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Global Workforce Strategy Challenges & Critical Success Factors 

Introduction to Workforce Strategies 

In today’s world shaped by global interdependence and advancements in technology, workforce strategy plays a 
pivotal role in faring well against unforeseen systematic challenges and in optimizing costs across your organization. 
From Alpha’s 2024 operations survey, 70% of respondents indicated that they are currently or have recently 
undertaken a review of their global footprint and shoring strategy, with over 40% placing cost reduction as a top 3 
consideration causing them to review their global footprint. Over 35% of firms are moving towards a global operating 
model, building out ‘follow the sun’ support models or centers of excellence. While most large firms (~88%) have 
some degree of near/offshoring of their operations, there continues to be reluctance towards shoring more complex 
Middle Office capabilities (e.g., over 80% of responses indicated functions such as derivative processing, collateral 
management, and security master maintenance would remain onshore)  

A strong workplace strategy is more than just a timeline and plan - it is a dynamic framework that can help 
organizations accelerate operational efficiency and align talent with organizational goals. In our 3-part detailed 
overview of workforce strategies, we will be exploring the following: 

• Part 1: Workforce Strategy Common Challenges, Critical Success Factors, Key Trends 

• Part 2/3: Workforce Strategy Operating Model Types, Organizational Structures, and other key topics 

Common Challenges 

Global workforce strategy is often shaped by a multitude of refined components that can significantly impact a firm’s 
trajectory. Over time, many of these components may pose challenges for asset and wealth managers as they seek 
to establish their presence in new markets and regions. Some of these challenges include:  

• High Attrition & Talent Bottlenecks: Limited training and career development drive turnover and create 
key-person risk. Poor knowledge transfer and attrition threatens continuity and client experience. 

• Lagging Tech & Automation: Weak IT investment in a hybrid world limits efficiency, inflates costs, and 
undermines scalability. Firms without strong digital infrastructure risk falling behind competitors and 
stalling innovation. 

• Governance Models: A one-size-fits-all governance approach ignores department-specific needs, 
blocks agility, and slows global execution. Tailored models are essential to support diverse and evolving 
priorities. 

• Ineffective Change Management: Top-down change with little leadership buy-in erodes morale, kills 
engagement, and drags down productivity. 

• Strategic Misalignment: Conflicting goals, siloed policies, and poor communication derail execution, 
waste resources, and weaken organizational focus. 

Critical Success Factors 

In today's world, organizations must navigate an ever-evolving landscape where traditional staffing models, skill 
systems, and operating models are becoming outdated. To stay competitive, firms must prioritize these critical 
success factors when designing a dynamic workforce strategy to align with the rapid adoption of technology and AI. 

  



 

 

1. Assessing health of current workforce: To create an effective global workforce strategy, it is essential to 
evaluate skill levels, departmental efficiencies, and the overall workforce structure. Gaps may manifest in 
various forms, such as staffing, skillsets, or performance gaps, and identifying those that most closely align 
with the organization's needs is crucial (see below). This insight can direct the development of a tailored 
workforce strategy and help determine the optimal operating model, whether hybrid, in-house, or 
outsourced. 
 

 
 

2. Data-driven decision making: With the anticipated rise of tech and AI, it is crucial for firms to capitalize on 
the necessary tools to enhance their workforce strategy. Two areas where this can be beneficial are:  

a.  Scenario planning: With a heightened focus on digitization, scenario planning plays a crucial role in 
helping firms navigate through uncharted territory. Firms should leverage predicative analytic tools to 
gain evidence-based insights from past performances and current market trends. Determining future 
business needs accurately will strengthen corporate readiness, helping anticipate changes in 
resourcing and governance models early. 

b. Data-driven performance management: Analyzing data from internal surveys and data sources can 
provide insight into what employees value most, which is crucial in structuring global employee 
compensation to address regional differences. For example, data can be used to assess purchasing 
power, ensuring that employees are fairly compensated in line with local economic regulations and 
conditions. Analyzing past performance can also help optimize workload distribution and identify the 
need for temporary or contractual employees during peak seasons, such as quarter or year-end, to 
maintain high retention rates. 

 

3. Thoughtful governance: With the rise of the hybrid workforce, establishing clear roles and responsibilities 
through a governance framework is crucial. Growing reliance on offshore and contractual employees calls for 
effective oversight and communication channels to ensure alignment with global business goals and agility. 
Additionally, a robust and distinct governance model will help manage regional regulatory and legal guidance 
while fostering a foundation for motivated employees and fair practices.  



