
Nordic Executive Survey 
THEME 2015: HOW TO ORGANISE FOR DIGITAL SUCCESS? 



Reasons for choosing the chaos organisation are similar to the ones for the 
network organisation; it breaks down silos and is extremely fast. The traditional 
organisation is believed to provide structure and clear responsibility.  
 

Introduction 
For the third time, Hammer & Hanborg presents the results from the Nordic 
Executive Survey. The survey focus on the work situation for Nordic executives 
but also explores a current issue affecting organisations. This year’s theme is 
how to organise for digital success. In total, 1 073 Nordic executives responded. 
 
How to organise for digital success 
We are entering the third phase of digitalisation. Digital solutions and changed 
behaviour among consumers and customers are affecting more and more 
business models. Many organisations have both strategy and technical solutions 
in place and now it is a question of getting the people on board. Implementation 
of digital strategies is according to last year’s survey a challenge, therefore this 
year’s focus is how to organise for digital success.   

  

The network organisation most favoured 
The respondents were asked about the best way to organise in order to meet the 
demands from digitalisation; traditional organisation, network organisation, 
amoeba organisation or chaos organisation.  

The most favoured alternative is the network organisation (54%) followed by the 
amoeba organisation (27%). Traditional organisation and chaos organisation get 
9% each.  

Reasons for choosing the network organisation is that it makes it easier to break 
down organisational silos, is flexible, functional and empowers staff. It’s a non-
hierarchical organisation.  

The amoeba organisation is chosen because it enables fast adaptation and it’s 
innovation friendly and flexible.  
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Traditional organisation with a hierarchical 
structure and silos. 

Network organisation based on relationships 
between stakeholders. 

Amoeba organisation, an open organisation 
that does not lock individuals into fixed roles 
and mandates, but looks to each person’s 
abilities and lets them act freely without 

limitations from traditional job descriptions. 

Chaos organisation where silos are broken 
and processes are not linear. The 

organisation has loose structures, roles are 
defined but allowed to adapt based on 

current needs. 

 
Digitalisation involves all parts of the organisation 
Almost half of the respondents (43%) says that all functions are involved in 
digitalisation. The share diminish with increasing size of the organisation; from 
56% in organisations with 1-10 employees to 39% in organisations with >200 
employees.  



The digitalisation brings on challenges 

The respondents are positive that their organisations are equipped to deal with 
digitalisation. 75% agree that this is the case. Though, digitalisation brings on 
several challenges. The biggest are lack of required competence among the staff 
and lack of technical solutions. Lack of required competence is especially 
common in the non-profit sector while in the the public sector difficulties getting 
the staff to accept the need to adapt to the change is more common than in 
average. The private sector to a larger extent say that they have no challenges. 

Large organisations have more challenges with digitalisation. Organisations with 
>200 employees have challenges with organising and getting both management 
and staff to realize and accept the need to adapt to this change. In small 
organisations (<10 employees) 31% state they have no challenges. 

 
 

More than one aim with digitalisation 
It is apparent that there is not one singular aim with digitalisation. Though, what 
the most important aim is varies between the sectors. In the public sector, the 
most common aim is to update services to be more modern (58%) while the 
non-profit sector aims to digitalise or make the organisation’s communication 
more effective (67%). In the private sector developing new services or types of 
businesses is the most common aim.  

In large organisations (>1000 employees) the most common aim is to update 
services and be more modern. In small organisations (<10 employees) digitalise 
or make analogue processes more effective and digitalise or make the 
communication more effective are less common aims than for the average. 
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46% 

45% 

43% 

42% 

32% 

3% 

0% 20% 40% 60% 80% 

To develop new services or types of business 

Update our services to be more modern in their 
approach 

This is a necessary change or a question of 
survival 

Digitalise or make our organisation’s 
communication more effective 

Digitalise or make analogue processes more 
effective 

We don’t work with digitalisation 

What is the aim of digitalisation in your organisation? 

Total The private sector The public sector The non-profit sector 

 What are the biggest challenges in your organisation at the moment  
 due to digitalisation?  
 Our staff do not have the required competence 33% 

 We do not have technical solutions 26% 

 We are organised in the wrong way 22% 

 We have difficulty in getting our staff to accept the need to adapt to 
 this challenge 

20% 

 We don’t have the tools for strategy activation 19% 

 Management in my company have not realized that digitalisation 
 affects us 

17% 

 We don’t have any challenges 16% 



Critical factors for success 
When asked to rank five critical factors for successful adoption of digitalisation, 
to create understanding and commitment is by far the most highly ranked 
alternative. 65% place this as the most important alternative. Formal procedures 
and routines is the least important alternative, only 4% has this as number one. 
The critical factors ranked by importance: 
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The best approach to succeed 
To develop current staff is thought to be the best approach to succeed in 
digitalisation. This is especially true for smaller organisations. In larger 
organisations recruiting the lacking skills is more popular than for the  
average – the same is true for younger respondents.   
 

64% 

49% 

31% 

26% 

7% 

0% 20% 40% 60% 80% 

Develop current staff 

Recruit the skills you lack 

Create a digital team from current staff 

Engage consultants with digital competence 

Recruit a digital team externally 

What do you think is the best approach for your organisation 
to succeed in digitalisation? 

Lacking skills 
Respondents who answered that recruiting the lacking skills is the best 
approach, also got the question what skills they’re lacking. Five trends could  
be spotted from the answers: 

Lack of deep digital knowledge. Many respondents say they lack a deeper 
understanding of digital aspects such as e-commerce, digital business, big data 
etc. 

