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To successfully plan and sustain their 

business, leaders must constantly evaluate 

internal and external economic environments. 

We are seeing promising momentum in key 

external indicators, including positive growth 

projections from the International Monetary 

Fund (IMF). The IMF now expects that the 

world economy will grow 3.5 percent this 

year (up from 3.4 percent last year) and 3.8 

percent in 2016--up from a January forecast 

of 3.7 percent. In addition, most of the 

world’s economies are benefiting from sharply 

lower oil prices, though key oil-producing 

countries are feeling the pinch.  

The challenge for business leaders is to 

recognize how these external factors impact 

the internal economics of the organisation, 

and identify opportunities for realignment 

and growth. As organisations re-assess their 

own internal economies, they can benefit 

from a more holistic look at their business 

strategy– with particular focus on economics 

and ecosystems that include talent supply 

chain management. Doing so requires 

consideration of all the costs involved in the 

business process, including those related to 

the management of human capital, which can 

often go unseen.

This report is designed to increase awareness 

of the importance of economics and 

ecosystems involving the new talent supply 

chain to increase business growth. Using 

data compiled from the respondents of this 

survey, we examined how the traditional 

talent marketplace has evolved into extended 

ecosystems that are likely to have major 

impact on the economics of organisations. 

For example, with the recent announcement 

by IMF that India’s economy is outpacing 

every major economy in the world this year—

including China’s-- leaders need to be closely 

attuned to the talent needs in those countries 

and prepared to shift their focus for the best 

alignment.

Organisations cannot control the fluctuations 

of the external economy, but they can control 

how they respond. It is imperative that 

leaders look at the various ecosystems in a 

more holistic manner. By building a more 

sustainable and effective talent ecosystem, 

they will be maximizing the use of scarce 

human resources, and will be more closely 

attuned to the real costs involved in talent 

acquisition, development, and attrition.

As leaders, we constantly seek clarity and 

new perspectives in a rapidly changing 

world. I hope that this report provides a new 

perspective and consequently the much 

needed clarity for moving forward. 

FOREWORD

THE IMF NOW EXPECTS  
THAT THE WORLD  
ECONOMY WILL GROW

3.5% 
THIS YEAR

AND

3.8% 
IN 2016.
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ECONOMICS AND ECOSYSTEMS:

LEADERSHIP  
IN THE  
NEW FRONTIER

With global economic conditions dictating the 
outlook for businesses everywhere, there are only 
a limited number of areas where business leaders 
can take charge and shape corporate destiny.

ONE OF THESE IS IN THE AREA OF HUMAN CAPITAL. 
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One of the key emerging strategies surrounds 

fresh approaches to the talent supply chain – 

the way that people are attracted, managed, 

nurtured and developed for the future.

One of these approaches entails what is 

known as ‘talent ecosystems’ – the notion of 

the talent pool available to any business as 

not simply a static entity, but an extended and 

evolving array of relationships.

Talent ecosystems have the potential to 

reframe the thinking and approach to talent 

management.

The traditional view of talent management is 

akin to a supply chain, or ramp, where new 

employees are sourced and progress through 

learning, training and career planning, before 

they move elsewhere or retire.

The talent ecosystem reflects the changing 

face of contemporary “employment”, 

encompassing an extended and diverse set of 

talent relationships that may include full time, 

part time, portfolio and freelance workers. 

In this new order, employees may shift more 

seamlessly from role to role or place to place 

in what Deloitte has referred to as an “open 

talent economy”.1

The talent ecosystem reflects a borderless 

world of talent acquisition and management, 

with multiple sources for acquiring the people 

needed to produce goods and services.

Some workers will continue to be secured  

as traditional, full-time statutory employees  

– what Deloitte refers to as “balance  

sheet talent”.

1 Deloitte Review, The open talent economy, 2013.

Organizations that outperform their competitors 
through clever talent management strategies are 
able to secure important strategic advantages.
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But many workers will come from the 

wider pool of talent that encompasses an 

organization’s ecosystem, including:

• BORROWED TALENT – employees who are 

part of an extended value chain, working as 

contractors, in outsourced roles or support 

functions. 

