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Global overview on results




Global

Creating People Advantage—A survey of 6,686 respondents in 113 countries

Industry split

899

6,686

Answered
surveys

485 482 54 446

113

Countries
Busi. Con- Tech- Public IndustryHealth FinanceEnergy Non- Retail Travel Tele- Insur- Media
: Servi L fit -
Number of responses None M <50 M 51-100 M 100-200 M > 200 ervice sumer notogy profi commu ance
]
c
Regional split Current position Level of Seniority 3
Africa £
North America 8% Non-HR E“
21% 23% =
s
Asia Pacific S
22% >
3
5
Latin America S
)
Europe HR Individual Manager Manager of manager Senior manager g
37% 77% contributor g
Source: 2021 BCG/WFPMA proprietary web survey and analysis 2
Note: Not Included: N/A and other answers. In the regional split overview here, Mexico is included in "Latin America". For the regional analyses on slides 12-15, however, Mexico is included in the North American region to reflect the 2
structure of the WFPMA's continent associations, where Mexico is part of the North American Human Resource Management Association (NAHRMA). S



Global

32 HR and People Management topics in nine clusters were assessed

Clusters

HR and People Management Topics

People and HR strategy, planning and

analytics

People and HR strategy

Strategic workforce planning

People analytics and reporting

Talent acquisition

Employer branding

Talent ecosystem management

Recruiting
strategy and process

Onboarding

People development

Up- and reskilling and learning
and development

Career models management

Top talent
management

Staffing and
placement mgmt.

Performance, rewards and engagement

Performance management

Rewards and recognition

Employee engagement
and well-being

Purpose, behavior, leadership and culture

change

Purpose and culture activation

Change management capabilities

Leadership behaviors and
development

Diversity and inclusion
management

Labor and employee relations

Policy management

Employee relations

Health and safety

Organizational transformation

Agile
principles

Org. develop-

ment and design Smart work

Shared services
implement.

Restructuring
management

Employee journey
mgmt.

Digital and IT

HR IT architecture and operation

Digital, Al, cloud, and robotics in HR

HR organization
and governance

HR shared services

HR staff capabilities

Source: 2021 BCG/WFPMA proprietary web survey and analysis.
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Global

Ranking of 32 topics for Current Capabilities and Future Importance

Ranking Current Capabilities

Health & safety

Employee relations

Policy management

People & HR strategy

Recruiting strategy & process
Employee engagement & wellbeing
Onboarding

Employer branding

Performance management
Purpose & culture activation

HR staff capabilities

Up & reskilling and learning & development
Rewards & recognition

Strategic workforce planning
Leadership behaviors & development
Diversity & inclusion management
HR organization & governance
Change management capabilities
Top talent management
Organizational development & design
Smart work

People analytics & reporting
Staffing & placement management
Shared services implementation
Restructuring management

HR shared services

HR IT architecture & operation
Talent ecosystem management
Agile principles

Employee journey management
Career models management
Digital, Al, cloud & robotics in HR

Coo~NoOCTULTh WN R

QO [ IN NN N[N N[N IR

Ranking Future Importance

People & HR strategy

50% Leadership behaviors & development

47% Employee engagement & wellbeing

44% Up & reskilling and learning & development

43% Strategic workforce planning

42% Employer branding

42% Purpose & culture activation

41% Change management capabilities

40% Health & safety

39% Recruiting strategy & process

38% Performance management

37% HR IT architecture & operation

36% Onboarding

36% HR staff capabilities

36% Top talent management

35% Smart work

35% Rewards & recognition

32% Diversity & inclusion management

31% People analytics & reporting

31% Organizational development & design

31% Talent ecosystem management

30% Employee relations

30% HR organization & governance

30% Agile principles

30% Digital, Al, cloud & robotics in HR

29% Career models management

28% Employee journey management

27% Staffing & placement management

26% Policy management

25% Restructuring management

24% HR shared services

21% Shared services implementation

0% 20% 40% 60% 80% 100%

M High Somewhat high

Note: Ranked by highest number of responses in “high” and "somewhat high”
Source: 2021 BCG/WFPMA proprietary web survey and analysis (n = 6,686)

N [E IR IRy I FERG [N

90%
88%
88%
87%
85%
84%
84%
84%
84%
81%
80%
80%
80%
80%
80%
80%
80%
79%
79%
78%
77%
77%
75%
75%
72%
70%
70%
68%
67%
65%
61%
61%

0%

20% 40% 60% 80% 100%
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Global

Segmenting HR topics by Current Capabilities and Future Importance identifies

People Management priorities

High 13

14 Leadership
Up- and reskilling

Strategic workforce planning

17 o€ ° Change management

i Top talent management
i i Smart work
' HRIT
:;§ People analytics
9 Organizational development

