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Compliance of the future and people impacts
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Do you have the right skills, the right mindset and the right culture?

In our insight paper Future of 

Compliance: Not sleeping at night? we 
introduced three areas to consider when 
evolving compliance.

Deep dive into the people side of compliance

The challenges for the future compliance function are manyfold and 
are frequently linked to people topics, meaning that transforming 
compliance isn’t just about implementing technology and streamlining 

processes. It’s also about the people, having the right skills, the right 
mindset and a supporting culture.

The people deep dive is divided in two parts. Part I shows what people 
skills you need and how to assess the skills gap. Furthermore it gives 
you an idea on how to get the right people and points out what you 

need to emphasise while doing so. 

Part II discusses the importance of the right mindset and culture to 

render your team and organisation compliance future-proof. It shows you 
what dimensions you need to consider in order to support a culture 
where people can, want to and make the right decisions.

Our Future of Compliance paper 

is available here.

People

Future of Compliance People Deep-Dive

https://www.pwc.ch/en/services/consulting/risks/future-of-compliance.html
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Transforming compliance is not only about technology and 
processes but having the right people

Compliance into the future

More and more compliance processes are getting automated to move compliance up the value 

stream and to increase value generation. Although automation streamlines processes and fosters 

and supports compliance, compliance will still be the responsibility of people.

In order to succeed you need staff who are able to keep up with rapid technology development

and capable of contributing to strategic discussions.

How future-proof are your team’s skills?

From a good practice standard, you first need a clear picture of your strategy: How you want to 

change your operating model (the Compliance operating model deep-dive paper is available here) 

and what technology you’re going to implement. Based on this information, you identify the skills 

gaps in your compliance organisation. 

How can you do this? Find out more about the skills gap assessment (see page 6) used by PwC 

Switzerland. However, what’s clear at this point is that compliance and ethics programmes need 

diverse skills sets. 

Future of Compliance People Deep-Dive
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“The way you design your operating model or what 

technologies you are going to implement 

significantly impact the people side and what skills 

you need.”

People – skills

TechnologyOperating model

https://www.pwc.ch/de/publications/2020/compliance_operating_model_deep-dive.pdf
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Analysing the changing ‘anatomy’ of compliance professionals 
including the required relevant skills

Future of Compliance People Deep-Dive
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• Advisor & partner

• Diverse skills set

• Influencing 

• Technologist, digitally fit

• Aligned to strategy

• Autonomous processes

• Proactive prevention & 

prediction

• Defined framework

• High profile, clear mandate

• Increasing expectations 

of regulators

• More compliance with less

funding

• Bigger footprint

• Compliance expert

• Legal & regulatory background

• Narrow focus

• Inspector

• Unstructured and inefficient 

processes

• Reactive to incidents

• Lacking formal framework

• Unclear mandates

• Perceived as cost/business 

preventer

• Less intense regulatory 

environment

• Small team

THE ROLE CHARTER OF COMPLIANCE PROFESSIONALS 

CHANGES SIGNIFICANTLY …

→ “The business units perceive compliance as a trusted and collaborative 

business partner and advisor for digital initiatives and programmes.”

Out-of-the-box thinker: 

comfortable challenging the 
status quo

Focuses on predictive analytics 

and forecasting, provides 
insights and intervenes 

proactivelyComfortable with 

significant responsibility 
and ensures a high duty 

of care

Shares, collaborates 

and builds networks 
across boundaries 

(information)

Liberated by robotic and 

artificial intelligence (process)

Comfortable with 

disruptive technology and 
innovation (technology)

Comfortable with agile ways 

of working, proactively 
interacting with others and 

speaking up

… THEREFORE TO ENGAGE IN CHALLENGING TASKS, A 

DIFFERENT ANATOMY IS NEEDED

Embraces change, curious 

and hungry to learn
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The compliance skill set of the future places decreased 
emphasis on technical skills relative to others 

THE CORRESPONDING FUTURE COMPLIANCE 

SKILLS …

Future of Compliance People Deep-Dive
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FROM THE TRADITIONAL 

COMPLIANCE ROLE …

Risk and compliance 

technical skills

Knowledge and business 

acumen

Soft skills and behaviour

Digital and technology skills

… TO THE ADVISOR AND 

BUSINESS PARTNER

Risk- and compliance-

related technical skills

Knowledge and business 

acumen

Soft skills and behaviour

Digital and technology skills

The skill set required for being an advisor and partner emphasises soft skills and business acumen, replacing traditional compliance skills with analytical skills and 

relying increasingly on digital and technological literacy. 