• PARTNERSHIP TALENT – employees linked 

via a business partner or joint venture.

• FREELANCE TALENT – employees hired as 

contractors, free agents or freelancers.

• OPEN SOURCE TALENT – people recruited 

through online communities and networks, 

often referred to as crowd talent or 

crowdsourcing.

The Executive Outlook Survey reveals the way 

that business leaders are responding to these 

new forces in human capital management 

and the impact it is having on the way they 

function.

Importantly, the findings of the survey 

encourage all organizations to look at these 

ecosystems in a more holistic way, and to 

challenge prevailing views about talent 

management. 
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What is central to you in managing the 

economics of your organization?

The focus on talent as part of an extended 

ecosystem comes into sharper relief 

when business leaders are asked about 

how they manage the resources of their 

organizations for optimum efficiency.

Traditionally, the resources available to any firm 

– land, labour and capital – are optimised by 

allocating them according to their scarcity and 

likely return on investment.

That has not changed, but there is an increasing 

focus on the labour element, as part of a better 

understanding of the operation of the talent 

supply chain.

When asked about the key priorities in 

economic management of their firms, more 

than two-thirds (69%) of business leaders say 

the priority is on all resources and ecosystems 

in order to achieve sustainability.

Just 21% say that focus is on optimisation of 

the talent supply chain alone.

Only 11% cite the narrow focus on optimal 

allocation of scarce resources.

KEY ECONOMIC 
PRIORITIES

69%

21%

11%

OPTIMAL MANAGEMENT OF ALL 
RESOURCES AND ECOSYSTEMS 
TO ACHIEVE SUSTAINABILITY

OPTIMAL ALLOCATION 
OF TALENT SUPPLY CHAIN

OPTIMAL ALLOCATION 
OF SCARCE RESOURCES

69% 
SAY THE PRIORITY IS ON 
ALL RESOURCES AND 
ECOSYSTEMS IN ORDER TO 
ACHIEVE SUSTAINABILITY.
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What are the drivers of economic  

valuations in your organization?

The business leaders surveyed were 

asked about the key factors that drive 

economic valuations in their organizations 

– such things as policy, culture, talent, 

performance, revenue and agility. 

The largest single factor nominated was 

performance, cited by 24%, followed by 

revenue (13%), talent (6%), agility (4%), culture 

(3%) and policy (2%).

However the major factor, nominated by 

almost half (48%) was “all of the above”.

In other words, business leaders are 

increasingly adopting a multi-faceted approach 

to economic valuation.

There is no single variant that determines key 

economic outcomes, rather a broad range of 

measures that encompass the organization’s 

operations, goals and values. 

DRIVERS OF ECONOMIC 
VALUATION IN 
ORGANIZATIONS

24% 
SAY “PERFORMANCE” 
IS THE LARGEST SINGLE 
DRIVER OF ECONOMIC 
VALUATIONS IN THEIR 
ORGANIZATION.

48%

24%

13%

6%

4%

3%

2%
ALL OF  
THE ABOVE

PERFORMANCE

REVENUE

TALENT

AGILITY

CULTURE

POLICY
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What is your understanding 

of the term “ecosystems”?

It’s not surprising that the term 

“ecosystem” is not universally 

understood, at least as it applies to 

business and talent management.

Similar to its counterpart in the natural  

world, the idea of a talent ecosystem entails  

a network of individuals and capabilities 

that are constantly adapting in response to 

changing dynamics.

Once viewed in this way, the approach 

to talent management takes on a fresh 

perspective for many business professionals.

Already, there are almost three-quarters 

(73%) who embrace the broad definition of 

an ecosystem as “all human interactions and 

socioeconomic structures that may or may 

not affect the sustainability of our natural 

resources and economic productivity”.

There is also nearly a quarter (24%) that 

adopts a somewhat narrower definition of an 

ecosystem as “all living and non living things 

on earth interacting with each other”.

