


Beyond the Pandemic

Every year the HR Pulse Survey looks to identify the key HR challenges

local organisations are facing and to gain insight on the priorities for people
management going forward. As we stand in this point of uncertainty, with what
is believed to be the brunt of the pandemic behind us and a new normal ahead
of us, this survey investigates what the workforce might look like after the
effects of the pandemic start to subside.

This survey also looks into how organisational priorities are changing and

the long-lasting impact of the pandemic on how we work and the future of
organisations. The results shed light on themes such as new working models,
people concerns, recruitment in the current climate, organisation’s shifting
focus on employee experience and wellbeing, and what the future of HR
functions might look like in a post-pandemic environment.

COVID-19 has accelerated transformation in some areas, halted progress in
others, shifted priorities, and catalysed how the future of work is evolving. This
study showcases how the changes we are currently facing are undoubtedly
shaping the way we will work in the future and provides a picture of how the
world of work will look like moving forward.
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Trends in Remote and Hybrid Working
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Prior to the onset of the pandemic, a prevailing
corporate belief was that corporate offices
situated in a prime real estate area with an open-
plan design are key to employee engagement,
retention, and productivity. The HR Pulse Survey
carried out in 2020 showed that the most popular
measure taken by organisations locally in light

of the pandemic was initiating remote working
(68%). This therefore resulted in not simply a
physical change, but a deeply cultural one that
many had not anticipated. The results obtained
through the 2021 survey indicate that this major
transition was largely maintained over the past
12 months, with roughly 40% of respondents
stating that their workforce balanced their time
between working remotely and occasionally
going on-site, while the employees of a further
18% worked remotely every day. This finding is
even more significant when considering that 32%
of respondents stated that their line of work does
not enable remote work or their organisation had
to close during the past 12 months. In contrast,
only 8% of respondents did not introduce hybrid
or remote work despite being able to.
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300, The majority of our workforce was working on-site as our line of
0 work does not enable most of us to work remotely

18% The majority of our workforce was working remotely every day

The majority of our workforce balanced their time between
working remotely and occasionally going on-site

Other

32%

Where has most of your workforce been

working from over the last 12 months?
|

When analysing remote working practices by different sectors, the majority of banking and public sector
entities reported that most of their workforce balanced their time between remote work and going on-site,
while the majority of employees within ICT and iGaming worked remotely everyday. As can be expected,
organisations in the accommodation, food services, wholesale and retail sectors worked on-site as their line
of work does not enable remote working.

18%
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Where do you plan to have your
workforce working from as we transition
to a post pandemic environment?
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34%

The majority of our workforce will work on-site as our line of work
does not enable most of us to work remotely

The majority of our workforce will work on-site even though we
are able to work remotely

The majority of our workforce will balance their time between
working remotely and occasionally going on-site

The majority of our workforce will work remotely every day




To tackle remote work burnout by encouraging

17 (40%
a hyborid model 0%

To sustain a noted increase in workforce productivity

13 (30%
due to remote working 50%)

To encourage a healthier work life balance 33 (77%)

To provide employees with more flexibility 40 (94%)

To reduce overhead costs (E.g. Office rental, utilities, etc.) 9 (21%)

To lessen time spent by employees commuting to work 23 (54%)

If you plan on maintaining
or introducing a hybrid way
of working, what was the
reason behind your decision?

To address employees request 32 (74%)

0 10 20 30 40

Number of respondents

Since the onset of the pandemic, employees have demonstrated an
interest in maintaining some form of remote working. Over the past 12
months, this new way of working has proven itself feasible and various
factors have supported its’ proof of concept. Respondents of this
survey who have introduced or maintained hybrid working, have done
so for multiple reasons, with their top three reasons being;

Other reasons included to lessen time spent by employees commuting (54%), to tackle
remote work burnout (40%), to sustain a noted increase in productivity due to remote
work (30%) and to reduce overhead costs (21%).

