 

In contrast to the 2004–2005 SHRM Workplace Forecast, where reten-

tion issues did not appear at all in the HR professionals’ list of top 

10 employment trends, in 2006 a greater emphasis on employers 

to develop retention strategies for current and future workers was 

the employment trend rated as most likely to have a major impact 

on the workplace and the HR profession. However, it was tied with 

rising health care costs, and far more HR professionals believed that 

health care costs were more likely to lead to a radical restructur-

ing of the workplace. Other important employment trends included 

security, work intensifi cation, issues stemming from changes in 

labor unions, changing demands from employees regarding benefi ts 

and working arrangements, the use of outsourcing, and employee 

privacy concerns.

Implications of employment trends for HR 

The top action HR professionals report their organizations are taking 

or planning to take in response to employment trends is to increase 

spending on learning and training initiatives. This refl ects the grow-

Employment Trends Most Likely to Have a Major Impact on or Cause 
a Radical Restructuring of the Workplace

Major 
Impact

Radical 
Restructuring

A greater emphasis on employers to develop 
retention strategies for current and future 
workforce  

48% 11%

Rising health care costs 48% 30%

Employee security concerns 41% 16%

Employee backlash against rising benefi ts costs 40% 13%

Work intensifi cation as employers try to increase 
productivity with fewer employees  

40% 18%

A change in negotiating tactics and processes 
used by labor and management caused by 
business pressure to remain competitive  

39% 8%

Greater demand for fl extime 39% 7%

Establishment of a link between pay and 
performance

38% 9%

Increase in the number of employees with untreated 
physical/mental health conditions due to rising health 
care costs and the increasing number of the uninsured 

38% 9%

Privacy concerns of employees 38% 12%

Greater demand for more time off  37% 8%

Increased use of noncash rewards such as time 
off, time fl exibility, learning opportunities 

37% 6%

Increased use of outsourcing within the United 
States 

36% 15%

Increased use of outsourcing (offshoring) of jobs 
to other countries 

35% 26%

Lower HR-staff-to-employee ratios 35% 10%

Increase in employee and union concerns about 
job security, exacerbated by the outsourcing/
offshoring trend  

34% 13%

Increase in employee rights due to legislation 
and/or court rulings 

32% 6%

Talent management 32% 12%

Increase in demand for overtime pay from white-
collar workers 

30% 6%

Source: SHRM Workplace Forecast (2006)

Economic Trends Most Likely to Have a Major Impact on or Cause 
a Radical Restructuring of the Workplace

Major 
Impact

Radical 
Restructuring

Threat of increased health care/medical costs 
on the economic competitiveness of the United 
States 

45% 24%

Rising retiree benefi ts costs 42% 13%

Continued expansion of global business and 
increased interdependence of countries and 
cultures  

41% 14%

Labor shortage at all skills levels 41% 14%

Changes in corporate governance as a result of 
scandals/Sarbanes-Oxley Act 

40% 5%

Labor shortage only at the high-skilled level 40% 14%

Continued mergers and acquisitions activity 37% 8%

Continued corporate downsizing and 
bankruptcies 

36% 11%

Underfunding of pensions 36% 16%

Demand for greater transparency of corporate 
fi nancial position 

35% 5%

Economic growth of Asia, especially China and 
India  

34% 17%

Increased energy and fuel costs 33% 9%

Shift from manufacturing to information/service 
or knowledge economy 

32% 13%

Downturn in consumer spending 30% 9%

Economic uncertainty 30% 8%

Source: SHRM Workplace Forecast (2006)
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ing importance of education and skills as a result of the  shift to a 

knowledge economy. Retaining highly skilled employees may also 

result in changes to benefi ts and work organization. But the increased 

cost of many benefi ts such as health care or retirement plans may be 

limiting the fl exibility that HR professionals are able to offer as the 

need to increase productivity to offset these costs becomes critical. 

