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E x ec u ti v e s u m m ar y

T

he global COVID-19 pandemic and
the subsequent disruptions that
ensued revealed the criticality of
supply chains in delivering products and
services — everything from raw material
sourcing to end consumer experience.
These recent disruptive events
exposed many vulnerabilities, testing
the operational, commercial, and
organizational resilience of organizations
globally. Most of these challenges aren’t
going away anytime soon.

According to IDC’s Future Enterprise
Resiliency Survey conducted in March
2022, 60% of industrial organizations
have ongoing apprehension about
supply chain, inflation, and labor
shortages. They believe this will continue
through much of 2022.
To better understand the latest trends
and challenges that global procurement
and supply chain professionals face
today, IDC interviewed some of the
world’s leading names in their industries.

Through the viewpoints of apsolut,
Al Dahra Group, Capgemini, IBM,
SA Power Networks, and Zuellig Pharma,
this ebook highlights the challenges
they experienced and the actions taken
in the last two years. Their first-hand
experiences reflect the fast-changing
supply chain landscape and reveal the
innovative solutions and mitigating
strategies procurement leaders must
implement to survive and thrive in a
disruptive world.
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The paths forward in this era of
accelerated digital transformation call
for supply chain ecosystem participants
to build resilient supply chains that can
withstand challenges associated with:
 Supply and supply chain risk
 Supply chain transparency
 Sustainability and ESG
 The Great Resignation
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Surviving the age of disruption

W

hether you are an importer, exporter,
manufacturer, distributor, retailer,
wholesaler, or simply a consumer,
the impact of supply chain disruptions due
to the COVID-19 pandemic, the Suez Canal
blockage, semiconductor shortages, the
Ukraine-Russia war, and other unprecedented
events has never been greater.
Couple this with the complexity built into
supply chains due to the reliance on China
as a global manufacturing hub, and the path
to normalcy in the supply chain remains long
and uncertain. Prior to this, the emphasis
has been on staying lean to keep costs down
for consumers. However, to manage the risk,
organizations have increased the number of
suppliers and amount of inventory on hand
to ensure product availability, moving from a
just-in-time to a just-in-case strategy.
While organizations recognize the importance
of partner engagement and collaboration,
regulatory compliance issues and resistance
to sharing data across the ecosystem remain
a stumbling block to building competitive,
agile supply chains.
However, according to IDC’s Future of Industry
Ecosystems Survey 2021, organizations
see shared data and insights as having
the greatest positive impact on the
transformation and automation of business
processes. This requires organizations

to design supply chain ecosystems that
integrate to achieve visibility, agility and
flexibility, access to capital (including human
resources), greater sustainability impact, and
improved risk mitigation.
Leading organizations have been doing
more than surviving, however. Accelerated
by the pandemic, they have risen to the
challenges of supply chain risk, transparency,
sustainability, and talent constraints. Their
responses include embracing digitalization
in their procurement and supply chain

processes, enabling team mobility,
accelerating planning cycles, and increasing
their risk monitoring capability.
The goal is operational excellence in the
short term, while enabling rapid and
sustainable innovation that truly meets
customer needs. This necessarily means
delivering safe and high-quality products
and services, providing supply assurances,
maintaining flexible operations, integrating
sustainable outcomes, and adhering to
regulatory compliance requirements.

With mounting pressures on all sides,
building resiliency is key to surviving this age
of disruptive change. This includes adapting
operational practices to cater for a changing
workforce landscape.
Businesses need to rapidly adjust to
disruptions by leveraging digital capabilities,
enabling them to restore business operations
promptly and turn changed conditions into a
competitive advantage.

Supply chains brace against uncertainty and a tidal wave of changes

Among the compounding factors were macroeconomic shifts represented by lower manufacturing output and export demand,
contracting market conditions, higher prices and carbon emissions, and the global talent shortage.
PMI impact

Exports

Freight

CO2 emission

Staffing

-20%

-25%

-23%

+6%

43%

Global average Purchasing
Manufacturers’ Index impact,
Mar-Apr 20201

Global exports
Q1-Q2, 20202

Air transport, freight
(ton-km, 2019 versus 2020)3

Global energy-related
carbon dioxide emissions4

of global manufacturers
are understaffed for highly
skilled positions, particularly
in IT and manufacturing5

Sources:
1
Global Economy, Purchasing Managers’ Index, Manufacturing
2
Global Economy, Exports by country
3
World Bank, 2022
4
International Energy Agency, 2022
5
IDC’s Worldwide Manufacturing Talent Management Survey, 2022
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Strategies to increase workforce resiliency

