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FUTURE OF
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Charting a way forward
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You are a

What in your role in crafting this future?

What We Owe the World, William MacAskill
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How the work is done

Copyright Michele Sagan, ASB

Planet-based
Megatrends

4IR
technological
advancement

Sustainability
Staying agile and
resilient when
competing for
resources in terms of
technological
knowledge, raw
materials and talent

Labour market &
Reskilling

Human-Machine

Interactions
Dynamics as well as

limitations continue
to drive debate




WORKFORCE

Who does the work
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Population growth,
women in the
workforce & an
ageing population
(>7% in Malaysia)

Workforce includes
full & contingent
workers with 62% of
Malaysian cos
including contract
positions

Gig work workers
rise from 43 million
in 2018 to 78 million

in 2023 globally

Mindset shifts leading
to Great Resighation &
Quiet Quitting with a

rise in employees
prioritizing




WORKPLACE

When and where the work is
done
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of time could be
spent working
remotely without
losing effectiveness

No one size fits &
possible overhang of
real estate, increase

in flexi offices,
coworking spaces &
WFH

Improved work-life
balance and
wellbeing but
burnout also
increased
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PEOPLE

Take care of everyone 9100
who touches the busines;
customers, communities, L.l
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PURPOSE

Become a company
that uses their

business presence
that focus on stakeholders instead as a force for good.

of shareholders? P
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Culture of utility

We provide you with
the tools to do your job

Culture of productivity

Optimisation and
lean processes

Global influences

Culture of engagement

What makes our employees
happy at work

Chief Happiness Officer

Employees are more
productive

Culture of meaning

* Asking why do
we go to work?

* How can this provide
us with meaning?

* Leading to a deeper level of
happiness, higher productivity
and deeper engagement

* We care, so we want this
organisation to thrive



People
& Planet
Positive

Ambitions for 2030

Commitments

Key enablers

Healthy &
sustainable
living

Inspire and enable more than 1 billion
people to live a better everyday life
within the boundaries of the planet

Creating a movement in society around
better everyday living

Inspiring and enabling people to live
healthier, more sustainable lives

Promoting circular and sustainable
consumption

Circular
& climate
positive

Become climate positive and
regenerate resources while growing
the IKEA business

Transforming into a circular business
Becoming climate positive

Regenerating resources, protecting
ecosystems and improving biodiversity

Advocacy, co-creation & partnership, entrepreneurship and innovation, inclusiveness

Create a positive social impact for
everyone across the IKEA value chain

Providing and supporting decent and
meaningful work across the IKEA value
chain

Being an inclusive business

Promoting equality




Corporation

We're using business
as a force for good.

Centified B Corporations moet
the hghest verified stancards
of social and erwvronmental
porformance, ransparency,
and accountabaty

» Loam more: beorporation.net

o
~, 1
doppo !'JZ HERBATINT
K| suite f\—f- . e
amily
(’/ﬁ\‘
M
e e B
MUD JEANS
(€3
klﬂﬂ"\g M patagonia Cr&qger (&) APIVITA 1 yiiman company
kanteen .
U_H_Jg vl R gg]\éleoqlgn Triodos ®Bank
SUNGEVITY

ROSHAN



- Jﬁﬁ?‘*
.

> S 3

Humanize work

e
. N
N—

Ll

v

Uncertainty means optimizing around people to
manage future possibilities
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SELF DETERMINATION &
SOCIAL INCLUSION

Agency, brand loyalty & belonging

REDESIGNING
WORK

> Process & Culture

WAYS OF
WORKING

> Decision Making & Planning

> Measurement & Learning

Roles & Goals « > Compensation & Benefits

PERFORMANCE > Feedback & Evaluation

Talent & Recruiting « & INCENTIVES

Structural Relationships <« > Performance Rewards & Penalties

EXPERIENTIAL
CONTEXT

Legal Structure & Ownership < Location of Work

ORGANIZATIONAL

DESIGN CHOICES

Governance < Space & Environment
Employer/ <

Employee Contract

Systems & Tools

© 2020 Future Work Design



GENERATIVE
LEADERSHIP

CEOs

Engagement

Help Wanted:
CEOs Who Are Good with People

LEADERS OF THE FUTURE

value-driven & leading with compassion,
humanity and wisdom

Change relative to 2000

.
Job descriptions
20 goonie
-------------------------------- mentioning strength - /-
in social skills
A AN
i
Job descriptions
mentioning strength
in managing financial
and material resources
20 e NN |
T e e s s W
-40
S e e R e e e SR e e
2000 2005 2010 2015
HBR