Generally, the business leaders who 

responded to the survey have a good grasp of 

the relevance of the talent ecosystem and its 

relevance to their organizations’ effectiveness 

and sustainability.

WHAT EXACTLY IS 
AN ECOSYSTEM?

73% 
EMBRACE THE BROAD 
DEFINITION OF AN 
ECOSYSTEM AS “ALL 
HUMAN INTERACTIONS 
AND SOCIOECONOMIC 
STRUCTURES THAT MAY 
OR MAY NOT AFFECT THE 
SUSTAINABILITY OF OUR 
NATURAL RESOURCES 
AND ECONOMIC 
PRODUCTIVITY”.

73%

24%

2%

1%

Ecosystems include 
all human interactions 
and socioeconomic 
structures that may 
or may not affect the 
sustainability of our 
natural resources and 
economic productivty

Ecosystems include  
all living and  
non-living things  
on earth interacting 
with each other

Ecosystems include all 
living and non-living 
things on earth

Ecosystems include all 
living things on earth
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Which of these in your opinion best describes the key 

connection between economics and ecosystems?

Digging a little further into the 

understanding of talent ecosystems, 

respondents were asked to look at the 

linkages to business economics.

Specifically, they were asked to identify the 

key connection between ecosystems and 

economics.

Faced with four possible responses, the 

largest group (49%) cited the key connection 

as “sustainability”.

Almost a third (32%) cited “socio economic 

systems”, while 14% cited “talent” and 6% 

“natural resources”.

Two important messages emerge from the 

result. First, business leaders recognise the 

importance of building a talent ecosystem 

that is viable and adaptable in meeting the 

changing needs of the enterprise.

Secondly, the talent ecosystem is a complex 

socio economic structure that embodies 

human beings, their needs and aspirations, all 

of which must meet the skills requirements for 

organizational success.

THE CONNECTION 
BETWEEN ECONOMICS 
AND ECOSYSTEMS

49% 
CITED THE KEY 
CONNECTION BETWEEN 
ECONOMICS AND 
ECOSYSTEMS AS 
“SUSTAINABILITY”.

49%

32% 14%

6%

SUSTAINABILITY

SOCIO ECONOMIC 
SYSTEMS

TALENT

NATURAL 
RESOURCES
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Has your organization included economics and talent 

ecosystems into your policies and business planning?

There appears an increasing readiness  

on the part of enterprises to integrate 

talent ecosystems and associated 

economic principles into mainstream 

business operations.

Well over two-thirds (70%) say they have 

included economics and talent ecosystems 

as part of their organizations’ policies and 

business planning.

However, almost a third (30%) are yet to take 

this step.

INTEGRATING  
TALENT ECOSYSTEMS  
INTO BUSINESS 

70% 
HAVE INCLUDED 
ECONOMICS AND TALENT 
ECOSYSTEMS AS PART OF 
THEIR PLANNING.

70%

30%

YES

NO
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True or false?

The way that organizations treat and 

measure the economic inputs that go 

toward the creation of products and 

services is an important part of business 

management and planning.     

If all significant inputs are not accounted for, 

firms may be underestimating the full cost of 

their activities. Some of those inputs, such as 

labour, plant and materials are obvious, but 

the treatment of others such as natural capital 

and employee wellbeing (sometimes referred 

to as externalities) are less clear cut.

Almost two-thirds (63%) agree that the full 

cost of a firm’s economic activities often do 

not include inputs such as natural capital 

and talent capital. This could mean that 

natural resources and even human resources 

are overlooked in assessing business 

performance.   

However, there is also recognition that the 

human element is important, particularly in 

regard to wellbeing and productivity.

A total of 70% indicate that the human 

resource productivity and wellbeing are taken 

into account when assessing the full economic 

cost of activities.

ASSESSING THE 
ECONOMIC COST 
OF ACTIVITIES

70% 
INDICATE THAT 
PRODUCTIVITY AND 
WELLBEING ARE TAKEN 
INTO ACCOUNT WHEN 
ASSESSING ECONOMIC 
ACTIVITY.