Digital and technological skills in areas such as data, 

analytics and cyber risk are becoming essential to 

harness the value of technology.

Keep oneself updated in a high pace changing 

compliance and regulatory environment. Anticipating 

risks and acting accordingly.

A deep understanding of key business issues to be 

able to operate and advise proactively with a 

solution-oriented mindset to support the achievement 

of business objectives

Building networks across the organisation, 

collaborating, partnering in order to influence and 

proactively intervene and being able to have 

challenging, sometimes uncomfortable conversations 

… NEED YOUR COMMITMENT TO 

PEOPLE’S LEARNING JOURNEYS:

Identify the skills gaps 

in your compliance 

organisation

1

Invest in upskilling 

programmes and tools

2

Make your compliance 

learning journey a key 

strategic priority

3

Inject new talent to 

move at the speed of 

the organisation

4
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Having a structured approach helps to identify the skills gap

Skills/competencies Skills need FTE need Gap description Upskilling measures

Today Tomorrow Today Tomorrow

Legal & regulatory

Communication

Digital skills

….

Future of Compliance People Deep-Dive
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Start with the current state and take the 

competency/skills model as a reference to identify 

the currently available skills. If no reference model 

is available, identify and describe the top 10 skills 

of compliance professionals for your organisation.

Current state

Continue to develop possible future scenarios. 

Consider the organisation’s strategy, priority 

initiatives and programmes as well as external 

factors such as micro- and macroeconomic trends, 

politics, legal and future regulatory changes. 

Determine the prospective roles, most valuable 

required knowledge, skills and experience in the 

future.

Scenarios & skills need

Identify the skills gap in terms of missing 

knowledge, skills, experience and FTE (also 

consider possible and anticipated fluctuations).

Skills gap

A simplified gap analysis
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There are different upskilling options to build the right team to close 
the skills gaps
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To close the gaps you can either build, buy or borrow new talents. All 

three options have their own advantages and disadvantages.

Build – Upskill your existing people with the most valuable 

knowledge and skills for the future. You retain your internal 
knowledge and ensure there is a strong internal compliance 
presence to capture a seat at the table for important initiatives.

Borrow– This is an option in case you decide to use managed 

compliance services, such as KYC, or if you struggle to find the 
right e.g. technology skills on the market. Outsourced 
compliance-as-a-service solutions help transfer the risks of 

hiring, retention and loss of internal knowledge.

SHAPE YOUR TEAM

Buy – Inject new talent either if you have a gap in terms of FTE 

or if your existing people don’t develop the right mindset to 
acquire new skills. You have the chance to bring in progressive 
mindsets but you will also face additional costs. Business leaders can’t protect outmoded jobs, but 

they are responsible for the people who hold those 
jobs. 

Talent Trends 2019: upskilling for a digital w orld 
Part of Pw C’s global annual CEO Survey

Future of Compliance People Deep-Dive
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Build and buy diverse skill sets
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If you hire, you should consider 

looking outside the industry

C

For example, resources with expertise in technology or 

consumer industries can bring in new perspectives to 

the regulatory compliance and ethical risks of 

consumer-facing initiatives.

Require a complement of skills 

beyond regulatory expertise

A

Because compliance of the future will also comprise 

bots with sophisticated risk and compliance algorithms, 

it’s imperative to also have talent who are specialised 

in compliance and who have core, integrated 

technology skill sets.

Elevate the 

need for strategic perspective

B

With the automation of routine tasks, people can focus 

on more value-generating activities: becoming more 

strategically focused and more risk minded, and 

acquiring a deep knowledge of how technology is 

shaping regulatory compliance reporting.The traditional approach has been to hire resources with legal 

and regulatory backgrounds from within the industry

because such individuals have the most knowledge of industry-

specific regulations.

However, digital initiatives shift talent needs. Therefore, for 

your compliance and ethics programmes you should consider   

B  and  C .

Be clear about the vision and share the strategic direction to 

take your people with you. Communicate clearly how you will 

support them with upskilling. 

Create buy-in and align rewards and incentives for the 

upskilling journeys which should be designed for an engaging 

learning experience. 

To deliver effective training make learning content (see  A and 

B ) engaging and accessible anytime, anywhere on any device.

BUILD – HOW YOU GO ABOUT TRAINING

BUY – HOW YOU GO ABOUT HIRING

C

A

B

A

B

Future of Compliance People Deep-Dive
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It’s not only about building skills but also about changing and 
enabling the right mindset

Future of Compliance People Deep-Dive
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MINDSETS SHOULD DEVELOP TOWARDS BEING MORE …

Proactive: The compliance officer role transforms from being an inspector to being an advisor and partner. The risk 

and the cost of noncompliance are increasingly high. Therefore becoming more proactive by anticipating and 
predicting compliance breaches becomes imperative and a strategic advantage.

