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In 2021, the best HR leaders will not only help 
their organization, but reposition HR as a 

strategic thought-partner and decision-maker.

A lot has changed in the talent field.

The ever-younger workforce is prioritizing 
work flexibility and diversity and inclusion, 
and human resources professionals are 
tasked not only with recruitment and benefits 
but guiding staff through a global pandemic 
and facilitating employee engagement and 
strengthening culture. The era of personnel 
management and administrative tasks is over.

In 2020, the COVID-19 crisis and Black Lives 
Matter movement changed HR forever. 
And that is a good thing. Organizations that 
leverage opportunities for transformation 
will likely outperform their competitors, 
while those that resist may fall behind. 
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In this guide, we’ll highlight the most 
significant shifts in human resources and 
the American workplace, outline the top HR 
priorities for 2021 and beyond, explain how 
you can take a leadership role and influence 
key business decisions, and provide essential 
advice from HR experts and pioneering 
organizations doing HR right.
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Human Resources in 2021

This year, more than ever before, employers 
see investments in health and well-being as 
an integral part of workforce strategy… This 

is spurred in part by the COVID-19 pandemic, 
shining a light on the connection between 

employee health and well-being and overall 
business performance.

Business Group on Health 

Health Care Strategy and Plan Design Survey

2021
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According to a December 2020 Pew Research 
Center report, as a result of government 
shutdowns in response to the outbreak 
of COVID-19, “the abrupt closure of many 
offices and workplaces this past spring 
ushered in a new era of remote work.” 

Most workers who say their job 
responsibilities can be performed at home 
reported that, prior to the pandemic, they 
rarely or never worked remotely; only 20% 
said they worked from home all or most 
of the time. Now, 71% of them work from 
home, and more than half would want 
to continue working remotely after the 
pandemic. According to the Pew report, 
the new era of remote work “may portend a 
significant shift in the way a large segment 
of the workforce operates in the future.”

A decade ago a fully remote staff was a 
far-fetched concept, but even before the 
pandemic remote work had become the new 
normal for many. There were already more 
than five-million people working remotely 
in the United States alone, and regular work 
at home had grown 173% since 2005. 

While some companies were hesitant to 
shift to remote employment or even offer 
work from home days, the data shows 
this adversely impacts company culture, 
employee morale, productivity and creativity, 
turnover rate, and even profitability. More 
than three quarters of workers say they’d 
be “more loyal” to their employers if they 

offered flexible work options, and more 
than a third of remote employees say 
they’d be willing to take a pay cut of up to 
10% to continue working from home.

Among the companies that were fully remote 
even before COVID-19 were leaders in 
health, like Aetna, Johnson & Johnson and 
UnitedHealth Group; financial services, such 
as American Express and Wells Fargo; tech, 
including Amazon, Cisco, Dell and Lenovo; 
hospitality, led by Hilton; entertainment, 
like Netflix; consumer goods, including 
Williams-Sonoma; and even aerospace 
and defense, such as General Dynamics. 
Meanwhile, small companies were already 
twice as likely to hire remote workers.

Talent professionals have taken notice, with 
nearly 75% reporting prior to the pandemic 
that work flexibility, including remote 
employment, is “very important” to the 
future of human resources and recruiting. 

According to Human Resource Executive, 
while allowing (or requiring) remote work 
became “commonplace” in 2020 and  
“will continue into 2021 and beyond,” 
today’s flexibility also entails entrusting 
employees to “focus on a 
set of outputs to achieve” 
without “an agreed-upon 
set of hours to work.” 

The Distributed Workforce 
and Work Flexibility
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From Balance to Blend

The term “work-life balance” first emerged 
in the 1970s or 1980s as a plank in the 
Women’s Liberation Movement, advocating 
for flexible schedules and maternity leave 
for women. With working professionals 
everywhere struggling to define and achieve 
it for themselves, the concept then quickly 
morphed into a gender-neutral priority for HR 
departments and C-suite executives alike. 

Today, work-life balance refers to the 
methods an individual uses to juggle the 
demands of their professional and personal 
lives, and how they separate time spent in 
and outside of work. HR staff, meanwhile, 
have been charged with helping employees 
incorporate strategies for effective time 
management, stress reduction and burnout 
prevention. According to Harvard Business 
Review, approximately $190 billion is spent 
each year to address the physical and 
psychological effects of burnout alone.

Rightfully so, as companies that 
promote work-life balance are 200% 
more productive (Deloitte). 

Unfortunately, while more than half of all US 
companies were already offering some sort 
of health program by 2017, the US ranked 
30th of 38 countries in a 2018 work-life 
balance study by Family Living Today and 
Now Sourcing, and a study by Groupon found 
that more than half of US workers still felt 
they had poor work-life balance in 2019.
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An alternative to the dichotomous work-
life balance is the newer, more integrated 
approach known as work-life blend. As 
opposed to drawing a concrete distinction 
between work and life, and identifying 
priorities that fall under each, work-life blend 
is designed to desegregate the professional 
and personal life, with a focus on flexibility 
— the flexibility to do your work on your own 
time in a way that meshes with your non-
work schedule. For the modern day worker, 
work-life blend more closely aligns with the 
way they envision their jobs and their lives.

Indeed, 97% of employees are looking 
to be a “flexible worker” in the long 
term, and companies that provide 
their employees flexible work options 
experience 25% less turnover. 

For Millennials and members of Gen Z, 
who will comprise 58% of the workforce 
by 2028, the ability to blend work and 
life is an even greater priority. Almost 
one in three Millennials have left a job 
because it did not offer enough flexibility, 
and nearly 90% would consider taking 
a pay cut to work for an organization 
whose values align with their own.

As Claire Cain Miller and Sanam Yar reported 
in The New York Times, PwC found that, “for 
millennials, work is a thing, not a place.” 

Flexibility no longer means what it did to  
older generations — the ability to work from 
home when a plumber is coming or a child  
is sick. But it’s also not about 

 
 
 
 
 
 
 
 

21st-century perks like free meals, on-site 
dry cleaning and Wi-Fi-equipped shuttles 
that help keep people at work longer. 
Instead, it’s about employees shaping their 
jobs in ways that fit with their daily lives.

This is why “more companies are offering 
sabbaticals; free plane tickets for 
vacations; meditation rooms; exercise or 
therapy breaks; paid time off to volunteer; 
and extended paid family leave.”

However, while a 2019 Harvard Business 
School and Boston Consulting Group survey 
of 11,000 workers and 6,500 business 
leaders showed that employee expectations 
for flexible, autonomous work, better work-
life balance and remote work opportunities 
are most affecting their businesses, only 
30% said their businesses were prepared.

This represents a powerful opportunity 
for organizations that offer this 
flexibility to their workers.

To help develop a flexible work strategy 
and help your employees thrive from 
home, download your master guide 
to managing a remote team.

Work-Life Blend
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Diversity and Inclusion

Meanwhile, women represent only 4% of 
Fortune 500 company CEOs and hold only 
20% of all C-suite roles. And even when BIPOC 
(Black, indigenous, and people of color) and 
women hold management positions they are 
paid less than their white male counterparts.

To this day, Black men earn 13% less and 
Latinos earn 9% less than white men with the 
same qualifications, while Black women earn 
40% less! Across genders, Black and Latino 
workers with bachelor’s degrees earn nearly 
a quarter less than white and Asian workers. 