37%
FALSE

30%
TRUE

63%
TRUE

70%
FALSE

The full cost of economic activities 
often do not include the cost of 
natural capital and talent capital. 
(Natural capital: The importance 
and value of the goods and 
services provided by nature).

The full cost of economic 
activites do not include the 
costs of human resource 
productivity and wellbeing.
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How important are talent ecosystems and 

sustainability to your business and industry?

There are almost three-quarters (73%) 

of businesses that are treating talent 

ecosystems and talent sustainability as 

an important element in their business 

operations and planning.     

This cohort is made up of 38% who say that 

talent ecosystems and sustainability are “very 

important” and another 35% who say it is part 

of their business planning.

There is a further 15% who say it is “quite 

important”.

On the other hand, there is 6% who do not 

view it as a priority and 7% who are neutral.

IMPORTANCE OF 
TALENT ECOSYSTEMS 
AND SUSTAINABILITY 
TO BUSINESS

ONLY

6% 
SAY TALENT ECOSYSTEMS 
AND SUSTAINABILITY 
IS NOT VIEWED AS A 
PRIORITY.

38%

35%

15%

7%

4%

2%

VERY IMPORTANT

IT’S IN OUR BUSINESS 
PLANNING

QUITE IMPORTANT

NEUTRAL

HAVEN’T THOUGHT ABOUT IT

NOT VERY IMPORTANT
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Defined talent and social capital is powerful 

incentives to focus on economics and ecosystems

There is overwhelming endorsement of 

the benefits to be derived from properly 

recognizing the costs associated with all 

business inputs, particularly in regard to 

talent capital and social capital.   

Social capital refers to the benefits that 

community derives from the structures and 

interactions that contribute to an orderly and 

functioning community, and many economists 

have long argued that these benefits have an 

economic value.

A total of 98% of respondents either “agree” 

or “strongly agree” that capturing these 

cost externalities would provide a powerful 

incentive to focus on economics and 

ecosystems that contribute to sustainability.

RECOGNIZING THE 
REAL COSTS AND 
BENEFITS OF TALENT 
AND SOCIAL CAPITAL

98% 
AGREE/STRONGLY AGREE 
THAT CAPTURING DEFINED 
TALENT AND SOCIAL 
CAPITAL PROVIDES A 
POWERFUL INCENTIVE TO 
FOCUS ON ECONOMICS 
AND ECOSYSTEMS.

31%

67%

2%

1%

STRONGLY AGREE

AGREE

DISAGREE

STRONGLY DISAGREE
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What level of profitability and/revenue do you think your organization would 

be enjoying if economics and talent ecosystems become an integral part of 

your business planning, development and decisions at all times? (%)

There is a powerful flow-on benefit that 

is likely to accrue as a result of measures 

to integrate talent ecosystems and 

economies into business planning.

Half of all respondents said they would 

expect to derive “significant” profitability 

and revenue gains as a consequence of 

such reforms, while a further 38% predict 

“marginally significant” gains.

A relatively small number (7%) anticipate no 

change while 4% suggest a marginal decline.

PERFORMANCE 
BENEFITS FROM 
TALENT ECOSYSTEMS

88% 
EXPECT TO DERIVE 
“SIGNIFICANT” 
AND “MARGINALLY 
SIGNIFICANT” PROFIT/
REVENUE BENEFITS FROM 
TALENT ECOSYSTEMS.

38%

50%

7%
4%

MARGINALLY SIGNIFICANT

SIGNIFICANT

UNCHANGED
MARGINAL DECLINE
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The talent ecosystem has become a useful 

mechanism for understanding and managing 

human capital.

It reflects the disparate and multi-layered 

market for talent that has become the norm 

for many firms, particularly those with rapidly 

changing skills requirements, those in cyclical 

industries or where talent may move fluidly 

across regions or countries.