93% 77 % 74% Fundamentally the study shows that organisations are finding that hybrid working in the
form of splitting time between working remotely and on-site, has been well received by
their workforce and is facilitating enhanced employee well-being. Organisations are also

1. Provie 2. Encourage a 3 Adtlees experiencing added benefits such as potential access to a greater talent pool which are
employees with healthier work employee not limited geographically, a more motivated workforce and a reduced need or different
more flexibility life balance requests

configuration for office space.
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72% 1-2 days days a week (Based on a traditional 5 day work week)

3-4 days a week (Based on a traditional 5 day work week)

One day per week (Based on a traditional 5 day work week)

How often do you see the majority of your
workforce working remotely in the future?

Looking ahead, an overwhelming majority of respondents (72%) of those who have adopted a remote
working set up, plan to have their workforce working remotely 1-2 days a week. The second most preferred
option (23%) is to have their workforce working 3-4 days a week remotely. While the least popular option
(5%) is to have employees work remotely only 1 day a week out of a traditional 5 day work week.

Smaller organisations appear to be less inclined in having employees working 3-4 days a week remotely,
when compared to larger organisations. Banking, ICT, iGaming, professional services and the public sector L2X
appear to be more in favour of working remotely the majority of the time when compared to other sectors.
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If you have asked your employees to
return to the office, after having catered
for a remote or hybrid set up in the past
twelve months, what was the reason
behind that decision?

Despite the significant uptake of remote working and that the majority

of organisations plan to maintain some form of hybrid working moving
forward, another one fifth (21%) of respondents plan to revoke the
remote or hybrid work measures they introduced during the pandemic.
Half of the respondents listed their main reason being in relation to team
collaboration (52%). Safeguarding organisational culture (33%), satisfying
employee requests (29%), and reinforcing organisational or team vision
(19%) were stated as other reasons. Noteworthy is that concerns
regarding declining productivity was listed as the least concern which led
to revoking remote working (10%).
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Highlights
How Remote Working Impacts Employee Productivity

Historically, one of the main barriers to the adoption of remote working surrounded
fears of decreased productivity as a result of poorer oversight on work being carried
out. Two elements which are crucial for remote or hybrid ways of working to become
a mainstay for local organisations is trust and performance management culture
based on outcomes. Some organisations which had not previously catered for a
remote workforce, innately were more suspicious of this way of working, as overnight
they lost their ability to physically oversee their employees. Lack of trust can have

a significant impact on the workforce in terms of productivity and it is also a crucial
ingredient for effective remote working.

This study found that 30% of respondents who plan to maintain a remote or hybrid
workforce are doing so to sustain a noted increase in employee productivity.
Interestingly only 10% of respondents who are revoking remote working are doing so
to address concerns regarding declining productivity, the lowest scored reason.

PwC Malta’s COVID-19 Remote Working Experiment Study which was conducted

in May 2020 had found that 44% of employees noted that productivity increased

as a result of remote working. Furthermore, 31% had stated that management had
become less hesitant on this new way of working after experiencing its effectiveness.

Nonetheless, maintaining employee productivity still showcased amongst the top five
people concerns organisations anticipate for the coming twelve months. In fact, 39%
of respondents identified this as a people challenge they anticipate facing in the next
twelve months.

Organisations must now tackle concerns regarding the impact of remote working and
employee collaboration, if this new way of working is to be sustained in the future
and for senior management to commit further. That being said, all facets of remote
working need to be prioritised, and initiatives must not only focus on maintaining
productivity, but go beyond and consider the impact to organisational culture and
technology infrastructure.



If you have already instructed your
workforce to return to the office, how have
they responded?

Despite 29% of respondents that revoked remote or hybrid work listing that they did so to satisfy employee
requests, a substantial number of these respondents experienced employees then requesting to revert

back to working remotely following this decision. The study found that in such instances, 43% experienced
employees requesting more remote working options, with a further 43% had employees asking for more
flexibility in terms of working hours. A further 10% noted increase in vacation leave consumption as a result of
instructing employees to return to the office.
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Analysing the Effects of the Pandemic on the Workforce




How do you believe the pandemic has
positively affected your organisation,
if at all?