In addition, according to glassdoor’s latest 
Diversity & Inclusion Study, 49% of employed 
adults have witnessed or experienced 
racism, ageism or gender or LGBTQIA+ 
discrimination in the workplace, and Deloitte 
found that more than six out of 10 workers 
experience bias at least once a month. 
Meanwhile, Kapor Center reports that 40% 
of employees who experienced harassment, 
bullying or stereotyping quit their job to seek 
alternative employment opportunities. 

Thus, as Deloitte explains, while the 
majority of workers recognize “the progress 
workplaces have made in fostering inclusion” 
in the last five decades, and particularly 
in recent years, research suggests there’s 
“a continuing need to understand and 
address bias in the workplace.”

With more and more companies shifting to 
remote work, including many in response 
to the COVID-19 crisis, there’s never been a 
more urgent need for workplace diversity and 
inclusion. Further, an increasing awareness 
of — and allyship with — the Black Lives 
Matter and Me Too movement have inspired 
organizations across the United States 
and abroad to reevaluate their diversity 
and inclusion plans and philosophies. 

Indeed, according to Human Resource 
Executive, 74% of employees “expect 
their employer to become more actively 
involved in the cultural debates of the day” 
and more CEOs will “move beyond making 
statements about the issues impacting 
society” to “making significant budget 
investments in supporting these issues.”

Rightfully so, as there’s significant 
work to be done. 

Only four Fortune 500 companies have Black 
CEOs and, though Black people account 
for about 13% of the US population, they 
only occupy 3% of senior leadership roles 
across all US companies with 100 or more 
employees. Up and down the ladder, job 
candidates with “African American-sounding 
names” receive 14% fewer calls for jobs 
than those with “white-sounding names.”
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170% more 
innovative (Bersin)

70% more likely 
to capture a new 

market (HBR)

120% more likely 
to meet financial 
targets (Gartner)

35% more likely to 
have returns above 

national industry 
medians (McKinsey 

& Company)

In fact, 85% of CEOs with diverse staff 
and inclusive company cultures told 
PwC in 2020 that they’ve experienced 
increased profits and a positive impact 
on their bottom line.

For the top tips on implementing a 
successful workplace diversity and 
inclusion program and facilitating a more 
inclusive company culture, download 
your guide to radical inclusion.

Organizations that are intentional in 
hiring, retaining and developing diverse 
talent are 19% more innovative, earn 
140% more revenue, have more than 
twice as much cash per employee, and 
are 35% more likely to outperform their 
competitors. This is because diversity 
in race, ethnicity, culture, nationality, 
gender, sexual orientation, religion, 
age and geography increases diversity 
in perspective, tactics and expertise. 
However, no matter how diverse your 
workplace, if the people you hire don’t feel 
respected, appreciated and part of the 
group, they’ll quickly become disengaged, 
damaging morale, accelerating 
turnover, and weakening recruitment. 

This is why 97% of the 16,500 people 
polled by BCG for its 2019 Fixing the 
Flawed Approach to Diversity report 
acknowledged that their employer 
deployed a diversity policy but only 25% 
said it benefited them personally. 

As Deloitte concludes in Diversity & 
Inclusion, “the era of diversity as a ‘check 
the box’ initiative” is over. HR leaders 
(and CEOs) “must take ownership and 
drive accountability among leaders 
at all levels to close the gap between 
what is said and actual impact.”

This is the difference between diversity 
and inclusion — and fostering it in your 
organization is not only the right thing 
to do, it’s a smart business strategy.

The latest research indicates that 
diverse and inclusive companies are: 
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Employee Wellness 
and Health Care:  

 
A New Era of 

Benefits During and  
After Coronavirus
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10 Ways to Build a Better 
Business Through Benefits

It nearly goes without saying that a diverse, inclusive and  
flexible work environment supports your employees’ emotional  

well being, which in turn promotes physical health. But there’s much 
more to it, and expectations are shifting for 2021 and beyond. 

According to Wellable’s 2021 Employee Wellness Industry Trends 
Report, employers are investing most in mental health (88%), 
telemedicine (87%), stress management and resilience (81%),  

and mindfulness and meditation (69%).

To promote employee wellness and help lead the health  
care benefits revolution in your industry, include the following  

10 in your health care offerings (in addition to offering  
work flexibility and fostering diversity and inclusion):
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1    Mental /  
Behavioral Health

Even before the pandemic, the vast majority of 
workers believed their employers should have 
a mental health policy, according to a survey 
commissioned by Zapier. With COVID-19 
and subsequent quarantine efforts creating 
short- and long-term psychosocial and 
behavioral health implications, the need has 
increased dramatically. In November 2020, 
the National Center for Health Statistics found 
that 36.3% of adults admitted having anxiety 
disorder symptoms, up from only 8.2% the 
year before, and a recent report from Mental 
Health America indicates that high rates of 
anxiety, as well as depression, are expected 
to continue through 2021 and beyond.

In the last three years, employers have 
rapidly expanded their resources and 
programs supporting mental health; 
however, as the American Psychological 
Association has noted, many do not 
receive mental health services due to what 
C-suite executives and HR professionals 
have considered prohibitive costs. 

Of course, poor mental health costs 
employers between $45 billion and 
$58 billion per year, while mental 
health programs can generate a return 
on investment of up to 800%. 

This year, nine out of 10 employers reported 
to Wellable that they’d be investing more in 
mental health benefits, and nine out of 10 
told Business Group on Health that they’d be 
offering virtual counseling to all employees.

Starbucks, for instance, initiated a training 
program called Starbucks Mental Health 
Fundamentals for its employees, and 
recently announced that employees 
and their families would receive 20 free 
counseling sessions a year; Perkbox, 
an holistic mental health platform, has 
helped 7,500 businesses create a happy 
workplace, improve employee well-being, 
boost employee motivation and productivity 
and reduce employee absenteeism by 
supporting employees in life and at work.

There are a variety of mental health 
programs and insurance policies with 
mental health benefits available, so be 
sure you consult with the experts before 
making a selection for your employees. 
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While stress management could qualify as 
a mental health benefit, many organizations 
and insurance brokers are treating it 
separately due its significant and increasing 
relevance in and to the workplace. 

Like many mental health-related benefits, 
investment in stress management and 
resilience has increased year over year 
since 2018. Even before the pandemic, a 
Udemy report revealed that nearly two thirds 
of employees were stressed all or most of 
the time at work. A 2019 survey by Ginger, 
a leader in on-demand behavioral health, 
found that stress negatively impacts the work 
of 81% of workers while almost half of all 
workers have cried at work due to stress. 

In 2020, with intensifying racial tensions 
and financial struggles, health fears, 
alienation and other anxiety-inducing 
disruptions caused by COVID-19, stress 
levels catapulted to unprecedented heights, 
leading 81% of companies to invest more in 
stress management and resilience in 2021.

According to Ginger’s Workforce Attitudes 
Towards Behavioral Health Report, 65% of 
workers have behavioral health coverage, 
but 81% said lack of time, stigma, a 
limited number of providers and confusing 
program options contributed to their 
failure to seek help. Thirty-five percent 
reported paying for mental health treatment 
out of pocket because their benefits 
were inadequate. This represents a great 
opportunity for HR departments willing to 
invest in their employees’ well being. 