Talent
management

Agile
principles

Digital @

26 25

24

Future importance

27

28

Low 30 29
High Current capabilities Low

Note: Based on answers “high” and “somewhat high”
Source: 2021 BCG/WFPMA proprietary web survey and analysis (n = 6,686)

: @ Strong need to act

i 1 Leadership behaviors and development
2 Up and reskilling and learning and

development

3 Strategic workforce planning

4 Change management capabilities

5 HR IT architecture and operation

6 Top talent management

7 Smart work

8 People analytics and reporting

9 Organizational development and design
10 Talent ecosystem management

11 Agile principles

12 Digital, Al, cloud and robotics in HR

Medium need to act

13 People and HR strategy

. @ Low need to act

31 Employee relations

14 Employee engagement and well-being 32 Policy management

15 Employer branding

16 Purpose and culture activation

17 Health and safety

18 Recruiting strategy and process

19 Performance management

20 Onboarding

21 HR staff capabilities

22 Rewards and recognition

23 Diversity and inclusion management
24 HR organization and governance

25 Career models management

26 Employee journey management

27 Staffing and placement management
28 Restructuring management

29 HR shared services

30 Shared services implementation
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Regional results for Europe -
Nordics only (EAPM)




Europe - Nordics only

The following slides comprise the results of the following economies

Which economy does your work focus on primarily?

Denmark 59
Sweden 132
Norway 153
Finland 44
]
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5
Note: Responses from 115 economies and 113 countries as Taiwan and Hong Kong are grouped as The People’s Republic of China. 110 respondents didn’t fill out their focus economy and are not included in this overview. Source: 2021 §
BCG/WFPMA proprietary web survey and analysis (n = 6,686) o



Our survey drew responses from 416 Nordic participants

Geography Current position

Level of Seniority

Europe - Nordics only

Non-HR & other
21%

- 4‘3

416

Answered
surveys

HR
79%

Industry split

Legal & Consumer Techno- Public Industrial Health Financial Energy Non- Retail Travel& Tele- Insurance Media
Profe-  products  |ogy sector goods care institutions profit tourism  commu-
ssional and nications

services services

Not Included: N/A and other answers (Industry split: 69 respondents in other industries)
Source: 2021 BCG/WFPMA proprietary web survey and analysis (Global n = 6,686, Europe - Nordics only n = 416)

Individual contributor

Manager

Manager of manager

Senior manager

®
@)

Copyright © 2021 by Boston Consulting Group. All rights reserved.



Europe - Nordics only

Ranking of 32 topics for Current Capabilities

Ranking Ranking Nordics vs. Kev highlights
Ranking Current Capabilities Nordics Global Global y mghlig
Health & safety 66% 1
Employee relations 54% 2
Employee engagement & wellbeing 52% 3
Policy management 50% 4
People & HR strategy 44% 5 e Current HR IT
Purpose & culture activation 44% 6 architectu re&
Recruiting strategy & process 42% 7 . anang
Onboarding 40% 8 operation capabilities
Leadership behaviors & development 37% 9 g
HR staff capabilities 34% 10 rankgd much higher by
Performance management 34% 11 Nordic respondents VS.
Employer branding 34% 12
Diversity & inclusion management 31% 13 glObal a.v.erage
Change management capabilities 31% 14 (+7 pOSltIOﬂS)

31%
29%
28%
27%
27%
26%
26%
23%
23%
22%
22%
22%
20%
19%
19%

HR organization & governance
Up- & reskilling and learning & development
Rewards & recognition
Shared services implementation
Strategic workforce planning
HR IT architecture & operation
Organizational development & design
HR shared services
Restructuring management
Agile principles
Smart work
Top talent management
Staffing & placement management
People analytics & reporting
Employee journey management
Digital, Al, cloud & robotics in HR 16%
Career models management 15%
Talent ecosystem management 14%

0% 20% 40% 60% 80% 100%
I High Capability Somewhat High Capability

Current Top talent
management
capabilities ranked much
lower by Nordic
respondents vs. global
average

(-7 positions)

'_"',"'1[IIII'I"IIIIIIIIIIIII

AoivimicnAiNINoinadiNibio A AN NWAN QAN KL LDV oo
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Copyright © 2021 by Boston Consulting Group. All rights reserved.

