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GLOBAL  
OVERVIEW
DHL Group is the leading global multinational 

corporation in the logistics and transportation 

industry, reporting massive revenues of €84,186 

million at the end of the fiscal year (DHL Group, 

2025) and operating with a global workforce of 

approximately 584,000 employees distribu-

ted in more than 220 countries and territories 

(DHL Group, n.d.). Under the executive leader-

ship (CEO) of Tobias Meyer, the company has 

positioned itself at the forefront of digital in-

novation, consolidating its leadership through 

the massive deployment of disruptive techno-

logies throughout its value chain. Through its 

strategic framework “Strategy 2030: Accelera-

ting Sustainable Growth”, the organization has 

integrated Artificial Intelligence (AI) and ad-

vanced automation to optimize supply chain 
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By the end of 2025, the company experienced an exodus of 115,252 employees with a total fluctuation of 20%, 
which highlights opportunities and challenges beyond the incorporation of AI into the key activities of the bu-
siness model (DHL Reporting Hub, 2025).

operations, global trade forecasting, and the 

last mile, driving algorithmic efficiency that 

translates into a fundamental pillar for its ope-

rational profitability (DHL Group, 2024a). 

This success in the digitization of logis-

tics flows and the hyperconnectivity of in-

ternational markets has set the tone for the 

next phase of its corporate transformation: 

transferring that technological precision to 

human capital. To maintain agility in the 

face of trade diversification and ensure that 

internal talent advances at the speed of di-

gital business, Human Talent Management 

(HRM) at DHL has been strategically direc-

ted to adopt AI and advanced analytics, ini-

tiating a comprehensive evolution project 

to solve the complexity of its massive orga-

nizational structure and boost productivity 

(DHL Group, 2024a). 
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SMART  
LOGISTICS 
The transition to smart logistics at DHL 

Group represents the operational core of 

its global competitive advantage, based on 

the convergence of predictive analytics, 

machine learning algorithms and robo-

tic process automation (RPA). Through 

its innovation division, the corporation 

has deployed advanced tools based on  

Artificial Intelligence (AI) aimed at  

optimizing strategic and operational  

decision-making in real time (DHL 

Group, 2024a). Using these mathematical 

and algorithmic models, the organization 

analyzes massive volumes of historical 

trade data, weather patterns, and global 

traffic flows to anticipate fluctuations in 

market demand, dynamically optimize 
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The deep digitalization of sorting centers and the introduction of collaborative robots (cobots) have drastically 
reconfigured the nature of traditional logistics work.

critical land, sea, and air distribution rou-

tes, and proactively mitigate risks and dis-

ruptions in the supply chain (DHL Group, 

2021). The use of Digital Twins in its main 

distribution centers allows it to simulate 

storage and packaging scenarios, increa-

sing operational efficiency and reducing 

transit times (DHL Group, 2025).
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To address this technology-induced skills gap, DHL Group 

is not limited to the technical renovation of its IT infrastructu-

re; under the perspective of a conscious business and the stra-

tegic leadership of Human Talent Management (HRM), the cor-

poration has transformed training into a pillar of ethics and 

corporate sustainability (DHL Group, 2022). The company has 

implemented AI-driven talent marketplaces. These technological 

tools thoroughly assess the current skills’ profile of each emplo-

yee and contrast it in real time with the emerging skills of the 

smart logistics sector (Ensaan Technologies, 2025). Based on this 

automated diagnosis, the system generates personalized and  

large-scale learning paths in upskilling and reskilling (DHL Group, 

2022). Thus, warehouse and operations personnel transition to 

roles of automated systems monitoring, data flow management, 

and analytical coordination. This strategy demonstrates that, in 

DHL’s model, digital efficiency and automation do not seek to 

displace the human factor, but rather to empower it, ensuring 

that the global workforce evolves in tandem with technological 

innovation to consolidate a sustainable competitive advantage 

(Ensaan Technologies, 2025).
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Routine, transactional, and physically demanding tasks are being automated, generating a 
structural change in the required profiles, demanding an exponential increase in analytical 
skills, management software management, and data-based decision-making from employees 
(World Economic Forum, 2025).



SUSTAINABLE 
TALENT
Within the framework of DHL Group’s stra-

tegic management, the concept of sustaina-

ble talent is consolidated as a fundamental 

ethical and operational pillar to ensure the 

long-term viability of the organization.Wi-

thin an industry characterized by rapid auto-

mation and supply chain digitalization, DHL 

understands that corporate sustainability is 

not limited exclusively to reducing the car-

bon footprint through its “Zero Emissions” 

strategy by 2050; it intrinsically involves the 

preservation, development, and resilience 

of its global human capital (Deutsche Post 

DHL Group, 2020). Under this conscious 

business approach, Human Talent Manage-

ment (HRM) assumes the social responsibi-

lity of mitigating the digital skills gaps of its 

more than 580,000 employees, designing 

a continuous learning ecosystem where 

sustainable employability becomes the key 

metric of success (DHL Group, 2025). This 

perspective protects the workforce from te-

chnological displacements, ensuring that 

each individual acquires the skills needed to 

thrive in the digital economy (World Econo-

mic Forum, 2025).

It is important to consider that DHL’s 

workforce is currently integrated into the fo-

llowing structure by age range: 22% under 30 

years old, 52% between 30 and 50 years of age, 

and 26% over 50; in the same vein, it seeks 

to integrate 5% of people with disabilities, in 

compliance with the legislation in Germany.  

