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Executive summary

The 2021 Global Wellbeing Survey
was developed, designed and
conducted by Aon in partnership
with IPSQOS, a leading global market
research company.

The purpose of the survey was to understand how
employers around the world are addressing wellbeing
and the impact having a wellbeing program has on their
overall company performance.

Executive summary
The current landscape

What is causing risk
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The survey analysis revealed
four important themes:

Wellbeing
performance

Company
performanceis at
risk due to stress,

burnout and
anxiety

impacts company
performance

1,648 companies in 41 countries and

25 languages participated in the online
survey. Responses were weighted to produce
a statistically significant representation

of organizations globally, regionally and

by country. Of note, the outbreak of the
coronavirus (COVID-19) pandemic in

2020 coincided with the research phase

of this study.

Wellbeing is a people and performance
approach and requires balancing the
appropriate resources and opportunities,
with the commitment to achieve optimal
health, resilience and performance for the
individual, organization, and community.

Wellbeing is more
than programs,

itis a people and
performance
strategy
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The future of
work is flexible

working styles
and organizational
resilience

In today’s environment, our research shows
that wellbeing has become much more

than programs, apps, tools and nice-to-have
resources to change employee behavior.
Wellbeing is a people and performance
strategy, and is on its way to becoming the
ethos of organizations around the globe.
82% of organizations globally believe
wellbeing is important within their company.
It is a business essential.

This executive summary focuses on the impact
wellbeing has on company performance,
while the body of the report will go into detail
on the other three themes referenced above.

A Fmotional

Attitudes and reactions
to daily living.

N
& Financial
Ability to confidently manage
financial life today, while preparing
for the future and anything
unexpected along the way.

0 Social Well-connected
& Socia

Capacity to thrive
through meaningful
connections and
relationships.

Decisions

é Physical

Ability to
function with
energy and make
healthy choices.

8, Work Life

Positive work
experiences that
produce pride,
satisfaction and value.
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Wellbeing performance impacts
company performance

We applied a predictive, analytical technique, offering
actionable answers to business questions, to the survey
responses. By doing so, we have identified how much
of an impact or change wellbeing will have on business
outcomes, and visually, how variables of wellbeing are

connected with other wellbeing components and business

outcomes. Every organization has slightly different
methods in how they measure wellbeing performance.
In the survey, we asked companies to identify first how
they measured the success of their wellbeing initiatives
through the following variables:

Employee satisfaction Profit and loss statements

Safety incidents, Productivity measures
occupational health Participation/
outcomes or disability Icipation,
Engagement in programs
data o
/Initiatives
Healthcare outcomes .
and cost Retention/
Turnover rates
Net Promoter Score .
Absenteeism

Corporate Social

Responsibility Score Improvement in employee

health and wellbeing

Stock value

The findings are meaningful. They indicate that by
focusing on improving the performance of individual
and organizational wellbeing, there is an impact and
improvement on business outcomes. The survey findings
show that improvements to wellbeing performance

have the greatest impact on customer satisfaction and
retention. Cultivating customer satisfaction and retention
is key to business resilience, continuity and growth for
all companies. Recognizing the role wellbeing plays in
customer relationships and retention should become

an element in strategic business discussions.

Business _ Increase _Increase
Outcome in Wellbeing in Business
Performance Outcome
-

Customer satisfaction 3% 1%
and retention

Employee satisfaction o — o
Customer acquisition EE = =
Company profit 4% = 1%
Commitment to
innovation 5% - 1%

Net Promoter Score
Employee engagement

Decreased employee

o,
turnover 4%

1%

-
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What is causing risk to performance?

So what does
this tell us?

Wellbeing performance generally has a direct
connection to a strong and focused strategy, but

it does not have a direct connection to individual
initiatives. Wellbeing goes beyond initiatives —

a strategy must be in place. Having a strategy can
positively impact the performance of wellbeing,
leading to higher customer satisfaction and retention.
Leadership support and buy-in are critical factors

in creating a successful wellbeing strategy that can
positively impact overall company performance.

o

Where do we go from here?

About the survey | References | Contact

Wellbeing was important before 2020, but the
combination of a global pandemic, social unrest
and a rapidly changing economy has elevated

its importance to individuals, organizations and
communities. The rest of the report will establish
global and regional market trends, and priorities and
opportunities, as well as exploring how companies
are strategizing and impacting beyond just benefit
offerings. It will uncover where companies are
overlooking the various aspects of wellbeing.

It also offers practical advice on
how to use Aon's findings to move
towards best practice.
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! ! Although 82% of companies globally consider employee wellbeing
e e:l_ng re qu1re S a priority (Figure 1), many firms lack a wellbeing strategy in their

culture, talent attraction and performance objectives. Of the
-t t 87% who have wellbeing initiatives in place, only 55% have
a S ra e gy a strategy (Figure 2).

Figure 1: Companies say employee wellbeing is important

Across the globe, employers are united by a common

challenge. Since the beginning of the coronavirus pandemic, 8D, clobally ., 8 Hmean megon | wnotimporan
' ' . 7 f . North America (NA 1% NA %
mal'ly have ldentlﬁed menta]. hea].th ISSUGS W].thln thelr sayemployee wel]_being Latin America (LA) 83% LA 3%
populations, and a recent global survey found that 42% of oy thelr o S o
employees had experienced a decline in their mental health
since the pandemic started.? e U N i e
Finland 89% Puerto Rico 67%
Czech Rep 88% Ecuador 63%
Norway 88% Peru 63%
j ! 8 Cy j ! O O/ I O New Zealand 88%
O O D O Figure 2: Companies have initiatives and strategies for employee wellbeing
of employees are having take longer to have trouble thinking, Have a wellbeing initiative
difficulty concentrating at work complete their work reasoning or deciding 5 Regions Top countries
87 %3 g]ob aﬂy NA 89% Philippines 97%
have a wellbeing initiative EI\L/I/EA :z:’f lzﬁ”;’ 6%
iniece e | G o
Have a wellbeing strategy
(o) Regions Top countries
5 5 AD globally NA 53% Brazil 64%
have a wellbeing strategy LA 59% Portugal 64%
in place EMEA 51% India 64%

APAC 55%




Executive summary | The current landscape | What is causing risk to performance? | Where do we go from here? | About the survey | References | Contact

AR &) Physical A Emotional %’ Social

/0% 6/ 7 65%

A- ]-O ng T te r m of companies incorporate of companies incorporate of companies incorporate
1 f t I physical wellbeing into emotional wellbeing into social wellbeing into

their strategy their strategy their strategy

. | | & Financial 8, Work Life
Initiatives are defined as any wellbeing event,

program, tool, workshop, activity, challenge O O
or campaign, while strategy is defined as a
long-term plan of action using resources to O O

achieve wellbeing solutions or goals. And, of
the companies with initiatives in place, not all
are incorporating the various dimensions of
wellbeing into their wellbeing strategy.

of companies incorporate of companies incorporate
financial wellbeing into career wellbeing into
their strategy their strategy

Creating a healthy, high-performing workforce requires
employers to look beyond apps and programs.
They need to create ways for wellbeing to become part
of their corporate values and strategy, weaving them into
their cultural fabric. Culture is the facilitator, and without
it, employers cannot deliver the strategy.
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Success starts with A culture of wellbeing
1s not an ‘initiative’, but

under ,Standlng a permanent change in
organizational culture how work is conducted.