HR Profession
Because of its focus on the HR professional, the SHRM Workplace 

Forecast adds the HR profession section in addition to the broad trend 

categories used in more general strategic planning and futures-based 

surveys. This section highlights some of the issues that are fairly spe-

cifi c to the HR profession, though many of them are closely related to 

broader trends. For example, containing health care costs is the issue 

that HR professionals believe could have the biggest impact on the HR 

profession. The growing complexity of legal compliance, which was 

the top HR trend in 2004, moved to second place in 2006. In addition 

to these two issues, HR professionals are very concerned about the 

best way to prepare for the next wave of retirements as baby boom-

ers reach their 60s. Finally, strategic issues such as integrating human 

capital strategies into key business transactions, recruitment and 

retention, linking performance with strategy, and measuring human 

capital all continue to be major trends, according to HR professionals. 

Implications of HR trends 

Because there are a large number of issues and trends with a po-

tential impact on human resource management, HR professionals 

will need to be well-informed in order to be able to take action when 

new opportunities arise. Though the most critical area for U.S. HR 

professionals may be managing the costs of health care and fi nding 

ways to boost productivity in order to offset rising health care costs, 

HR professionals are also being called upon more than ever before to 

demonstrate the value of the function, and this will continue to neces-

sitate the development of skills and competencies in HR technology, 

workforce analytics and human capital measurement.

International Issues
Though globalization is not a new development, the increased 

mobility of goods, services and capital throughout the world has 

highlighted the importance of international issues in business and the 

economy. Globalization was an underlying theme throughout many of 

the trends that HR professionals felt would have the strongest impact 

on the workplace. Trends within the international area included the 

expansion into the global marketplace, the economic growth of Asia, 

increased pace of change, cross-border and regional employment 

HR Profession Trends Most Likely to Have a Major Impact on or Cause 
a Radical Restructuring of the Workplace

Major 
Impact

Radical 
Restructuring

Central importance of medical health care/cost 
management to the HR function 

51% 13%

Growing complexity of legal compliance 49% 15%

Preparing for the next wave of retirement/labor 
shortages

47% 17%

Building people management or human capital 
component into key business transactions 
(change management, mergers and acquisitions) 

45% 12%

Need to develop retention strategies for current 
and future workforce  

43% 11%

Business units taking on more of HR’s strategic 
functions and tasks 

41% 8%

Linking employee performance and its impact on 
organization’s business goals  

41% 10%

Growing complexity of the staffi ng function 
as it links to the fi nancial and operational 
performance of the organization 

40% 8%

Increased use of HR technology 39% 10%

Increased focus on selective retention for 
keeping mission-critical talent  

38% 7%

Measuring human capital 35% 5%

Demonstrating HR’s return on investment 34% 7%

Developing new roles for internal HR 
departments 

34% 7%

Increased focus on intellectual capital  32% 4%

Increasing HR’s role in promoting corporate 
ethics/corporate social responsibility 

31% 4%

Responding to changing demands of a diverse 
workforce 

31% 6%

Growing awareness of the fi duciary status of HR 
professionals  

30% 5%

Increased use of workforce planning and 
decision tools 

30% 4%

Need for broader business acumen 30% 7%

Source: SHRM Workplace Forecast (2006)

International Trends Most Likely to Have a Major Impact on or Cause 
a Radical Restructuring of the Workplace

Major 
Impact

Radical 
Restructuring

Desire of companies to expand into global 
marketplace 

37% 9%

Economic growth of Asia  36% 12%

Continued acceleration for global change 35% 7%

Stricter cross-border policies for global business 
practices

35% 5%

Cross-cultural understanding/savvy in business 
settings 

35% 4%

Growing economic interdependence among 
world’s countries 

34% 8%

Increase in offshoring  31% 10%

Heightened awareness of cultural differences 27% 3%

Pressure for development of global labor standards 26% 7%

Increased security for expatriates abroad to 
ensure personal and business safety and to deal 
with terrorist kidnapping and blackmail  

24% 6%

Source: SHRM Workplace Forecast (2006)
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policies and legislation, cultural issues, offshoring, and a growing 

interest in the role of business in encouraging both positive and nega-

tive social and political developments.