What are your top-three people concerns
with respect to operating within the
changed business environment brought
about by the pandemic?

TR~



Not applicable

Entry level positions (Administration, assistants, etc.)

Mid-level positions (Supervisors, line managers, etc.)

e
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Senior positions (Senior managers, directors, chief officers, etc.)

Have you found that the pandemic has had
an adverse impact on certain positions
more than others?

While 44% of respondents stated that the pandemic did not have any adverse impacts on certain positions
more than others, the study found that entry level positions have been more susceptible to the negative
implications of the pandemic at work. In fact, 60% of organisations within the accommodation and food
service sector stated that entry level positions were adversely impacted by the pandemic. This may be due to
various reasons, once such being that 18% of respondents stated that the pandemic brought about negative
financial impacts which have led to cutting people costs. This often implies that entry level jobs are the first to
either be cut down or recruitment frozen for a considerable period of time. The study found that mid-level and
senior positions were equally impacted by the pandemic at the place of work.
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Gender

Age

Race

Nationality

42

Parents

Financial standing

Education

None

(0] 10 20 30 40

Number of respondents

Have you found that the pandemic had
more of an adverse impact on the certain
demographic groups of the workforce, if
so which ones?

The COVID-19 pandemic has raised renewed concerns about inequality. This study looked into if the pandemic has had a disproportionate effect on certain demographic
groups of the workforce more than others. When analysing the results, 42% of respondents believe that parents experienced the adverse effects of the pandemic

the most. This is likely due to the impact school closures have had on working parents, who have had to juggle a new found remote working experience with full time
parenting and uncertainties on what the future will hold.

On a positive note, the second most popular belief is that no demographic group was adversely affected at all (35%). Respondents further felt that inequalities in terms of
age and nationality were roughly equal at 18%, and that financial standing and level of education did not lead to a significant adverse impact on employees.

50






Recruitment Trends and their Implications
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No, it is an employees’ market and | believe it will remain as such
in the coming months

61%

Yes, it is still an employers’ market but | believe this WILL change
in the coming months

20%

Yes, it is still an employers’ market and | believe this WILL NOT
change in the coming months

11%

No, it is an employees’ market but | believe this might change in
the coming months

8%

In the 2020 HR Pulse Survey, the majority
of employers believed that the recruitment
market had become an employer’s market.
Do you still agree with this statement

and do you believe this will change in the
coming months?

»

Recruitment is one area of HR that has undoubtedly been impacted and is radically transforming as a result
of the pandemic. In the 2020 HR Pulse Survey, 53% of respondents stated that at the start of the pandemic
all recruitment plans had been stalled.

When compared to 2020, recruitment not only reopened but 61% of this year’s respondents stated that the
market shifted back from an employer’s market to an employees’ market. This implies that while in 2020,

job seekers had little to no options in terms of available vacancies, today it is the employers who now face
challenges finding suitable candidates. This trend can have implications on organisations retention strategies,
as top talent and high performers may find themselves considering new found opportunities.
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Highlights

A Double-Disruption Scenario

QOver the last year, certain industries have reported that pre-
existing talent shortages have worsened - most notably being
in the tourism, catering, healthcare, and the construction
industries. The pandemic has had a clear impact on
organisation’s recruitment activity and the volume of available
talent. The majority of respondents (66%), stated that they have
been impacted by the lack of available talent in the past twelve
months. Amongst these, 30% stated that they have been highly
impacted and only 20% have not been impacted at all.

Automation, in tandem with the pandemic, has created a
‘double-disruption’ scenario for organisations. Even before
COVID-19, the demand for suitable candidates with the required
skills was increasing at an accelerated rate due to the fast-
changing demand of the labour market. However COVID-19 has
become a driver by catalysing digitalisation at a more rapid pace
and by radically transforming the type of skills that are needed.

