Program for virtuel videnscafé den 11. marts 2021
08.30-08.35

Velkommen og dagens program
Inger Wisborg McLeskey og Camilla Juul Heding Wehowsky,
Medarbejder- og Kompetencestyrelsen

08.35-08.50

Role of HR in handling the Corona-crisis
Professor Dana Minbaeva
Department of Strategy and Innovation, CBS

08.50-09.10

Breakout 1: Have HR delivered value during the Corona-crisis?

09.10-09.30

Lessons learned from 2020: What have we seen? And did we see it coming?

09.30-09:50

Breakout 2: What surprised you most about crisis management during the lockdown?

09.50-10.10

Lessons learned from 2020: What were the surprises and why were we surprised?

10.10-10.25

Next normal: What should we keep, start and stop doing i HR?

10.25-10.30

Tak for i dag
Inger Wisborg McLeskey
Programleder for PLUS
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“Husregler” for virtuel videnscafé
Vær tilstede – sæt dit kamera på under
drøftelser i plenum og i break-out room

Har du spørgsmål undervejs brug chat-funktionen i bunden af
skærmen

Skriv dit navn og
organisation

Slå lydløs-funktion til når du ikke
taler (Mute).

Der bliver megen interaktion,
så deltag aktivt

Deltag aktivt

Få mest muligt udbytte

March 11, 2021 MEDST

Virtual work after Corona:
What We Should Start,
Keep and Stop Doing in HR.
Dana Minbaeva
Professor in Strategic and Global HRM
Copenhagen Business School
Research Partner in Nordic Human Capital Advisory
https://www.nhca.dk/

Virtuel ledelse under corona-krisen

Lektor Steen Navrbjerg
Forskningscenter for
Arbejdsmarkeds – og
Organisationsstudier,
Sociologisk Institut
Københavns Universitet

Thea Hedegaard Møller

Emilie Kristine Dyrlev Thorsen

Professor Dana Minbaeva
Institut for Strategi og
Innovation
Copenhagen Business School

Frederik Steen Pedersen

Stine Marie Lund Thorsen

”Corona-research”:
”Skinnerne lægges, mens toget køres”

Projektets design

FASE 1:
kvalitativ fase I
• 36 interviews
på 17 arbejdspladser
• Ledelse under
corona-krisen

April-juni

FASE 2:
kvantitativ fase
• Spørgeskema
til 594 ud af
1041 arbejdspladser
• Hvem, hvad og
hvor udbredt?

Juli-november

FASE 3:
kvalitativ fase II
• De 17
arbejdspladser
genbesøges
• Hvad har vi
lært?
• Foregår under
2. nedlukning

Oktober-november
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Role of HR in handling Corona-crisis

COVID-19: a “people-based crisis”

“When the financial crisis rocked the business world in 2007-09,
boardrooms turned to corporate finance chiefs. A good CFO could
save a company; a bad one might bury it. The covid-19 pandemic
presents a different challenge—and highlights the role of another
corporate function, often unfairly dismissed as soft. Never before
have more firms needed a hard-headed HR boss.”

Researchers have already pointed out that the crisis associated
with the COVID-19 lockdown has highlighted several unexplored
areas in HRM research—“answers to questions we wish we had
in the academic literature but, to date, do not”
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The new reality: Surprised

In our study:
Most senior managers
indicated that their companies
were at least at 85-90% of
productivity, which they
viewed as positive given the
circumstances.
While most workplaces were
able to maintain a high level of
productivity during spring
2020 lockdown, the initiate
euphoria was overtaken by
“COVID-19 fatigue,” caused
by social isolation, within a
few months.
9

The new reality: Surprised
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In our study:
80% of respondents will continue with
work-from-home practice in the future
93% of respondents will use virtual
meetings in the future
Remote work and virtual leadership
are core elements of the “next normal”

The lockdown has profound
implications for the ways we
understand, organize, and carry out
our work
11

The new reality: Exposed
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The new reality: Our study
The new reality has stretched organizational resources and has accentuated key organizational
capabilities.
• “Parathed”: digital transformation, social capital, agile organzation
The new reality had pushed organizations to reconsider the key question as to whether they have
the right people in the right places.
• Organizations have a unique opportunity to reconsider how, where, and by whom value is created
in the organizational hierarchy.
The new reality has exposed ‘holes’ in supposed core competencies, both at the individual and
collective levels, but it has also revealed new talents.
• “As a leader, I have suddenly opened my eyes to how biased I am towards those who are more
outgoing than others.”

