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For the demands about to comeFor the demands about to come
Global businesses are experiencing major disruptions 
driven by digitalization, and the HR departments are 
at the front line in dealing with these fundamental 
changes. Because a company’s competitive advantage 
is defined by the quality of its people, there’s a greater 
demand for the HR-functions’ ability to ensure that 
their workforce is equipped to deliver on the business 
strategy and improve the ability to meet the demands 
and expectations of the future.

Huge potential for automation 
A McKinsey survey pinpoints that HR departments still 
use up to 60 percent of their time on transactional and 
operational tasks. Corporations that have strategically 
outsourced HR-functions report a significant decre-
ase in manual operations and have identified a large 
number of tasks that are next in line to be automated. 
To meet the demands of the C-level, HR departments 
need to be ambitious in their quest to increase produ-
ctivity. The upside from improvements in processes 
and technology is so significant that McKinsey Global 
Institute predicts that enterprises can increase their 
profit margin by up to 2,75 percent by 2025. 

A more strategic role
To succeed with the transition, the HR-manager 
needs to take on a more strategic role. He/she need 
to be ahead of the game and dictate instead of being 
dictated. The best-managed HR departments create 
global centers of excellence together with their service 
providers for important areas such as organizational 

development, strategic recruiting, and best practices 
for guiding and developing employees. To manage 
this change, the CHRO needs to free up time to en-
sure that the strategy of tomorrow can be designed. 
One of the best ways to achieve this is by outsourcing 
HR-operations and prioritize investments in new 
HR-technology. Repetitive tasks, where processes are 
done the same way multiple times, is the best place to 
start. 

74 percent are 
 investing more in  
HR technology
74 percent of global businesses plan to 
increase their investment in HR technology 
in the next two years, according to a global 
survey conducted by PWC Research in 
2019. The key objectives are to 1) identify, 
attract and retain the best talent, 2)  improve 
the professional- and personal skills of 
each staff member, and 3) create better 
user  experiences. That is also the reason 
why smart technology that improves and 
 digitalizes the hiring process, is the most 
important investment planned.



Designing a clear HR-visionDesigning a clear HR-vision

The employer brand has never been more important. 
A brand is primarily shaped by experiences and the 
CHRO needs to have a clear vision of how:

•• To build the workplace culture for the future

•• To introduce technology that renews and improves 
the way we work

•• To create engagement about digital transformation

•• To get the best out of both men and machines

In short; craft the framework for how to excel  careers 
in a business world where constant learning and 
 mastering new skills is a prerequisite. 

The role of a manager is changing
Numerous tasks conducted by managers will be 
 automated. This is a change that businesses have to 
prepare their leaders for. Managers must be ahead 
of the game as opposed to fighting windmills. It is 

 especially important to look at the role of techno-
logy. The HR department needs to have a list of what 
tasks that will be automated and create expectations 
of what it entails to be a leader of tomorrow. The 
 organizational charts ahead will have fewer mid-level 
managers. 

Strategic use of data
HR can’t be the exception from the rule when all 
other business functions are ahead of the game 
with insight from data. Data enriches processes like 
hiring,  onboarding and offboarding, learning and 
development, planning, avoiding unwanted employee 
churn, and gives insight into how well-managed staff 
finds it easier to reach their goals and deliver above 
expectations. CHRO must partner with the CIO and 
external strategic technology partners to develop a 
plan for how to gather and use data and define how to 
 utilize them ethically and in compliance with rules and 
 regulations. 

30 percent will use AI by 2022 

The “Artificial Intelligence Survey” by Gartner from 
2019 revealed that 17 percent of all HR depart-
ments have started using artificial intelligence. 
This number will increase to 30 percent by 2022, 
and few will be surprised if it is even higher by 
then. The companies that have already started 
will double their number of AI projects in the next 
two years. They have identified the potential to 

outsource time-consuming tasks, support their 
staff in a better way, and have a stronger rationale 
when making decisions. Just as important is the 
possibility to collect insight from data that could 
give a closer and more personal coaching of each 
employee. The survey shows that 47 percent of 
HR managers will increase their investments in 
AI, while 51 percent will keep the level they are at 
today.