According to the survey, company culture is the number one driver in

developing a business case for WeIIbeing (Figure 3)' Figure 3: Key drivers in developing business case for wellbeing

This is especially true with employee health and wellbeing, where bad culture
can sabotage even the most well-designed employee programs. Employers
are finally recognizing this, but when designing and measuring the impact

of benefits plans, programs and interventions, health is only one part of the
strategy. Corporate culture and employee engagement are opportunities to
create a more integrated way of managing workforce health.

Developing Developing a Compelling Developing Comparing Gathering data
activities that are program based on  research on how programs based to what other to understand
aligned with our employees’ wants  the program would  on cost/budget companies our employee
desired company and needs help our employees are doing population’s
culture and our company risk factors
KEY
Global

Il North America
M Latin America
M EMEA

W APAC
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Redefining culture with
wellbeing can be challenging

427

of employers said
employee engagement/
interest was a challenge
when expanding or
starting wellbeing
initiatives (Figure 4)

Poor employee engagement not only
affects culture, but can erode profits
through higher employee turnover,
poorer customer service and higher
healthcare costs.

Employee satisfaction, work life
balance, employee productivity
and stress reduction are all cited

as important business issues
impacted by wellbeing initiatives
(Figure 5), which in turn affect the
overall company culture. In fact,
organizational leadership support
is the strongest predictor of
participation, health and medical cost
impact, and employee perceptions
of organizational support.®

While many companies believe that
wellbeing programs deliver value on
investment (VOI), they are not always
aligned with how employees view, let
alone embrace, wellbeing initiatives.

Figure 4: Challenges to starting or
expanding wellbeing initiatives

Financial resources and investment _ 51%
Measuring the return of the actions being implemented _ 44%

Understanding and demonstrating program value _ 32%
workforce is remote due to COVID-19 || | | |  JEIIIN 322
Localizing — adapting it to each location/country _ 24%
safety concerns due to COVID-19 || Il 23%
senior leadership support | I 23%
Implementation of the agreed actions - 15%
Lack of data availability || 15%
Privacy and regulation [ 12%
None of these . 5%

References

Contact

Figure 5: Business issues wellbeing initiatives would impact

North America

Improve employees’
satisfaction/
engagement

® Reduce
A employee stress

Improve
\™¥) work life balance

e Improve employee
Q productivity

Increase talent
@ acquisition and
attraction

Latin America

satisfaction/

s Improve employees’
engagement

Improve
W) work life balance

o Reduce
A employee stress

£¥ Improve employee
productivity

® |mprove
*hk employee loyalty

EMEA

Improve employees’
satisfaction/
engagement

Improve work life
M) balance

x> Improve employee
c productivity

o Reduce
A employee stress

Increase talent
@ acquisition and
attraction

3

[ ]
AR
Jokok

\=

@

APAC

Improve employees
satisfaction/
engagement

Improve employee
productivity

Increase
employee loyalty

Improve
work life balance

Increase talent
acquisition and
attraction

’
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If companies hope to see any positive VOI from improving their employees’
wellbeing, workplace cultures must be the foundation for programs.
Culture comes first — company cultures are the seedbeds that determine
whether employee wellbeing programs flourish or die.

Shifting to remote work environments throughout the coronavirus
pandemic brought home how interconnected wellbeing, work and
company culture really are. Culture is often reliant on employee
connections, and when asked what barriers prevented companies from
doing more to develop meaningful work connections, sense of belonging
and social inclusivity, companies named virtual/remote workforce (27%)
and lack of overall employee engagement in the organization (20%) as two
of the top four (Figure 6).

Figure 6: Barriers to addressing social wellbeing issues

COVID-19 required social distancing _ 38%

Hierarchical structure || 18%
Cultural barriers [l 13%

Lack of team-focused work [l 12%
Uncollaborative work environment - 10%
Lack of community connections [JJJj 8%
Competitive culture || 8%
Perception of making friends in the workplace - 7%
Favoritism || 6%
Language barriers . 6%

None of these || N | I 26%

About the survey | References | Contact

Virtual/remote
workforce

Lack of overall
employee engagement
in the organization
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So how do we shift
these cultures?

of companies agree
that its Chief Human
Resources Officer
(CHRO) is the biggest
supporter of wellbeing
initiatives

It starts with leadership

Cultures can be changed. And when
they are planned and executed as the
foundations of successful employee
wellbeing strategies, they can lead to
higher participation.

Making this culture shift requires
culture itself to become a primary
strategic priority, managed

with objectives, timetables, and
accountability. This begins with
leadership. Leaders set the tone for
company culture and wellbeing. In
total, 89% of companies agree that
its Chief Human Resources Officer
(CHRO) is the biggest supporter
of wellbeing initiatives. The next
executive most engaged is the Chief
Executive Officer (CEQ) at 78%,
regardless of company size.

There is, however, a disconnect.

53% of companies say that wellbeing
is not being prioritized due to other
focuses. According to Aon’s 2021
Global Human Capital Trends Study,
workers ranked improving their
wellbeing as their number three
priority, while senior executives
ranked it number eight. However,
the study also found that 45%

of employers said building an
organizational culture that celebrates
growth, adaptability and resilience
was the most important action they
will take to transform work.®

References | Contact

of companies say
that wellbeing is not
being prioritized due
to other focuses


https://insights.humancapital.aon.com/talent-assessment-blog/the-current-human-capital-trends-and-the-bold-actions-to-take
https://insights.humancapital.aon.com/talent-assessment-blog/the-current-human-capital-trends-and-the-bold-actions-to-take
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Considering the employee journey

But where do you start? Leaders know that
people create culture. And employers say
that employee satisfaction and engagement
(66%), attracting and retaining talent

(40%) and employee retention (32%) are

all impacted by wellbeing. To achieve these
objectives, they must retain great people who
will create a culture that attracts more talent.
Create a strategy that builds wellbeing into
every stage of an employee’s journey, from
recruitment through to exit, down to the
day-to-day.

