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WORKPLACE CHANGE IS AN
ORGANIZATIONAL OPPORTUNITY

OpusView helps organizations increase profitability by improving 
workforce engagement
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Digital transformation enables businesses to focus 

on their future goals. Evolving customer preferences, 

increased competitive pressure or declining business 

performance are common reasons why companies see 

the need to implement digital transformation efforts. 

Nearly eight in 10 companies in the US are in the process 

of doing so.

Transformation is not just about technology, it is about 

embracing cultures, harnessing communication and 

enabling people to adopt change. OpusView, workplace 

social software enables companies to streamline this 

change into an efficient management system.

People need to be engaged in their work for transformation 

to come to fruition. Establishing concrete outcomes and 

enabling employees to contribute their best ideas and 

skills is at the heart of this transformation. The greatest 

advantage a company can have is the ability of their 

employees to exploit digital technologies.

The cost of turnover is a $1 trillion problem. The cost 

of replacing an employee can easily be the cost of 

their annual salary. Retention is ever so important, and 

Millennials, the largest segment of the workforce, are the 

least likely to remain at the same company for long.

Remote employees (i.e. the global workforce) are 

magnifying the opportunity of relationship building. The 

opportunity of relationship building has an increasingly 

digital face. This is the preference of the Millennial 

workforce, and companies need to adapt to the remote 

workforce to retain employees and remain competitive.

1.
SUMMARY

Trends in the workforce
• By 2020, the greatest source of competitive 

advantage for 30 percent of organizations will 
come from the workforce’s ability to creatively 
exploit digital technologies. 

• 48% of employees wish their workplace 
technology performed just like their personal 
technology.

• Disengagement is the top reason for millennial 
turnover which alone costs the U.S. economy 
$30.5 billion annually.

• By 2020, Millennials will occupy 35% of the global 
workforce, or over one in three employees. 

• Companies with highly engaged workforces 
outperform their competitors by upwards of 
145% of total earnings per share. 

• 40% of employed Americans say they’d put more 
energy into their work if they were recognized 
more often 

• The average large US business loses $47 million 
in productivity each year as a direct result of 
inefficient knowledge sharing. 

• The Millennial generation reveals that 21% of 
Millennials say they’ve changed jobs within the 
past year, which is more than three times the 
number of non-millennials.

OpusView workplace social software solves many of the 

problems associated with the digital transformation of 

the workplace. If you can reduce turnover, attract top 

talent, and cut costs, and increase productivity, why 

wouldn’t you?

Reading Time: 22 mins



© 2020 IdeasCast Limited. White Paper. www.opusview.com Page 5

2.
BUSINESS CLIMATE

Digital-native companies have created massive disruption 

in every industry, forcing traditional enterprises to 

become more agile, effective and market-relevant. As part 

of the change and transformation phenomenon, adopting 

the latest digital tools has become accepted orthodoxy.

Transformation is about far more than technology 

adoption – it is about enterprise culture and how 

organizations view and enable their people to adopt 

change.

A Forbes contributor put it best. “No matter the company 

or the era, when people are aligned with a common sense 

of purpose and truly empowered to solve problems 

using the latest tools at their disposal, the true work of 

transformation can begin [1].

Digital transformation enables businesses to focus on 

their future goals. Nearly eight in 10 companies in the US 

are in the process of doing so, according to eMarketer [2].

Despite this positive statistic, other sources report a 

bleaker scenario. According to one study, only 4% of 

respondents worked at a company where an organization-

wide agile transformation had been completed, though 

37% said that such transformations are in progress [3].

Still, other sources, such as McKinsey, indicate that nearly 

one quarter of companies consider themselves to be 

agile, or ready and able to change as needed to maintain 

or create a competitive edge.

Agile
22%

“Start-up”1

28%

Bureaucratic
27%

Trapped
23%

High

HighLow

Stable practices (ie, those that enable
efficiency, reliability, and scale)

According to respondents, less than one-quarter of 
performance units are agile. 

