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Automation will transform most occupations, but < 10% of 
occupations can be fully automated

Example 

occupations

Sewing 

machine 

operators

Assembly-line 

workers

Psychiatrists

Legislators

Chief 

executives

Fashion designers

Surgeons

Engineers

Bus drivers

Nurse 

assistants

Web 

developers

Stock clerks

Travel agents

Dental lab 

technicians

~60% ~30%of occupations 

have 
of tasks

automatable

% of automatable activities

0%10%30% 20%40%50%60%70%80%90%100%

Source: MGI Global Automation Impact Model; McKinsey Global Institute analysis
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Global 

financial 

crisis

High employment levels 
despite the financial crisis

Workers

Employment rate, working-age population
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The coming decade could bring geographically 
concentrated net job growth…

Potential net job growth by 2030 

in midpoint automation scenario

Percent

Source: Oxford Economics; McKinsey Global Institute analysis

Note: Analysis focused on the EU-27 countries plus the United Kingdom and Switzerland.
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Change in employment rate needed to 

meet potential job growth by 2030

Percent

Source: Oxford Economics; McKinsey Global Institute analysis

Note: Analysis focused on the EU-27 countries plus the United Kingdom and Switzerland; employment rates were calculated by comparing our net job growth numbers 

with the expected changes in working-age population.

7.52.5 5.0

Change

Percent

0-2.5-5.0

…but employment rates need to increase in almost 
all local economies to meet potential job growth
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159

Skill shift – Demand for technological, social, and emotional skills 
is expected to grow

-18 304-28 39

Physical and 

manual skills

Social and 

emotional skills

Higher cognitive 

skills

Basic cognitive 

skills

Technological 

skills

Interpersonal skills and empathy

Teaching and training others

Quantitative and statistical skills

Project management

Basic literacy and numeracy

Basic data input/processing

Advanced IT skills/programming

Scientific R&D

Craft and technician skills

Fine motor skills

Example skills

Hours in 2030, billion Hours in 2018, billionChange in number of hours 2018–30, %XX

Note: Analysis focused on the EU-27 countries plus the United Kingdom and Switzerland.

Source: Skill shift: Automation and the future of the workforce, McKinsey Global Institute (2018)

76 106 93 5455 110 121 75130



Source: McKinsey Global Institute analysis

Remote work, virtual 

meetings and travel

Work from home

Business travel

Leisure travel

E-commerce and 

virtual transactions

E-commerce penetration

Online education

Online grocery

Restaurant delivery

Telemedicine

Automation and AI

Automation adoption

Long-term change in demand compared to before the pandemic Increase No change Decrease

COVID-19 sparked 3 groups of trends that are likely to persist to 
varying degrees after the pandemic
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Employers have an opportunity to reimagine work

Employers need to 

look forward rather 

than go back to 

where they were 

before the 

pandemic…

2. How we work

Retain the agility and flattened hierarchy companies realized 

during COVID-19, enabled by the use of technology

1. Where we work

Transition toward a distributed hybrid operating model

3. What skills we need

Identify gaps in skills needed, invest in reskilling and 

diversify hiring to focus on skills, rather than degrees

4. What culture we need

Embrace adaptability, diversity, equity, inclusion and 

partnerships
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Multiple surveys have found compelling 
evidence of the “Great Attrition”

Source: Subsection of Great Attrition/Great Attraction survey (n 4,924) conducted in August 2021, which encompassed Australia, Canada, Singapore, 

United Kingdom, and United States.
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Employers seem to overlook the relational elements of why 
employees are leaving
Employers do not fully understand why employees are leaving

Employee views Employer views

Relational elements like a lack of belonging or feeling valued at work are key drivers for why employees are leaving

More important to employees 

than employers appreciate

As important to employees 

than employees as employees think

Factors that are important to employees versus what employers think is important

+2

+1

0

-1

-2

-2 -1 0 +1 +2Less 

important

Some what 

important

Most 

important

Less 

important

Some what 

important

Most 

important

Employees

Employers

Valued by 

manager Sense of 

belonging

Valued by 

organization
Work-life 

balance

Having caring 

and trusting 

teammates
Flexible work 

schedule

Safe environment

Doing meaningful 

work

Ability to work 

autonomously

Access to 

technology

Living in a desirable 

location

Starting a 

business

Negative interactions

Ability to 

work 

remotely

Poached 

by another 

company

Development 

opportunities

Looking for a 

better job

Inadequate 

compensation

Poor health

Care for 

family

Unmanageable 

workload

Feel engaged 

by work

Potential for 

advancement

Source: Employer insights (n=250) from Great Attrition/Great Attraction survey conducted in August 2021 and employee insights from employees who 

recently quit (n=845) subsection of Great Attrition/Great Attraction survey conducted in August 2021
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Employers seem to overlook the relational elements of why 
employees are leaving
Employers do not fully understand why employees are leaving

Employee views Employer views

Source: Employer insights (n=250) from Great Attrition/Great Attraction survey conducted in August 2021 and employee insights from employees who 

recently quit (n=845) subsection of Great Attrition/Great Attraction survey conducted in August 2021

Less important to employees 

than employers think

As important to employees 

than employees as employees think

Factors that are important to employees versus what employers think is important

+2

+1

0

-1

-2

-2 -1 0 +1 +2Less 

important

Some what 

important

Most 

important

Less 

important

Some what 

important

Most 

important

Employees

Employers

Valued by 

manager Sense of 

belonging

Valued by 

organization
Work-life 

balance

Having caring 

and trusting 

teammates
Flexible work 

schedule

Safe environment

Doing meaningful 

work

Ability to work 

autonomously

Access to 

technology

Living in a desirable 

location

Starting a 

business

Negative interactions

Ability to 

work 

remotely

Poached 

by another 

company

Development 

opportunities

Looking for a 

better job

Inadequate 

compensation

Poor health

Care for 

family

Unmanageable 

workload

Feel engaged 

by work

Potential for 

advancement

Transactional factors, incl. external (e.g., job-hunting) and structural aspects (e.g., compensation) are not primary drivers of attrition
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