Today, it is essential that employers integrate Employee satisfaction or

wellbeing into their employees’ journey, yet -
just 32% said they will prioritize this over the engagement is the number

next three years, promoting their reputation one business issue that
as an employer that provides exceptional wellbeing impacts (66%),
wellbeing resources. Company culture and yet firms still struggle to value

employee engagement not only influence the return (44%) and maintain
health and human capital, but also impact

business performance. 50% of firms named employee engagement in

employee engagement as a top performance programs (42%)
measure (Figure 7).

Figure 7: Measuring overall company performance globally

Overall performance measures used Company performance
| pror N 74% | proft |- SR
| |
' Customer satisfaction & retention [N 61% Customer satisfaction - e 50% 7%
' ! & retention
Employee engagement [ 50% i Employee engagement
Employee satifaction [N 41% Employee saifacton
Employee turnover - 34% Employee turnover %
Customer acquisition - 28% Customer acquisition | SEBYIA 51% % 1A
Commitment to innovation Il 26% Commitment to imovation
Net Promoter Score - 20% Net Promoter Score - ST 45% 9%
None of these I 5%
KEY
Exceptional
[l Above average
I Average

[l Below average

M Poor

Wellbeing as a business
function - integration
is essential

Employers must fully integrate wellbeing into
their strategy, align measures, and develop
wellbeing activities that connect with their
desired company culture. To succeed, they
must focus on employee engagement —
there is no point in having a great program
or strategy if culture is not driving it and
engagement falls short.

Wellbeing is no longer optional or a narrowly
focused element of the rewards menu, it must
be front and center as a business imperative
for leading, high-performance companies.
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Regionalspotlights

North America [atin America

North America is 4% lower than the
global average for having a fully
integrated wellbeing strategy.

Attracting and retaining talent is
number five in Latin America’s list of
top five factors that negatively impact
businesses, while it is top of the list

Attracting and retaining talent is for other regions.

the number one factor negatively
impacting businesses and the number
two priority.

The top driver for developing a
business case for wellbeing is to
align with desired company culture.
Improving employees’ satisfaction/
engagement ranks as the top
business issue wellbeing initiatives
would impact.

Two of the top five wellbeing
issues are work life balance

and culture, which correlates
with the top two measurements
of success in engagement and
employee satisfaction.

Where do we go from here?

About the survey = References

EMEA

51% of respondents in EMEA have
a wellbeing strategy in place - the
lowest percentage.

Only 19% say their wellbeing
strategy is fully integrated with both
a people and business strategy,
while attracting and retaining talent
is the number one factor negatively
impacting businesses.

Contact

bl _
APAC has the est gap]
awellbeing tive i
a wellbeing

'

- _1'
nies who have
; 10se who have

a egy' pnlace

55%).

To tackle APAC’s top wellbeing issues — work life balance,
work environment/culture, mental health, physical health,
and burnout — organizations should consider a more strategic
approach to wellbeing.

A more strategic and culture-focused approach would support the
top driver in developing a business case for wellbeing: developing
activities that are aligned with desired company culture (74%).
APAC indicates that controlling costs is the top reason for not
prioritizing wellbeing (46%); this approach would require less
financial commitment than adding additional programs.

This shift to a more strategic and culture-focused wellbeing
approach would also support the top measurement priorities —
satisfaction (60%) and participation in programs (59%).




ausing risk
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It would be easy to think that workplace stress has

€

been caused by the coronavirus pandemic. However,
even before the pandemic, more people around the
world were under stress compared to a decade ago.

Over one in three adults (35%)

said they experienced a lot of stress,®
while more than 40% of workers face
high stress in their jobs, negatively
affecting their productivity, health,
and family stability.®) And in some
countries, individuals are working
more hours and taking fewer vacations
than ever.©®

In response, the digital wellbeing market
was flooded with online videos, apps
and tools to assess, monitor, and improve
all aspects of health.”? As measures due
to the coronavirus pandemic continue

to blur the line between work and life,
employers are implementing these
digital tools in their efforts to support
employee wellbeing.

The rapid shift to a global virtual

work environment, and new definition
of essential workers, have significantly
impacted the emotional wellbeing

of employees.

A full year of social distancing, minimal
travel, school closures and economic
uncertainty has resulted in emotional
wellbeing issues manifesting in the
physical wellbeing of employees.

)
| 4y
* E"-
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The top physical wellbeing risks
Impacting company performance

According to research, in the UK, an estimated 91 million workdays are lost annually due to
mental health disorders.® Although emotional wellbeing issues are on the rise, the chronic
conditions that were already a concern still exist. Adding emotional wellbeing issues to
chronic conditions creates cost and productivity issues, and research suggests that people
Stress Burnout Anxiety with depression and another illness tend to have more severe symptoms of both.®

O O O People with mental health issues also experience higher morbidity and mortality rates
compared to those without — mostly from untreated and preventable chronic physical
O O O conditions such as cardiovascular disease, hypertension and diabetes. (111

stress |, 67
surnout | -
aniety. | 37

Depression | 327
Musculoskeletal Physical inactivity Musculoskeletal conditions ||| | | | | I 27

O O Physical inactivity ||| N | I 26>
Communicable diseases (COVID-19, SARs, MERs) || | | | JIIIIE 23>
O O High blood pressure || | | | | I 18>

Cancer _ 15%

Diabetes/high blood glucose _ 14%

obesity | GG 14>

Cardiovascular disease/Stroke _ 14%
Respiratory disease [ 9%

Tobacco use - 8%

None of these - 6%
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Figure 8: Top five employee wellbeing issues
J ] - Work life balance I 65%
dlety 1S IT1ore trarl jus SI1CAl — e ——
Working environment/culture N 44%
. . 0 Physical health NN 35%
Burnout I 33%
Financial stress | NEREEEG 26
Virtual work environment | N IR 267
Productivity | INEEEE 26
Job security | NG 25%
' ) ) : . Education/skills NN 217
Psychological safety, the belief that you will not be The top factors related to emotional wellbeing Aging workforce R 197%
humiliated or face negative consequences for expressing  affecting businesses include: Childcare N 16%
your views or making a mistake, is becoming more Relationships I 137
. . . Transportation [ N 8%
tangible. It was valued the third highest factor for - o .
. . . . ocial support I 7%
ensuring a safe work environment, and is essential to O , Maternity/paternity leave I 5%
creativity and innovation.('? Loneliness I 4%
Y
- . Eldercare Il 3%
57% of companies highly value psychological safety, . . Geopolitical concerns Il 3%
: o P: gny psy °9 alety of organizations said Mental health (46%) Substance abuse/addiction [l 2%
with 27% saying they moderately value it. Additionally, . o : 3
0 : work life balance and burnout (33%) rank Unstable housing Il 1%
78% of survey respondents agree that safety impacts . . . . Food security I 1%
. issues are disruptive in the top five employee o ‘ °
health as much as health impacts safety. . . iy : Religious expression | 0%
to their business wellbeing issues facing Other W 4%