Udemy’s report, Workplace Confidential: The 
Real Story Behind Stress, Skills, and Success 
in America, found that workers struggling with 
stress and diminishing resilience believed 
they would benefit from opportunities to 
learn and grow, as well as receive more 
personalized one-on-one coaching.

Other benefits could include stress 
management training; a help desk 
for stressed employees; and guided 
meditation, yoga, acupuncture, massage 
and other non-traditional offerings.

2      Stress Management 
and Resilience
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3       COVID  
Care

In addition to providing access to mental health and telehealth 
services and expanding paid sick leave to address the psychological 
and physical effects of COVID-19 and quarantining, employers should 
invest in programs for COVID prevention and vaccination.

Prevention and Risk Reduction

The Centers for Disease Control and Prevention (CDC) has 
provided a checklist “to create a safe and healthy workplace 
for workers and clients,” which includes the following:

Identify where and how workers might be exposed to COVID-19 at work

•     Conduct a thorough hazard assessment of the workplace to identify potential 
workplace hazards that could increase risks for COVID-19 transmission

•      Identify work and common areas where employees could have close contact (within 
six feet) with others — for example, meeting rooms, break rooms, the cafeteria, 
locker rooms, check-in areas, waiting areas, and routes of entry and exit

•     Include all employees in communication plans — for example, management, staff, 
utility employees, relief employees, janitorial staff, and maintenance staff

•        If contractors are employed in the workplace, develop plans to communicate 
with the contracting company about changes to work processes and 
requirements for the contractors to prevent transmission of COVID-19

Educate employees and supervisors about protecting themselves at work.

•     Train employees on signs and symptoms of infection, staying home when ill, 
social distancing, cloth face coverings, hand hygiene practices, and identifying and 
minimizing potential routes of transmission at work, at home, and in the community

•     Train employees on what actions employees should take when they are not feeling 
well (e.g., workplace leave policies, local and state health department information)

https://mblbc.com/?utm_source=Content%20Download&utm_medium=PDF&utm_campaign=hr%20leaders
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Change the way people work.

•         Establish policies and practices  
for social distancing

•         Develop and implement a policy to prevent 
employees from gathering in groups while 
waiting for screening, and maintain a six-
foot separation between employees

•         Stagger shifts, start times, and break times as 
feasible to reduce the number of employees 
in common areas such as screening 
areas, break rooms, and locker rooms

•         Give employees enough time to wash and 
dry their hands and provide accessible 
sinks, soap, water, and a way to dry their 
hands (e.g., paper towels, hand dryer)

•         Offer employees incentives to use forms of 
transportation that minimize close contact with 
others (e.g., biking, walking, driving or riding by 
car either alone or with household members)

•     Encourage employees who have symptoms 
of COVID-19 or who have a sick family 
member at home with COVID-19 to notify 
their supervisor and stay home

•             Employees who appear to have symptoms when 
they arrive at work or who become sick during the 
day should immediately be separated from others, 
provided a face mask if they are not using one, 
and sent home with instructions and guidance on 
how to follow up with their healthcare provider

•     Employees should not return to work until they 
meet the criteria to discontinue home isolation, 
in consultation with their healthcare provider

•     Perform enhanced cleaning and disinfection after 
anyone suspected or confirmed to have COVID-19 
has been in the workplace within the last 24 hours

Develop hazard controls to reduce 
transmission among workers.

•     Require cloth face coverings as a measure 
to contain the wearer’s respiratory droplets 
and help protect others (but ensure it is 
understood that employees should not wear 
a cloth face covering if they have trouble 
breathing, cannot tolerate wearing it, or can’t 
remove it without help)

•     Modify or adjust seats, furniture, and 
workstations to maintain social distancing of 
six feet between employees, where possible

•     Use methods to physically separate 
employees in all areas of the building, 
including work areas and other areas such 
as meeting rooms, break rooms, parking lots, 
entrance and exit areas, and locker rooms

•     Conduct daily in-person or virtual health 
checks (e.g., symptoms and/or temperature 
screening) of employees before they enter 
the work site

•     Post instructions and reminders at 
entrances and in strategic places on hand 
hygiene, COVID-19 symptoms, wearing 
cloth face coverings, and cough and sneeze 
etiquette

•     Post signs in parking areas and entrances 
that ask guests and visitors to to wear cloth 
face coverings, not enter the building if they 
are sick, stay six feet away from employees, 
if possible, and phone from their cars to 
inform the administration or security when 
they reach the facility

•     Develop, follow, and maintain a plan to 
perform regular cleanings of surfaces to 
reduce the risk of people’s exposure to the 
virus that causes COVID-19
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Vaccine Support

With COVID-19 vaccines approved and becoming more readily 
available, your biggest task of 2021 may be determining whether or 
how to encourage or require employees to become vaccinated.

Although full staff vaccination may be the only way for companies 
to ensure they can safely reopen, as of February 2021 only half 
of Americans said they planned to get vaccinated — and at the 
time of this writing all that is known about the immunity provided 
is that the vaccines offer protection for “at least six months.”

When making your decision, consider the pros 
and cons of requiring vaccination:

PROS:  
Mandating a COVID-19 vaccination for all employees 
would significantly reduce the risk of on-the-job  
transmission and could limit your organization’s 
liability of COVID-related workplace illness

CONS:  
If an employee gets vaccinated because it is required  
and suffers an adverse reaction, your organization may  
be exposed to a potential workers’ compensation claim.

For guidance from the US Equal Employment 
Opportunity Commission, visit eeoc.gov.

https://mblbc.com/?utm_source=Content%20Download&utm_medium=PDF&utm_campaign=hr%20leaders
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Before the pandemic, some state and 
local governments already had paid 
sick leave mandates in place. With the 
passing of the Families First Coronavirus 
Response Act, more state legislatures are 
reevaluating paid sick leave proposals. 

Likewise, employers are examining their 
accrual paid time off (PTO) policies, rethink-
ing caps, payouts and separate sick days.

For years, the trend in HR had been to 
combine sick and vacation days into one 
PTO bank, but this led to an increase in 
employees reporting to work sick rather than 
using one of their days, which increased 
the spread of illness in the workplace.

Now, with worker safety considerations at 
an all-time high, many employers are:

As Business Group on 
Health explains in its 
2021 report, “virtual  
care is here to stay.”

Telehealth, the delivery 
of health-care, health 
education and health information services 
via remote technologies, was already 
growing before the pandemic, but during 
the first quarter of 2020 it increased 
50%; some doctor’s offices were even 
forced to close to better prepare for 
this new model of care delivery. 

Employers, meanwhile, have been steadily 
expanding their use of telehealth for years, 
and COVID-19 accelerated the pace. Nearly 
90% of employers reported to Wellable 
that they’d be investing more in 2021, 
and 91% of all businesses told Business 
Group on Health that they’d be offering 
virtual appointments for mental health.

Today, organizations like Citigroup 
and Bank of America are leveraging 
established telemedicine providers as 
well as offering access to local brick-and-
mortar practices that have been forced to 
“go virtual” as a result of the pandemic. 

When you offer virtual care to your employees, 
they have 24/7 access to everything they need 
to stay informed about their health and can 
make virtual appointments with a variety of 
doctors and other providers at times 
that best suit their busy lives. 