Implications of international trends for HR 

As in 2004, the main way that organizations are responding to inter-

national trends is through expanding into the global marketplace. 

Even for HR professionals working at organizations that are primarily 

locally or nationally focused, international issues are likely to have an 

increasing infl uence on product markets, supply chains and business 

practices. For the growing number of HR professionals working for 

organizations with an international presence, global human capital 

issues will become a major focus of their attention, particularly the 

integration of different cultures, management of a global workforce, 

the decision to offshore and management of offshoring, and regional 

and international employment legislation.

Politics
The political climate is often shifting, especially directly before a major 

election. 2004 was a presidential election year, and perhaps for this 

reason, many of the political trends that were at the forefront in the 

SHRM Workplace Forecast of that year have shifted lower down the list 

or have been replaced by other issues. Health care legislation at both 

federal and state levels is now viewed by HR professionals as the most 

important political trend, while domestic security has slipped down a 

few places, although global security issues are still near the top of the 

list. Several new trends—raising the retirement age, same-sex unions, 

ballot initiatives for employment law and proposed changes to immi-

gration laws—also made the list, while issues such as the weakening 

of affi rmative action and health benefi ts portability dropped off the list 

of top political trends, according to HR professionals.

Implications of political trends for HR 

Federal and state health care legislation could affect employer health 

care benefi ts, though changes in state laws could be more infl uen-

tial in the short to medium term. Many organizations are increasing 

lobbying in state politics and could be especially active in relation to 

proposed changes in state health care legislation. Organizations are 

also investing more in global and domestic security and responding 

to grassroots pressure by changing company policies related to the 

environment, social programs and community issues. The shift to a 

knowledge economy is also putting more emphasis on the need for 

a highly skilled workforce. The rising costs of health care and other 

entitlement programs may be making it more diffi cult for the federal 

government to make these investments, but their importance is 

underscored by the increasing involvement of organizations in local, 

state and national workforce readiness initiatives. 

Science and Technology
Science and technology issues include developments in science 

as well as potential employment or competitiveness issues in 

the sciences. Developments in information and communications 

technology (ICT) have had a signifi cant effect on workplace issues, 

especially the ability of ICT to encourage globalization by eliminat-

ing geographic barriers. The science and technology trends HR 

professionals rated as most important were generally those that 

directly affected the profession, especially in relation to HR technol-

ogy and employee data. Other science and technology trends were 

linked to workforce issues such as a decline in the number of sci-

ence and technology graduates in the United States in comparison 

with other countries, greater skills requirements due to knowledge 

specialization, and more competition in research and innovation 

from emerging economies.

Implications of science and technology trends for HR 

Developing HR technology competencies will be a focus for HR 

professionals as it will be increasingly expected that HR profes-

sionals use technology to lower costs and improve administrative 

productivity as well as measure results. In addition, technology 

underpins so many other areas of business that HR professionals 

will not be able to speak the language of business without a fi rm 

grasp of technological concepts and business strategies. Protecting 

employee data and information and investing in training and devel-

opment to improve employees’ technical skills during the shift to 

a knowledge economy will be critical. Businesses and nations will 

Political Trends Most Likely to Have a Major Impact on or Cause 
a Radical Restructuring of the Workplace

Major 
Impact 

Radical 
Restructuring

Federal health care legislation 62% 16%

State health care legislation 47% 12%

Focus on global security 43% 11%

Proposed immigration laws—H1-B visas, 
temporary worker programs, etc. 

43% 10%

Retirement benefi ts portability 42% 8%

Increase in the legal retirement age 39% 14%

Devolution of power to states 34% 5%

Changes in state laws relating to same-sex 
unions  

32% 2%

Increased grassroots pressure on corporations 
to change specifi c business practices  

30% 5%

Use of ballot initiatives to establish 
employment-related laws 

30% 7%

Focus on domestic safety and security 27% 5%

Source: SHRM Workplace Forecast (2006)
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be competing on the knowledge and skills of their workforce, and 

those that are best able to harness technology to improve skills 

and productivity will be the most economically competitive, while 

those that do not will be in danger of falling behind.