% of performance units, based on respondents’ ratings of 
9 dynamic and 9 stable practises 

Dynamic practices
(ie, those that enable speed, 
responsiveness, and adaptation)

1That is, performance units with a mode of operating that is suited to very small start-up 
but are not actual start-ups.

More than 90 percent of agile respondents say that their 

leaders provide actionable strategic guidance (that is, 

each team’s daily work is guided by concrete outcomes 

that advance the strategy); that they have established 

a shared vision and purpose (namely, that people feel 

personally and emotionally engaged in their work and 

are actively involved in refining the strategic direction); 

and that people in their unit are entrepreneurial (in other 

words, they proactively identify and pursue opportunities 

to develop in their daily work). By contrast, just about half 

of their peers in nonagile units say the same [4].
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Part of how an organization reacts to change – and 

whether it becomes the kind of company that actually 

effects change in the marketplace – lies in how the 

company perceives upheaval.

Lower-performing firms are 3.5 times more likely to view 

change as bad for business, with 55 percent indicating it’s 

“overwhelming,” “wearing us down” or “a threat,” reports 

Human Resource Executive [5].

A global workforce
Irrespective of the geographies, potential resources are 

immensely distributed across the globe. As much as it 

raises a question of concern, it simultaneously opens 

a plethora of bridging possibilities. One such booming 

and result bearing concept is Remote Work. It owes 

the primary credit of its success to the fast-growing 

adaptation of technology by people.

Remote employees are magnifying the opportunity of 

relationship building. It results in the good health of a 

company’s growth and employee satisfaction. Over the 

last 10 years, the number of U.S. telecommuters grew 91 

percent, according to Entrepreneur [6].

By 2020, the greatest source of competitive advantage for 

30 percent of organizations will come from the workforce’s 

ability to creatively exploit digital technologies.

It’s no wonder, then, that in 2019, 66% of companies 

allow remote work – and nearly 20% of companies 

are completely remote [7]. While the majority of these 

workers come into the office at least some or most of 

the time, there’s part of the workforce that works entirely 

from home.  Today, 85% of workers say remote work is 

what they want – a trend that is only going to continue. 

Forbes. Inc reports a slightly lower rate, at 75% of people 

wishing to work remotely [8].

Still, not enough virtual roles are available to meet 

demand [9].  Which leads to the thought: Why aren’t 

more companies going remote?

Speed and Efficiency 

Consistently make every job and 
process as simple as possible

Use technology to help employees 
get more done in less time

Remove unnecessary bureaucracy to 
decision-making

Freedom to Experiment

Determine what risks are necessary 
and what failures are acceptable

Help every person in the company 
feel they should contribute to 
innovation

Communication and Collaboration

Break down the silos between 
teams and departments

Create opportunities for regular idea 
and knowledge sharing

The Path to Agility

GALLUP 2018
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3.
CHALLENGES BUSINESSES FACE

What Are the Biggest Challenges UK and US 
Companies Experience While Undertaking Digital 
Transformation?
% of respondents, May 2018

Note: n=491 IT decision-makers from companies that are 
currently on their digital transformation journey or are planning it
Source: Vanson Bourne, “Busting Through Digital Transformation
Roadblocks” commisioned by SnapLogic, Nov 7, 2018 

243026 www.eMarketer.com

Overreliance on legacy tech or lack of the right technology/tools

Internal politics or cultural resistance

Lack of dedicated budget

Lack of the right in-house skills

Data silos

We have no challenges

Lack of central coordination/ownership or lack of senior
management sponsorship 

Short-term thinking over long-term planning or lack of formal 
strategy/plan

55%

55%

44%

34%

33%

33%

31%

5%

Change is hard, especially if it involves the digital overhaul of a sprawling organization. That was a point on which five 

digital transformation experts from diverse backgrounds—including health care, retail and the U.S military – all agreed 

during a Fortune Brainstorm Tech panel.