The virtual setting “knocked down the silos” in numerous organizations.
• These findings were supported by the survey results, where 60% agreed with the statement that
“there was closer cooperation in management during the lockdown” (11% disagreed).
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“HR deserved ‘street credit’ …”
Phase 1: Operations—the workplace needs to function.
HR went from strategic to operational overnight.
Phase 2: High engagement from employees.
“It’s almost like they got a new energy, new purpose, new chemistry.”
“I am stressed, relaxed, focused and free at the same time.”
Phase 3: The euphoria dissipates.
“Many employees lost altitude” and hit the “COVID-19 wall.”
How long an employee could stay away?
Priorities changed: focus on well-being

In this crisis, good HR
could save a company
— bad one might bury it
See: https://www.linkedin.com/pulse/crisisgood-hr-could-save-companya-bad-onemight-bury-dana-minbaeva

Phase 4: After COVID-19—what to keep?
Workplaces had a taste of the “next normal” during the summer
Now what?
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Breakout I
•
•
•
•
•
•

Vælg mødeleder
Tag en kort præsentationsrunde (navn, organisation, jobfunktion)
Aftal, hvem der er referent fra gruppens diskussioner
I har 20 minutter i alt
Referenten skriver input i chatten, når vi kommer tilbage
Drøft følgende:

Have HR delivered value during the Corona-crisis?
If yes, in what areas? If no, why not?

Side 15

“Corona-wall”: Four stages of organization
energy during the covid-19 lockdowns

Towards higher
engagement and
productivity

”Corona-wall”

Euphoria

”Inflection point”

Average level of
organizational
energy

“A strategic inflection point is a
time in the life of business
when its fundamentals are
about to change. that change
can mean an opportunity to
rise to new heights.
But it may just as likely signal
the beginning of the end”

Towards higher level
of stress and
absenteesim

Phase 1

Phase 2

Phase 3

Phase 4
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Time to reflect
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Who primarily took responsibility for solving the
following tasks at your workplace during lockdown?
Providing continuous update and information about how the workplace was
handling COVID-19

Maintain contact between managers and employees

Being updated on the well-being of the employees

Skills development among the employees

Onboarding of new employees

Arrangement of virtual social events

0
Top manager

Direct manager

20
HR

40

The individual employees

60

80

100

Nobody
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What have we seen? And did we see it coming?

We are in the busines of value-creation
Opportunities to increase

human capital value in use

“Value creation”
Human capital rents

Around 46% of HR managers indicated that “the
distance from decision to implementation was
shortened during COVID-19 lockdown in the
spring of 2020” (18% disagreed and 36% were
indecisive).
• The tendency was more pronounced in the
public sector than in the private sector, and
managers in public sector were significantly
more positive about this development.

”Value capture”

Opportunities to decrease
the cost of human capital

HR is imprisoned in the iron cage of
bureaucracy and chained to the wheel of annual
processes
• Everything we know about HR is based on the
ideas of permanent organizations, permanent
structures, chains of command, and tasks
20
organized into jobs.