It is crucial as companies evolve their cultures to
prioritize emotional wellbeing. Since the start of the
pandemic, we have seen a 57% increase in anxiety!'?
and a 21% increase in medications related to emotional

organizations (Figure 8).

Challenges to employee career development include
family work life balance (37%), lack of career purpose

Nore 1 1%

Figure 9: Challenges to company'’s career development

wellbeing.®"’ The World Economic Forum estimates or direction (28%) and burnout (23%) (Figure 9). Family work life balance - [ 37%
that by 2030, the cost of mental disorders to the global N o Lack of managerial skills | NS 37%
economy will reach $16 trillion — more than diabetes, Rigid organizational structure (no clear career path) - IS 30%

. . . a4 Lack of career purpose or direction I 28%
resAp|ratory disorders anq cancer combined. . Better career prospects outside my company N 27%
This has not gone unnoticed. Employers recognize Not enough new challenges or responsibilities at work I NN 24%
that mental health and burnout pose a risk to their Burnout [N 23%
organizations from an operational, health and Desire for new career direction - IS 21%

f . Id [ T Inadequate professional training | 16%
proiessional develop P p IVeE. High attrition after a certain job level | 15%
Difficulty adjusting with job responsibilities after promotion |l 13%
Too much travel with advancement 5%
Desire for secondary education [l 4%

None of these

Il 10%
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New frontiersin
work life wellbeing

[ 270

offer leadership/
manager training

0607

offer virtual
learning sessions

647

offer a flexible work
policy to support career
development

To advance a people and performance strategy, more
employers should be considering work life wellbeing
as core to their broader wellbeing strategy. Many are
making a start — but there is still more to be done.

There is also an opportunity to improve manager
support of career development by providing training
specific to managing burnout, but currently only 18%
of employers are offering this.

Attracting and retaining talent (42%), evolving to
meet changing market needs (43%) and the economic
downturn caused by the coronavirus pandemic (37%)
are top factors negatively impacting businesses across
regions. The emotional wellbeing of employees is
directly connected to each of these factors.

Aon’s 2020 Rising Resilient report showed that
40% of non-resilient workers feel unable to confide
in their manager about their problems and 27% of
non-resilient workers are thinking about leaving
their employers.

Employers who build resilient workforces have
healthier employees (+20%), lower employee turnover
(+42%), better brand value (+53%) and higher
productivity (+42%). Employees that feel supported
by their organization are 81% less likely to seek out a
new employer in the next year™. Resilient employees
that have the skills to handle organizational changes
due to the pandemic are more than twice as likely to
say they always adapt well to change.™

Invest in wellbeing, reduce risk

While employers are offering valuable programs

and resources to address emotional wellbeing issues,
there are opportunities to increase participation and
engagement through new technology, behavior

and organizational change management,

and transparency in communication. By doing so,
organizations could reduce the costs, risks and talent
issues that are tightly connected with the emotional
wellbeing of their workforce.

But to do so, employers must focus on developing
leadership support and making a cultural shift that
embraces psychological safety and values emotional
wellbeing just like they would physical safety.



https://www.aon.com/risingresilient
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Where do we go from here?

Regionalspotlights

North America

Stress (86%) and work life balance (84%)

issues are most prevalent in North America.

Though organizations are offering
communications to encourage emotional
wellbeing, such as Employee Assistance
Programs and leader/manager training, there
is still a significant need to ease stress and
improve work life balance.

There is a clear need to make a more
effective business case for addressing
emotional wellbeing issues, as 41% of North
American survey respondents indicated that
other priorities must be addressed before
emotional wellbeing issues are tackled.

[atin America

The top driver for developing a business case
for wellbeing in Latin America is to align with
desired company culture (78%).

Similarly, improving employees’ satisfaction/
engagement ranks as the top business issue
wellbeing initiatives would impact.

As with other regions, other issues are

being prioritized over emotional wellbeing.
Latin America has major barriers to addressing
wellbeing, including lack of leadership buy-in
(26%), COVID-19 required social distancing
(35%) and compliance culture (16%).

These barriers ranked higher than any

other region.

About the survey

References | Contact

Respondents think that stress and] ¥
work life balance are the key issues

employees are facing from an emotio
wellbeing standpoint.

While many organizations have launched
programs and services to support emotional
wellbeing, in EMEA there is a clear need for a
strategy and business case when addressing
and investing in emotional wellbeing.
Combined with an evidence-based business
case, organizations could address the key
barriers: lack of data to justify action (26%),
the need to prioritize other areas (42%) and
inability to measure results (25%).

EMEA e T

'

w
ional wellbeing
; st prevalent in APAC.

The lack of data available to create a
business case for addressing these issues
(39%), along with the inability to measure
results of emotional wellbeing programs

(40%), are the top barriers. These barriers

are also much more prevalent in APAC

than in other regions of the world.
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Addressing stigma and
providing resources

me future Of WOI’K encompasses With emotional wellbeing finally in the spotlight, Figure 10: Company provides emotional wellbeing initiatives
mu]_t]_—d]_menS]_O]_’]_a]_ We1]_b E]_ng’ companies are_ Identlfymg Ways tC.) bUI|d aculture KEY Currently offer [l Plan to offer [l No plans to offer
that supports it and tackles historic stigmas. To help S . - -

1 1 1 C . . ; . eadership/manager trainin 7
with an emphasis on emotional individuals get a pulse on their wellbeing, emotional Sl g s (e e e
wellbeing interwoven throughout fitness assessments can pave the way, supported by Stress anxiety, depression support o