•     Reverting back to distinguishing 
between sick days and PTO, 
encouraging employees to stay 
home when they feel ill (in line 
with CDC recommendations)

•     Offering unlimited PTO, which 
not only improves employee 
recruitment and retention 
but benefits the business by 
preventing carryover and payouts

•     Allowing employees to donate their 
excess PTO to fellow employees 
who may need additional time 
off, improving team morale

4       Paid Sick  
Leave and PTO 5       Telehealth and  

Virtual Care
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In addition to what has traditionally 
qualified as telemedicine or virtual care, 
employers are now offering stipends to 
employees to invest in other forms of 
digital self-care. This can include apps for 
meditation, sleep tracking, meal planning, 
physical fitness, and even maternity. 

The annual fee for most mobile apps 
is relatively low, and some even offer 
bulk discounts to businesses, allowing 
HR departments to deliver significant 
ROI by demonstrating care for their 
employees at little financial cost. 

Some of the most highly rated 
wellness apps include: 

With the increasing senior population, high 
COVID-19 hospitalization numbers and a large 
segment of the workforce still quarantining or 
working from home, the demand for in-home 
care delivery has never been higher. In 2020, 
national health care spending declined for 
the first time in six decades, but spending on 
home health care grew by an estimated 2%. 

“While the pandemic certainly accelerated 
the transition away from facilities to home 
care, the transition has been underway 
for some time,” Paul Kusserow, CEO 
and President of Amedisys, told Home 
Health Care News. “Care in the home is 
the most economical for all payers. It’s 
where patients want to receive their care 
— and it has proven, quality outcomes.”

Especially if your staff is still working 
remotely, even part time, you should 
consider providing access to this type of 
care, whether for medical, behavioral or 
palliative care, or even social services.

6       Digital 
Health

7    In-Home Care 
Delivery

Calm

Headspace

Wakeout!

Strava

Lifesum

MyFitnessPal

Sleep Cycle

Nike Training Club

Mooda

WOOP
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A simple concept designed to address an immediate 
and long-term need, family wellness means extending 
wellness benefits to employees’ families. At a time 
when travel outside the home is limited, adults are 
working from home and children are homeschooling, 
offering financial assistance and other benefits to the 
entire family for much-needed stress relief would not 
only demonstrate your commitment and appreciation 
to your workers, it might directly impact your workers’ 
physical and emotional health, as well as their productivity.  

As part of your family wellness program, you could offer access to family 
health coaching, fitness classes, meditation, yoga or massage; kid-friendly 
online events, and family challenges with prizes; or summer camp stipends.

Care for Caregivers

Since the pandemic began, parents have spent an additional 27 hours per 
week — or nearly the equivalent of a second job — on household chores, 
childcare and education, and about 50% feel that their work performance 
has suffered as a result, according to a survey by BCG. 

While on-site preschools and nurseries offered by only 4% of employers  
were once the best employee benefit most workers could receive, forward-
thinking companies are investing in alternatives that allow their  
employees to regain focus without worrying about their children. 

Possible benefits could include more flexibility for your employees, 
such as allowing them to work early mornings or nights if they are 
homeschooling their child; extending your paid family caregiver leave 
policy; providing in-home childcare; creating a childcare referral service 
with stipends for childcare expenses; and offering a caregiving assistance 
program that provides online education and support to caregivers.

Post-pandemic, these benefits could apply also to remote 
workers or employees who work from home part time.

8       Family Wellness and  
Care for Caregivers
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Employee benefits allow you to attract better recruits, retain 
your best workers, improve morale and engagement, and build 
trust and commitment. With startups and other forward-thinking 
businesses offering more benefits, as well as more creative 
benefits, to attract potential employees, the competition has 
never been greater for HR departments to think creatively 
about what would improve the lives — and productivity and 
effectiveness — of prospective and existing employees. 

Examples should be targeted at your workforce, and could include: 

 •     Student loan repayment programs

 •     Continuing education and college tuition reimbursement

 •     Pet insurance

 •     Summer camps and higher education investments 

(like 529 plans) for dependents

 •     Health coaching, on-demand fitness classes or gym memberships

 •     Meditation, yoga, acupuncture and massage

 •      Self-care subscription services

 •     Meal plans and snacks

 •      Happy hours

 •      Half-days and mental health days

 •     Volunteering opportunities

 •     Commuting travel stipends or car service

 •      Vacation travel vouchers

 •      Local one-day or weekend retreats

 •     Additional holidays like Election Day and Juneteenth

During COVID, simple, cost-effective solutions may include laundry 
and dry-cleaning services, household management resources, 
errand running or concierge services, meal plans like DoorDash, 
and memberships to online and virtual wellness resources.

9       Personalized Wellness  
and Tailored Benefits
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The majority of workers live paycheck to paycheck, and approximately 
40% of US households report that they would struggle to cover a $400 
emergency expense. Needless to say, this produces great financial stress, 
and according to the Society for Human Resource Management (SHRM), 
financial stress causes a 34% increase in work absenteeism and tardiness. 

Unfortunately, since the outbreak of COVID-19, more employees are 
financially stressed than ever, whether it’s due to increased medical costs, 
unforeseen expenses, stock market volatility, a partner losing a job, cuts 
to pay, raises or bonuses, or simply the fear of becoming unemployed. 

To provide financial assistance, you could create payroll-deduction emergency 
savings accounts or offer student loan debt contributions or tuition fee 
reimbursements. To reduce financial stress and assist with long-term financial 
health, you could offer complimentary meetings with financial advisors, 
host workshops on topics like reducing debt or budget planning, develop a 
partnership with a company that specializes in employee financial planning, 
or provide a stipend for digital financial tools that provide on-demand financial 
advise or customized training and e-learning to improve financial literacy.

10   Financial Wellness and 
Emergency Savings Accounts
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A Brief History of  
Human Resources, and How 
2020 Changed HR Forever
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I nterestingly enough, the modern-day 
human resources field can be traced 
back to the principle, ideated during 
the industrial revolution by Robert 

Owen and Charles Babbage, that the well-
being of employees is instrumental to 
the success of the business. Ever since, 
human resources professionals have been 
playing tug of war with C-suite executives, 
shareholders, employees and the general 
public, striving to strike a balance between 
worker empowerment and profitability. 

HR first emerged as its own field in the 
early 20th century, with a narrow focus on 
hiring, evaluating, training and compensating 
employees. As Bradley Rubin explained in his 
1972 Berkeley Journal of Sociology article 
on the subject, between 1890 and 1920 
American business leaders “developed a 
program of conservative social reform” to 
“stabilize labor relations” amid tough working 
conditions and a “threat of class war.” 

The era’s scientific management and 
industrial betterment movements “sought 
to ameliorate labor-capital relations through 
industrial efficiency and moral uplift,” or 
“social control,” and it’s believed the first 
personnel management department was 
created — by the National Cash Register 
Co., in the early 1900s — in response to 
strikes and employee lockouts. The new 
personnel unit would handle grievances, 
discharges, safety, and training for 
supervisors on new laws and policies.

It was during this time, too, that labor unions 
first took hold in America; the American 
Federation of Labor, founded in 1886 and led 
by Samuel Gompers until his death in 1924, 

helped coordinate and support strikes and 
became a major influence on national politics.

During World War I, personnel development 
increased as a result of war-time government 
initiatives, as well as new research and 
testing by the armed forces. In 1920, 
James R. Angell spoke at a conference 
in Washington, DC, on the importance 
of personnel research, which led to the 
organization of the Personnel Research 
Federation. In 1922, the first volume of The 
Journal of Personnel Research was published.