When analysing this data further, larger organisations have

been disproportionately impacted by the lack of available talent
when compared to smaller ones. Furthermore, the majority of
organisations in the banking sector reported that they have been
impacted by the availability of talent, while a stagering 80% of
accommodation and food services sector organisations stated
that they have been highly impacted.

Number of respondents

40

30

20

10

37

1 2 3 4
Not impacted Highly impacted

To what extent has your organisation been
impacted by a lack of available talent in the
past twelve months?




We have started to/increased our outsourcing efforts, locally

We have started to/increased our outsourcing efforts, abroad (Off-sourcing, body leasing, outsourcing to foreign third party providers)

We have increased our outreach efforts to employ third country nationals

We have increased the competitiveness of our remuneration packages 39

We have increased our employee benefits packages to make our organisation more attractive to talent

We have broadened our employment criteria to include candidates which were not previously eligible

We have not experienced a talent gap challenge

0 10 20 30 40

Number of respondents

What actions has your organisation taken
in the past twelve months to overcome
this challenge?

The noted lack of available talent has led to organisations stepping up efforts on their employee value proposition in a bid to make themselves a more attractive employer.
In fact, the pandemic and the current talent shortages have underscored the critical importance of employer branding. This involves finding ways to differentiate the
organisation in the labour market through showcasing the values, qualities and ways of working that are unique and promise a particular kind of employee experience.

Only 23% of respondents stated that they have not experienced a talent gap challenge. This study further found that 39% of respondents have increased the
competitiveness of their remuneration packages, and a further 25% increased their employee benefits packages to become more attractive.

On the other hand, organisations are now also increasing their efforts abroad, with a significant 32% of respondents looking into offshoring, body leasing, and
outsourcing to foreign third party providers. This growing trend must be closely watched, as organisations appear to have begun directing their resources to either
employing full time persons outside of Malta or contracting overseas third parties.
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Number of respondents

80

60

40

20

62

More digitised
recruitment
process (virtual
interviews, online
assessments
etc.)

Over the past twelve months, how has your recruitment process changed?

Stalled Hiring has Changed the way Influenced Changed the Recruitment has
recruitment plans become more we manage talent the diversity skills we look for remained the
skills focused of people we same
rather than employ
degree focused
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Some, or all, There will be a Focus on More importance A greater focus Hiring will
interviews will be rise in internal employee will be placed will be placed on become more
held virtually mobility experience will on diversity, employee skills focused
increase inclusion, and well-being rather than
equity degree focused

How do you foresee recruitment changing in the coming twelve months?
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Highlights

A Glimpse into the Future of the Recruitment Process

One inevitable yet necessary recruitment transformation has been the shift towards
a technology enabled interview process. When asked about how their recruitment
processes changed in the past twelve months, 61% of respondents indicated that
they experienced an increase in digitalisation of their recruitment process, such as
online interviews and virtual assessments.

This study found a notable improvement from last year’s study, with a more positive
outlook. Whereas in the last survey, 44% of respondents stated that they froze

recruitment plans, only 14% of respondents said they stalled their recruitment plans
in the past twelve months.

Moreover, when asked about the next twelve months, over half of respondents (56%)
believe that the interviewing process will take place, in part or in full, virtually. Locally,
this is an unprecedented shift in both the candidate and the recruiters’ experience.
Though the change does not stop there, 21% of respondents stated that hiring has
become more skills focused. This could signify that in today’s world of work, specific
capabilities shall be more in demand over others. More than a third of respondents
(87%) will be focusing their recruitment efforts more on skills than on academic
qualifications.

v Responses also identified an increased focus on employee experience (44%) and
o . ": 4 v employee well-being (48%) throughout the recruitment process, signifying that

i S the employee value proposition may now, more than ever, be prioritising physical,
emotional and mental health.