. . onsite resources such as counseling and Employee Communications to encourage emotional wellbeing s8%
Organlzatlons. Assistance Prog rams Employee Assistance Program (EAP) 55% 9% 36%
’ Quiet space in the office 52% 15% 34%
. . Access to a breastfeeding/maternity room 48% 1% 2%
Among other offerings, we expect to see a growth in Mentoring/buddy syster L — —
dedicated quiet spaces, allowing individuals to step Virtual counseling, video, text as o% 437,
i i i ni Emotional fitness and wellbeing assessment 32% 15% 52%
away in peace, and Mental Health First Aid training,
. Caregiving support and programs 2%
empowering employees and people leaders to o . .
| ; motional resiliency training 32% 14% 54%
respond to the signs of mental illness and substance Employee Assistance Program (EAP) onsite presentations 30%
abuse (Figure 1 O).(16) Mental Health First Aid training 28% 16% 56%
Onstte counseling. |NES
Programs related to sleep 21% 1% 68%

After stress, a lack of work life balance and burnout
continue to be the most important emotional

wellbeing issues. Companies still face demonstrable Figure 11: Barriers to addressing emotional wellbeing issues
barriers to addressing these concerns, with common

roadblocks including competing priorities and the Other priorites that must be addressed | SN 40%
inability to measure results (Figure 11). Unable to measure results | N RNEEEEEEN 30%

Not enough data to justify a need to act ||| | | }qJJ I 29%
covID-19 required social distancing ||| | | I 262
Lack of expertise to understand the issue ||| | | I 26%
Lack of leader buy-in | I 20%

Compliance culture [l 12%
other [} 5%

None of these - 18%
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Rethinking
work life balance expertise

Our assessments and analysis get

Globally, employers agree on the top wellbeing issue: work to the heart of what employees
life balance (65%). According to the National Business Group . want from their career. To help

on Health’s (NBGH) 2020 Fidelity Survey, 78% of employers manage change and save costs, our
include work life balance as a dimension in their company’s organizational development strategies
definition of wellbeing.!"” And they agree that the most ensure the right people are in the
important business issues initiatives could impact include right role and are fulfilled by the

employees’ satisfaction/engagement (66%), work life everyday experience of work.
balance (50%), and productivity (47%).
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of employees prefer
to continue working
remotely as much
as possible

Contact

Working from
homereimagined

Historically viewed as a luxury, working from home has
transformed from an interim solution into an enduring,
fundamental shift. With commutes erased, some individuals
have found more opportunities for family time and self-care,
such as exercising and cooking more often. More than half of
employees prefer to continue working remotely as much as
possible, but managers must cultivate strong remote working
cultures."™® This may include not only training on the most
efficient methods to work remotely, but also a heightened
oversight of quality and performance.(”

When the time comes, some companies may consider
evaluating whether employees are functionally and mentally
ready to return to the physical work environment.©?
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Fostering resilience

and diversity

LEADERSHIP

T—Shaped

CRITICAL

DEEP :x- THINKING
EXPERTISE

HELP
EMPLOYEES
FEEL VALUED

Low-wage and low-skill employees, often required to work

in physical locations, have felt the largest burden throughout

the coronavirus pandemic. They tend to be hourly workers and in
occupations struggling with high turnover and difficult working
conditions.V

Employers should consider offering flexible work policies (such as
compressed work weeks, employees’ choices of days off, flextime),
caregiving support, and broader wellbeing initiatives, such as
training and development and mentorship programs (Figure 12).

To remain adaptable to sudden shifts, workplaces will need

to be agile and cross-train employees. There will be concentrated
efforts on recruiting and refining people with T-shaped skills —
those with deep expertise and the ability to work in cross-
disciplinary teams.?2 While 80% of employers see wellbeing

as beneficial to their organizations in the long run, KEY

9 i ilient.@®
only 30% of employees are considered resilient. Work from home

Flexible work time

Development plans

Special training and development

Mentorship programs

Business travel opportunities

Subsidizing subscriptions to business related organizations
Financial support for higher education

Leave for professional development (eg, sabbatical)
Career wellbeing assessment

Affinity networks

Financial support for new ideas

Summer hours

Employers must create an environment where their people can
adapt to adverse situations, manage stress, and retain motivation.
Further to this, they will need to re-evaluate their time-off
policies and identify other ways to help employees feel valued.
Data should drive these decisions.("

Diversity, equity and inclusion will gain more traction as
organizations take swift action to create and maximize
opportunities for all. Workplaces that are inclusive can foster
enhanced wellbeing, and employees with high levels of wellbeing
are more inclusive. Effective wellbeing initiatives will accommodate
the unique needs of different employees and recognize mental
health and wellbeing as diversity issues. Leaders must refine

and redefine fair practices and processes, rooting out bias and
measuring real and meaningful change.®>

Currently offer  [IllPlan to offer [l No plans to offer

85% ATl Figure 12: Company
83% (4% 13% | provides career
= = = wellbeing initiatives
74% 9% 17%
55% 12% 33%
49% 29% 22%
7% 4% 49%
43% 5% 51%
2% 7% 51%
33% 8% 59%
29% 5% 66%
24% 6% 70%

19% 5% 76%
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Social connections will
continue to grow

Researchers have long known how critical social Most participants have employees connecting
connections are. Developing meaningful work through video or online conferencing, but the
connections, a sense of belonging, and social future of work will consider the built environment, y
inclusivity are catalysts for employee engagement. employees, their families, and the community. AO | | S
Yet, the social distancing required due to COVID-19 Shared spaces will be created to encourage ]
is a profound barrier to wellbeing (Figure 13). collaboration, and with a growing remote workforce, exp ertls e
charity runs/walks, social or sporting clubs, volunteer
days, and employee family outings will become We help you to create opportunities that
increasingly important (Figure 14). provide a supportive, inclusive culture that
builds deeper connections between your
employees, communities and their families.
Figure 13: Barriers to addressing social wellbeing issues Figure 14: Company provides social wellbeing initiatives Our expertise and solutions support your
) o ) KEY Currently offer [l Plan to offer [l No plans to offer approaCheS t‘O helpmg your employees
COVID-19 required social distancing [N 38% et throne i ! renc - feel valued, listened to and empowered
i onnectin rou Vvideo or online confterencin i & g 2
Virtualjremote workforce - IS 27% g Hrens o J — ~— to bring their whole and best self to work.
Time/shift work | 21% Employee recognition awards
Lack of overall employee engagement in the organization oo Flexible workspace = = —
ploy 929 ) ) 9 I 20% Social connection to virtual employees (social media) 63% 4% 33%
Hierarchical struct.ure I 187 Shared collaboration spaces il s 28
Cultural barriers Il 13% Corporate matching for charitable donations 52% 6% 42%
Lack of team-focused work [ 12% Charity runs/walks 2% 24% 35%
Uncollaborative work environment [l 10% Social or sporting clubs 40% 16% 44%
Lack of community connections  |lill 8% Volunteer days 40% % sl
Competitive culture |l 8% Employee only outings 3% = =
Perception of making friends in the workplace |1l 7% socal Wellt?e\ng assessment — — —
" o Contemplation/prayer rooms =%
Favont?sm H6% Employee family outings 2% 20% 59%
Language barriers [l 6% Cender-neutral bathrooms e B 80%
None of these - NS 26% Pets allowed in the office ~ &%
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Addressing ergonomics
1IN the workplace