Meanwhile, following a meeting with H.J. 
Welch, a businessman interested in the 
potential of industrial psychology, C.S. 
Myers, the first director of the Cambridge 
Psychological Laboratory, gained support 
from other industrialists to form the National 
Institute of Industrial Psychology 
in 1921. Designed to “promote 
and encourage the practical 
application of the sciences of 
psychology and physiology 
to commerce and industry,” 
the Institute performed 
diagnostic investigations and 
advisory work for industrial and 
commercial firms to improve working 
conditions and worker performance.

After World War I, and through World 
War II, the American labor unions grew 
in prominence, benefiting from the 
New Deal policies of President Franklin 
Roosevelt. In 1935, the National Labor 
Relations Act, or Wagner Act, was passed, 
guaranteeing private sector employees 
the right to collectively organize, bargain 
and strike. During the second world 
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war, focus shifted from recruitment and 
selection to training, improving morale 
and motivation, discipline, health and 
safety, wage policies and consultation 
between management and workers, 
necessitating for the first time a dedicated 
personnel department with trained staff.

The world’s first institution of higher 
education dedicated to workplace studies, the 
School of Industrial and Labor Relations, was 
established at Cornell University in 1945, and 
in 1948 the American Society for Personnel 
Administration (ASPA) was founded. The 
largest professional HR association, the 
ASPA is now known as the Society for 
Human Resource Management (SHRM).

During the latter half of the 20th century, 
after the merging of the two largest labor 
organizations, the AFL and CIO, in 1955, union 
membership declined significantly, while 
workforce management specialists continued 
to expand their influence within organizations. 
At this time, the term “industrial and labor 
relations” began to refer specifically 
to collective representation, and many 
companies began referring to what would 
become HR as “personnel administration.”

With the conclusion of World War II, 
businesses began to adopt some of the 
common HR practices of today, aimed at 
developing and retaining talent. By the 1950s, 
personnel departments were expanding 
their efforts to internally train employees 
and develop stronger compensation 
packages, understanding that with stronger 
skills and better pay employees would 
be more valuable to the organization.

During the early 1960s, the US legislature 
began passing legislation focused on 
more equitable employment practices, 
including the Equal Pay Act of 1963 and 
the Civil Rights Act of 1964; this also 
forced HR departments to refocus on legal 
compliance in hiring and management. 

Meanwhile, human motivation theories, 
such as the two-factor theory developed by 
psychologist Frederick Herzberg and the 
self-determination theory formulated by 
psychologists Edward Deci and Richard Ryan, 
began to transform the workplace. In parallel 
with Maslow’s hierarchy of needs, Herzberg’s 
theory posited that individuals seek 
gratification of higher-level psychological 
needs like achievement, recognition, 
responsibility, advancement, and the nature 
of the work itself; for Deci and Ryan, the 
human tendency to move toward growth is 
facilitated by autonomy, competence and 
relatedness. For HR departments, this meant 
matching employees’ skills and interests with 
their job duties for optimal performance.

Since the 1970s, advancements in 
transportation and communication 
have facilitated workforce mobility and 
collaboration, increasing competition 
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The 2000s and 2010s

for human capital and influencing 
corporations to begin viewing workers as 
assets. Consequently, human resources 
management became the de facto 
term for the field, as symbolized by the 
ASPA’s name change to the Society for 
Human Resource Management in 1998.

Also in the 1990s we saw the dramatic 
growth of the internet and the 
emergence of a new understanding 
of workplace diversity, which 
impacted the nature of HR work.

In 1993, the launch of the Mosaic 
browser opened up the web to a new 
audience of non-academics, and the 
number of websites grew from 130 in 
1993 to more than 100,000 at the start 
of 1996. By 1995, Netscape Navigator, 
the largest web browser at the time, had 
more than 10-million global users, and 
by the turn of the millennium having an 
email address had shifted from luxury/
curiosity to societal norm. Today, 
HR departments use technology for 
recruiting, training, communications, 
and a variety of information systems.

Meanwhile, workplace diversity education 
expanded beyond gender in the 1990s 
to focus on barriers to inclusion 
for a number of identity groups.

In the 2000s and 2010s, employers began 
to realize the significant benefits not only 
of diversity training but of workplace 
diversity, inclusion and equity. In 2015, 
Allison-Scott Pruitt, Carolyn Brinkworth, 
Joshua Young and Kristen Luna Aponte 
collaborated with University Corporation for 
Atmospheric Research employees to co-
create a diversity training program called 
UNEION, a four-part course that covers topics 
related to power and privilege, gender and 
race, and includes a three-hour, volunteer-
only bystander intervention training for 
managers, administrators and staff on 
how to build inclusive teams, facilitate 
diversity-related conversations within their 
divisions and identify other practices that 
can promote a positive workplace culture. 

In 2017, Deloitte surveyed 245 global 
organizations and conducted more than 
70 client interviews to determine what 
companies should do to transition from 
simply complying with diversity mandates to 
leveraging diversity strategically to create a 
truly inclusive — and innovative — culture.

At the same time, remote work as an 
employee benefit emerged. Since 2005, 
regular work at home has increased 11% 
faster than the rest of the workforce and 
nearly 50 times more than the self-employed 
population, and in the five-year period 
between 2013 and 2018, the percentage 
of remote workers grew nearly 50%.
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As Tara Ataya, Hootsuite’s first chief people and diversity officer, wrote in 
Human Resource Executive in February 2021, “We’re living through a redefining 
era for leaders across all business functions, and HR is no exception. The 
COVID-19 pandemic continues to shift our understanding of ‘normal,’ and we’re 
in the midst of a movement toward social justice not seen for a generation.” 

HR leaders have known for decades that “people are the lifeblood of 
our organization,” but with the national spotlight on police killings of 
Black, brown and indigenous people, and COVID-19 creating all new 
concerns about workers’ physical and emotional health, there’s never 
been a greater need to focus on the needs of your employees. 

“Though external forces have created intense pressures for HR leaders, 
it just proves that our roles are more important than ever,” she says. “As 
HR leaders, we must focus on trust, transparency and agility,” and be 
“mindful of how we respond, rather than react, to support our people.”

For Ataya, this means adapting to new trends critical to the HR job function:

 •     Prioritizing change management

 •     Focusing on self-care

 •     Allowing employees to be the decision makers about where we work

Change Management  

The need for a formal change management plan reached new heights in 
2020, as organizations reckoned with forced office closures, transportation 
disruptions, changing health regulations and the physical, psychological 
and financial impacts of COVID-19 and the social justice movement.

It’s critical to have strong change-management practices that 
facilitate communication and employee agency, and as is true 
of normal circumstances, in times of crisis inclusive leadership 
can be the difference between success and failure. 

Inclusive leaders, or those who prize individual perspectives, create a sense 
of belonging and facilitate deep alignment on a clear purpose, are uniquely 

How 2020 Altered Everything
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suited to creating and maintaining high-performing teams — and their values 
and core competencies translate seamlessly to a remote work environment.

The best inclusive leaders will be able to build connections and foster
engagement and effective collaboration within and among virtual teams, 
demonstrating compassion, kindness, empathy and genuine interest in the  
at-home lifestyles and well being of their employees, as well as acknowledging 
the contribution to the collective of each individual’s unique perspective.

