
Which of the following changes in the nature of work 
do you expect to have the most impact on your compen-
sation strategy? Select up to three.   

55%

Need for individuals to continuously invest in new skills 
and capabilities

Growing importance of entrepreneurial behavior

Shift towards more team-based work

Growing percentage of alternative workforce  
(for example gig and contract workers)

Potential growth of unregulated work

Frequency with which jobs (and their market value) are changing

The increased use of automation/AI
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Perspective
Organisations that view uncertainty as offering possibilities rather 
than threats can position themselves to take decisive action to shape 
an unknown future. There are three areas where organisations 
should move boldly ahead to create a future in which all stake- 
holders can thrive: compensation, where taking a human-focused 
approach can help organisations meet emerging challenges;  
governing workforce strategies, where asking and answering new 
questions can help guide better strategic decisions; and ethics  
and the future of work, where organisations should examine their 
actions’ ethical implications to maintain their license to operate in  
a more transparent world.

The changing nature of compensation 
expectations and strategies

Organisations should look beyond compensation as a spot 
market – focused on rewards to drive talent acquisition 
and retention – to viewing it as a lever to manage the 
biggest shifts happening in today’s work environment, 
including changes in the way work happens, the evolving 
expectations of the workforce and the expanded role of 
organisations as they become social enterprises. To do this 
effectively, organisations must focus on a core set of human 
principles that will enable them to craft compensation 
strategies designed to stand the test of time in the new 
world of work.

In the Nordics, the need for 
individuals to continuously 
invest in new skills and capa-
bilities will have the biggest 
impact on organisations’ 
compensation strategy.



Management of the impact of automation on the workforce

Fairness of pay

Design of jobs that account for climate and sustainability

Use of algorithms to influence decision-making

Maintenance of privacy and control of workers’ data

Use of AI and data to monitor individuals and the workplace

Treatment of alternative workers (for example gig or contract workers)
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What additional information do you think will be most 
important in order to understand the state of your  
workforce going forward?

Readiness of existing workforce to meet new demands

Progress on developing a more inclusive workforce

Preparedness of leaders and managers for AI and digital workforce

Compliance with evolving legislation and regulation

Financial, cultural, and community impact of job elimination

Availability of additional sources of talent (for example new hires 
and alternative sources)

Impact of AI/robotics on work and the workforce

Awareness of external social or political  
movements affecting the workforce
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Governing changing workforce strategies

As workforce strategies and operations have evolved over 
the past decade, many workforce metrics and governance 
have not kept pace. Today, new metrics are needed to enable 
forward-looking insights on every trend shaping human capital 
if leaders are to gain the perspective they need to anticipate 
and meet the challenges posed by today’s rapidly changing 
environment. Organisations must begin to ask fundamentally 
new questions to find relevant, actionable workforce metrics 
that can inform bold decisions around critical human capital 
risks and opportunities.

As the future of work rapidly evolves, and organisations are 
integrating people, technology, alternative workforces and 
new ways of working, new questions have risen to the top of 
the ethics agenda about the impact of emerging technologies 
on workers and society. How organisations operationalise the

working relationship between humans, teams and machines 
will be at the centre of how ethical concerns can be managed. 
Organisations that tackle these issues head-on will be well 
positioned to make the bold choices that help to build trust 
among all stakeholders.

Top ethical concerns relative to the future of work in your 
organisation. Select top three:

What information is produced?   
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Headcount, hiring, and turnover

Engagement

Shift towards more team-based work

Leadership pipeline

Learning investments and progress

Salary costs

Workforce diversity

Critical roles

70%
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42%
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37%

32%
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35%

33%

44%

66%
42%

46%

30%

Talent mobility
30%

42%

New workforce initiatives

Employer brand

Status of reskilling
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Ethics and the future of work