Traditional recruitment is therefore radically transforming in more ways than one.
Technology is being leveraged through specialised software such as application
tracking systems (ATS), introducing robotic process automation (RPA), and

incorporating Artificial Intelligence (Al) to facilitate enhanced decision making.
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Analysing the impact on the Employee Experience
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Employee well-being and work-life balance

Focus on empathy, fairness and trust

Investment in digital solutions

Upskilling

Formal organisation protocols, procedures,
and policies on working remotely

None of the above

(0] 10 20 30 40 50 60 70 80

Number of respondents

Over the past twelve months, which employee
initiatives have you focused on the most?



For which of the following employee
initiatives, are you planning increased
efforts going forward?

HR Pulse Survey 2021 | Beyond the Pandemic

Even when asked about employee initiatives they have planned for the future,
well-being initiatives were some of the most popular employee initiatives
identified by organisations. Some of the most popular employee initiatives that
organisations have in the pipeline are:

1. More guidance on managing mental health, stress, well-being and
workloads (54%)

2. More consideration by senior management for work-life balance, working
hours and other commitments outside work (49%)

3. Tools for better and and frequent communication and collaboration with
management and colleagues (43%)

4. Methods to connect with others for emotional support (36%)

5. More training on cybersecurity, data considerations and GDPR obligations
(34%)

Over half of respondents (53%) said they prioritised employee initiatives on
empathy, fairness and trust. Many also invested in digital solutions (44 %) and
establishing formal protocols, procedures and policies on working remotely
(40%).

As stated by Bhushan Sethi, PwC'’s Joint Global Leader for People &
Organisation practice, retaining the right talented people and enhancing their
skills can help organisations survive today’s challenges and drive competitive
advantage in the future. However, upskilling has been one of the least popular
local employee initiatives with only 32% of respondents saying they focused on
upskilling their workforce in the past 12 months.
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What do you believe will be the
key people challenges your
organisation will face in the
coming twelve months?

Bhushan Sethi’s statement about the importance of retaining
employees with the right talent, is echoed in the local scenario
where 62% of respondents stating that their most imminent
people challenge is retaining high performing employees.
While the benefits associated with hybrid and remote working
are ample, they do not come without their challenges and
disadvantages. Other organisations identified ‘managing

a hybrid workforce’ as the second most pressing people
challenge (563%).

Almost half of all respondents (43%) identified ‘addressing
employee’s mental health concerns’ as the third most pressing

people challenge that they anticipate in the coming 12 months.

This year’s study found that organisations are also concerned
about maintaining employee productivity levels (39%) and

upskilling/retraining employees to drive productivity levels (34%).

HR Pulse Survey 2021 | Beyond the Pandemic

Managing health and safety concerns

Navigating a shift to working from the office again

Recruiting for roles which were previously occupied by
foreign nationals

Upskilling/retraining employees to help drive productivity

Maintaining employee productivity

Addressing mental health concerns

Retaining high performing employees

Preserving jobs

Adjusting compensation and providing additional benefits

Managing a hybrid workforce

Improving technology options for virtual teams

On-boarding employees virtually

32

26

34

31
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20

40

39

43

Number of respondents

53

60

62
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Number of respondents

60

40
19
20
0
Technical Skills Digital Skills (E.g. Soft Skills (E.g. We do not plan
(E.g. Project Data Analysis, Communication, on upskilling our
Management, Programming, problem solving, workforce in the
Change Digital Marketing) adaptability) next 12 months

Management)




We have introduced a blended learning approach

Enhanced culture to learn anywhere and at any time

We have developed/adopted dedicated learning and development system

Increased upskilling efforts or reskilling to new areas

The way we develop our employees has remained the same

How has the way you upskill/reskill your employees changed?

20

Number of respondents

30

33

33

32

40



What will the HR function look like post-pandemic?

HR Pulse Survey 2021 | Beyond the Pandemic | 30



HR will become more proactive and focused on business strategy

HR will become more people than policy focused and will increasing its influence on other areas of the business 51

HR will become the driver of the social dimension of our sustainability agenda within the organisation 21

HR will continue to play a leading role in the organisation’s response to the impacts of Covid-19 54

HR will become evermore a supporting, transactional function 38

We do not envisage changes to our HR function 13

Number of respondents

How do you envisage the role of HR within
your organisation changing post-pandemic?