Self-Care
 
As of April 2020, the percentage of workers reporting negative mental  
health had increased 50% from the prior year, and HR professionals 
must “lead with empathy,” providing appropriate support and ensuring all 
employees feel respected, valued and included — whether they’re working 
from home or in a COVID-safe office environment. 

This aligns with a rising demand for health and wellness support, now 
identified as the most requested benefit in a poll of nearly 4,000 people 
surveyed by Hootsuite founder and chairman Ryan Holmes.

Providing health and wellness benefits can play an instrumental role in  
helping workers deal with isolation, uncertainty, and anxiety and depression, 
fostering the resilience necessary to succeed in difficult times. 

Where We Work 

As Ataya explains, “we must find ways to make remote work ‘work’ because the 
reality is it’s not going away.” A 2017 study of 25,000 workers found that nearly 
three in four say remote work helps them maintain a proper work/life balance, 
and a recent Gartner study found that 48% of employees will choose to work 
remotely at least part time after the pandemic, compared to 30% before. 

Remote employment has significant advantages, including a larger, more 
diverse talent pool, improved company culture and employee retention, 
greater productivity, proficiency and creativity, reduced costs and increased 
profitability; however, if working from home is not part of a planned business 
strategy, the transition can create turmoil. Thus, it becomes the responsibility 
of the HR department to facilitate the transition, whether the organization will 
shift indefinitely to remote employment or take a blended approach.
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The Top Five HR Priorities  
for 2021 and Beyond

At the end of 2020, Gartner surveyed 800-plus HR professionals  
in 60 countries across all major industries in an effort to identify  

the top priorities for human resources in 2021 and beyond. 
Overall, the top five priorities were identified as:

Employee  
experience  

28%

Building critical skills 
and competencies 

68%

Organizational 
design and change 

management  

46%
Current and 

future leadership  

44%

The future  
of work  

32%
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While at least a third of HR leaders agree that a lack of understanding of 
existing skill gaps and difficulty integrating continuing education into employee 
workflows may be a hindrance, nearly seven out of 10 consider growing critical 
skills and competencies to be the number-one priority for their department. 

For this effort to be effective, though, HR professionals cannot rely on the 
traditional predictive approach to skills development, which Gartner research 
shows amounts to employees applying only 37% of the new skills they learn.

With a dynamic, “future-forward” approach, employees are able to apply  
75% of the new skills learned, which is critical in an era in which the total  
number of skills needed for an individual role increases 10% every year,  
and one third of the skills present on an average job posting is  
no longer needed at all only four years later.

The dynamic approach includes three primary elements:

1  Anticipate and adapt to skill shifts as they occur, and empower a  
cross-organizational network of stakeholders who can identify and  
address skills as they shift in real time

2  Abandon or decrease the use of traditional learning and development  
tactics like classroom training and e-learning libraries, and identify and 
incorporate strategies that leverage existing resources like content,  
people and skill adjacencies to develop new skills solutions

3  Create channels for employees and the organization to exchange skills 
information for mutually beneficial and flexible skills development

For those skills that cannot be nurtured within the organization, HR  
professionals should continue to rely on outside recruitment — while  
using new tactics. 

Instead of replacing individuals by seeking similar candidates from  
within your network and among those attracted to the existing employee 
value proposition, prioritize skills, expand your network and evolve the  
value proposition to appeal to changing candidate wants and needs.

1Building Critical Skills 
and Competencies
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In trying to adapt to the effects of the pandemic, many businesses 
have discovered that their historical focus on efficiency has created 
rigidity in their organizational design, workflows and networks that don’t 
allow them the flexibility they need in today’s fast-changing world. As 
a result, almost 50% of those surveyed identified organizational design 
and change management as the top priority for human resources. 

According to Gartner research, only 19% of HR leaders believe their 
workforce can effectively change direction in response to changing 
needs or priorities, and fewer than four in 10 think their employees know 
whether they’re focused on the right priorities for their clients. 

Future-forward work design is what’s needed to ensure employees can  
anticipate changes in needs and adapt their approach accordingly — and  
it’s the responsibility of HR leaders to rethink work design strategies to  
overcome work friction across the organization. 

To achieve this, work design must align with how work is actually done; it 
should not be the responsibility of employees to create processes where none 
exist, or create work hacks around the way their business unit is structured. 

Gartner research shows that ongoing adjustments increase workforce 
responsiveness by 11% and drive 11% more employees to exert high discretionary 
effort — and the best way for HR to ensure that regular adjustments take place is 
to embed them into broader ongoing talent initiatives.

To prevent teams from being overwhelmed, focus on outcomes, design work  
to prioritize the effort of employees toward the highest-value tasks, and be sure  
to clarify the desired outcomes and minimum inputs.

If resources are strapped, devolve decision making and provide frontline employees 
with more ownership since they often know best how resources should be allocated.

When processes are too rigid, create a policy on how processes 
can flex to enable more employee autonomy and ensure 
innovative ideas aren’t diluted by risk-averse consensus.

2 Organizational Design 
and Change Management
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Strong leadership is especially important during times of great change, but 
only 44% of employees trust their organization’s leaders to navigate a crisis. 

It’s no coincidence that at a time when the demand for 
diversity, inclusion and equity is greater than ever, a lack of 
diversity tops the leadership concerns of HR leaders. 

One solution is to not only employ a diversity and inclusion expert but 
incorporate them in a prominent role in the greater organization; these 
individuals are masters in creating connections, often have the most 
astute insights into the fundamental changes occurring in societies 
and companies, and have an unparalleled ability to identify opportunity, 
manage risk and transform the employee and client experience.

Another is to improve the diversity of your C-suite, and to increase diversity 
in leadership HR must first expand diversity in the leadership pipeline and 
successor talent pools. To do so, partner with senior business leaders 
across your organization to evaluate and alter existing systems.

Instead of simply reinforcing the importance of mentoring, work directly 
with an employee’s manager, and their manager, to define specific roles and 
responsibilities for development. This enables the employee to increase 
their senior-level exposure, while not placing all responsibility on their 
direct manager, and spreads accountability across the organization.

Rather than continuing to pull from the same talent pools, force an 
intentional shift in your hiring practices to identify underrepresented talent. 
Then, ensure the future systems can identify potential successors, as well 
as facilitate inclusion and equity through networks and development.

To tackle bias within your succession processes, redefine your model of who 
in the organization has the potential to be a successor (hint: it’s anyone), 
and reengineer your process to focus on the role rather than the person. 

3 Current and Future 
Leadership
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HR leaders are focused on the future, with 32% identifying it as a top priority 
for 2021. For many, the problem is that they don’t know where to start; 62% 
don’t have an explicit future of work strategy, and 37% struggle to adapt their 
talent strategies and processes with changes in their market. Plus, COVID-19 
has significantly impacted the future of work, leading to new questions 
about post-COVID trends and how to plan for immediate and long-term 
adjustments like remote work, crisis management/response, and resilience.

According to Gartner, the “new imperative” is to identify future of work 
trends relevant to your business by screening for relevance, impact 
and opportunity to enable strategic and scenario planning.

4 The Future  
of Work
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Nearly a third of HR leaders, as well as almost half of heads of 
diversity and inclusion, listed the employee experience as their top 
priority. Indeed, happy workers are more productive workers, and 
without a positive work environment workers aren’t happy. 