”Centralized – decentralization”

To move beyond the old model, we must
understand the precise ways in which
bureaucracy has disabled our organizations.
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In our study:
“We planned for this [the
digitalization of business
processes] for two years. It
happened within six weeks.”
Many executives will agree
with the Microsoft’s CEO who
said; “We’ve seen two years’
worth of digital transformation
in two months”

22

Digital transformation
• Duality of digital:
‒ Doing digital: Digitization is about achieving operational excellence using the advances
offered by digital technologies.
‒ Being digital: Digitalization is about the creation of information-enriched customer
solutions delivered as seamless, personalized customer experiences

• In the context of the lockdown, the advantages of digitalized recruitment systems and online
learning platforms were greatly appreciated.
‒ Digitization: HR needs to introduce profound digital discipline into all processes and systems,
and prioritize the automation of business processes centered around reducing the cost of
human capital
‒ Digital: … HR needs to reinvent its value proposition and broaden its focus from exclusively
focusing on employees (outside of permanent organizations, permanent structures, chains of
command, and tasks organized into jobs)
23

Breakout II
•
•
•
•
•

Vælg mødeleder
Aftal, hvem der er referent fra gruppens diskussioner
I har 20 minutter i alt, hold evt. 5 minutters pause undervejs
Referenten skriver input i chatten, når vi kommer tilbage
Drøft følgende:

What surprised you most about crisis management
during the Corona lockdown?

Side 24

What were the surprises and why were we
surprised?

Evidence-based management

https://www.nhca.dk/

Source: https://joshbersin.com/2020/04/can-we-make-our-organizations-resilient-and-make-society-resilient-as-a-result/
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Source: https://www.linkedin.com/pulse/covid-19-role-hr-people-analytics-crisis-david-green/

A

B

C

Grundliggende/underliggende
antagelser
Givne værdier og handlinger
(opfattelser, tanker, følelser)
Skueværdier
Synligt begrundet
(strategier, mål, SOPs)
Artefakter
Organisatoriske
arrangementer,
adfærd

What We Should Start,
Keep and Stop Doing in HR.

Dias 28

Start
Knowledge gained from COVID-19 lockdown is crucial.
Find your “slack”: This buffer can help organizations bounce back when a crisis hits.
The key positions are now even easier to spot, and variance in the performance of individuals
occupying those positions has a significant impact on organizational performance.
The placement of resilient people in pivotal position will provide organizations with human-capital
slack that can serve as a buffer when the next crisis hits.
Examine those shortcuts and automate wherever possible.
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Keep
Line managers is HR responcibility
HR and communication
• Signaling effect: Distinctiveness, consistency and consensus
https://www.cbs.dk/files/cbs.dk/executive_summary_bowenostroff_2004.pdf
Differentiate: Stop treating people equally
• “An important threshold issue is to develop a clear sense of the HR management practices
(selection, development, performance management, and so on) that you wish to improve vs.
those you would like to do differently”
Keep focus on the duality of digital
• ”Doing things better” and ”doing things differently”
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Stop

Stop thinking processes, start thinking value
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HR’s carpe diem
The lockdown has profound implications for the ways we understand,
organize, and carry out our work
• move toward remote work, virtual teams and virtual leadership
The crisis disrupted the most basic assumptions in HR:
• the assumption of a coupling among time, place, and tasks
(permanent organizations);
• the assumption of an outcome variable (performance); and
• the assumption of a need to solely focus on the individuals
(isolated from the digital context).
As there will always be another crisis, the better HR is at collecting
and systematizing its learning from the past, the better it will be able
to cope with crises in the future.
• “There is no more other important task than this one.”
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Goodie-bag
Other publications:
https://www.cbs.dk/en/research/departments-andcentres/department-of-strategy-andinnovation/research/virtual-leadership-corona-crisis
Webinar:
Managing Through Crisis: Evidence from our
research in 2020 - Collective Intelligence Hangout
with Department of Strategy and Innovation:
https://cbs.nemtilmeld.dk/256/
LinkedIn: ttps://www.linkedin.com/groups/8928700/
Contact:
Steen E. Navrbjerg sen@faos.dk
Dana Minbaeva dm.si@cbs.dk
33

Tak for nu!
Kontakt os, hvis du har idéer eller inspiration, du vil dele med
andre statslige ledere
Læs mere om nye aktiviteter under PLUS programmet på
www.medst.dk – og tilmeld dig vores nyhedsbrev om Ledelse