T

he impact of pandemic-induced
disruptions on supply chains has
been significant over the last 15 to
18 months. Multiple industries have
struggled with staffing, productivity, and
output, while lockdowns and absenteeism
continue to stress supply chain participants.
In China, for example, increases in COVID-19
cases in the key port cities of Shanghai,
Shenzhen, Tianjin, and Ningbo, have resulted
in increased testing or restrictions, either
slowing down employee access or resulting in
lockdowns which prevent access altogether.
As a result, a critical impact of the pandemic
has been a diminished workforce and
reduced organizational productivity.
Another issue that employers are dealing
with is the Great Resignation, which describes
record numbers of people leaving their jobs
during the COVID-19 pandemic.
IDC’s Talent Management Survey 2022 found
that 43% of manufacturing organizations
have encountered supply disruptions due to
labor shortages. While the Great Resignation
is gaining significant attention, the battle
to recruit and retain talent is ongoing,
with deficiencies in engineering, IT, and
operational roles still being experienced by
manufacturers globally. Moreover, while the
shortages continue, the reasons employees
are leaving are changing, with additional

F I G U R E 1 Impact of labor shortage on global manufacturing supply chains
Supply interruptions
Inability to handle manufacturing change orders
Inability to ship/meet customer service obligations
Factory short shifts
Reduced product quality
Warehouse capacity constraints
Source: IDC Worldwide Talent Management Survey, 2022

IDC FutureScape Prediction

By the end of 2022, chronic worker
shortages will prompt

75

%

of supply chain organizations to
prioritize automation investments
resulting in productivity
improvements of 10%.
Source:
IDC FutureScape: Worldwide Supply Chain 2022 Predictions

pressures such as pandemic stress,
burnout, and work-life balance concerns.
As a result, organizations face increased
pressure to examine recruitment
and retention practices to minimize
disruption, such as those experienced
by operations (see Figure 1).

Strategies for talent risk mitigation

To address immediate talent needs
while exploring opportunities to increase
future resilience, organizations see that
technology enables process stability to
support workforce supply fluctuations in
operations and recruitment activities. This
technology foundation also builds future
capabilities by scaling workforce recruitment
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and management, increasing employee
engagement, and adapting to labor shortfalls.
IDC’s research shows that organizations are
focusing on six strategies to address these
workforce issues:
 Strategic HR planning: Organizations are
evaluating company goals and objectives to
determine long-term resource requirements.
They are emphasizing strategic workforce
planning to balance job requirements with
the necessary organizational capabilities.
This includes evaluating the need to
remotely operate functions with centralized
capabilities that leverage talent across
multiple geographies and worksites.
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Strategies to increase workforce resiliency (continued)

 Automation and technology:

Top strategies
to drive workforce stability
and resilience1
1
Strategic HR planning

2
Automation and technology

3
Hybrid work models

4
Employee training and engagement

5
Improved recruitment practices

6
Outsourcing and contingent workforce

Source: IDC’s Talent Management Survey, 2022

Automation is a mitigator for the Great
Resignation, with robotics and collaborative
robots (or cobots) supplementing labor
capacity to assist warehouse operators
in fulfilling orders and moving products
through the supply chain. Automation of
manual tasks reduces the impact of labor
losses in fulfilment functions while relieving
personnel of repetitive and potentially
harmful tasks — a factor which may impact
recruitment and retention. Automation
of repetitive and manually intensive tasks
(either by software or hardware) has the
added benefit of reducing errors while
increasing accuracy and quality.

 Hybrid work models: Like other

industries, manufacturing has been driven
by the pandemic to embrace a mix of inoffice and remote working, a model that is
attractive to employees who value work-life
balance. IDC predicts that by 2023, 40%
of G2000 companies will develop all-new
processes based on remote-first designs,
compared with the very limited number of
such processes in 2020.1

 Employee training and engagement:

Investment in training and certification
courses for current employees is an area
of continued investment to retain
employees and increase skills. Additionally,

workplaces are focusing on employee
needs to retain their current talent
pool. Companies are using sustainability
programs and technology adoption
to increase engagement, enabling
transparency and building a culture of trust
and innovation. To this end, the emphasis
is on people working with technology,
rather than technology replacing the
meaningful components of work.
 Improving recruitment practices:

To meet expected resource requirements,
either due to attrition or growth,
organizations are proactively building and
expanding candidate pipelines regardless
of current hiring needs. Other focus
areas include enhancing the interviewing
and sourcing skills of hiring managers to
improve candidate selection; automating
recruitment practices; partnering with
universities, colleges, or technical schools;
and utilizing apprenticeship programs to
cultivate a wider talent pool.