Solution oriented: Compliance executives can advise on digital transformation without stalling the speed at which the 

business has to act. They find solutions on how to make it work rather than simply pointing out the hurdles and risks.

Network building & partnering: Compliance officers are critical to help the leaders of digital initiatives navigate the 

complexity of regulatory risk and compliance implications. They need to be involved early in order to provide ethical 
and regulatory considerations. Strong networks and the ability to influence help succeed in this endeavour.

Agile: Agile comprises a diverse set of principles, including a high focus on people and customers, moving fast and 

learning constantly and quickly. It emphasises collaboration, transparency, truth and trust – which is of 
paramount importance for a compliance culture.

Embracing change: Change is often the only constant. Rapid technological and regulatory change puts pressure on 
the compliance function. Being curious, hungry to learn and able to adapt quickly is a prerequisite.

… FOCUS ON BEHAVIOURS, MINDSETS WILL FOLLOW.



PwC

Summary: To render your compliance function future-proof, 
elaborate on these six core questions

WHAT DOES OUR STRATEGY AND 

OPERATING MODEL MEAN FOR THE 
SKILLS REQUIRED?

Be clear about your vision, strategy, technology 

roadmap and future operating model in order to 

determine the prospective relevant roles, knowledge 

and skills required.

WHAT KNOWLEDGE AND SKILLS DO I 

NEED IN THE FUTURE?

Based on your strategy and possible scenarios, 

identify the knowledge, skills and experience that 

will be most valuable in the future for new and 

transformed roles. Determine the necessary FTE.

HOW WELL PREPARED ARE MY PEOPLE 

RIGHT NOW?

Perform a thorough analysis of your existing 

workforce regarding skills, knowledge and 

experience to determine any skill gaps.

Future of Compliance People Deep-Dive
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WHAT DOES MY UPSKILLING STRATEGY 

LOOK LIKE?

After identifying your skills gaps, define a strategy 

on how to close them either by training, hiring or 

borrowing talent. This can even lead to rethinking 

your technology roadmap and operating model –

depending on what skills are available in the market 

and how quickly you can train your own people.

HOW CAN I TRAIN MY PEOPLE?

Close the skills gaps of your people through 

engaging learning journeys. In order to create buy-

in, share your strategic direction with your people 

and be very clear on what the training support will 

look like. Also align incentives and other structures 

to foster learning.

WHO AND WHERE WILL I RECRUIT?

Digital initiatives shift talent needs. Take people into 

consideration outside your industry and go for a 

diverse skill set where you cannot upskill existing 

employees. Also take soft skills and mindsets into 

consideration such as proactivity, communication, 

empathy, relationship building and solution 

orientation. 
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Part II on people in relation to the Future of Compliance will 
focus on the mindsets and culture to enable your organisation

Future of Compliance People Deep-Dive
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WE DEFINE CULTURE AS …

• Rapid innovation and technology changes 
are driving dramatic transformations at 

most of our clients across all industries –

impacting and including compliance.

• Leaders today at all levels need sharper, 
stronger better culture management 

capability to help drive strategy through 

execution. This also holds true for a 

compliance culture.

• Enriching your organisation’s culture with 

ethical and compliance values helps you 

reduce the risk of noncompliance.

Almost 50%
think that the way 

people act every day 

in their organisation 

is not consistent 

with what they like to 

say about their 
culture 79% believe 

their organisation’s 
culture must evolve 

significantly or a fair 

bit to succeed, grow 

and retain the best 

people 

74% of C-suite and 

board members view 

culture as an important 

topic on the agenda of 

their company’s senior 

leadership

80,000+
datapoints

2,140
survey respondents

50+
countries represented

Global Culture Survey 2018 by The Katzenbach Center

WHY CULTURE MATTERS NOW

… the self-sustaining patterns of 

behaving, feeling, thinkingand believing –
that determine ‘how we do things around 

here’.
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Jose Marques

Partner, People & Organisation

+41 58 792 96 34

jose.marques@pwc.ch

Michèle Hess

Partner, Regulatory & Compliance 

+41 58 792 46 67

michele.hess@pwc.ch

Lisa Daniells

Director, People & Organisation

+41 58 792 26 85

lisa.daniells@pwc.ch

Isa Dora de Maddalena

Manager, People & Organisation

+41 58 792 42 32

Isa.dora.de.maddalena@pwc.ch

Your contacts
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See you 
in the 
future
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