Asked to describe, in a word, what it takes to pull off a successful digital transformation, each expert cited a different 

attribute: transparency, empathy, open-mindedness, leadership and adaptability. But all concurred the task was daunting.

Jeremy King, chief technology officer at Walmart Labs, 

said he chose “adaptability” because, in his experience, 

the survival rate for senior leaders in big companies 

committed to digital transformation is “shockingly low,” 

often lower than 30% [10].

According to Marc Leibowitz, patience also is another key 

virtue. Leibowitz, who joined Johnson & Johnson as global 

head of digital after stints at Google and DropBox, recalled 

that he began with a Silicon Valley-style transformation 

plan that called for measurable performance deliverables 

within six months. His boss, J&J’s worldwide chairman 

Sandra Peterson, counseled him to “think of this as a 5 to 

7-year journey,” said Leibowtiz.

“I have been surprised at how challenging it is to take a 

very large company and get it to think about the needs of 

the end-user,” he added.

Truly agile organizations have processes in place that 

allow them to ensure consistency in determining where 

changes can be made, when a shift is necessary, and 

whether identified priorities should be given resources.
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Building a roadmap
Providing employees with a high-quality digital workplace entails establishing a roadmap and blueprint for 

coordinating digital workplace initiatives across R&D, marketing, sales, customer support, manufacturing, HR 

and IT. 

Gartner says the CIO must be the culture change agent to enhance digital dexterity as a competency that 

applies to individuals, teams and the organization as a whole. “The CIO will play a key role in supporting 

desired behaviors and changing the processes, procedures, policies and management practices that shape 

how work gets done to encourage desired behaviors,” said Daniel Sanchez Reina, senior research director at 

Gartner [11].

To do this, CIO’s must take several factors into account, including:

Personas
Attributes such as technology adoption and mobile use, content creation, consumption and sharing, as well 

as organizational knowledge. Tracking technology consumption for each persona is critical to help gauge 

organizational value.

Organizational change
Identify change management leaders who can anticipate and mitigate obstacles before they become problems.

Processes
More likely than not you’ll find yourself re-engineering business processes. First, take a close look at how 

employees currently work and what activities they spend the most time on.

Information
Workers want software for searching, sharing and consuming information to be as “smart” and compelling as 

the ones they use in their personal lives. In that vein, you’ll want to implement sharing systems that enables 

easy mobile access and real-time synchronization.

Technology
Most organizations have a haphazard architecture that has largely been driven by their digital workplace 

vendors. You need to tie all of the digital platforms together in a seamless mesh of contextual awareness, 

mobility and real-time information delivery that enables employees to serve customers.

Managers account for at least 70% of the variance in employee engagement scores, reports Gallup.  This 

roadmap is ever so important when developing a digital workforce culture.
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Uncertainty about hiring remote employees
There exists some friction in many employers’ minds while hiring remote employees, reports Entrepreneur 

[12] and several other sources. Some of the prominent reasons are communication-gap, lack of coordination, 

loss of productivity and difficulty in managing the workforce.

Employee turnover
Gallup’s statistics on employee engagement are disconcertingly low, with reports that “a staggering 87% of 

employees worldwide are not engaged [13]. Disengagement, it is widely believed, leads to higher levels of 

employee turnover, resulting in tremendous effort and energy being poured into trying to make employees 

stay for longer.

Businesses are losing $1 trillion a year in voluntary turnover. The cost of replacing an individual employee can 

range from one-half to two times the employee’s annual salary, according to Gallup [14]. 

So, a 100-person organization that provides an average salary of $50,000 could have turnover and replacement 

costs of approximately $660,000 to $2.6 million per year.

Internally, it breaks down team morale. Externally, it can mean lost customer relationships.