Throughout the pandemic, digital and
virtual capabilities have surged, and people
have become comfortable with these shifts.
Digital wellbeing solutions will become
more widespread, especially with an
increasingly remote workforce (Figure 15).

Ergonomic evaluations (Figure 16) will
gain traction, as companies continue to

recognize the link between health and safety.

In addition to that, individuals working from
home will need to assess their workspace
and creatively determine how they can

be most effective and healthy within

their circumstances.

Figure 15: Company provides
support services

Support services

KEY Currently offer Il Plan to offer [l No plans to offer

There will be more of an emphasis on
activities that promote movement,
stretching, and strengthening through
fitness/wellbeing centers, group fitness
classes, company-sponsored community
‘active’ activities, and team challenges.
Many organizations plan to offer nutritional
education and weight management
(Figure 17), aiming to confront the epidemic
proportions of obesity globally. Just since
1975, obesity has tripled worldwide with
39% of adults being overweight and

13% being obese.?®

Figure 16: Company provides
ergonomics

Ergonomics

KEY Currently offer Il Plan to offer [l No plans to offer

Where do we go from here?

About the survey | References | Contact

While some people have benefited from
additional flexibility brought about as a
result of the pandemic, such as the ability
to work from home, others have struggled
with competing priorities, like helping
children attend school remotely and making
family meals. Another issue compounding
sedentary lifestyles is the quarantine

certain individuals endured throughout the
pandemic — and there may be some degree
of this in the future.

Figure 17: Company provides nutrition
or weight management programs

Nutrition/Weight management

KEY Currently offer Il Plan to offer [l No plans to offer

Aon's
expertise

The benefits of physical wellbeing, both
in reducing health risk and positively
impacting employee emotional and

social wellbeing, are well documented.
At Aon, we also believe a strong
interconnection exists between
wellbeing and work-related safety.

We can support developing a strategy
that empowers your employees and
flows into your organizational culture.
From individual assessments to global
team challenges, our data-driven
approach allows us to gather, analyze
and interpret a diverse range of physical

Healthcare navigation 48% Ergonomic equipment 67% 8% 25% Onsite Cafetefiiﬂf;igg/?gg 26% vve!lbeing ihfqrmation; and tgm it into
267, actionable insights and solutions for
Sit and stand devi % iti i e . _ .
Digital wellbeing solutions . anastand deviees o Nutrition education classes g - your teams. Using well-connected data,

Physical environment s Weight management our evidence-based strategies help

Technology connection to individual assessment f 21% [P 68% 8 f
; tools (k\_/vatchgs, tra_ckers,é)honﬁ, etc.) 25% Activities that promote Weight loss & 6 5 reduce risk to your business and keep
or tracking, educating and mofivating movement, stretching s Cooking classes o [ your employees thriving at work.
car wash, groceries, event tickets, etc.) Ergonomic evaluations 9% meal services 5%
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Psychological
safety will be a
Key consideration
moving forward

Organizations identified stress (67%) as the condition
with the greatest impact on business performance.
High-performing organizations prioritize psychological
safety, encouraging employees to share ideas and offer
constructive feedback to peers. Creating a culture where
employees feel secure admitting mistakes and learning from
failure, and ensuring employees feel comfortable talking
about their life outside of the workplace, will continue to
gain momentum. This will be particularly important as
employees may have an adjustment period as they return
to working in the new better.

of organizations
identified stress as
the condition with the
greatest impact on
business performance

About the survey = References Contact

Aon's
expertise

Emotional wellbeing is tightly: connected
to all other dimensions of wellbeing. By

connecting data to create a cohesive
story and leveraging our expertise in risk,
retirement, health-and human:capital, we
can support your entire wellbeing strategy.
Our emotional wellbeing consulting
and solutions will-help yourpeople feel
supported, safe, and:secure.
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Managing financial
matters

Figure 18: Major challenge companies face due to employees’ financial situation

KEY Major challenge Il Minor challenge [l Not a challenge
[ i [ [ i ifi mployee turnover (eg, financial benefits o . .
Employees’ personal financial situations can significantl Employ (eg, f | benefits/ S5 o o '
wages are a reason for leaving) ° ° b I l S

impact productivity, turnover, and loyalty (Figure 18).

.. . . . Employee productivit; 21% 49% 30%
Although many participants offer financial wellbeing porer ’

Employee loyalty (ie, does the employee

expertise

assistance, such as saving for retirement and employee feel taken care of?) 20% o —

. . . . . Compensation budgets (eg, excessive overtime o o
discounts, financial wellbeing is not a focus area. P ok ) i d 18% 39%

’ g retention-related wage increases) Today, employees expect more from
Employees’ ability to retire at a reasonable time 14% 49% thei ;
. : eir employers when it comes to
This survey found that 76% of companies have no plans HR/other benefit concerns « T ” : MPIOYErs When It comes t
B2 S8 financial wellbeing support. Businesses

to help employees with day-to-day money management  Employee absenteeism (eg, due to car repairs, o
and 83% have no plans to offer emergency savings. unreliable affordable child care, etc.) 552
Financial wellbeing has the greatest regional disparity

must consider the impact employee
financial wellbeing has on health, and
ultimately the ability to retire. From