 Outsourcing and contingent

workforce: Organizations that face a
shortage of local talent end up outsourcing
jobs internationally or parts of the process
to a third party. Those that lack in-house
skills may also hire contract workers or
turn to managed services to supplement
their workforce. Organizations need

to be able to predict requirements for
contingent and outsourced workers,
and this often requires support through
solutions that track staffing needs,
productivity, and performance, balancing
labor requirements with outcomes to meet
customer needs.
T h ro u g h t h e l e n s of

Zuellig Pharma
Driving engagement through
digitalization and sustainability
Invest in tools for employee
engagement
Investment in digital capabilities and
creating opportunities for employee
participation in programs that support
ESG outcomes have improved
employee engagement for Zuellig
Pharma and makes it more attractive
as an employer. Zuellig Pharma is
empowering its workforce to drive
real change in the organization. For
example, the company is equipping staff
with RPA tools that automate workflows
and also involves them in sustainability
programs. These efforts generate
excitement and passion in employees
for the work they do.

Source: 1 IDC FutureScape: Worldwide Manufacturing 2022 Predictions
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Strategies to increase workforce resiliency (continued)

i n sig h ts to actio n

Capgemini: Dealing with a changing contingent workforce landscape
Utilizing technology and specialized service providers to deal with challenges
Capgemini is a global leader in consulting,
digital transformation, technology, and
engineering services, with a regional footprint
that covers nearly 50 countries and more
than 340,000 employees. At Capgemini,
procurement is responsible to source
external services, including contingent
workforce and statements of work services.
Both are strategic components for
Capgemini, and the contingent workforce is
also managed internally by procurement as
an internal managed service provider.

When it comes to most IT skills,
the demand has outstripped
supply for quite some time,
so prospective sourcing
can’t afford to be reactive.
We determined that we needed
to get ahead of the game and
create innovative options for
acquiring and maintaining a
strong skills-base that could
flex with our business in terms
of expertise, duration and,
when necessary, geography.
I am pleased to say we have
succeeded in that ambition.

The changing talent landscape

At Capgemini, the contingent workforce
contributes to client engagement success,
especially with niche capabilities but also
where there is volatility in demand and
supply. Sourcing of contingent workforce
means also dealing with a huge variety
of tax, legal and statutory regulations
from different countries and addressing
unique market conditions. The Great
Resignation during the pandemic, for
example, especially in the United States, led
to a scarcity of talents seeking permanent
employment in 2021 while the demand for

such talents increased. Initially forced remote
work during the pandemic was evidently
successful and became the new normal. And
the increase in numbers of talent platforms
worldwide connected any talent to clients
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Andreas Hettwer

Vice President –
Group Procurement Category Director,
Capgemini

anywhere. Many people even moved to
places with lower cost of living and showed
no interest to return to offices. This new
reality seems not to go away and therefore
needs to be permanently addressed by new
talent strategies.
But also changing tax regulations like IR35 in
the United Kingdom led to a different way of
engaging with a contingent workforce.

Impact on sourcing of contingent
workforce

Capgemini has found fulfilment of demand
and the time to source contingent
workforce services to be critical KPIs in a
market of scarcity of talents. Additionally,
vetting of service providers is critical,
particularly in a market of remote working
in which qualification checks have become
more difficult, as all is done virtually.
Finally “moonlighting” has increased — a
phenomenon in which service providers
accept multiple offers at the same time to
increase their income.

Mitigating strategies

At Capgemini, the new normal led to an
evolution of its contingent workforce
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Strategies to increase workforce resiliency (continued)

i n sig h ts to actio n

program. Direct sourcing, enabled by a VMS
integrated contracting platform, supported
by artificial intelligence and automation, was
piloted in 2019 but was quickly extended in
2021. The pool of trusted service providers
that could be created through this approach
led to quicker time-to-source cycles and
fulfilment rates.
Innovative service partners have been
embedded in the supply chain process
to ensure proper vetting and background
checks where possible.
Key takeaway
 Today’s contingent workforce programs
need to be agile to address complex
and ever-changing market conditions.
Innovative integrated technology and
embedded specialized service provision
from the market are key to enable such
programs. KPIs like time to source and
fulfilment rate are measures for the
effectiveness and efficiency of the overall
supply chain. If all these things are
addressed in synchronization, contingent
workforce programs are fit for the future.

IDC mitigation and guidance
While skills shortages in
technology and operations are
not new, recent disruptions
have amplified the problem.
Organizations are coming
to terms with shrinking
workforces, changing
workplace dynamics, and
additional employee demands.
To address these challenges,
they need to:

 Embrace dynamic work conditions. Embracing

change and encouraging flexibility are the keys
to adaptation and resilience. New perspectives
on work and new generations of workers
ensure that the needs driving future labor
markets will continue to be diverse. Adaptability
to meet the requirements of all prospective
employees will shore up capabilities for the
future enterprise.