Gallup points out that 52% of voluntarily exiting employees say their manager or organization could have done 

something to prevent them from leaving their job. The #1 solution: Train your managers to have frequent, 

meaningful conversations with employees about what really matters to them.

Project management challenges
Managing project costs, hitting deadlines, sharing information across teams, and ensuring that employees are 

working on the right thing at the right time are common challenges faced when managing projects. OpusView 

workplace social software can alleviate these concerns and streamline the management process, establishing 

a cohesive environment where involved employees can participate in real time.
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Inefficient Knowledge Sharing Costs Large Businesses $47 Million Per Year

The average large US business loses $47 million in productivity each year as a direct result of inefficient 

knowledge sharing. According to the Panopto Workplace Knowledge and Productivity Report [15], U.S. 

knowledge workers waste 5.3 hours every week either waiting for vital information from their colleagues 

or working to recreate existing institutional knowledge. That wasted time translates into delayed projects, 

missed opportunities, frustration among employees, and significant impact on the bottom line.

In a first-of-its-kind study of more than 1,000 U.S. workers, the Workplace Knowledge and Productivity Report 

finds that 42 percent of institutional knowledge is unique to the individual. This knowledge was acquired 

specifically for the employee’s current role and is not shared by any of their coworkers. When that employee 

leaves their job or is otherwise unavailable, their coworkers are unable to do 42 percent of that job.

Additional findings in the report include:

•   60 percent of respondents found it difficult, very difficult, or nearly impossible to obtain information vital  

     to their job  from their colleagues.

•   Delays due to unshared knowledge have a major impact on project schedules. 66 percent of all such 

     delays will last up to one week, and 12 percent will last a month or more.

•   85 percent of employees agree that preserving and sharing unique knowledge in the workplace is critical 

     to increasing productivity.

•   81 percent of employee’s state that knowledge gained from hands-on experience is the hardest to 

     replace once it’s lost.

In companies with higher turnover rates, employees were 65 percent more likely to state that that it could be 

“very difficult” or “nearly impossible” to “get the information needed to do my job well.”

For an employee making $50,000 a year, the value of the knowledge lost can be calculated at $100,000.

A sales team that loses a key player also loses the detailed knowledge 
that employee had about:

•   Customers’ needs

•   Budgets

•   Contact preferences

4.
LOSS OF KNOWLEDGE DUE TO TURNOVER
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Knowledge is permanently lost when people leave an organization, taking their institutional knowledge 

with them. If that expertise isn’t preserved and shared for those remaining with the company to reference, 

rebuilding will very likely be a slow, inefficient, and frustrating process for all involved. In a study by HR 

Daily Advisor [16], they calculated the average U.S. enterprise-size business may be wasting $4.5 million 

in productivity annually just due to failing to preserve and share knowledge and, thereby, making new hire 

onboarding more inefficient.

But while employee transitions are an easily-identifiable cause of lost knowledge, there’s another far greater 

problem that most organizations haven’t even considered: the challenge of day-to-day accessibility. Most 

often, when one of your employees is stuck waiting for insights from a colleague, the cause isn’t because that 

colleague has moved on. Rather, he or she is simply in meetings all day; or off-site, working with a customer; 

or located in a different office halfway around the globe. In these cases, the knowledge isn’t lost forever, but 

because it can’t be immediately accessed when needed and instead takes a day or two to share, work stalls 

and productivity is wasted.

It’s a small loss that adds up quickly – according to their research, a firm with 1,000 employees can expect 

to lose $2.4 million in productivity annually due to these day-to-day inefficiencies, and a firm with 30,000 

employees might expect to lose $72 million annually.

Companies with 100,000 employees each cited an average loss per company of $62.4 million per year because 

of inadequate communication to and between employees [17].

Miscommunication costs even smaller companies of 100 employees an average of $420,000 per year.