Employees value recognition and a sense of
belonging and a clear purpose that is bigger than
themselves and leaders who can bring this out



21 HR Jobs of the Future

How nearly 100 CHROs, CLOs, and VPs of talent and
workforce transformation envision HR’s evolution over
the next 10 years.

new era

“Using state of the art Al platforms, this role guides lifelong learners toward
the best, most relevant programs for their individual needs.
Source: Cognizant Center for the Future of Work

and Future Workplace LLC THBR

emotional connector

HR OF THE FUTURE

@ Mid- to high-tech ® Mid- to high-tech

within 5 years within 10 years
@ Low- to mid-tech Low- to mid-tech
within 5 years within 10 years
High AN Suategic HR Business
Continuity-Director
Genetic-
Chatbot and Riversity
Human Facilitator Ofcer
VR Immersion ‘
Counselor
HR Data
Detective
. Human-
‘ Algorithm Network
7 Analyst
lorkplace
WFH nvironment
> Facilitator Architect
:g @ Future-of-Work Leader
=
=
[} Climate Change
z Response Leader @
§ @ Gig Economy
-
s Second- Manager
g Act Coach ,
= | Human-
Machine
S .« Teaming
University4Life
Coordinator® Manager
Planner
Head of
Business
Behavior Director
of Well-
Being
ployee
nablement
Coach
Low N
1 I 1 I I | I | | | |
2020 2025 2030



LEARNING ORGANIZATIONS &
SOCIAL CAPITAL
shift from talent development obsessed
with evaluating people to one that develops
and reskills them

O 1 SENSE-MAKING O 2 SOCIAL INTELLIGENCE

DEFINITION: ability to determine the deeper meaning DEFINITION: ability to connect to others in a deep and
or significance of what is being expressed direct way, to sense and stimulate reactions and
desired interactions

O 3 NOVEL & ADAPTIVE THINKING
DEFINITION: proficiency at thinking and coming up

with solutions and responses beyond that which is rote
or rule-based
O 6 NEW-MEDIA LITERACY

O 5 COMPUTATIONAL THINKING ¥ o
DEFINITION: abifity to critically assess and develop content
DEFINITION: ability to translate vast amounts of data into  that uses new media forms, and to leverage these media for
abstract concepts and to understand data-based reasoning  persuasive communication
O 7 TRANSDISCIPLINARITY O 8 DESIGN MINDSET

DEFINITION: literacy in and ability to understand concepts DEFINITION: ability to represent and develop tasks
across multiple disciplines and work processes for desired outcomes

O 4 CcROSS-CULTURAL COMPETENCY
DEFINITION: ability to operate in different cultural settings

O 9 COGNITIVE LOAD MANAGEMENT O 10 VIRTUAL COLLABORATION

DEFINITION: ability to discriminate and filter information for DEFINITION: ability to work productively, drive
importance, and to understand how to maximize cognitive  epgagement, and demonstrate presence as a member
functioning using a variety of tools and techniques of a virtual team.

McKlInsey & Co




TOTAL WELLBEING?

Designing and driving wellbeing

Help to Virtual healthcare

manage family 26% are planning

responsibilities, to offer digital

habits and life goals health checks Varied

and valued
benefits

31% are planning

Culture copnd

Innovation to address health conditions
73% of companies invested in new health
programs last year

Practices to create a healthy and supportive environment
35% are prioritizing inclusive workforce listening and
participation this year

. Support with mental health, resilience and relationship issues
34% plan to add mental/emotional health benefits
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| o W @ ﬂ . ’ A caring

culture

Mercer

Meaningful Supportive Thoughtful Affordable
flexibility: leadership: communications: healthcare:
28% are creating  39%saya 84% have plans Thriving
customized climate of to use Al to employees are

health benefits
for different
groups

human-centric
leadership and
trustis a top
priority this year

nudge employees
on well-being,

or already do

so today

2x more likely to

say their company
helps them afford
medical care
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Michele Sagan

Director, Coaching and Counselling

Professional and Personal Development and Wellbeing
Asia School of Business

Email: michele@asb.edu.my
Tel: 013-3837188
www.linked.com/in/michele-sagan

THANK YOU