47%

Government pensions = 10% 24% 66%

when it comes to employees feeling stretched due to Private pensions 25% 67% I I “l wellbei
. . . . our employee tTinancial wellpbelin
excessive overtime, or businesses suddenly needing to Social safety net payments 31% 64% P zet < It'g
. . . . assessments to nsion consultin
increase wages due to retention issues (Figure 19). c S.” c ‘ pe‘h_ tc e’ g,d
There is a huge opportunity for employers to do more to Figure 19: Major challenge companies face due to employees’ financial situation we VE; Spiq rfhm 'r‘t:—‘ eI 'ri an
. . . uic et {0 the root cause or an
help their people with money management and savings. Global NorthAmerica LatinAmerica  EMEA APAC 9 Y9 : %
potential and current issues before they
L oBase | w2 f 23 | m | 532 ]| 355 occur. Through our solutions, you can
Employees’ ability to retire at a reasonable time 14% 1% 17% 14% 10% take Steps to Ssu pport your peop|e in
Employee absenteeism (eg, due to car repairs, o o o o o o g g e
urvelizble affordable child care, etc.) 10% 8% 17% 10% 9% making better financial decisions.
Employee productivity 21% 10% 31% 20% 23%
Employee turnover (eg, financial benefits/wages o o o o o
are a reason for leaving) 23% 15% 27% 20% 24%
Compensation budgets (eg, stretched due to
excessive overtime or need to suddenly increase 18% 16% 33% 16% 18%
wages due to retention issues)
Employee loyalty (ie, does the employee feel 20% 10% 28% 16% 249
taken care of?) ° ° ° ° °
HR/other benefit concerns 13% 7% 26% 1% 14%
Private pensions 8% 3% 16% 7% 10%
Government pensions 10% 6% 19% 14% 7%
Social safety net payments 6% 4% 8% 5% 5%

% major challenge
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Where do we go from here?

Looking to
the future

To ensure wellbeing is the ethos of any organization

in the future, employers must develop a better
understanding of the gaps in their specific offerings.
When doing so, they must consider how they can
support their employees through times of isolation
and uncertainty, as well as the day-to-day. Those who
embrace wellbeing will find themselves equipped with
a resilient workforce, prepared to withstand any future
disruptions and more likely to see improved bottom
line results.”
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Regionalspotlights

North America

Many organizations have already built
comprehensive wellbeing programs,
perhaps revealing that North America has
some maturity regarding flexible working
and organizational resilience.

Understanding the importance of offering
emotional wellbeing initiatives, North America
has led the globe in doing so; North America
will see growth in Employee Assistance
Program onsite presentations, with 64%
currently offering or planning to offer these.
This region (58%) has most rapidly adopted
digital wellbeing solutions, including those
that address emotional wellbeing such as
cognitive behavioral therapy, resilience,

and mindfulness training.

Regarding work life wellbeing, North
America expects growth in business travel
opportunities. Diversity and inclusion

is also an emerging priority; 69% of
participants identified it as an aspect of
career development included in a wellbeing
framework. Family work life balance is a
challenge to career development, due

in part to both single parenting and many
families having dual parents working
outside the home.

About the survey = References | Contact

R 4t g
North American participants have the mos
social wellbeing initiatives today when

compared with other regions and plan to have "
more events outside the workspace to further

nurture relationships. Required COVID-19
social distancing and a virtual workforce

are major barriers to social wellbeing in this
region. Still, 26% of respondents plan to offer
shared spaces at work.

61% of organizations offer activities that
promote movement, stretching, and
strengthening. However, only 23% of adult
Americans®® and 16% of adult Canadians®”
meet the physical activity guidelines for both
aerobic and muscle-strengthening activity,
underscoring the need for these programs.
Of all regions, North America has the most
ambitious plans to bring physical wellbeing
programs onsite with a keen focus on group
fitness classes, fitness/wellbeing centers and
healthy cafés.

|l| 1';*

itized dimension of
ing fc egion, North America

as built the largest foundation for financial
wellbeing. 45% of North American
participants offer a financial wellbeing
assessment today. North America is also

much more likely than other regions to offer
group discounts on products and services,
money management support, financial advice,
financial protection from adverse events, and
savings for higher education and retirement.

§
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Regionalspotlights

[Latin America

This region will experience the greatest
transformation in the future of work.

There are impressive expectations to

offer employees emotional support,
especially through assessments, access to a
breastfeeding/maternity room, Mental Health
First Aid training, onsite counseling, and a
quiet space in the office.

From a work life view, Latin America prioritizes
(69%) diversity and inclusion at the same
level as in North America. Latin America has

a growth mindset in work life wellbeing as
well, with the greatest number of companies
selecting business travel opportunities (39%),
mentorship programs (21%), and work life
wellbeing assessments (13%) for future
offerings. Still, this region will need to find
creative ways to balance family and work

life since this was identified as the greatest
challenge for company career development.

Nearly one-third of Latin American
respondents identified time/shift work as

a barrier to social wellbeing, which may
compound concerns of isolation and
loneliness. Nevertheless, Latin America
expects the most advancement in social
wellbeing with an emphasis on charity runs/
walks (34%), employee family outings (25%),
shared (22%) and flexible (17%) workspaces,
and volunteer days (21%).

49% of Latin American participants are
digital wellbeing solutions, but there will be
growth in ergonomic initiatives including
evaluations, using sit and stand desks, anc
assessing the physical environment. Mo
than one in four (26%) Latin American
participants plan to offer activities that
promote movement, stretching, and
strengthening. Expansion in onsite services
will also include immunizations, healthcare
clinics, and health coaching. Latin America
will give more attention to nutrition, weight
management and fitness programs as well.

Latin America faces by far the greatest
degree of challenges associated with
addressing employees’ financial situations,
including compensation budgets, employee
productivity, loyalty and turnover.

Perhaps because of this, this region will
have the biggest growth in financial
wellbeing, predominantly offering financial
advice, day-to-day money management

and assessments.
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Regionalspotlights

EMEA

Apart from Mental Health First Aid training,
this region currently lags in initiatives and
plans for emotional wellbeing support.

There will be small leaps with plans for
emotional wellbeing assessments (13%),
emotional resiliency training (12%), onsite
Employee Assistance Program presentations,
and mentoring (13%).

Regarding the strength of existing and
future work life wellbeing initiatives, EMEA
is leading in offering mentorship programs
(57%), and career wellbeing assessments
(42%). Although dampened by the
coronavirus pandemic, 59% of respondents
offer business travel opportunities with

23% planning to offer more. More than

half of participants identified diversity and
inclusion as an aspect of career development
(54%). Family work life balance and a lack of
managerial skills will be concerns for future
career development.

About the survey = References | Contact

J L. il
EMEA is ahead of the global average in
providing flexible workspace arrangemen

and shared collaboration spaces, but wit e

coronavirus pandemic in the backgrount
employers will need to focus on other avenues
to support social wellbeing.