OpusView workplace software can reduce these costs by providing channels of knowledge flow so expertise 

is accessible on demand.
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High-recognition companies – those that give team 

members the ability to recognize their fellow employees 

through social reward systems and regular appreciation 

activities targeting the whole team – have “31 percent 

lower voluntary turnover than companies with poor 

recognition cultures,” according to research from Deloitte. 

It’s a strategic investment, one that translates directly 

into the customer experience.

But recognition also requires a strategic approach. 

Employees are nuanced; they want different things from 

their corporate culture. Some want to be personally 

acknowledged in high-profile ways like award ceremonies 

and newsletters, while others expect a more private 

approach like a direct thank you or nod of appreciation. 

That’s where digital can be harnessed to improve your 

recognition programs, personalize and, eventually 

(through the use of data), individualize.

Timeliness is key. Recognizing an employee immediately 

(or as close to the achievement as possible) can help 

identify and encourage the desired behavior both in that 

employee and the wider team [18].

Forty-five percent of employees say they have been not 

recognized in the past six months [19].

SurveyMonkey recently partnered with Bonusly to find 

out how American workers feel about recognition within 

their companies. They surveyed over 1,500 employees to 

get their honest opinions about how recognition affects 

their thoughts and actions within an organization.

Loyalty to the organization is increased when employees 

garner recognition. 63% of people who are “always” or 

“usually” recognized at work consider themselves “very 

unlikely” to seek a new job in the next 3-6 months. In 

contrast, 43% of respondents in the unrecognized 

category indicated that they are “extremely likely” to seek 

work elsewhere [20].

David Novak, retired Chairman and CEO of Yum! Brands 

wrote that 82% of employed Americans don’t feel that 

their supervisors recognize them enough for their 

contributions. That lack of recognition takes a toll on 

morale, productivity, and, ultimately, profitability.

Another key finding: 40% of employed Americans say 

they’d put more energy into their work if they were 

recognized more often [21].

5.
THE VALUE OF RECOGNITION
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Best-in-Class companies are 22% more likely to consider recognition programs to be extremely valuable to 

their success.  Here are ROI benefits of peer-to-peer social recognition programs:

10.9%

Online social recognition tools in place

Revenue per FTE Customer retention
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t

Employee retention

n=228
Source: Aberdeen Group, April 2015

11.0%

8.0%

2.1%

9.5%

7.7%

2.5% 3.2% 3.2%

-1.6%

9.0%

7.0%

5.0%

3.0%

1.0%

-1.0%

-3.0%

Traditional recognition tactics in place 
No recognition tools in place

While businesses with online social recognition tools in place have 5.2 times higher (10.9% vs. 2.1%) revenue 

per employee than those without any recognition tools [22], it’s important to note that even businesses using 

more traditional methods of recognition are seeing enormous benefits as well.

Most employees go the extra mile only three times before they give up [23].

Organizations with reward programs in place see a 14% improvement in employee engagement and 

productivity, explaining why the U.S. employee incentive marketplace is estimated at $38 billion [24].

The Incentive Marketing Association did a study [25] which found 65% of employees preferred non-cash 

incentives. Over 65 percent of participants strongly agree that both travel and merchandise awards are 

remembered longer than cash payments.

Employees who feel their voice is heard are 4.6 times more likely to feel empowered to perform their best 

work [26].

Millennials and Gen Z expect to be recognized financially and will do just about anything for them [27].

•   75% prefer prepaid cards that can be spent anywhere

•   75% would use a substantial reward for everyday or emergency needs

•   22% would use a reward for a unique experience

And here are some of the thing they’d be willing to do for a gift card:
•   70% would use three or less sick days for a 75% prepaid reward

•   87% would refer a job candidate for a $100 prepaid reward

•   90% would participate in a wellness program for a $25 prepaid reward
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6.
CHALLENGES EMPLOYEES FACE

Consumers are also employees, and likewise, employees are also consumers. The same forces that are shaping 

consumer behavior are also shaping the behavior and the expectations of global workforce.

