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Future	of	Work



The	Forces	Shaping	the	Future
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How	Digital	and	Artificial	Intelligence	Are	Changing	Work	

• Assisted	intelligence,	widely	available	today,	improves	
what	people	and	organisations	are	already	doing.	A	simple	
example,	prevalent	in	cars	today,	is	the	GPS	navigation	
programme	that	offers	directions	to	drivers	and	adjusts	to	
road	conditions.	

• Augmented	intelligence,	emerging	today,	helps	people	
and	organisations	to	do	things	they	couldn’t	otherwise	do.	
For	example,	car	ride-sharing	businesses	couldn’t	exist	
without	the	combination	of	programmes	that	organise	the	
service.	

• Autonomous	intelligence,	being	developed	for	the	future,	
establishes	machines	that	act	on	their	own.	An	example	of	
this	will	be	self-driving	vehicles,	when	they	come	into	
widespread	use.	
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The	Four	Worlds	of	Work	in	2030
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The	Five	Trends	Shaping	the	Future	of	Work
1. We are comfortable living more public 

lives, we build communities, share, 
communicate, collaborate, access 
information, and shape our personal 
experiences. All these new behaviours 
are cascading over organisations which 
is forcing them to make changes.
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2. The cloud puts the power of 
technology in the hands of 
employees, robots and software are 
forcing us to rethink the jobs that 
humans can and should do, big data 
gives us insight into how we work and 
how customers transact with use, and 
collaboration platforms give us the 
ability to connect our people and 
information together anywhere, 
anytime, and on any device.

3. By 2020 millennials are expected to 
make up around 50% of the workforce, 
by 2025 this number is projected to be 
75%. They are by all accounts going to 
be the largest generation to ever enter 
the workforce. This is a generation of 
employees with technological fluency 
that is willing to live at home longer 
until they find a company that they 
truly want to work for

5. This is essentially the ability for 
organizations to work in a world where 
boundaries do not exist. The world is 
becoming just like one big city.

4. Today where you are is starting to 
matter much less when it comes to 
being able to do your job. As long as 
you can connect to the internet, 
chances are you can access the same 
people and information as if you were 
working in an office building



Future	of	Organisations



As digital transforms the business landscape, 
the successful organizations of the future will 
likely be those that can move faster, adapt 

more quickly, learn more rapidly, and 
embrace dynamic career demands.

Lähde: Deloitte / The organization of the future: Arriving now



Network	of	Teams

• High-performing	organisations	operate	as	empowered	networks,	coordinated	through	culture,	information	systems,	and	
talent	mobility.

• The	traditional	question	“For	whom	do	you	work?”	has	been	replaced	by	“With	whom	do	you	work?”

• As	organisations	become	more	digital,	they	face	a	growing	imperative	to	redesign	themselves	to	move	faster,	adapt	more	
quickly,	facilitate	rapid	learning,	and	embrace	the	dynamic	career	demands	of	their	people.

• Many	organisational	redesigns	fail	because	they	are	reduced	to	an	exercise	to	cut	costs.	Others	face	resistance	from	
company	leadership.	In	fact,	many	consulting	firms	anecdotally	report	that	up	to	70	percent	of	reorganisations	fall	short	
because	of	“creative	disobedience”	from	the	executive	team.

• Designing	the	organisation	is	a	continuous,	dynamic,	and,	in	a	sense,	never-ending	process.	An	important	part	of	designing	
for	adaptability	is	a	shift	away	from	hierarchical	organisational	structures	toward	models	where	work	is	accomplished	in	
teams.	Leading	companies	are	pushing	toward	a	more	flexible,	team-centric	model.

• Research	shows	that	we	spend	two	orders	of	magnitude	more	time	with	people	near	our	desk	than	with	those	more	than	
50	meters	away.	Whatever	a	hierarchical	organisation	chart	says,	real,	day-to-day	work	gets	done	in	networks.	This	is	why	
the	organization	of	the	future	is	a	“network	of	teams”
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Fast	Formed	and	Disbanded	Teams

• Top	companies	are	built	around	systems	that	encourage	teams	and	
individuals	to	meet	each	other,	share	information	transparently,	and	
move	from	team	to	team	depending	on	the	issue	to	be	addressed.	
Different	networks	can	have	different	specialties,	such	as	innovation	or	
getting	to	market	quickly,	but	the	principle	is	the	same.

• For	a	company	to	stay	agile,	teams	must	be	formed	and	disbanded	
quickly.	High-performing	companies	today	may	build	a	“digital	
customer	experience”	group,	select	individuals	for	the	team,	and	ask	
them	to	design	and	build	a	new	product	or	service	in	a	year	or	two.	
Afterward,	the	team	disperses	as	team	members	move	on	to	new	
projects.	This	ability	to	move	between	teams	without	risk	is	a	critical	
attribute	of	today’s	high-performing	companies.	