EMEA is the global leader in offering
ergonomic support to employees — 78% offer
ergonomic equipment and 67% offer physical
environment assessment. However, there is
more that can be done to support activities
promoting movement and stretching. Onsite
services play a huge role in this region,
particularly immunizations, healthcare clinics,
fitness/wellbeing centers and healthy cafeteria
food offerings. Only 41% of respondents offer
digital wellbeing solutions to their employees.

'

- _1'
- retirement and 62%
1p discounts on products and

ervices, which is higher than the global

average. But, more needs to be done to
support the financial wellbeing of employees
in providing financial advice, day-to-

day money management and credit and
debt management. Few organizations are
considering expanding financial offerings,
but those that do will use financial wellbeing
assessments (7%) and day-to-day money
management tools (6%).
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Regionalspotlights

APAC

Future emotional wellbeing offerings will
focus on assessments, Employee Assistance
Program onsite presentations, and Mental
Health First Aid training.

For work life wellbeing, APAC shows

unique interest in crafting development
plans, flexible work time, work from home
capabilities and leave for professional
development. Lack of managerial skills (39%)
is identified as the top driver of challenges
related to career development.

Diversity and inclusion are being addressed

in this region as well, but not to the same
extent as in other regions. To garner social
connections, APAC plans to offer more
employee family outings (26%) and charity
runs/walks (26%). One quarter of APAC
participants identified lack of overall employee
engagement in the organization as a barrier
to addressing social wellbeing.

About the survey = References | Contact

L
B i i
Only 36% of APAC companies have
digital wellbeing solutions, but this
region has the greatest plans for offering
these (12%). Ergonomics will grow in
importance, and employers may assess
the physical environment and equipment,
while accelerating activities that promote
movement. Financial wellbeing holds the
lowest priority in APAC compared to other
regions, with tactics for the coming
years homed in on financial wellbeing
assessments (9%), money management

(8%), and financial advice (8%).







The 2021 Global Wellbeing Survey was developed,
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designed and conducted by Aon in partnership with
IPSOS, a leading global market research company.

The purpose of the survey was to:

Establish global and regional market
trends, priorities and opportunities
in wellbeing in relation to business
performance and outcomes

Explore how organizations are
strategizing and impacting wellbeing
beyond benefit offerings

Uncover where companies are
overlooking aspects of wellbeing

Discover what organizations need to
do to make wellbeing an integral part
of their business performance

An important but unforeseen challenge for
the research phase of this study was the
outbreak of the coronavirus pandemic in
2020. The survey was set to field in March
2020 which, as we know now, coincided with
major lockdowns around the world. A phased
global electronic mailing of the questionnaire
by region began on March 12. However, after
the first questionnaires were sent to APAC
and EMEA, it was quickly decided to hold the
entire process until a later date.

The research phase was restarted six months
later in September 2020. The questionnaire
was modified slightly to account for
fundamental changes caused by the
pandemic; completed surveys from both
waves are included in this report.

The survey sample was drawn from Aon’s
global contact database, Aon Connect,
which includes organizations who are

and who are not current Aon clients. Aon
Connect covers 190 countries and over
500,000 contacts. A random selection

process was undertaken by IPSOS to
produce the survey sample focused on
the largest countries and those who use
common languages. In total, 41 countries
were sampled, and the survey was carried
out in 25 languages.

| References | Contact
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Survey methods

. 3 North Latin
y R : Global  America  America EMEA APAC
g o i, The online questionnaire was completed

Wit o by the individual considered to be the 1250 23% 14% 13% 29% 14%

$Eh 5t best person at each organization to 251500 14% 8% 79 13% 17%
! o i, S 1A answer questions related to organizational 501-1,000 p— - T — -
A _' > g ¥ and individual wellbeing. In 70% of the 1.001-2,500 — 2% — 10% 16%
: respondents, the questionnaire was 25015000 0% 0% 0% 0% 0%

. 4 completed by human resource personnel. 00110000 o, 12 o o, o,

4 The total number of questionnaires o - - - - -
’ ) completed was 1,648. The questionnaire was 1000125000 % 18% 1% 8% 10%

i Ly drafted by Aon in North American English B el 3% % 13% 5% 3%
QueStlonnalreS and translated into 24 additional languages. 30,001-100,000 4% 5% 5% 4% 2%

F More than 100,000 3% 4% 6% 4% 3%

CompletEd All sizes of organizations were included in
the sample and the size of the responding
organizations are illustrated in the table.
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The responding organizations fell into the industry segments
shown below (Figure 20). Respondents selected whether they
were answering questions at a global level (ie, answering for

all locations they currently operate in) or at a country level.

Responses broke down as follows: 19% are not multinational
organizations, 44% responded for one country only and 37%
responded for all countries they operate in.

Figure 20

Manufacturing

Financial, insurance and real estate services
Technology

Wholesale and retail

Healthcare and social services

Professional, scientific and technical services
Energy

Transportation and warehousing
Government services

Hospitality and food services

Construction

Administrative and support services
Education

Media, publishing, telecommunications and
data processing

Utilities
Mining and extraction
Arts, sports and recreation

Farming, forestry, and fishing

18%
14%
11%
8%
8%
7%
4%
4%
3%
3%
2%
2%
2%
2%
1%
1%
1%
1%

North
Global  America

e e [ ies | a5 | ;2 | wos | s26

16%
17%
15%
6%
9%
7%
2%
2%
4%
2%
1%
1%
2%
2%
1%
2%
0%
0%

Latin
America

21%
6%
15%
5%
5%
4%
4%
5%
2%
1%
6%
1%

4%

3%

1%

Where do we go from here?
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The countries included in the survey responses are presented
below (Figure 21). Responses were weighted to produce a
statistically significant representation of organizations within
Aon Connect — globally, regionally and by country.

EMEA

19%
14%
12%
7%
5%
8%
4%
4%
2%
2%
3%
3%
2%
3%
1%
1%
1%
1%

APAC

21%
13%
13%
8%
8%
7%
4%
4%
2%
3%
2%
1%
2%
2%
1%
2%
1%
1%

North America LATAM
Canada Argentina
United States Brazil
Chile
Colombia
Ecuador
Mexico
Peru

Puerto Rico

EMEA
Belgium
Czech Republic
Finland
France
Germany
Hungary
[reland
Italy
Netherlands
Norway
Poland
Portugal
South Africa
Spain
Sweden
Switzerland
Turkey
United Kingdom

Figure 21

APAC
Australia
China
Hong Kong
India
Indonesia
Japan
Malaysia
New Zealand
Philippines
Singapore
South Korea
Thailand

Vietnam
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