For historically brick-and-mortar organizations, and in organizations that 
did not offer work flexibility and remote work opportunities prior to the 
pandemic, the prospect of a future of indefinite remote work or a hybrid 
workforce has had what Gartner calls “huge implications,” with the “big 
concerns” being “how to preserve company culture with a more distributed 
workforce, and how to ensure employee experience evolves to keep up 
with employees’ expectations and needs in a changing environment.”

As Gartner explains, in “the hybrid work environment of the future,”  
employers, managers and employees can make location decisions 
together based on the understanding that the ultimate goal is for the work 
location to “drive the highest levels of productivity and engagement.” 

To improve employee engagement and well-being and 
expand career options, organizations should invest in:

5 The Employee  
Experience

Recruiting: shifting sourcing, attraction, value 
proposition and employment branding strategies

Onboarding: implementing virtual onboarding delivery methods 
to reduce costs and allow for individual tailored experiences

Well-being: adjusting benefits packages based on changing needs

Goal setting and performance: educating managers on setting 
goals and measuring performance by those goals (and not observation)

Total rewards: determining how compensation, rewards 
and recognition strategies may need to be adjusted based 
on differing priorities and to ensure equity

Communication and collaboration: implementing  
effective technology solutions

Talent development: rethinking talent pipelines  
and implementing virtual learning solutions
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Ten Can’t-Miss Quotes  
from HR Leaders

While every business is different, there is notable uniformity 
today in the priorities being set by HR departments across 

industries and geographies. The following 10 quotes 
should provide some insights into how HR leaders are 

framing these priorities outside their organizations.
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Jacob Morgan, Founder, Future of Work University
“Talent should always come before the process. We shouldn’t 
make people jump through hoops before we hire them.”

Claud Silver, Chief Heart Officer, VaynerMedia
“A lot of our community have asked me for some tactics on how to hold 
courageous conversations. I may not have the end all be all playbook but 
this is what I do. Above all, be human, be real, be gracious. Start the meeting 
acknowledging why we are here — thank everyone for showing up. Set the 
stage for the space — no crosstalk, no politics, no criticizing someone’s POV 
or person. Mention there is no right or wrong, there is just this safe space and 
it’s ours to fill. This is about allowing and giving attention to those that have 
shown up. Share why you decided to hold courageous/brave conversations. 

Speak about what you are going through. Be human. You are witnessing 
the same things and going through very similar emotions that your group is 
as well. Ask people to introduce themselves, where they are, what they do 
at the company — it’s a lightweight way to start. Then ask if anyone would 
like to share. If no one begins, then you elaborate on what you said in the 
beginning. You are creating that space for people to enter into safely. When 
we hold space for other people, we open our hearts, offer unconditional 
support, and let go of judgment and control. Leave your ego at the door.”

Jessica Hayes, VP of People & Talent, Whereby
“Job seeking and interviewing is one of the most emotionally taxing things I can 
imagine… Whenever I’m looking for new people to join our team, I always try to find 
ways to remove as much of that emotional labor as possible. I think it’s just the right 
thing to do. At Whereby this is why we pay (albeit a daily nominal sum) everyone for 
the time to complete our practical project. Even if it’s not a perfect reflection of 
the value of their time, I consider it a gesture of goodwill and a sign that we don’t 
expect them to drop important things in their lives for a mere ‘chance’ at a role.”

Jenny Dearborn, Chief People Officer, Klaviyo
“Smart companies are becoming more vigilant in getting feedback from 
employees. With a virtual/hybrid workforce, it’s more difficult to gauge  
issues in the work environment, and communication can be prone to 
misinterpretation. Don’t miss critical issues.”
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Joey V. Price, Founder and CEO, Jumpstart:HR
“Eventually, you’ll realize that your team is the most essential part of your business.”

Johnny C. Taylor, Jr., President and CEO, SHRM
“What makes HR’s role so different today than HR’s role in the past? 
If you don’t have good people, you can’t grow. But you can’t attract 
good people if you can’t offer them a good place to work.”

Mary Jantsch, people ops and remote work consultant
“To build genuine connection on remote teams, you need to focus on 
building two types of trust: affective trust, based on emotion and 
interpersonal relationships; and cognitive trust, rooted in confidence in 
skills and confidence. With this in mind, plan activities and processes that 
build both. And explain to your team why you’re putting these in place.”

Lars Schmidt, Founder, Amplify
“Just because it’s the way we’ve always done it doesn’t 
mean it’s the way it should be done today.”

Madison Butler, VP of Talent, People & 
Culture, Sourced Craft Cocktails
“Inclusion isn’t a warm and fuzzy buzzword. It takes work, and not just 
work from your DEI committee. It is all hands on deck work.”

Patty Dingle, Head of Diversity and 
Inclusion, Americas, BNY Mellon
“I don’t like corporate speak and a lot of times you hear things 
like valuing differences to create unique contributions and innovations, but at 
the end of the day for me it’s not so much about the company, it’s about the 
individual. I firmly believe that companies today have the power to end the 
cycle of poverty for black and brown folks, but you have to create access, you 
have to create equity, you have to create a sense of belonging. If we don’t 
create it, the cycle is going to continue, so as corporations we have to think of 
it in terms of a bigger picture. We can change people’s lives with this work.” 
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Ten Companies Doing HR Right

For years Human Resource Executive has partnered  
with management consulting firm Korn Ferry to compile a list 

of the companies “most admired for HR,” and for the most 
recent list they focused on workforce transformation. 

“Organizations that evolve and adapt to changing 
environments, circumstances and such fundamentals 

as where and how they work will most certainly be more 
successful than those that don’t,” explains Nick Otto, the 

senior digital editor of Human Resource Executive.

Below are 10 of the companies that top the 
2020 list, with excerpts from their respective 

careers or human resources pages.

https://mblbc.com/?utm_source=Content%20Download&utm_medium=PDF&utm_campaign=hr%20leaders


38

The Walt Disney Company
The Walt Disney Company entertains, informs and inspires people around 
the globe through the power of unparalleled storytelling, reflecting the iconic 
brands, creative minds and innovative technologies families have come to 
love for over 90 years. Whether you’re looking to create magic in our Parks 
and Resorts, support business growth and development, work behind-the-
scenes on your favorite TV shows or upcoming movies, or anything in-between, 
this is your opportunity to start the next chapter of your career story and 
help create the exhilarating experiences Disney is known for worldwide.

Netflix
A great workplace combines exceptional colleagues and hard 
problems. Our core philosophy is people over process. Our culture 
has been instrumental to our success and has helped us attract and 
retain stunning colleagues, making work here more satisfying.

Toyota Motor
At Toyota, we don’t just have a vision, but a group of talented, dedicated 
people who work hard every day to turn that vision into reality. Start your 
impossible with us. Our mission is to build a future where everyone has 
the freedom to move. We believe that nothing is impossible. We have 
big dreams and persevere through any obstacles. We work together to 
create the future of mobility and make the world a better place.

Starbucks
Being a Starbucks partner (employee) means becoming part of something 
bigger: inspiring positive change in the world while you grow in your career 
and in your community. It’s an opportunity to be your personal best.