Source: 2021 BCG/WFPMA proprietary web survey and analysis (Global n = 6,686, Europe - Nordics only n = 416)




Europe - Nordics only

Ranking of 32 topics for Future Importance

Ranking Ranking Nordics vs. Kev highlights
Ranking Future Importance Nordics Global Global y hghtig
Employee engagement & wellbeing | 94% 2 1
People & HR strategy _ 94% -1 d
Leadership behaviors & development _ 92% -1 d
Purpose & culture activation |EEEEEEG— 92% 3.t
Up- & reskilling and learning & development | 90% -1 4 :
Change management capabilities | 88% [ 6 | [ 8 | 2 1 y Futurg 1mpprt§ance
Onboarding | — 87% 6 1t of Agile principles
Strategic workforce planning _ 85% n - 34 . g
Health & safety | 85% (9] [ 9] 0> ranked higher by Nordic
Employer branding | 84% 10| [ 6 | -4 3 respondents vs. global
HR IT architecture & operation |IEEEEEEEEGEGEG—G———— 84% 1 1 average
Diversity & inclusion management | 83% [18 6 ¢ = o
Recruiting strategy & process | 82% 3 ¢ (+7 pOSItIOﬂS)
Smart work _ 80% [16 2 1
Organizational development & design |IEEEEEGEG—_———— 79% 120 5 ¢
Employee relations | 79% 16| 22 6 1
Agile principles | EEEEG—— 78% 7 24 7.t Future importance
People analytics & reporting | 77% 18 19 1 ¢
HR staff capabilities |IEEEG— 75% 19 5y of Top talent
Digital, Al, cloud & robotics in HR |— 73% 20 25 5.1 management ranked
Performance management | 71% [ ] -10 ¢ .
Talent ecosystem management | 68% 22 21 1 d lower by Nordic
Rewards & recognition — 66% 23 7 -6 4 respondents VS, global
Employee journey management | 66% ‘24 27 31
HR organization & governance | 66% 125 23 2 4 average
Top talent management | 64% 26 [ 15 | 11 ¢ . g s
Staffing & placement management _ 57% 27 28 1.1 ( 11 pOSItIO”S)
Career models management [ 57% 28 26 2 4
Policy management _ 56% 29 29 0 =
Restructuring management |- 54% 30 30 0 =
Shared services implementation | 51% 31 32 1.1
HR shared services _ 48% 32 31 14
0% 20% 40% 60% 80% 100%
M High Importance Somewhat High Importance

Source: 2021 BCG/WFPMA proprietary web survey and analysis (Global n = 6,686, Europe - Nordics only n = 416)
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Segmenting HR topics by Current Capabilities and Future Importance identifies

People Management priorities

High 13
14 16
20
17
18
31
(O]
(@]
C
(©
)
_
(@]
Q.
E
(]
—
>
)
-}
L
Low
High Current capabilities

Note: Based on answers “high” and “somewhat high”

30

Source: 2021 BCG/WFPMA proprietary web survey and analysis (Nordics n = 416)

28

29

27

25

Low

: @ Strong need to act
0 Leadership behaviors &

development

e Up- & reskilling and learning &

development

: o Strategic workforce planning
o Change management capabilities
e HR IT architecture & operation

: e Smart work

e People analytics & reporting
o Organizational development &

design

@ Talent ecosystem management
0 Agile principles

@ Digital, Al, cloud & robotics in HR
@ Employer branding

@ Diversity & inclusion management

@ Employee journey management

13
14
16
17
18
19
20
21
2
24
25
27
28
29
30

31

Europe - Nordics only

Medium need to act @ Low need to act

Top talent management @ Policy management
People & HR strategy

Employee engagement & wellbeing
Purpose & culture activation
Health & safety

Recruiting strategy & process
Performance management
Onboarding

HR staff capabilities

Rewards & recognition

HR organization & governance
Career models management
Staffing & placement management
Restructuring management

HR shared services

Shared services implementation

Employee relations

11

Copyright © 2021 by Boston Consulting Group. All rights reserved.



Europe - Nordics only

Cluster ranking across regions by Current Capabilities

Current Capabilities

Order by slobal ranking Global Europe Central Eastern Europe Nordics
Labor & Employee 1
relations

Performance rewards &
engagement

Talent acquisition 3

People & HR strategy,
planning & analytics

Purpose, behavior,
leadership & culture
change

HR Operating Model

People development

Organizational
transformation

Digital and Information
Technology

o
o
2 ~ B
[sN

Number of responses

2,458 210 416

Low Capability High Capability
Source: 2021 BCG/WFPMA proprietary web survey and analysis (Global n = 6,686) 12
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Topic ranking across regions by Current Capabilities

Top & bottom five topics: Current Capabilities

Order by global ranking Global Europe Central Eastern Europe
21. Health & safety 1 1

20. Employee relations 2 2

19. Policy management 3 3

1. People & HR 5

strategy

6. Recruiting strategy 4

& process

Europe - Nordics only

Nordics

5. Talent ecosystem
management

N
(o)

