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https://www.imercer.com/mercer-job-library
https://www.imercer.com/Mercer_WIN_homepage
https://www.imercer.com/uploads/common/HTML/LandingPages/mercer-data-connector/mercer-data-connector.html
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Source: 2020 Denmark Total Remuneration Survey (TRS), Policy and Practice Report







Global

Are organizations reviewing their Total Rewards and/or Global Benefits strategy in the near future?

Source: 2020 



Global

Source: Mercer Salary Movement Snapshot December 2020

31% of Western 
European 

organizations 
expect the salary 

increase budget to 
be lower for 2021;
compared to close 

to 40% of 
organizations in 

APAC, Middle East 
and Central & 

Eastern Europe.



Global

Financial support for remote workers across industries

Source: 2020 Global Covid-19 Survey July



Source: 

Tech

company

Online 

services

Multi-

industry 

company

Global



Salary freezes 
impact executives 

and heads of 
organizations 

slightly more than 
other career 

streams in 2020.
Whereas in 2021

the focus will be on 
blue and white 

collar para-
professionals.

DK

Source: Mercer Salary Movement Snapshot December 2020; 

Mercer 2020 TRS Special Edition Denmark





DK

of organizations implemented remote working 

policy in response of the COVID-19
of organizations had a remote working policy 

already in place, before COVID-19
of companies say remote working increased the level 

of productivity – 1.1% say it has decreased

Top 5 work from home subsidies/tools provided by organizations

Source: Mercer 2020 TRS Special Edition Denmark; 2020 TRS Denmark





Advanced segmentation of rethink discuss

Impact of 

on 

focus on

Analyzing employee preferences to 

deliver a tailored rewards offering 

Building a future-proof business by 

adopting a skills-based reward strategy
Using the opportunity to shape the 

narrative around pay 

New standards challenging the 

foundations of traditional pay strategies
Ensuring pay equity and using compen-

sation to breaking barriers to D&I





of HR leaders say their 

overall employee 

offering is segmented

into different persona 

groups or they planning 

to do so 

Meeting the demands and needs of a multifaceted workforce 

can be a huge differentiator that drives performance. 

But where to start?

of companies use 

continuous feedback 

tools for pulse-checks

Source: Mercer Global Talent Trends 2020 

of employees said the 

most important thing a 

company could do is offer 

more types of rewards



Treat your employees like customers.

Balance between 

personalization and pay 

equity

Design a segment-specific 

communication strategy

Focus on grouped 

employees’ preferences, 

beyond demographics 

Use workforce analytics for 

data driven segmentation and 

define target groups

Pharma

company

Chemical 

company

Telecomm.

company



Think of jobs as products.

*Employee Value Proposition

Chemical 

company

IT

company

Media

company





34

85 Million
Jobs to be displaced by a shift in the 

division of labor between humans and 

machines

97 Million
New jobs that are more adapted to the 

new division of labor between humans, 

machines, and algorithms

50% of all employees
Will need reskilling

Only 2 in 5
HR professionals know the skills of 

their organization

Just 9%
Of companies formally monitor 

market demand and availability of 

skills

#1 Challenge to transformation
Lack of workforce capability and skills

Source: Mercer Global Talent Trends 2020; WEF Future of Jobs 2020

Focus on closing skills gaps by 

understanding and valuing the key skills 

most needed for effective performance 

now and in the future 

Today By 2025





How will automation 

and digitalisation affect 

the company? 

What does this mean for 

our workforce structure 

and job families? 

How will activities and 

skills for specific jobs 

change and which job 

families will be affected?

What HR specific 

coping strategies are

required to master 

reskilling/ upskilling? 



An aging workforce with limited digital skills

KEY CHALLENGES

How do I deal with capacities that 

are becoming obsolete?

How can I re-skill or up-skill 

current employees?

How do I remain an attractive 

employer?

How do I build up new skills and 

competencies?