In many organisations, the human resources team played a crucial role in managing the immediate response to the pandemic on a workforce level - whether it was in
terms of selecting the right working arrangement for the different teams or communicating ongoing developments. In fact, last year’s study found that more than half
(58%) of human resources functions were well prepared to manage the situation smoothly despite it being an unprecedented event.

It is thus expected that the role of the human resource function may change as we move towards a post-pandemic environment. Most commonly, respondents believe
that HR will become more proactive and focused on business strategy (56%) and will continue to play a leading role in the organisation’s response to the impact of
COVID-19 (54%). Respondents also believe that HR will become more people focused than policy focused and will increase its influence to other areas of the business
(561%).

In contrast, another 38% of respondents stated that they foresee the HR function becoming more of a supporting, transactional function in a post-pandemic
environment. Other respondents (13%) did not envisage changes to the role HR plays within the organisation.
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What changes are you planning on
implementing within the HR function
within the next twelve months?

Upskilling the HR function to be more digitally savvy

Providing the HR function with more digital tools to
remain connected to employees no matter where they
are working from

Increasing the size of the HR function to cope with future
events of this nature

Decreasing the size of the HR function to cut costs

Training the HR function on aspects such as change
management to support our workforce in becoming
more adaptable

Digitalising of HR processes

The study next enquired about what changes organisations are planning to implement within the HR
function in the coming twelve months. The most popular changes were the need to upskill the HR function
on aspects such as Change Management to support the workforce in becoming more adaptable (53%),
Digitalising the HR processes, (60%), and Upskilling the HR function to become digitally savvy (38%).

In line with the aforementioned belief that HR will become more people focused than policy focused in a
post pandemic world, a quarter of responses stated that they plan on providing HR with more digital tools

to stay connected with employees no matter where they are working from.

Some organisations (28%) foresee an augmentation of the HR team to empower it to cope with such
future events whilst others (5%) plan on decreasing the size of the function or outsourcing it altogether.
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Standardising technology platforms to support both
in-office and remote workers

Changing meeting etiquette to account for a hybrid
remote work culture

40

Investing, or maintaining the investments, in collaboration

27
suites to allow for better team work in a hybrid environment

Investing in workplace analytics tools to analyse

20
employees’ digital activities

Invest in digital solutions to promote a paperless workplace

How are you preparing,
technologically, to work in
a post pandemic environment?

0 10 20 30 40

Number of respondents

At the onset of the pandemic, organisations adopted tools and

technologies to tackle their immediate needs, both in terms

of tools required to communicate and in the technological

infrastructure needed to facilitate remote work. This study looked Interestingly, the study found that 20% of respondents are investing in workplace analytics tools to
into how they are preparing, technologically, in a post pandemic monitor employees’ digital activities.

environment. The study shows that organisations are equally
striving to standardise technological platforms to support both
in-office and remote employees and to promote a paperless
workplace (49%). 1. Better hardware and equipment for employees (17%)

Technological initiatives also showcase amongst some of the most popular employee initiatives
organisations are planning on developing. Responses included;

The pandemic and the resulting remote and hybrid working 2. Improving employee’s remote work set-up (23%)

practices led to significant changes in the way people work. One

of these changes was the use of video conferencing as a means The digitalisation of work as a response to the pandemic has increased organisations’ security

of communicating or holding work meetings. In fact, 40% of vulnerabilities with the possibility of remote workers using insecure devices and networks. Most
organisations are planning to adapt to this, by changing meeting organisations are planning on increasing training on cyber security, data considerations and GDPR
etiquette to account for hybrid or remote employees. obligations in response to this.
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er initiatives does your organisation

plan on implementing as we transition into a post
pandemic environment?