40 percent robots in HR40 percent robots in HR

Cognizant is a key global player in business process 
outsourcing. The company can roster more than 
60,000 experts in the outsourcing field, across all 
continents, that service the biggest players across all 
business verticals.

“We combine experienced local teams with best 
 global practices and cost-effective operations in 
countries where it is most appropriate,” says Hans 
Hasselgren, Cognizant’s Head of Business Process 
Services in the Nordics.

Hasselgren believes that the HR department can 
look forward to a future with many smart tools that 
make it even easier and more rewarding to develop 
its best talents. He exemplifies the road ahead with 
how  Cognizant itself has set the course for its own 
 business.

“Within a few years, 40 percent of our colleagues 
will be bots and robots. The machines will help our 
experts free up time to deliver value-added services. 
This allows us to provide even better advice and 
 ensure more quality in customer follow-up.”

Demand advanced technology
Hasselgren believes that companies searching 
for new kinds of solutions for HR should diligently 
 scrutinize the combination of the suppliers’ strategic, 
 professional, and technological capabilities.

“The ideal partner must demonstrate the ability to 
 assist with a fundamental change of strategy, show 
how they can improve processes, and introduce 
 technology that frees up strategic time in HR and 
improves user experiences for staff.”

Therefore, it is critical to have a business partner who 
is also a strategic sparring partner for future HR and 
its role within the company. 

“It’s especially important to look at tools for automa-
tion and digitalization to give employees a better 
work experience, and allow HR specialists to focus on 
people, not processes.”

The ability to always improve
To succeed, the CHRO needs to look beyond 
 off-the-shelf “one size fits all” platforms.
“The cost of delivering services from low-cost 
 countries is increasing and won’t be a competitive 
advantage in the long run,” says Hasselgren. 

“A supplier must have the ability to make continuous 
improvements and add new solutions to ensure value 
and cost-efficiency throughout the contract. They 
must always deliver ideas for how to improve and 
bring home more business benefits.” 

The obvious example is to look at how HR-systems can 
be integrated with other back-office systems, because 
synergies are triggered when one can automate, use 
AI, and improve user experiences across processes.

In the HR department of the future, people will only 
work with the most strategic and interesting parts 
of the profession. The rest is left to robots. Tearing 
down silos is the best place to start. 

Hans Hasselgren



24/7 deliveries across 25 countries
Cognizant’s Global Center of Excellence for HR is 
situated in Norway. It works with customers in over 
25 countries and supports them from ten different 
locations providing 24/7 service, competence, and 
cost- efficiency for various HR tasks. Professional 
HR experts help to improve processes such as 
 recruitment, onboarding, professional development 
(performance management), change management, 
and  termination of the employment relationship. 
Everything that concerns salaries, pensions, insurance, 
furloughs, and associated tasks, are also handled from 
the center.

“We offer smart tools and analysis functions that 
make it easier to plan the use of resources and get 
insights into who that are actively looking for new 
employment,” says Hans Hasselgren. “Thus, proactive 
 measures can be taken to retain competence or to 
identify the most suitable successors.”

AI and gamification in HR
One of the most exciting developments within 
HR is the flora of new techniques where artificial 
 intelligence, machine learning, and gamification can 
be of great value. In leadership training or mapping of 
candidates, elements from the gaming world can be 
used to solve tasks precisely and engagingly.

“Data analysis and AI can provide more precise 
 answers for how to increase employee  satisfaction, 
while natural language processing (NLP) can  interplay 
between computers and human languages and 
extract valuable insights from large amounts of 
 language data,” says Hasselgren.

Today, employees expect a greater degree of flexibility 
and that systems adapt to the individual. 

“We can help customers with smart functions so that 
they know to a greater extent how the employees 
are performing,” says Hasselgren. “It provides great 
value and ensures that HR solves challenges before 
they  become a problem. That is also why I believe 
that we are the best partner for future-oriented HR 
 organizations keen to change.”