• High-performing	companies	often	first	develop	these	flexible	models	at	
the	“edge”	of	the	company.	To	make	further	progress,	they	focus	on	
building	a	new	leadership	mind-set	that	rewards	innovation,	
experimentation,	learning,	and	customer-centric	design	thinking. In	
short,	if	what	a	company	needs	to	know	and	do	is	constantly	changing,	
then	the	organization’s	structure	must	change	as	well.
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Building	the	Organisation	of	the	Future
• One	promising	technique	is	organisational	network	analysis	(ONA),	which	uses	specialised	software	and	methodologies	to	help	

companies	study	“who	is	talking	to	whom.”	This	type	of	analysis,	which	can	use	patterns	in	emails,	instant	messages,	physical
proximity,	and	other	data,	allows	leaders	to	see	quickly	what	networks	are	in	place	and	identify	the	connectors	and	experts.

• Simplification	of	work	practices	and	new	work	tools	are	critical	as	well. While	a	networked	organisation	makes	sense	for	agility and	
responsiveness,	it	also	increases	the	need	to	coordinate	teams	and	can	lead	to	an	overwhelming	number	of	communications	in	
various	channels.

• As	networked	organisations	continue	to	emerge,	new	tools	are	starting	to	make	collaboration	easier.	Facebook’s	Workplace,	Slack,
Google	Team	Drives,	Atlassian Confluence,	Microsoft	Skype,	and	hundreds	of	others	are	helping	to	facilitate	the	transition	to	
networks	of	teams.

• Leaders	of	networked	teams	in	agile	organisations	require	skills	such	as	negotiation,	resilience,	and	systems	thinking.	
Effective leaders	in	a	networked	environment	must	have	a	high	degree	of	network	intelligence,	getting	to	know	what’s	going	on	
throughout	their	company,	throughout	their	industry,	and	throughout	the	customer	marketplace.

• In	teams,	accountability	becomes	more	transparent.	Individual	and	team	goals	and	metrics	should	be	shared	for	everyone	to	
see. The	sense	of	accountability	this	can	create	is	critical	to	team	and	corporate	effectiveness.
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Building	the	Organisation	of	the	Future
• One	key	capability	of	the	organization	of	the	future	is	the	ability	to	form	teams	rapidly. This	also	requires	a	clear	understanding	of	each	employee’s	skills.

• Organisations	should	create	a	basic	framework	for	understanding	and	measuring	its	complement	of	skills	across	the	enterprise. Most	organisations	have	not	invested	in	a	
common	framework;	without	it,	a	clear	understanding	of	capabilities	is	impossible.	But	a	framework	alone	isn’t	enough.	The	system	only	works	if	the	data	are	current	and	easily	
accessible.

Where	to	start:

• Embrace	the	speed	of	change: Think	carefully	about	the	ways	in	which	digital	demands	the	considerably	slower	traditional	operating	model	to	be	speeded	up. Understand	how	
strategy,	connectedness,	customers,	and	talent	pools	are	all	changing	as	part	of	the	digital	transformation.

• Make	talent	mobility	a	core	value: Require	executives	to	move	from	function	to	function	so	that	they	understand	the	new,	more	agile	career	model.	Build	in	processes	to	
support	team	fluidity	so	that	team	members	can	quickly	return	to	their	home	base	or	move	to	a	different	team	once	a	project	is	done.

• Form	an	organisational	performance	group: Ask	the	group	to	interview,	analyze,	and	study	how	high-performing	teams,	projects,	and	programs	actually	work.	By	examining	
the	company’s	job	titles,	reward	systems,	and	career	paths,	this	group	can	help	chart	the	way	to	a	more	agile,	bottom-up	model	for	business	units.

• Examine	new	communication	tools: Consider	technologies	like	Workplace,	Slack,	Basecamp,	Asana,	Trello,	Workboard,	and	others.	Then	standardise	and	implement	them	as	a	
complement	to	the	organisation’s	core	ERP/HRMS	infrastructure.

• Adopt	continuous,	feedback-based	performance	management: Regular	feedback	empowers	people	to	reset	goals	continuously,	change	projects,	and	feel	rewarded	for	their	
“work,”	not	just	their	“job.”	Employee	survey	tools	give	managers	immediate	input	on	their	own	performance,	boosting	transparency.
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The	Organisation	of	the	Future:	old	rules	vs.	
new	rules
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14	Principles	of	the	Future	Organisation
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14	Principles	of	the	Future	Organisation

1. Globally	distributed:	It's	not	unusual	to	see	a	single	employee	working	in	a	remote	
location.	Talent	is	no	longer	dependent	on	proximity	to	the	corporate	
headquarters.