New & growing business 

models

INDUSTRY 

TRENDS

…ARE SHAPING THE 

WORKFORCE OF THE FUTURE

…AND POSE NEW CHALLENGES 

FOR ORGANISATIONS

New profiles and 

roles

Digitized & automated 

internal processes

New tools, 

competencies & skills

COMPANIES MUST SUBJECT THEIR WORKFORCE STRUCTURE 

TO A FUNDAMENTAL TRANSFORMATION PROCESS.





Balance between 

personalization and pay 

equity

Design a segment-specific 

communication strategy

Define and assess 

skills to augment job 

descriptions 

Adjust remuneration to 

attract and retain 

in-demand talents 

Determine the value of 

skills with 

Automotive 

company
IT services 

company

IT

company





• Help achieve the 

workplace diversity 

needed for 

businesses to thrive 

in today’s economy

• Create a long-

lasting competitive 

advantage for talent

• Ensure pay equity

• Prevent loss of 

credibility, and take 

credit for paying 

fairly

• New reporting 

requirements and 

increased 

legislation to 

address pay equity 

by forcing 

companies to 

disclose pay 

ranges for positions 

to external 

candidates and / or 

internal employees

• Strengthen 

relationships with 

employees and 

improve employee 

engagement and 

retention by 

providing 

transparency of pay 

and careers

• Increase people 

effectiveness and 

autonomy

67%

69%

Organizations and employees 

are on the same wavelength

Source:

Legal 

framework

Pay data is 

in the 

spotlight

It matters 

to 

employees

It matters 

to 

business
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External fairness and 

confidence in current 

pay strategy
Job type and level 

definitions

Employee

expectation and 

perception

Cultural differences*

Legal requirements differences

Business-related differences





Key to getting it right

• – employees will be seeking 

answers rather sooner rather than later

• that embraces flexibility 

for all, even if remote working is not an option

• Define the , and adjust 

market rates accordingly – but consider 

(versus immediate pay actions)

• Explore the need to – but 

structure rewards to mitigate health, safety or security 

risks

83%
of organizations are planning to 

implement post-pandemic 

changes to flexible working

59%
of companies are reviewing 

pay approaches for employees 

working from a location different 

than pre-COVID

68%

41%
of companies are planning to 

review their total rewards 

strategy in light of changing 

work environment

of employers plan to continue 

using geographic differentials. 

Majority do not plan to change 

their strategy

Traditional compensation strategy is to 

value the work according to the location 

of the job. Talent acquisition and 

geographic flexibility will shift from 

“where does the company have locations” 

to “where does talent exist”

: COVID-19, trend accelerator

Source:





Align all compensation with company HQ

Pay based on cost of living

S
p

e
c
ific

 -
In

d
iv

id
u

a
l

e.g. consider 

its impact on 

compensation 

levels

Flexible 

working has 

an impact 

on…

Source:

Financial 

services

IT 

company

Media

company





• : We want to ensure fair pay and ensure promotion parity

• (internal and external): We need to set DEI* targets. 

We want to make DEI a substantive part of our identity and culture with 

individuals and teams 

• : We need to talk and walk our DEI strategy. We need to 

instill an inclusive, diverse and equitable culture through the right programs, 

policies and processes

• : We need to know where we stand on DEI matters and comply 

with DEI reporting, and alignment with external standards and benchmarks

• : We need to improve attraction, retention, hiring and 

onboarding of diverse/disadvantaged groups and ensure policies are free from 

bias

• : We need an inclusive benefits strategy 

and ensure positive outcomes are achieved in health, in financial wellness and in 