What roles will the HR department 
need in the future?
Cognizant is happy to provide advice on- and insight 
into what expertise customers should have in their 
internal HR department now and in the future. Parts of 
this knowing what one should procure as services, and 
what steps need to be taken to ensure that people to a 
greater extent work with tasks related to job satisfacti-
on. Managers across the organization will also need 
access to better management tools.

“It’s not just about leading people anymore,” says 
 Hasselgren. “Managers must also handle the 
 interaction between bots and employees. It will be a 
completely different composition of the workforce and 
HR will have the role of a strategic partner supporting 
the business, a role that has been talked about for 
years.”

The result will be that the cost structure will decrease, 
and humans become happier. 

This is how 
 Cognizant can help 
HR with the digital 
transformation:
•• Redesigning processes and routines

•• Automation with robots and artificial 
intelligence

•• Smart analyzing tools that give insight 
and a better foundation for making deci-
sions

•• Assistance with implementing new tools 
or integrating systems

•• Solutions adapted to the employees’ 
needs and demands

The sum of the above gives standardized 
processes and scalable solutions, a more 
agile and adaptable business, fewer manual 
tasks, and fewer human errors. 



Strategic outsourcing demands  Strategic outsourcing demands  
change management change management 

Wikipedia’s definition of change management is “a 
collective term for all approaches to prepare, support, 
and help individuals, teams, and organizations in 
 making organizational change”.

“That is a very good representation of what is 
 happening in global HR departments at the moment,” 
says Hans Hasselgren.

He has years of experience as a consultant for 
 businesses that have been through large and 
 important technological changes. The most  important 
part of the change process is about getting the 
employees to understand that the time for change is 
overdue. 

“The start of a project is always full of  anticipation 
throughout the company. When the process is 

transitioning into the more demanding parts where 
routines and patterns are broken down, it’s common 
to see more resistance. That’s why knowledge about 
agile change within the workforce is needed,” says 
 Hasselgren. 

CHRO must lead the way
Digital change that involves outsourcing requires an 
HR director that is aware of what is happening and 
has the strategic insight to map out the road ahead. 
The HR department, and the rest of the company, 
has to be well informed on what is about to happen, 
when it will happen and how it will affect every single 
 employee. 

“It’s especially important to understand that chan-
ge requires time and patience. Together with busi-
ness partners, there should be a well laid out and 

Communication is one of the most important traits for quality change and digital transformation. 



Kotter’s eight-step process for leading 
change

1. Create a sense of urgency and explain why change is necessary

2. Assemble a coalition of effective people that will ensure progress

3. Form a strategic vision and a detailed plan with initiatives

4. Enlist volunteers that want the change to happen

5. Enable action by removing barriers

6. Generate short-term wins

7. Sustain acceleration and progress throughout the project

8. Institute change. Make sure the new behaviors and organizational change continue 
until they replace old habits]

 detailed plan for the change projects. Rushing the 
initial  planning and work might end up being a costly 
 mistake.” 

Communication in the process is central. The CHRO 
should partner with the communication department 
at an early stage. 

A checklist for better  
change processes
John P. Kotter is known to many within the field 
of change management. The former professor at 
 Harvard Business School made a checklist of eight 
steps on what is necessary for a change process. The 
model is a step-by-step process on how to get a group 
of people to agree to change; from before they even 
know they need something new until the project is 
about to be finalized.

“Change always demands more than you assume. 
That’s why it is smart to draw on resources that 
have the required skills and have been part of such 
 processes before. Training is a prerequisite, and 
communication with all parties involved cannot be 
underestimated,” says Hasselgren. 

He highlights the need to create engagement with 
mid-management because the closest  leader is 
the most important to staff members. That’s why 
a  business should get access to methods and 
 frameworks that are developed and designed for this 
purpose. 

“Processes that are connected to outsourcing and 
 onboarding new business partners are often the 
cause of uncertainty among employees. That’s why 
you should share as much information as possible and 
have the ability to answer questions before they are 
even asked,” says Hasselgren. 