Society
The institutions, culture and relationships that underlie societal 

trends may be becoming more complex due to greater diversity 

and more interaction between different societies and cultures on 

a global level. Because the elements that make up society are 

constantly shifting in response to changes in demographics, the 

economy, national and global politics, and new developments 

in science and technology, many of the top trends in this sec-

tion are related to trends found in other sections. These include 

technology trends such as the decline in traditional communica-

tion and the increase in cyber-based communication, as well as 

education issues. Many of the societal trends identifi ed relate to 

demographic issues, especially an aging workforce, generational 

differences and the changing nature of the family.

Implications of society trends for HR 

HR professionals are responding to changes in society through the 

implementation of new workplace policies and programs or revi-

sions of the existing ones. Many policy changes, such as increased 

training in specialized and basic skills and increased involvement 

in government workforce readiness initiatives, deal with improving 

workforce skills, while others involve changing access to benefi ts 

to refl ect the changing defi nition of the family. Engaging a more 

diverse workforce and improving the health of the workforce are 

also key challenges refl ected in the actions organizations are tak-

ing or planning to take in response to trends in society.

Science and Technology Trends Most Likely to Have a Major Impact on or 
Cause a Radical Restructuring of the Workplace

Major 
Impact

Radical 
Restructuring

Expanded use of the Web for delivery of HR 
applications 

44% 9%

Growing adoption of standards for data exchange 
between human resource information systems 
(HRIS)

41% 7%

Heightened awareness of HR data privacy  41% 12%

Continued development and use of e-learning 39% 4%

Rapid growth of employees using handheld 
devices with wireless e-mail in the workplace  

39% 9%

Vulnerability of technology to attack or disaster 39% 18%

Rise in identity theft  37% 15%

Ability to use technology to more closely monitor 
employees 

36% 4%

Elimination of geographic barriers due to 
technology 

36% 13%

Evolution of Web-based self-service applications 
from basic data updating to strategic applications  

36% 10%

Decrease in the cost of technology leading to 
greater access 

35% 9%

Requirement for HR leaders to have command of 
strategic HR technology issues  

35% 13%

Increased vulnerability of intellectual property 34% 9%

Decline in science and engineering graduates 
in the United States in comparison with other 
countries 

33% 15%

Differences in access to and comfort with 
technology among workers 

33% 5%

Perpetual upskilling of workforce due to 
knowledge becoming quickly out of date  

33% 10%

Increased job specialization  31% 5%

Offshoring of research and development  30% 13%

Outsourcing of HRIS 30% 10%

Source: SHRM Workplace Forecast (2006)

Society Trends Most Likely to Have a Major Impact on or Cause a Radical 
Restructuring of the Workplace

Major 
Impact

Radical 
Restructuring

Decline in traditional communication methods and 
increase in cyber communication  

52% 11%

Increased demand for work/life balance 51% 23%

Higher levels of stress as individuals and families 
cope with multiple responsibilities 

48% 14%

New attitudes toward aging and retirement as 
baby boomers reach retirement age 

47% 21%

Increase in identity theft 46% 19%

Increase in chronic health conditions such as 
diabetes, heart conditions, etc. 

43% 14%

Broadening diversity—religion, ethnicity, culture 42% 4%

Changing defi nition of family (children living with 
grandparents, same-sex couples, unmarried 
cohabitating couples, etc.) 

42% 8%

Rise in the number of individuals and families 
without health insurance 

42% 20%

Increase in age discrimination litigation 40% 7%

Generational differences 39% 10%

Poor educational performance of U.S. students  38% 14%

24/7 work environment 35% 7%

Increase in discrimination litigation based on 
sexual orientation 

35% 7%

Increase in discrimination litigation involving 
individuals with disabilities 

34% 5%

Increase in religious discrimination litigation 33% 5%

Shared parenting and household responsibilities 
between women and men 

33% 7%

Increase in the number of job applicants/
employees with criminal records 

32% 5%

Increase in sex discrimination litigation 30% 5%

Source: SHRM Workplace Forecast (2006)