 

 

 

4. Change management & communication: Firms must focus on shifting the narrative from 'cost savings' to 
'transformation' when addressing their workforce. It is crucial to have a well-drafted change management 
strategy that focuses on incorporating continuous feedback, adjusting the approach as needed. Naturally, 
executives should play a critical role in communicating and driving the vision, ensuring all stakeholders are 
engaged and motivated through the process. Fostering cross-functional and cross-regional collaboration is 
essential for a holistic transition plan, accounting for diverse opinions and priorities. 

Workforce Strategy Trends 

As asset management firms face increasing pressure from fee compression and shrinking margins, evaluating and 
optimizing workforce cost structures has become critical. 

Cost Reduction & Differentiated vs. Commoditized Investment Functions 

A key trend involves distinguishing between differentiated and commoditized investment functions to align 
resources with business priorities. Differentiated functions, such as portfolio management and bespoke client 
services, are retained in-house and positioned close to strategic areas to maintain their impact on the investment 
process or client experience. Conversely, more standardized and repetitive commoditized functions are increasingly 
outsourced or relocated to cost-efficient regions. Middle- and back-office functions, such as performance 
measurement, client reporting, and fund administration fall into this category, as do corporate functions like HR, 
legal, and finance. IT, change, and data functions, especially “run” tasks, are being increasingly looked at as 
opportunities for outsourcing or relocation. 

Shoring Opportunities & Globalization 

Globalization further supports cost reduction through shoring opportunities. Firms are leveraging on-, near-, and 
offshore models to optimize their workforces. While onshore teams in financial hubs manage high-touch client 
interactions and regulatory oversight, nearshore locations provide lower-cost solutions while maintaining 
operational overlap and cultural alignment. Offshore hubs, such as Asian and lower-cost European locations, offer 
significant cost advantages for routine tasks and commoditized services. This trend includes creating centers of 
excellence that consolidate operations in shared-service locations, reducing setup costs, and enhancing scalability. 
Alongside these efforts, firms increasingly rely on contractor resources to bring in technological expertise and 
innovative projects. However, globalization brings challenges, such as feelings of disconnect among peripheral 
teams managed by central project leaders they may never meet in person, emphasizing the importance of fostering 
cultural alignment and establishing clear governance frameworks. 

Leveraging Technology & Automation 

Technology and automation are central to modern workforce strategies, enabling scalability and cost efficiency. 
Routine and repetitive tasks, including fund administration, tax reporting, and client onboarding, are being 
automated, allowing resources to focus on more strategic and value-add functions. AI and advanced analytics are 
being leveraged for investment decision-making, operational optimization, and risk management. Despite the 
potential, firms face adoption challenges, as users often revert to trusted manual workflows. As generative AI 
matures, three deployment models have emerged.  



 

 

1. Centralized Model: The most common deployment model involves prioritizing and deploying use cases 
through a central platform, ensuring consistent execution, but limiting customization for specific business 
lines 

2. Hub-and-Spoke Model: This model balances centralized governance with business-aligned resources, 
allowing for tailored delivery while encouraging knowledge sharing, though it incurs higher costs 

3. Decentralized Model: The third deployment model provides business lines with full control over AI strategy 
and resources, supporting bespoke solutions but complicating risk management and governance 

These technological advancements are reshaping individual responsibilities, and as more commoditized activities 
become automated, firms will need to shift their focus to re-training employees and redeploying impacted staff. 

How Alpha Can Help 

 

Alpha FMC is the leading global wealth and asset management consultancy, with expertise in leading global 
operating model and workforce design initiatives. Our team is comprised of industry experts who have worked with 
some of the largest global asset managers across all aspects of the operating model, including helping redefine 
global workforce strategies.  
 

Leaders in developing change to asset managers 

As one of the lead advisors in the global asset and wealth management industry having worked with 95% of top 20 
Asset Managers by AUM; by leveraging our expertise in delivering change within these organizations, we are uniquely 
positioned to structure program deliveries for our clients. 

 

Leaders in operating model design and operational enhancements 

We have unparalleled experience working with many of the major global investment clients, driving internal change 
seamlessly to increase operational efficiency. Our experience gives us a unique perspective on driving organizational 
restructuring at a global level to provide faster delivery times.  
 

Program management expertise  
Alpha holds a track record of implementing many of the industry’s largest and most complex deals, with the ability to 
manage and prevent some of the largest transition risks seen in such initiatives. 

  



 

 

 

 

 

 

 

 