N
O

22. Agile principles

27. Employee journey
management

9. Career models
management

w
-

29. Digital, Al, cloud &
robotics in HR

N

F
N < = ul N
o

Number of responses

2,458

210 41

6

Low Capability [N

Source: 2021 BCG/WFPMA proprietary web survey and analysis (Global n = 6,686)

High Capability

13
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Cluster ranking across regions by Future Importance

Future Importance

Order by global ranking

People & HR strategy,
planning & analytics

Purpose, behavior,
leadership & culture
change

Performance rewards
& engagement

Talent acquisition

People development

Digital and Information
Technology

Labor & Employee
relations

HR Operating Model

Organizational
transformation

Number of responses

Source: 2021 BCG/WFPMA proprietary web survey and analysis (Global n = 6,686)
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6,686

Europe

Central Eastern Europe

2,458

210

Low Importance

Europe - Nordics only

Nordics

416
N High Importance
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Europe - Nordics only

Topic ranking across regions by Future Importance

)
g @
o
s

Europe Central Eastern Europe Nordics

Order by global ranking

1. People & HR
strategy

17. Leadership
behaviors & dev’t

14. Employee
engagement & wellb.

8. Up- & reskilling and
learning & dev’t

2. Strategic workforce
planning

11. Staffing &
placement mgmt.

19. Policy management

26. Restructuring
31. HR shared services 31 32 32 32
25. Shared services
implementation 32 3 31 31
Number of responses 6,686 2,458 210 416
Low Importance N High Importance
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Source: 2021 BCG/WFPMA proprietary web survey and analysis (Global n = 6,686) 15



Europe - Nordics only

Future of HR—Gap between Nordics and Global responses

HR leaders demonstrate business acumen, making decisions based on long-term H
considerations and the strategic needs of the organization

HR is a competent, innovative and important actor in my organization that exerts ‘)
considerable influence on strategic-decision making

development)

HR has dedicated teams focusing on deep expertise topics (e.g., recruiting, learning & H
Dedicated HR teams take end-to-end ownership for their respective topics (e.g., for the “
whole recruiting process)
HR actively focuses on aligning employees' personal objectives with the wider purpose of "
the organization and with the interests of society and the environment

We have specialized HR business partners who work closely as strategic partners with ‘
senior managers to develop the HR agenda

Diversity and inclusion objectives are directly integrated into core HR processes ‘,

HR has an active role in implementing agile ways of working in my organization .—.

HR continuously analyzes people data to make transparent, objective and data-based ‘ ‘
decisions about our employees

HR actively forecasts future skill and capability needs . .

and ensures a strong talent pipeline for critical positions and areas of expertise o
Global

A high percentage of HR tasks is covered via a shared service center and convenient self- ® Nordics
service options H

10 20% 30 40% 50 60% 70%

Note: Percentage agreement by answers “agree” or “tend to agree” to the listed hypotheses Agreement
Source: 2021 BCG/WFPMA proprietary web survey and analysis (Global n = 5,705, Nordics n = 340) 16
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Europe - Nordics only

Personalized experiences—Gap between Nordics and Global responses

My organization has defined clear principles on the ethical use of data provided by and H
gathered about its employees

HR has a good understanding of employees' individual skills, strengths and weaknesses, H
taking them into account in both short and long-term career planning processes

Business leaders are aware of the top priorities of employees (e.g., appreciation for work, .‘
sustainable work-life-balance) and actively work towards enabling them

We have effective ways of measuring and monitoring employee satisfaction and wellbeing, ._‘
especially in light of increased remote work

HR has developed a clear concept for how to best organize remote work, H
actively incorporating and addressing the needs and aspirations of employees

Business leaders demonstrate genuine appreciation for employees and actively engage with
them (e.g., through personalized thank you notes for work achievements or personalized “
emails on anniversaries)

My organization strives to design processes from an employee perspective, aiming to create H
experiences that are as personalized as possible

HR has implemented concrete and personalized measures to support employees in
achieving their career goals, e.g., via individualized career paths or tailored training ‘—‘
programs

The digital tools implemented by my organization offer a seamless, personalized H
experience and make every-day tasks easier

My organization offers personalized rewards . .
and recognition packages to employees, taking their individual preferences into account o
Global

We have a strong HR IT system that helps to bundle and analyze employee data, thus ® Nordics
forming a valuable basis for designing and offering personalized experiences to employees H

20% 40% 60% 80%

Note: Percentage agreement by answers “agree” or “tend to agree” to the listed hypotheses Agreement
Source: 2021 BCG/WFPMA proprietary web survey and analysis (Global n = 5,537, Nordics n = 329) 17
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