25 years’ experience with HR and salary25 years’ experience with HR and salary

Meet the expert that promises up to 30 percent 
savings to businesses that outsources their payroll 
and HR processes. 

From his office in Stavanger, Ole Jan Friestad leads 
a team of 100 specialists on payroll and HR, across 
four continents. 30 of them are Norwegian and the 
 Norwegian office holds a vast experience from the HR 
and payroll field; the average experience is nearly 25 
years.

The team’s most important clients are all the 
 companies within the Aker group, many units within 
Equinor, bank and financing, media, and large players 
with industry and production. The commonalities 
are that their customers are large local businesses 
that are important to their communities, they operate 
across several markets, and want to be perceived as a 
 professional and sustainable employer. 

Compliance across markets
Friestad’s team is structured with dedicated specia-
lists within all fields in HR. They have to comply with 
complex norms, guidelines, and rules in each country 
and across borders.

“Each client has a set team and knows we are only a 
quick phone call away. All agreements are specifically 
defined with service level agreements where we make 
sure everything is done correctly, at the agreed-upon 
time, and in the right way.”

The account director manages the dialogue and 
offers advice. The client teams are in charge of 
 salary,  reporting to the various authorities, handling 
 expenses, and other HR processing. Specialized 
experts work side by side with in-depth knowledge in 
their respective fields. 

“Every country has its set of rules and regulations that 
we need to have a deep knowledge of. Also, there are 
always changes that need us to have a quick turn-
around like new tax regulations or an emergency. My 
team keeps an eye on all of this and makes sure we 
solve everything in the required manner,” Friestad 
says.

Outsourcing of all non-critical tasks
The norm is that large corporations already have 
 outsourced parts of their HR and salary work. 
“Manual HR-process and payroll are specialist skills 
that one doesn’t need to have in-house, and our 
 customers have decided that these tasks are better 
left to us.” 

Employees will notice no difference when they 
work via the remaining HR specialists, directly with 
 Cognizant, and increasingly through self-service 
 portals. 

“Exactly how things are organized in a company 
is  determined by what they had when we started 
 working together. The goal is always to make things 



easier and automate as much as we can. That’s what 
gives the largest value to each employee and the 
 biggest savings for the company in the long run. The 
risk of human error is also less,” Friestad says. 

When HR and salary are outsourced 
– who does what?
What tasks are to be done and by who is determined 
through dialogue between the client and Cognizant. 
In principle Cognizant can take over responsibility for:

•• 90 percent of all processes connected to payroll 
and time registration for staff

•• 80 percent of all processes tied to pension, insu-
rance, and other financial benefits

•• 80 percent of all processes tied to travel expenses

•• All processes for generating reports and follow up 
of employees

•• 90 percent of all administrative processes for on- 
and off-boarding

•• 80 percent of processes tied to all employee HR 
needs throughout their working relationship

•• 50 percent of the work with the HR strategy

“In short, we can deal with all the transactional and 
complicated work. The client is left with controlling 
and approving everything, and of course, ensuring 
that the company is the most professional employer in 
its industry,” says Friestad. 

30 percent increased efficiency
Friestad has 20 years’ experience with HR and salary 
in addition to ten years’ experience within financial 
and project management. In the last five years, he has 
experienced the biggest changes so far. 

“Automation and self-service have changed the 
profession. Our jobs are more strategic, and more 
and more of my time is spent coaching and  strategic 
counsel. That demands broader knowledge than 
previously.” 

Friestad tells about a Norwegian company that, thanks 
to the partnership, has increased its efficiency by 
more than 30 percent in the last five years. And they 
have identified even more areas with the potential to 
further improve those numbers. 

“Increased efficiency is win-win, for our client and us.” 

Easier and better 
The most important improvement for the client’s staff 
is that they are left with easier processes and better 
answers provided quicker. 