development opportunities for all

employees are more likely to work for a 

company that they perceive as ensuring equity 

in pay/promotion decisions

of organizations agree that their focus on 

diversity, equity and inclusion has 

increased over the last 4-5 months

Anchored in strategy

Organizations aim to build diverse workforces and 

inclusive workplaces in support of compliance, talent 

optimization, and business growth through innovation 

4x

75%

*DEI: Diversity, Equity & Inclusion
: COVID-19, trend accelerator



Of workers would try to switch jobs if their 

employers do not retain flexible work after 

the pandemic1

56%
More likely for consumers to protect a 

company in the event of a misstep or public 

criticism when they believe the brand has a 

strong purpose2

6x

9.1%
Unemployment rate for adult Latina women 

and 8.4% for Black women, compared to 

5.8% for White males and the overall 

unemployment rate (6.7%), as of Dec 2020 

in the US3

60
Million women aged 25 to 34 compared to 

54 million men are expected to live on less 

than $1.90 per day in 20214

Sources

1) “Shifting Values: Employee Sentiment Survey.” Mercer & AECOM, 2020 (link)

2) “Unveiling The 2020 Zeno Strength of Purpose Study.” Zeno, 2020 (link)

3) Aspan, Maria. “The U.S. Economy Lost 140,000 Jobs in December. All Were Lost by Women.” Fortune, Fortune, 8 Jan. 2021 (link)

4) “From Insights to Action: Gender Equality in the Wake of COVID-19: UN Women Data Hub.” Homepage, 2 Sept. 2020 (link)

https://www.mercer.us/content/dam/mercer/attachments/north-america/us/us-2020-aecom-mercer-survey-results-infographic.pdf
http://www.zenogroup.com/insights/2020-zeno-strength-purpose
fortune.com/2021/01/08/covid-job-losses-women-december-us-unemployment-rate/
data.unwomen.org/publications/insights-action-gender-equality-wake-covid-19


Balance between 

personalization and pay 

equity

Design a segment-specific 

communication strategy

Manufacturing 

company

Manufacturing 

company

Telecomm.

company



52

Pay gaps and internal inequities are generated as a consequence of 

numerous factors, such as (but not limited to): 

• Companies growing via inorganic growth (acquiring businesses 

via a buy strategy rather than expanding organically)

• A lack/mismanagement of career frameworks 

• Multiple benchmarking philosophies - benchmarking against 

different peers 

• The result of the application of different talent strategies (e.g. the 

buy strategy for niche skills typically involves premiums, this can lead 

to a skewing of reward structures over time) 

• Application of different remuneration mixes offered to talents at 

same levels (over time)

• Conscious or unconscious biases towards gender; race/ethnicity, 

sexual preference etc.

Every day, there is heightened outside attention and pressure for 

organizations to address pay equity is mounting

Support

Workforce

Diversity

Reporting 

Requirements 

& Legislation

Investor 

Pressure & 

Shareholder 

Activism

Reputation &

Peer Effects
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http://solutions.mercer.com/talent/sitepages/sirota-employee-research.aspx
https://www.imercer.com/engagement-us
https://www.mercer.com/what-we-do/workforce-and-careers/mercer-employee-experience-insights.html
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http://sites.mercer.com/sites/Career/SitePages/CN-Workforce-For-The-Future.aspx
https://www.imercer.com/uploads/common/HTML/LandingPages/mercer-learning/global/map.html
https://www.mercer.com/what-we-do/workforce-and-careers/mercerlearning.html
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http://solutions.mercer.com/Talent/SitePages/Mettl-International.aspx
https://mettl.com/en/
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http://solutions.mercer.com/InformationSolutions/sitepages/TAAP-Publications.aspx
https://www.imercer.com/global-publications-home
https://taap.mercer.com/welcome
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http://solutions.mercer.com/talent/sitepages/mobility-all-offerings.aspx
https://www.imercer.com/mobility-us
https://www.mercer.com/what-we-do/workforce-and-careers/talent-mobility.html
https://mobilityexchange.mercer.com/
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http://solutions.mercer.com/talent/sitepages/strategy-and-workforce-analytics-all-offerings.aspx
https://www.imercer.com/products/comptryx
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https://www.imercer.com/eu/mercerdataconnector-events
https://www.imercer.com/eu/compensation-training-europe-middle-east-and-africa-mercer