Best Buy
You can be yourself here. At Best Buy, we value everyone’s talents, life 
experiences, beliefs and backgrounds. So you can relax and be yourself. Part 
of the reason we’re so good at creating incredible experiences for our diverse 
customers is because of our diverse culture. And we love it that way.
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Alphabet
Put great ideas into motion. Make us your next destination. The way we think 
about mobility and how businesses approach it is changing. Fast. And we’re part 
of that. If you’re passionate about how we get around, and want to work with 
others to change the face of business mobility, then you’ve come to the right 
place. Whether you’re just starting out, already have some experience under your 
belt, or are a seasoned professional, Alphabet is where you can reach your full 
potential. We’re a dynamic, entrepreneurial company where your fresh ideas will 
be valued and supported. Want to take on new and interesting tasks and grow 
both professionally and personally? Then make Alphabet your next destination.

Nike
We use the power of sport to move the world. At Nike Inc., we see a world where 
everybody is an athlete—united in the joy of movement. Driven by our passion 
for sport and our instinct for innovation, we aim to elevate human potential. 
Whether our job is designing the ultimate sneaker or coding a revolutionary 
app, we’re united by the same mission: to bring inspiration and innovation 
to every athlete in the world. That means you. Because, as Bill Bowerman—
Nike’s co-founder and legendary coach—once said, “If you have a body, you 
are an athlete.” Every day, we are demanding a better future for ourselves, our 
athletes, and our communities. We believe that diversity fosters creativity and 
accelerates innovation. We believe in protecting a planet where all athletes can 
thrive. And we believe every kid, everywhere, should have access to sport.

Microsoft
Do what you love. Create the future you want. 

UnitedHealth Group
It only takes one inspired idea to change the world. Improve 
the lives of others while doing your life’s best work.

Apple
An open invitation to open minds. Come to Apple, where thousands of 
individual imaginations gather together to pave the way to innovation. 
Here, you’ll do more than join something — you’ll add something.
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How You Can Help Your 
Organization While Repositioning 
HR as Strategic Decision Maker

HR management was once merely 
an administrative function, 

focused on recruiting and hiring employees 
and managing employee benefits. Today, 
however, smart companies are looking 
to support core business strategies with 
strong talent acquisition, growth, and 
retention strategies, as well as recruitment 
branding, employee value propositions, 
diversity and inclusion, and more. We 
know that people-first companies drive 
significantly higher performance — and 
strategic HR leaders must lead the way. 

In companies with strategic human 
resources leadership, the HR department 

develops and implements programs that 
help solve the organization’s business 
problems and contribute to its long-term 
business objectives. When HR collaborates 
with the C-suite, the needs of the business 
guide the actions of human resources, 
and HR helps the business achieve its 
goals. In top-performing HR departments, 
this synergy drives every initiative.

The benefits of this synergy are extensive. 
The more closely HR and an organization’s 
leadership are aligned, the more effectively 
the company can anticipate and respond 
to changing needs and promote employee 
productivity and organizational success.
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A strategic HR plan should include HR initiatives that promote 
the behaviors, culture and competencies needed to achieve 
the goals of the larger organization. This could include:

 •     Assessing staffing and skills needs, and developing a dynamic, 

future-forward approach to training and development

 •     Developing and maintaining competitive 

compensation and benefits packages

 •     Designing and managing performance and rewards systems

 •     Analyzing competitors’ recruitment and retention practices

 •     Creating policies, procedures and practices to 

facilitate diversity, inclusion and equity

In developing your plan, follow these steps: 

Developing Your Strategic HR Plan

1    Evaluate the current situation, and conduct a 
strengths, weaknesses, opportunities and threats 
(SWOT) analysis of your organization

2   Envision and articulate a desired future, and 
create a vision statement that is inspirational, 
aspirational, compelling and concise

3   Formulate the strategy, with clear objectives that are 
relevant to the organization’s position in the external 
market, recognize the organization’s strengths and 
weaknesses, can be achieved and measured, reflect the 
organization’s overall strategy, and can be effectively 
communicated and supported throughout the organization

4   Identify the primary actions required to achieve 
the objectives, set milestones for each action, plan 
contingencies, and determine the necessary resources

5   Establish mechanisms for evaluating progress, as well 
as opportunities to adapt and update accordingly
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The Six Key Skills of a 
Strategic HR Leader

To lead a strategic HR department, be sure to cultivate the following skills:

Business expertise: understanding and 
speaking the language of the business

Change management: preparing and supporting 
individuals, teams and organizations in making 
organizational change

Organizational engineering: improving 
organizational efficiency, effectiveness, 
communication and coordination

 Culture management: Fostering a work 
environment that helps all employees contribute 
and collaborate at their full potential

Data analysis: inspecting, cleansing, 
transforming and modeling data to identify 
useful information, draw conclusions and 
support decision-making

Marketing: Leveraging happy employees  
as ideal brand ambassadors to  
customers, prospects and recruits
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Provide a vision of the change with clear details about the desired 
new state, the business purpose of the change, and how the 
change may impact your team and employees personally

Create a safe and secure environment so that your 
employees can respond freely and ask questions

Encourage engagement by involving all employees in the 
change process, soliciting suggestions, holding meetings 
and conducting private polls for feedback

Demonstrate your active commitment to the change, 
and create a sense of excitement for the future

Allow your employees a predetermined, nondisruptive 
period of time to adjust to the change

Help your employees adapt by providing proper education, 
training, illustration, coaching and practice

Develop new standards, requirements and policies resulting 
from the change to ensure clarity and consistency

Hold your employees accountable and motivate them 
by supporting positive efforts and contributions

Offer positive reinforcement and incentives to reward early 
successes and demonstrate positive role models and 
desired behavior for the rest of the team or organization

Keep your employees informed, maintaining 
open lines of communication and providing 
updates and supporting data whenever possible

Provide ongoing support, offering open office 
hours, and conduct periodic check-ins

Create new connections, leveraging the change as an opportunity 
to build new teams and pair younger and more experienced 
employees who can learn from and support each other

Tear Out Checklist: 12 Steps to 
Helping Employees Adapt to Change
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The workplace was changing well before the COVID-19 outbreak or the launch  
of the Black Lives Matter movement, but 2020 answered any remaining 
questions about whether we’d return to the brick-and-mortar office standard, 
with HR professionals conducting talent searches and pushing benefits 
paperwork. In 2021, HR must move past questions of how remote work operates 
to more important inquiries regarding managerial and leadership roles and 
responsibilities, new organizational structures, and virtual HR strategies to 
create organizations that can prosper in the new hybrid work environment. 

HR leaders now realize that the most sustainable organizations are not 
the most efficient but the most resilient — those that are prepared to adapt 
to any crisis and thrive through disruption. Further, the organizations that 
will succeed long into the future do not comprise like-minded individuals 
that meet the employer’s job descriptions but are staffed by a diversity of 
talent from different backgrounds who expect their employers to meet their 
expectations for social responsibility, inclusion, equity and support. 

Are You Strategically Leading,  
and Positioning HR as a Power 
Player within Your Organization?

So, are you prepared to strategically 
lead your HR department, and 

increase HR’s sphere of influence 
within your organization?
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The Difference

If you’re looking to take HR to the next level and 
want help streamlining and optimizing the process, 
there’s no better solution than MBL.

At MBL, we are a true partner. We think of our work as building 
relationships, not as a business transaction. It’s our mission to 
learn as much about your company and its needs, as possible, so 
we can act as your guiding force. We will share our vast network 
of partners, carriers, technology and wellness providers, and 
more, so you can diversify your talent pipeline, foster employee 
satisfaction and inclusion, and boost your bottom line.

Consult with our advisors today!

Get Started
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