“Customer satisfaction is about delivering on the 
 client’s expectations or better. To make that happen, 
we have to know the internal culture of the company 
and the market they operate in. Our goal is to be a 
constructive partner that challenges them with ideas 
and thoughts about how things can be done in a 
 better way,” Friestad says. 

Experience and a professional foundation allow 
 Friestad to be bold when answering the financial 
 benefits of a partnership with his teams.

“It depends on how many countries are included, but 
outsourcing accounting and payroll can quickly add 
up to about 30 percent savings. In the US, we’ve seen 
cases of 50 percent reduced costs.” 



Cognizant’s task force on  
HR and payroll consists of 

more than 750 experts that 
serve 25 countries from  

ten locations. 

Every year they handle over 6,3 million pay slips and responds 
to 2,4 million messages from clients’ employees.

This task force has come far with the use of artificial 
 intelligence and automation. They have the knowledge and 

know-how of all the most used systems for HR, finances,  
and administration.

Services are delivered in line with the rules and  
regulations of each country. 



Opposites that should attractOpposites that should attract

“Redefining how a business goes to market, requires a 
broad perspective. It’s about strategy, design, tech-
nology, and deep knowledge about the industry and 
the different needs within the clients’ departments,” 
says Hans Hasselgren. 

Utilizing systems and resources is central. Humans 
and resources should be used in the best possible way, 
and HR and finance should work even closer together. 
“It’s important to understand that these two 
 departments are opposites traditionally. Finance has 
a  futuristic view, where they analyze hard facts like 
 margins and costs, while HR asses past  performances 
and concludes in retrospect of how they have 
 contributed to the value created.”

Break down compartmentalized 
thinking
In addition, these two departments tend to use widely 
different systems. Because of the opportunities that 
arise after a digital change, time is freed up for both 
departments, Hasselgren has a clear picture of what 
should be prioritized. 

“Both HR and finance managers should work  together 
to pave the way for helping their staff to make 
choices that will increase profit, and at the same time 
 strengthen their competence and learn important new 
skills.”
Access to insight for everyone ensures better 
 decisions throughout the business. When HR sys-

The internal union that can create the most important competitive advantage for your business 
in the years to come. 

tems are integrated with applications in finance, like 
payroll-software, it will result in fewer administrative 
tasks because the flow of data is secured. Besides, 
 automation will result in optimized use of resources 
and lower risk thanks to less human error. 

Robots hiring humans
Hasselgren highlights several exciting examples 
 where Cognizant can help clients. 
“Bots can provide an easier hiring process and 
onboarding by taking over tasks like writing up a job 
offer, rejection letters, list job descriptions, and  handle 
practical tasks having to do with salary, pension, 
 insurance, etc.”

A global Cognizant client in B2C uses bots in its hiring 
process to make onboarding easier. The bot ensures 
data is automatically stored in the right system and 
presented to the right person. “Chat assistants” can 
provide uninterrupted availability and quick answer to 
employees’ questions.

“This provides better assistance for employees. Smart 
technology used right provides great value to the HR 
department. To get there, humans have to make wise 
decisions. HR and finance will have to work together to 
ensure that there is enough invested and in the right 
way,” Hasselgren says. 

IT experts also need to be included in the mix, as they 
have the strategic tools to deliver on the plans and 
visions.

Automated sick leave processes at the oil and gas company
The process of sick leave is complex and demands 
tedious follow-up and administration. Employees at 
an oil and gas company in Norway working with these 
processes had to log in to several systems, retrieve 
documents from different locations, and register data 
in different user interfaces. Cognizant was asked to 
assist in automating this process as much as possible. 

Standardizing was achieved through system analysis 
and improving the way the calculation was set up in 
the salary system. From there, the robot was set up to 
retrieve sick leave documenting from public systems, 
registering data in the SAP system, generating new 
and/or changes in refunds, archiving, etc. As a result, 
the process was significantly simplified, and the time 
used was cut in half.