Consistent interaction
Employees want to feel valued, that their perspective of what’s happening in their role is important.  Half of 

all voluntary turnover could have been prevented had the employee’s manager done something about the 

problem.

Remote workers don’t have the opportunity to engage in casual conversations with you or other team 

members over lunch or on a break. As a result, they can feel ignored and ostracized. A Harvard Business 

Review study found that many remote workers felt left out and ganged up on by their on-site team members, 

according to Entrepreneur. 

The best way to combat these feelings is through consistent team conferences and encouraging one-on-one 

connections between remote and on-site employees. OpusView workplace social software provides this and 

more.

Acceptable technology stack
Employees – especially millennials – want to know that the tech stack available will help them be successful in 

their roles, and that the workplace is flexible enough for them to balance their professional and personal lives.

Nearly half of employees (48%) wish their workplace technology performed just like their personal technology, 

per IndustryWeek [28].

Fewer than a quarter of employees in the U.S. (22%) feel their workplace technology is more user-friendly 

than their personal technology. 74% of employees say their company is a “tech laggard,” per TechRepublic 

[29].

Younger employees in the U.S. are less tolerant of poor workplace technology than older employees. While 

just a fifth (20%) of Boomers think outdated processes and technology make their job harder than it should 

be, that figure steadily increases for Gen Xers (34%), older Millennials (38%), younger Millennials (40%), and 

Gen Z (39%).

To further drive the point home, 53% of contract and field service workers – who often don’t report to a 

central office – say it’s easier to talk to personal digital assistants like Alexa, Cortana, and Siri than to their 

manager.
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Lack of support from managers
A new Korn Ferry survey shows that professionals may not believe their manager is helping them succeed 

[30]. Worse yet, nearly half (48 percent) say their boss has taken credit for something they’ve done, and 39 

percent say that their boss at some point has “thrown them under the bus.”

While 65 percent of professionals say they do learn from their boss, more than half (56 percent) say that their 

boss motivates them to little or no extent. 40% say they can do their boss’s job better than the boss.

There were 804 responses to the online executive survey, which took place in September 2019.

“Most people don’t quit their jobs; they quit their managers,” says Wendy Duarte Duckrey, vice president of 

recruiting at JPMorgan Chase [31] “Make sure employees are aware of available opportunities to grow and 

to expand their knowledge,” she says. “One of the key things — if you’re really listening to employees — is 

to find out if they are getting the resources to add to and change their roles, to take on more and different 

responsibilities, to spearhead new projects, to experiment,” Duckrey says.
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7.
MILLENNIALS AND THE NEW WORLD OF WORK

By 2020, millennials will occupy 35% of the global workforce, so it’s important to understand how they think, 

what motivates them, and how you can best utilize their skills and contributions.

Percentage of the U.S labor force: Silent and Greatest generations:
Born: 1945 or earlier
Age in 2017: 72 and older

Baby Boom generation
Born: 1946 to 1964
Age in 2017: 53 to 71

Generation X
Born: 1965 to 1980
Age in 2017: 37 to 52

Millenial generation
Born: 1981 to 1996
Age in 2017: 21 to 36

Post-Millenial generation
Born: 1997 and later
Age of working-age adults in 2017: 16 to 20

Note: Labor force includes those ages 16 and older who are working or looking for work. Annual averages shown.
Source: Pew Research Center analysis of monthly 2017 Current Population Survey (IPUMS).

More Than a Third of the Workforce are Millenials 

2%
Silent/Greatest

Boomers

Gen Xers

Millenials

Post-Millenials

25%

33%

35%

5%

Millennials are often thought of as over-privileged youngsters with an over-inflated sense of self-esteem and 

unrealistically high expectations. What we often fail to appreciate however is that millennials are not trying to 

find steady, stable jobs these days in part because these kinds of jobs are in fact increasingly rare. Instead, they 

are navigating and endlessly tumultuous landscape which requires them to be far more discerning, strategic 

and, in many ways, skillful, than the Gen X-ers and baby boomers who came before them. Because of this, 

they are naturally equipped with specific skills that forward-thinking CEOs should be thinking about utilizing.