 Focus on employee experience. The push

to enhance the total employee experience,
in-person and virtual, will drive retention
and growth as well as workplace design. The
focus is on fostering human engagement and
innovation. Managers must also consider job
design, as the increased use of automation can
dehumanize the work experience. Automation
should allow employees to focus on highervalue tasks so that value is part of their work
duties and environment.

 Encourage upskilling and learning. Upskilling

employees with problem-solving and
collaboration capabilities will enable crossfunctional solutions and foster worker empathy.
Training increases job engagement and interest
while preparing workers for future roles and
careers.
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 Customize hybrid-first work models. Flexibility

is critical as there is no one-size-fits-all hybrid
or remote work model. Invest in developing
technologies that provide experience equality
for all workers, internal and external, and enable
agile work practices to calibrate policies for
hybrid work. Be aware that these practices will
vary by region.

 Build a culture of trust and innovation.

These changes require both organizational
change and technology investment to provide
secure, reliable, and ubiquitous access to
data and applications, ensuring transparency
and encouraging talent retention. Empathetic
leadership is required to build a culture with a
shared commitment to business outcomes and
engage all employees to contribute to business
success.

 Improve workforce planning. Evaluate

company goals and objectives to determine
long-term resource requirements. Balance job
requirements with the necessary organizational
capabilities, and evaluate the need for
employees, contingent labor, and outsourcing
as the available pool of employees shrinks.
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MESSAGE FROM THE SPONSOR

“One thing the study
clearly shows is how
organizations are using
technology to drive supply
chain strategies that
weren’t possible a short
time ago. We hope this
eBook inspires innovative
ideas to help you
address today’s pressing
challenges and take your
supply chain outcomes to
the next level.”
The world has changed considerably in the last two years. One result is that supply chain is back in the
spotlight, as people are experiencing first-hand how it impacts everyday life as well as business. By exploring
key supply chain trends and how leading organizations are navigating them, the research in this ebook sheds
new light on effective ways to overcome emerging obstacles — making it easier to chart a successful path
forward in 2022 and beyond.
Strategic Risk Management
The broadening of risk
management processes to an
“always-on mentality” enables
a more agile response and
resilient planning processes.

Supply Chain Transparency
Connecting all members of your
supply chains and assessing
risk and value at each stage are
central to your journey from
visibility to transparency.

Sustainability
In addition to environmental and
ethical benefits, a comprehensive
approach to sustainability offers
your company huge competitive
advantages — helping you
boost supply chain visibility and
performance, cut costs and risk,
enhance employee engagement,
and differentiate your brand.

The Great Resignation
As operating models evolve and
the hybrid world becomes the
norm, your organization gains a
unique opportunity to reinvent
how you work and deliver better
results for your customers.

Baber Farooq
Head of Market Strategy,
Procurement and External Workforce,
Marketing and Solutions,
SAP

About IDC
International Data Corporation (IDC) is the premier global provider of market intelligence,
advisory services, and events for the information technology, telecommunications, and
consumer technology markets. IDC helps IT professionals, business executives, and the
IDC Asia/Pacific
83 Clemenceau Avenue
#17-01 UE Square, West Wing
Singapore 239920
T 65.6226.0330

investment community make fact-based decisions on technology purchases and business
strategy. More than 1,100 IDC analysts provide global, regional, and local expertise on
technology and industry opportunities and trends in over 110 countries worldwide. For 50 years,
IDC has provided strategic insights to help our clients achieve their key business objectives.
IDC is a subsidiary of IDG, the world’s leading technology media, research, and events company.

This publication was produced by IDC Custom Solutions. The opinion, analysis, and research
results presented herein are drawn from more detailed research and analysis independently
conducted and published by IDC, unless specific vendor sponsorship is noted. IDC Custom
Solutions makes IDC content available in a wide range of formats for distribution by various
companies. A license to distribute IDC content does not imply endorsement of or opinion about
the licensee.

Copyright 2022 IDC. Reproduction is forbidden unless authorized. All rights reserved.
Permissions: External Publication of IDC Information and Data
Any IDC information that is to be used in advertising, press releases, or promotional materials requires prior written approval from the appropriate IDC Vice President
or Country Manager. A draft of the proposed document should accompany any such request. IDC reserves the right to deny approval of external usage for any reason.
Email: ap_permissions@idc.com
IDC Doc. #AP772001X