Experience from HR Experience from HR 
departments all over departments all over 
the worldthe world

German native Anne Maibauer has eight years of 
experience in the HR department at Cognizant in 
Stavanger and is currently supporting several of the 
largest businesses in Norway. Her title is Solution 
architect HR which means she is a central part of the 
team when clients want help analyzing, restructuring, 
and improving their organization and processes. For 
example, when processes are being transferred to 
Cognizant or when larger projects and concepts are 
being kicked off. 

“Before we start, we always have a thorough and 
detailed plan. That covers all details down to weeks 
and days and describes what processes that are to be 
transferred, how we achieve process knowledge, when 
processes are being transferred, and what it takes to 
do it,” Maibauer says.

Shadows the clients
The manner in how Maibauer and her colleagues 
go about the projects depends on how mature the 
processes are, and the degree of standardization. 
“It’s important to know if a client has a centralized or 
distributed HR function and what kind of experience 
they have with outsourcing processes.” 

To achieve knowledge about a process, Cognizant 
uses tools like shadowing client employees when they 
work on the processes at hand. 

“It is critical to understand how the processes work 
because every business and department is unique 
and have their way of solving tasks. We don’t take any 
risks with important matters like payroll, laws, and 
regulations,” Maibauer says. 

When the Cognizant team has the knowledge it 
needs, the team will start working on the process flow 
and ways of improving to secure quality and efficiency.

Anne Maibauer is called on when clients want 
guidance on how to improve existing processes or 
when they are starting with large new assignments.

  

A clear plan for governance
As a foundation in all client agreements, there is a 
clear governance plan, put together with the client’s 
experts in the respective fields. 

“The plan is the recipe for how our deliverables are to 
be executed and secures rapid action if there are any 
kinds of deviances,” says Maibauer. 

Maibauer exemplifies with a large industry vendor 
where Cognizant committed to delivering consistent 
cost savings over five years. An important  prerequisite 
was a thorough project start and how the team 
was put together with specialists within salary and 
 automation, and strategic HR experts. 

“The process of handing it over to us took about three 
months, and we now have a model to use where time 
is increasingly reduced for each new client.”

Anne Maibauer 



Can offer more
Maibauer believes it is an advantage for the clients 
that Cognizant knows all the processes in the value 
chain. Cognizant also holds the experience of advising 
about the positive and negative consequences that 
arise with important changes. 

“We have experienced resources in everything from 
strategy to deployment in all countries. We have a 
 global team and are present where the clients need 
us.” 

Also, Maibauer says the collaboration between 
 different professions within Cognizant makes it 
 possible to put together teams with experts within 
automation, integration, tech solutions, and finance.

“This gives better support when we are working on 
digital change. We free up the client’s time so they 
can focus on strategic areas like recruiting, further 
 educating employees and creating the best user 
experiences. Besides, we invest heavily in technology 
so that our clients can access tools and solutions that 
they otherwise wouldn’t have been able to finance 
themselves.”

No need for several vendors
The latter is also what Maibauer believes is Cognizant’s 
main strength. Clients don’t need several different 
vendors. They get one collaborative partner that drives 

their process improvement and anchors HR closely to 
the other departments and divisions. 

“We are the digitalizing partner that assists clients in 
using new technology and works across all depart-
ments in a company. That’s what makes us stand out. 
We do what we promise and give advice about what 
clients should do to achieve their strategic goals to 
become even better,” says Maibauer. 

Restructuring and taking over the internal 
shared service center
For a Swedish media corporation, Cognizant was 
asked to reduce costs and raise the standard of its 
internal shared service center. The initial analysis 
uncovered a large number of manual processes and 
an unpredictable amount of work. The department 
had also lost key competence and needed to give 
existing staff better ways of learning new tasks. The 
solution from Cognizant resulted in thorough process 
analysis, automation and a restructuring of their 

 delivery model, where resources and tasks were trans-
ferred to Cognizant. By distributing the tasks to several 
 different teams, in their region and offshore, the client 
has seen significant cost savings and freed up time 
and  competence that is now used to counsel and 
guide the corporation. The staff that was  transferred to 
Cognizant also got the opportunity to work on several 
exciting tasks for other clients.