Understanding the talent marketplace, not 

as a single static pool, but as a dynamic and 

evolving network of relationships, brings 

many benefits.

It has the potential to enhance flexibility, 

efficiency and adaptability. It builds wider 

relationships and skills communities which 

can be tapped into as needed. It supports a 

learning culture and an environment that is 

conducive to lifelong development of skills.

Importantly, talent ecosystems link closely 

with the notion of sustainability, since there 

is an emphasis on talent development, 

evolution and renewal that is sometimes 

overlooked in more traditional approaches.

Contemporary economic thinking encourages 

managers to consider all the costs involved in 

the business process, including those related 

to the management of human capital, which 

can often go unseen.

By building a more sustainable and effective 

talent network, managers will be maximizing 

the use of scarce human resources, and will 

be more closely attuned to the real costs 

involved in talent acquisition, development 

and attrition.

SUSTAINING 
TALENT IN A 
CHANGING 
WORLD
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The Executive Outlook Survey 2015/16 

captured the opinions of 219 leaders and 

executives of organizations across a diverse 

range of types, sectors, size and locations. 

BTI Consultants conducted this annual 

Executive Survey in January 2015, canvassing 

the views and opinions of senior leaders across 

the world on the topic of : Economics and 

Ecosystems: Leadership in the New Frontier.

We commissioned an online survey and all 

responses were confidential and aggregated to 

project findings enclosed.

All respondents occupy senior executive 

positions, ranging from Chairs and Presidents, 

Managing Directors to Vice Presidents  

and Directors.

The size of participating organizations ranges 

from those with fewer than 25 employees to 

more than 30,000, with 70% from those with 

headcount between 250 and 5,000

A total of 80% are based in Asia Pacific, with 

10% from the Americas and 9% from Europe.

Industry sectors represented in the survey cover 

a broad sweep of business activity, including 

manufacturing, ICT, consulting, health & 

pharmaceuticals, financial services & insurance, 

property, infrastructure, transport & logistics, 

and oil & gas.

219 LEADERS AND EXECUTIVES OF COMPANIES 

WHO RESPONDED 
TO THE SURVEY?

16

52% VP/Director

33% CEO/MD

12% EVP/SVP

3% Chairman/President

45% Multinational firms

18% SMEs

23% Local conglomerates

10% Government/GLCs

3% Non-profit organisations

7% 30,000+

8% 10,000–30,000

7% 5,000–10,000

16% 1,000–4,999 9% Less than 25

12% 500–999

11% 250–499

31% 25–249

HEADCOUNT (NO. OF EMPLOYEES)

1%
Middle East 

& Africa  

Americas

10%

Europe

9%

Asia Pacific

80%
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ABOUT BTI CONSULTANTS

Specializing in global and regional C-level and senior executive retained searches, leadership consulting, 

management assessment & career transition. BTI Consultants leverages on the ability to align ourselves with the 

changing face of leadership, our deep network of proven consultants extends our reach across specific industry 

sectors and disciplines. We operate on the premise that every leader we place has the ability to make a positive 

impact to the business they enter, the people they interact with, and the community at large. BTI Consultants is 

the specialist consulting practice of Kelly Outsourcing & Consulting Group. Visit www.bticonsultants.com

ABOUT KELLYOCG

KellyOCG® is the Outsourcing and Consulting Group of workforce solutions provider Kelly Services, Inc. KellyOCG is a 

global leader in innovative talent management solutions in the areas of Recruitment Process Outsourcing (RPO), Business 

Process Outsourcing (BPO), Contingent Workforce Outsourcing (CWO), including Independent Contractor Solutions, 

Human Resources Consulting, Career Transition and Executive Coaching, and Executive Search.

KellyOCG was named in the International Association of Outsourcing Professionals® 2015 Global 

Outsourcing 100® list, an annual ranking of the world’s best outsourcing service providers and advisors.

Further information about KellyOCG may be found at kellyocg.com.

http://www.bticonsultants.com
http://www.kellyocg.com
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