Understanding of the business perspective of digitalisation. Respondents 
state they lack digital competence that understands business and digital. 

1.  Create understanding and commitment that the transformation is 
necessary and meaningful 

2.  Figureheads and role-models who support the transformation and 
provide a good example 

3.  A way of developing talent and skills among staff in place 
4.  There are tools for strategy activation 
5.  Formal procedures and routines that reinforce the changes, old 

routines have been removed 

The right attitude and mindset. Even though the question is about lacking 
skills, many answers are about mindset and attitude, for example a digital 
mindset, courage and an entrepreneurial mindset.  

A need of people working with development. According to the respondents 
there’s a lack of people working with development in general and business 
development and digital business development in particular.  

Design skills. There’s a lack of competence when it comes to design of 
services, apps etc.  



To manage strategy activation challenges leaders 
Managing the strategy activation is the greatest challenge around digitalisation 
that leaders face according to the respondents. The top five challenges are: 

1.  Managing the strategy activation successfully  
2.  Reaching business goals  
3.  Succeeding as a leader in a decentralised organisation  
4.  Finding and attracting relevant talent  
5.  Retaining digital talent  
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New roles due to digitalisation 
Respondents think that some roles that exist today will be more common across 
companies and industries while new ones will emerge as well. Big data and 
analytics seem to be important also in the future with a number of big data 
focused analytical roles. There will also be more Business Intelligence Managers 
as well as Chief Digital Officers or Digital Managers and Digital Marketing 
Managers. Content is another area that will grow and there will be more content 
producing roles such as Bloggers, Vloggers and Video Producers. Social media 
will also expand further and there will be Social Media Managers / Specialists / 
Architects etc.  

Many respondents say that there will not be any new jobs, there will just be new 
titles for the same work and digital will be incorporated throughout the business.  

In what way(s) do you feel stressed about digitalisation?  
 
1.  Afraid that I’m behind on market intelligence and current trends 
2.  Feel I need to keep up with technical developments 
3.  Information overload 
4.  High expectations on availability 
5.  Always online 
6.  Afraid of being left behind by new digital talents 

Keep up with trends and technical development is stressful 
Almost one out of five respondents feel some kind of stress regarding 

digitalisation. Respondents from bigger organisations (>200 employees) 

seem less stressed than respondents from smaller organisations.   

Younger respondents are mostly stressed about keeping up with market 

intelligence, trends and technical development. They are less stressed than 

average by information overload.  

New roles 

•  Data Visualisers 
•  Data Flow Analysts 
•  Consumer Insight Manager 
•  Vlog Editor 
•  Content Evangelist 
•  OT (Operational 

Technology) Manager  
•  Relationship Developer 

•  Human Interaction Expert 
•  Scenario Builder 
•  Narrative Designer 
•  Loyalty Builders 
•  Network Explorer  



Responsibility   
16% have a global responsibility, 9% are responsible for the Nordic region and 
8% for Europe. 55% have staff responsibility, most frequently for up to 5 people 
but Swedish respondents are slightly more often responsible for a larger group.  

Most common is to have responsibility for communications and PR (56%) 
followed by marketing (48%). About one quarter have responsibility for 
management, business development and sales.   
 

Highest salary in Norway 
Norwegians have the highest annual salary with under 1% earning less than 
50.000 Euros/year. Most common among Norwegian respondents is an annual 
salary of 90.000-110.000 Euros, in Sweden and in Finland the most common 
annual salary is 50.000-70.000 Euros.  
 
Top-management and board 
In Sweden and Norway about 60% are part of their organisation’s top 
management team. In Finland the number is lower, 48%. One third say they are 
a board member. Most common is to report to the CEO.  

About the respondents 
1 073 Nordic executives responded in total. 40% are Swedish, 39% Finnish, 
18% Norwegian and 3% stated they have another nationality. Almost half are 
between 41-50 years old with 22% being younger and 33% being older. 54% 
are female. 85% have a university degree. 72% have a permanent 
employment, 17% are self-employed. A majority (76%) works in the private 
sector, 15% works in the public sector and 9% in the non-profit sector. 41% 
work in organisations with more than 200 employees, 38% works in 
organisations with 11-200 employees and 20% works in organisations with 
less than 10 employees.  
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Swedish 
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9% 



About Hammer & Hanborg 
Hammer & Hanborg  develop business through people. We are a consulting 
company that develop businesses and organisations by providing competence 
development, talent and consulting services in management and 
communication. We provide all parts of the organisation with talent and 
knowledge in a world where everything - and everyone - communicates.  

We are located in Stockholm, Oslo, Oresund and Gothenburg and work with 
clients and projects all over the Nordic region. Executives in our network are 
experienced leaders with strong communications skills.  
 

Would you like to know more about the survey or our executive offer? Visit 
hammerhanborg.com or feel free to contact us info@hammerhanborg.com. 

Nordic Executive Survey 
Nordic Executive Survey is a yearly survey aiming to focus on the work situation 
for Nordic executives and to study on-going topics in the areas of 
communication, digital, organisation and management. This is the third time the 
survey is performed. 
 
This year, Nordic Executive Survey is conducted by Hammer & Hanborg in 
Sweden and Norway, in cooperation with the marketing association MARK and 
the recruitment agency Pro-Source Oy in Finland.  