More than six in ten Millennials (63 percent) say their “leadership skills are not being fully developed” Deloitte 

reports. In some markets, such as Brazil and the southeastern Asia nations of Malaysia, Singapore, and 

Thailand, the figure exceeds 70 percent [32].

And, although meaningful work, more than pay, is often their priority, Millennials aren’t afraid to ask for a 

raise, and they usually get it. 46 percent of Millennials have asked for a raise in the past two years compared 

with 36 percent of Generation X and 39 percent of Baby Boomers. Eighty percent of Millennials who asked 

for a raise in the past two years received one, according to the Society for Human Resource Professionals [33].
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Peru

82%
Latin America

71%
Canada

61%
Developed markets

61%
Russia

61%
Western Europe

60%
Japan

52%
Spain

52%
Belgium

51%

Emerging markets

69%
Argentina

67%
China

65%
The Philippines

64%
United States

64%
Indonesia

62%

South Africa

76%
India

76%
Columbia

75%
South Korea

74%
Chile

71%
United Kingdom

71%

Figure 2: Millennials in emerging markets are the least loyal to their current organizations
Percentage who expect to leave in the next �ve years

Emerging markets Developed markets

Instead of trying to retain Millennials, what might be possible if we took an entirely different perspective, 

focusing on what we can learn from millennials, how we can utilize their skills and perspectives to improve 

our organizations, and rising to the challenge of providing them with an employment (or freelance) experience 

of work that helps them to grow and develop?

A recent Gallup report on the Millennial generation reveals that 21% of Millennials say they’ve changed jobs 

within the past year, which is more than three times the number of non-millennials who report the same [34]. 

Gallup estimates that Millennial turnover costs the U.S. economy $30.5 billion annually.

One lesson Millennials can teach us: How to deal with unpredictable, relentless change. Many businesses 

remain rigidly hierarchical, bogged down in layers of command and control style management that, despite 

proclamations about being disruptive, responsive and innovative, in reality, mean that it takes weeks for 

decisions to get signed off as requests for approval slump up and down the organizational hierarchy.

To many millennials entering and working within large companies, these processes feel and are clunky, 

counter-intuitive and inefficient. They are the polar opposite of what this generation knows and has been 

immersed in. This is a generation that has grown up in a world where things move increasingly quickly.

Understand that meaning matters. For many employees, there is no longer such a thing as ‘just a job.’  People 

are less willing now to just put the time in, particularly if the work is dull, repetitive or pointless. Going to 

work, getting your head down and doing what you can to survive the week has become increasingly obsolete. 

Millennials like working for companies that have a positive impact on society, or “positive energy” as several 

reports have referred to it. The majority of Millennials believe that companies put money and their own 

agenda first, before the wider society.



© 2020 IdeasCast Limited. White Paper. www.opusview.comPage 18

costs

Figure 4: Millennials believe businesses to be more ethical and society-focused than a year ago,
but remain wary of motivations
Percentage who said businesses...

64%
2015 = 75%

58%
2015 = 52%

57%
2015 = 53%

54%

Behave in an
ethical manner

Focus on their own
agenda rather than

considering the
wider society

Agree

Leaders are
committed to

helping to improve
society

Have no ambition
beyond wanting to

make money

Disagree

Gallup has found that only 29% of millennials are engaged at work, meaning only about three in 10 are 

emotionally and behaviorally connected to their job and company. Another 16% of millennials are actively 

disengaged, meaning they are more or less out to do damage to their company. The majority of millennials 

(55%) are not engaged, leading all other generations in this category of worker engagement.