40% No, we have not yet started developing a vision

39% We have an informal vision in mind, but have not yet formalised it
16% Yes, we have developed a formal vision and communicated it to staff
59 Yes, we have developed a formal vision but have not as yet

o

communicated it to staff

Have you developed a vision for the post
pandemic way of working?

Whilst it is important for leaders to handle the most imminent threats confronting them, planning and
preparing for what is next is equally as essential. A vision for a better future will guide employees as to what
to expect from the organisation in a post pandemic world. 62% of organisations have a vision in mind, 16%
of which have formalised and communicated this vision with their workforce, however the majority have not
yet formalised and shared it.

40%

Promisingly, aimost all of organisations (95%) with an updated vision have a noticeable alignment amongst

the organisation’s leadership, on matters such as working arrangements or flexibility levels for employees

in a post pandemic environment. However 40% of respondents have not yet started developing a vision

on how their organisation will operate in a post pandemic environment. This proportion of respondents

is predominantly made up of organisations within the accommodation, food service sector, and the S
construction industry.
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Conclusion

The results from this study highlight how traditional ways of working have been radically tested and that
through the significant challenges faced throughout the COVID-19 pandemic, a number of beneficial
transformations have taken place. In many cases, the pandemic has catalysed changes and forced
organisations to introduce new working practices, such as those in relation to their employee’s working
arrangements. Results depict that changes, such as the hybrid working model are now here to stay with
almost half of respondents planning to have their workforce balancing their time between working remotely
and on-site moving forward.

This transformative force has accelerated change in some areas of organisations while also highlighting gaps
to be addressed. The findings also shed light on what local organisations perceived to be the most positive
effects of the pandemic, but also their top people concerns for the future. One key priority and challenge
moving forward across most sectors is in relation to the availability of talent and candidates who possess the
required skills. The study depicts in further detail how organisations will be facing these concerns and what
initiatives they will prioritise to combat the identified challenges.

The results also show that some HR practices, such as recruitment, performance management and
employee development, have adapted to the current reality and future requirements.

HR and business leaders have also identified priorities which they believe are here to stay in the long term,
such as a new found focus on employee wellbeing. These will act as the foundation for a new world of work
which adapts and embraces the changes induced by the pandemic onto organisations and their workforce.
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About the Survey

PwC Malta is proud to partner with the Foundation for Human Resources
Development (FHRD) for the 7th year to produce this report which provides
invaluable insight into key HR challenges facing local organisations and gain
insight on the priorities for people management going forward.

The findings and recommendations are crucial for employers and HR
professionals navigating the challenges and implementing strategies in a world
that looks very different from what it did months ago.

The 2021 Malta HR Pulse Survey had a record number of participants, with S Chdnotes
101 organisational and HR leaders offering valuable insights from a wide- : e
range of organisations of various sizes and industries. Data for this survey : : - T PwC Malta. (2020). The COVID-19 Remote Working Experiment.

was collected during the summer months of 2021’ notably dUI’iﬂg August and Available at: www.pwc.com/mt/en/publications/the-covid19-ren -working-experiment-final4.pdf

September. The key results were presented at the 2021 FHRD Conference, v & : pC Malta, (2020). HR Pulse Survey.
‘HR 2021 - Beyond the Pandemic’. _' e Available at: www.pwc.com/mt/en/publications/hr-pulse-survey-20.html
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Please contact us should you wish to discuss any of the areas addressed
by the survey or any other HR concerns you may have.

Claudine Attard

Mark Grech

+356 2564 7026 claudine.a.attard@pwc.com +356 2564 4510 mark.grech@pwc.com

Follow us on

Linkedm n y Yﬂu pwc.com/mt/hrpulsesurvey2021

This publication has been prepared for general guidance on matters of interest only, and does not constitute professional advice. You should not act upon the information contained in this publication without obtaining specific professional
advice. No representation or warranty (express or implied) is given as to the accuracy or completeness of the information contained in this publication, and, to the extent permitted by law, PricewaterhouseCoopers, its members, employees
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