Better outsourcing through training in Better outsourcing through training in 
language and culturelanguage and culture

In Vilnius, Lithuania, accountants, and IT experts 
become fluent in Danish, Norwegian, and Swedish 
within five months. Candidates are lining up to join.

The business model in the outsourcing division at 
Cognizant is based on tasks being distributed across 
competence centers to ensure that the clients get the 
highest value at the most sensible cost. That is why 
strategic advice is offered from experts in the client’s 
home market while more time-consuming tasks are 
solved in countries and regions where the cost is 
lower. To adapt to this way of delivering, Cognizant has 
gone further in its quest to provide the best service. 

Since 2007, Cognizant has had a Nordic language 
school in Vilnius. At this school, candidates with 
 university degrees and strong language skills are 
 recruited to learn Nordic languages in five months. 

Provides something no one else can
“Speaking the local language gives us a better fo-
undation to help those that are outsourcing their 
business processes. This is unique for Cognizant and 
something we are immensely proud of,” says Natasha 
Jasrotia. 

She is in charge of Cognizant’s training program 
in Europe and for the global growth markets. This 
 includes all units in the corporation that delivers 
 services to many of Europe’s largest corporations. 

“Because we have this offering, we can deliver services 
that demand high competence at a lower cost. I’m not 
exaggerating when I say this language training facility 
is critical for our business,” says Jasrotia. 

13 with master’s degrees in 
 Scandinavian languages
Jurate Cesne is the manager of the language  center 
and speaks a mix of Swedish and Norwegian with 
an impressive Swedish pronunciation. She has a 
 master’s degree in Swedish and manages a team 
of 12 teachers, that all have a university degree in 
 Scandinavian language and have lived in one of the 
countries. Two of the teachers are even Norwegian 
and Danish. 

In addition to the language part, the training also 
 consists of learning about cultures, traditions, norms, 
and rules in each market. This means that the stu-
dents watch Nordic movies, read newspapers, celebra-



te St. Lucia in December, and St. Hans or  mid-summer 
in June. They also have a tradition of  tasting the 
 infamous Swedish delicacy made of  herring, 
 surströmming. 

“There is a running joke that tasting surströmming 
is ten times worse than going through exams,” says 
Cesne. 

Access to the best staff
Those recruiting candidates for Cognizant looks for 
candidates that are at the top of their profession and 
with proven, strong language skills. Candidates are 
fully paid during training, and applicants are lining up 
to get into the program. 

“It takes on average 110 days to learn a language 
and by then they are self-sufficient with their new 
 language,” Cesne says. 

The training is done in three parts, all with an exam 
at the end. After that, the students go straight into 
working with Scandinavian businesses. Some of the 
candidates also receive two to three weeks of extra 
curriculum if they need to learn the local business 
jargon within the different disciplines. 

“The language training is popular and it’s easy 
to  recruit the absolute best and most motivated 
 candidates within the various professions.” 

Language challenges 
Since Lithuanian doesn’t have many similarities with 
Scandinavian languages, it’s not uncommon that 
some find the training challenging. The most common 
hurdles are the pronunciation of vowels, placing verbs 
in sentences, and a curiosity that also Swedes and 
Norwegians have a hard time wrapping their head 
around:

“The Danish numbers where they use ‘fjers’ and ‘fems’ 
is a challenge they all struggle with,” says Cesne. 
Going forward, the center will be upgraded to 
 offer  remote training. That makes it even easier for 
 Cognizant to adapt to different needs where teams 
can receive special training for different tasks and 
specific deliverables. 

“We’ve never had a bad review. The students are 
motivated and have normally put a lot of personal 
effort into the training to prepare for meeting clients 
at work. The center helps us attract new clients, as well 
as enables us to take on more responsibility and more 
challenging tasks from existing clients. It’s really a 
competitive advantage,” ends Cesne proudly. 

Jurate Cesne

 Infamous Swedish delicacy - Surströmning