People are using their initiative more. They are not just looking for a job. They want real problems that, when 

solved, make a difference to the world for the better – whether that means improving a process, providing 

an experience or service that adds something special and memorable to someone’s day. Millennials have 

highlighted that money alone isn’t enough to generate loyalty.
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Ways in Which US Executives See AI Technologies
Helping Their Companies, July 2019
% of respondents

Note: includes machine learning and deep learning technologies
Source: Relx, “Emerging Tech Executive Report” conducted by Ipsos, Oct
16, 2019

www.eMarketer.com
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Hire the right talent

54%

44%

39%
39%

38%

36%

29%

1% Other

7% Don’t know

8.
USING REMOTE WORKFORCE TOOLS

Managing a remote workforce requires the appropriate tools on behalf of the employer and the worker.

OpusView workplace social software is about breaking down the who, what, when and how, and the (budget 

allotment) of a project. Then setting up plans, goals, and measures for the what, when and how much, and 

managing to those agreements. Using techniques not only to measure, but to communicate progress, leverage 

resources effectively, and ensure timelines and budgets are adhered to are earmarks of good project controls. 

OpusView is powerful and intuitive workplace social software to manage these components and streamline 

the collaboration process.

Some 46% of respondents said millennials and Gen Zers want a workplace communication platform with the 

same layout and function as in social media, per a survey of more than 250 HR professionals in the US and the 

UK [35]. Additionally, 47% of Gen Zers said young generations like to have any workplace questions answered 

in real-time.

4 Project management trends on the horizon
Forbes reports several anticipated changes to the project working landscape [36]. While project management 

software functionality is responsible for these changes, the digital workforce as a whole is modifying how 

business is conducted.
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Trend #1
Increasingly, Projects Will Be Impacted By Artificial and Data Intelligence Technology. While no one knows 

precisely how Artificial Intelligence (AI) technology will impact project management, virtually everyone is 

certain that it will.

While traditional project management roots focused on tasks like scheduling and tactical planning, AI will 

likely automate much of that functionality thereby shifting the Project Manager’s core focus to understanding 

how to leverage this technology to deliver more value for customers. OpusView workplace social software 

enables the digital workforce to use their skill sets to streamline processes, increase communication and 

provide the best products and services to the end user.

Trend #2
Project Managers Will Need Broader Skills. Understanding the personalities and work styles of various 

cultures will become imperative, not just preferred.

Trend #3
Project Managers Will Increasingly Embrace Customized or Hybrid Project Management Approaches and 

Methodologies.

Trend #4
Project Management Teams Will Become Increasingly Diverse.
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Project management statistics
Only 22% of organizations use a PM software. Coincidentally, 55% of organizations don’t have access to 

real-time KPIs. As a result, 50% of respondents said that they spend one or more days to manually collate 

project reports — highlighting the immense productivity gains on offer by using project management software. 

(Medium)

Only 28 percent of companies use project performance techniques. (PMI, 2017)

76% of businesses in the Netherlands and Belgium believe that Agile projects will outnumber Waterfall 

projects by 2020. (KPMG)

By 2030, artificial intelligence will automate 80% of routine Agile work. (Gartner)

File sharing, time tracking, email integration, Gantt Charts, and budget management are the top five most 

used and requested features in project management software. (Capterra)

Adoption rates for PM software remains low (22%). 66% of project managers say that they would use PM 

software more extensively if they had adequate support from their organization. (Medium)

The worldwide market for social software and collaboration in the workplace is expected to grow from an 

estimated $2.7 billion in 2018 to $4.8 billion by 2023. (Gartner)

The collaborative applications and project/portfolio management market segments are estimated to be worth 

$23 billion. By 2021, the Total Available Market could be worth more than $31.5 billion, according to Forrester 

and IDC. (via Forbes)

The global Project Portfolio Management (PPM) market itself is estimated to be $4 billion in 2019 and 

projected to reach $5.6 billion by 2024, at a compound annual growth rate of 6.9% between 2019 and 2024. 

(Yahoo! Finance)
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