In 2024 the percentage exceeded to 7.7% as 

part of the commitment to an inclusive pers-

pective and a culture that generates actions 

accordingly (DHL Reporting Hub, 2025).
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This commits the strategy of developing digital compe-
tencies to a business priority.  To be considered in the 
effort, the following demographic information of DHL 
employees is included:

SEE Employees by Country; Employee Age Structure and 
Employees by Gender in Group Sustainability Statement. 
Own workforce (ESRS S1).
Source. DHL Reporting Hub, (2025). 
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https://reporting-hub.group.dhl.com/2025-fy/en/combined-management-report/group-sustainability-statement/own-workforce-esrs-s1/#headline-67913


To operationalize this vision, the com-

pany has institutionalized massive and struc-

tured upskilling and reskilling programs that 

are democratically deployed at all levels of the 

organizational structure (DHL Group, 2022). 

One of the flagship initiatives in this area is 

the global Certified program (as a Certified 

International Forwarder or Certified Interna-

tional Specialist), an internal accreditation 

model that not only standardizes operational 

excellence worldwide, but also equips em-

ployees with critical soft skills such as adap-

tability, resilience, purposeful leadership, and 

affective responsibility in work teams (DHL 

Group, 2026b). At the same time, using ad-

vanced data analytics and AI-powered talent 

management platforms, DHL proactively 

maps future skills gaps (Ensaan Technolo-

gies, 2025). This allows frontline operational 

personnel, whose physical or routine func-

tions are in the process of being automa-

ted, to move through personalized reskilling 

routes to new technical and strategic posi-

tions within the e-commerce, logistics data 

management or automated flow monitoring 

divisions (DHL Group, 2022).

This strategic investment in internal ta-

lent transformation does not only signifi-

cantly reduce the costs associated with staff 

turnover and external recruitment but also 

strengthens the company’s cultural cohesion 

and relational climate (DHL Group, 2025). By 

ensuring clear opportunities for internal mo-

bility and career progression based on skills 

development, DHL Group creates an envi-

ronment of high trust and job stability. Sus-

tainable talent thus translates into a perfect 

symbiosis between business profitability and 

human flourishing, where employees beco-

me active agents of technological change 

and the corporation’s sustainable objectives.
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Ultimately, the organization demonstrates that true lea-
dership in the global marketplace is not achieved by 
replacing people with algorithms, but by elevating the 
dignity of human labor and empowering today’s work-
force to pilot the tools of tomorrow (World Economic 
Forum, 2025).



CRITICAL IMPACT
The absence of an articulated upskilling and reskilling strategy in 

the face of mass automation creates a critical impact that direct-

ly threatens DHL Group’s operational stability and market value. 

When the adoption of smart logistics technologies outpaces staff 

training, a skills gap occurs leading to strategic efficiency leaks, 

increases in transit times, and costly errors in automated ware-

house management. Financially, relying exclusively on external 

recruitment to fill new digital vacancies is unsustainable; it expo-

nentially raises the costs of attracting talent and raises turnover 

rates in an industry where retention is already a complex cha-

llenge (World Economic Forum, 2025). 

From the perspective of conscious business, the most serious 

impact is of a social and human nature. For a global corporation, 

neglecting the employability of its frontline workforce represents 

a severe reputational risk and a direct contradiction to the pillars 

of Human Flourishing and ethical responsibility dictated by mo-

dern sustainability standards (DHL Group, 2026a).
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The obsolescence of skills destroys the 
internal relational climate, triggering 
work stress, fear of technological dis-
placement and diminishing employees’ 
sense of belonging.
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DHL Group’s vision for tomorrow redefines the convergence between high-tech logistics and human centricity. By definitively integrating ad-

vanced data analytics (People Analytics) and systems based on Artificial Intelligence in Human Talent Management (HTM), the corporation seeks 

to eradicate the information silos that hinder internal mobility in a structure of more than 584,000 employees (DHL Group, n.d.). The company’s 

true differentiator from its global competitors lies not only in having an automated infrastructure, but in its ability to coordinate a dynamic 

ecosystem where training decisions anticipate market demands (DHL Group, 2024b). Thomas Ogilvie, Chief Human Resources Officer at Deuts-

che Post DHL Group, remarks:

“Digitalization is already fundamentally changing the way we live and do business. The pandemic only accelerated the execution of plans that companies had envi-

saged. We assume that 30-35 percent of all activities could be automated by 2030. Nevertheless, we firmly believe that the largest part of our value creation will still 

be provided by people”. “There is no doubt that certain jobs will change, but the work will remain. What this tells us is that lifelong learning is more than ever before 

the key to success in the digital age”. (DHL, 2021).

Looking ahead to the coming years, the organization’s success will depend on its ability to deploy predictive talent planning at scale, using 

ethical algorithms aimed at predicting critical skills gaps and work fatigue before they impact supply chain continuity (DHL Group, 2025). Faced 

with this landscape of accelerating transformation, HTM faces the most profound challenge of the digital age: How can DHL Group ensure that 

the speed of algorithmic automation does not outpace the adaptability of its frontline workforce, transforming technology into a catalyst for in-

clusion and human flourishing rather than a displacement factor? Solving this question will be the key to consolidating operational resilience 

that positions people as the true sustainable competitive advantage of the business (World Economic Forum, 2025).
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