2006–2007 Executive Summary SHRM Workplace Forecast    7



The large number of issues that human resource professionals iden-

tify as having a potentially signifi cant impact on the workplace and on 

the HR profession illustrates how many factors can have an infl uence 

on the working world. With so many issues to consider, planning 

for the future can be a challenge. Some of the most common ac-

tions HR professionals are taking to prepare for the future include 

training line managers to recognize and respond to generationa 

differences, changing health care policies and plans as a result of 

projected demographic changes, putting added emphasis on suc-

cession planning, changing health and safety policies and practices 

to refl ect aging of the workforce, especially implementing preven-

tive health programs, and investing more in training and develop-

ment to boost skills levels of employees. Overall, it is clear that HR 

professionals are considering a huge range of issues as they plan 

for the future and are already taking action today. 

©2006 Society for Human Resource Management. Reprints by permission only.  This report is published by the Society for Human Resource Management (SHRM). All content is for informational purposes 
only and is not to be construed as a guaranteed outcome. SHRM cannot accept responsibility for any errors or omissions or any liability resulting from the use or misuse of any such information.  #06-0492

Top Overall Actions Organizations and HR Professionals Are Planning to Take in Response to Trends

 
Plan to 

Take Action
Have Already 
Taken Action

Do Not Plan 
to Take Action

Training line managers to recognize and respond to generational differences 28% 35% 37%

Changing health care policies and plans as a result of projected demographic changes 24% 30% 46%

Succession planning 24% 55% 21%

Measuring human capital 24% 41% 35%

Changing health and safety policies and practices to refl ect aging workforce 22% 22% 56%

Implementing preventive health programs 22% 55% 23%

Expanding the use of technology-based employee and manager self-service applications 22% 55% 23%

Making changes in company policy as a response to federal regulations 22% 56% 22%

Carrying out studies to determine projected future demographic makeup of workforce 21% 20% 59%

Investing more in training and development to boost skills levels of employees 21% 62% 17%

Implementing policies aimed at encouraging better work/life balance 21% 40% 39%

Making changes in company policy as a response to state regulations 21% 47% 32%

Increasing the use of technology to perform transactional HR functions 21% 59% 20%

Requiring HR to demonstrate its return on investment 21% 39% 40%

Carrying out studies to determine projected future retirement rates in the organization 20% 30% 50%

Implementing employee diversity education programs 20% 42% 38%

Shifting to the use of health savings accounts to offset the increase in health care costs 20% 31% 49%

Expanding the use of the Web for the delivery and use of HR applications 20% 59% 21%

Greater investment in and use of e-learning 20% 51% 29%

Changing retirement policies and plans as a result of projected demographic changes 18% 24% 58%

Increasing investment in employee safety and security in the United States 18% 47% 35%

Building people management or human capital component into key business transactions (change management, mergers and acquisitions) 18% 50% 32%

Increasing investment in training for HR staff 18% 51% 31%

Changing health and safety policies and practices to refl ect changing language needs of workforce 17% 21% 62%

Increasing training in specialized skills 17% 59% 24%

Investing in human resource information systems that work together across multiple platforms 17% 47% 36%

Offering employment options designed to attract and retain Generations X and Y 16% 27% 57%

Decreasing health care benefi ts 16% 41% 43%

Increasing investment in recruiting and retaining highly specialized knowledge workers 16% 55% 29%

Increasing spending on learning and training initiatives 16% 50% 34%

Transitioning to paperless pay 16% 46% 38%

Increasing involvement in local, state and national workforce readiness and development initiatives 16% 28% 56%

Offering customized benefi ts packages to all employees 15% 30% 55%

Implementing policies and procedures aimed at protecting employee and customer data from identity theft 15% 63% 22%

Taking steps to protect employees in the event of a major health epidemic 15% 19% 66%

Increasing HR’s role in promoting corporate ethics/corporate social responsibility 15% 57% 28%

Source: SHRM Workplace Forecast (2006)

Responding to Trends

8    SHRM Workplace Forecast    2006–2007 Executive Summary
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