2. Connected	workforce:	Technology	is	the	central	nervous	system	of	an	organisation.	A	
company	cannot	have	a	distributed	workforce	unless	that	workforce	is	able	to	stay	
connected	with	the	right	people	and	information;	anytime,	anywhere,	and	on	any	
device.

3. Intrapreneurial:	Entrepreneurial	spirit,	passion,	creativity	- employees	should	be	able	
to	test	out	ideas,	run	experiments,	pitch	new	projects,	and	"run"	with	the	ones	that	
have	potential.

4. Operates	like	a	small	company:	A	small	company	make	decisions	quickly,	isn't	bogged	
down	by	bureaucracy,	and	are	more	agile	and	adaptable.

5. Focuses	on	“want”	instead	of	“need”:	In	order	to	attract	top	talent	organisations	must	
create	an	environment	where	employees	actually	WANT	to	be	there	instead	of	
assuming	that	they	NEED	to	be	there.

6. Today,	"late	followers"	means	"out	of	business”.	This	isn't	just	an	adaptation	to	
technology,	new	behaviours	entering	the	workforce	are	also	crucial	to	pay	attention	to	
and	embrace.

7. Innovation	everywhere:	In	order	to	succeed	in	a	rapidly	changing	world	innovation	
must	have	the	ability	to	come	from	anywhere	including	outside	of	the	company.	Does	
your	organization	enable	anyone	to	come	forward	with	an	idea	and	then	give	them	the	
opportunity	to	turn	that	idea	into	something?
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8. Runs	in	the	cloud:	On-premise	technologies	have	a	shelf	life	and	their	days	are	surely	
numbered.	Stall	as	much	as	you	want	but	the	"future	organization"	runs	in	the	cloud.

9. More	women	in	senior	management:	Women	have	the	majority	of	purchasing	power,	
will	soon	become	the	majority	of	the	world's	population,	will	soon	earn	more	than	
men,	and	will	quite	frankly	end	up	kicking	ass	in	the	next	few	years. The	forward	
thinking	organizations	recognize	the	value	of	having	more	women	in	senior	level	roles.

10. Flatter	structure:	Some	structure	within	an	organization	is	good,	but	it	serves	the	
purpose	of	helping	employees	understand	where	they	fit	within	the	company	and	
what	the	relationship	structure	looks	like. Communication	and	collaboration	flows	up,	
down,	and	side	to	side.

11. Tell	stories:	Oftentimes	organizations	focus	on	telling	stories	to	customers,	but	it's	also	
crucial	to	tell	stories	to	employees	as	well.	Employees	want	to	work	for	organizations	
that	they	believe	in	and	whose	values	align	with	their	own.

12. Democratises	learning:	For	the	future	organization	any	employee	is	able	to	act	as	a	
teacher	or	student	that	can	learn	from	colleagues	anytime	and	anywhere.	Of	course,	
this	is	largely	facilitated	through	the	use	of	collaborative	technologies.

13. From	profits	to	prosperity:	Prosperity	looks	beyond	just	how	much	money	a	company	
makes	and	looks	at	things	such	as	employee	health	and	wellness,	community	
involvement,	sustainability,	and	making	a	positive	impact	on	the	world.

14. Adapts	to	the	future	employee	and	manager:	the	organization	of	the	future	must	
adapt	to	the	changes	we	are	seeing	around	how	employees	work	and	how	managers	
lead.
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Organisations	in	2020

• Workplace	is	less	and	less	place-specific,	resulting	gradually	in	less	demand	for	commercial	buildings,	but	increased	demand	for	
new	organisational	forms,	new	approaches	to	management	and	leadership,	and	new	tools

• Intensifying	competition	which	will	continue	to	put	downward	pressure	on	costs,	requiring	companies	to	do	more	with	less,	faster

• Bringing	robots	into	ever	more	corners	of	the	economy,	especially	services	starting	with	low	level	skill	replacement	- e.g.	self-
ordering/	paying	via	screen	in	shops	or	restaurants	and	automated	distribution	and	warehousing	using	robots	and	drones,	through	
to	ever	more	sophisticated	roles,	and	soon	self-driving	cars

• Creating	an	open-sourced,	networked	economy	by	enhancing	our	capacity	to	collaborate	within	and	between	companies	and	
countries	blurring	boundaries	and	even	borders,	with	growing	numbers	of	self-employed	people	creating	a	DIY	economy	(Do	It	
Yourself) of	sharing,	creating	and	employment

• Enabling	the	personalisation	of	and	remote	access	to	everything	from	MOOCS	(Massively	Open	Online	Courses)	providing	access	
to	self-managed	skill	development	to	mobile	devices	for	managing	our	personal	and	work	lives

• Driving	the	'optimisation	of	humans'	as	wearable	technologies	enhance	capabilities,	initially	externally	e.g.	Google	Glass	and	the	
like.
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Collectively, the emerging technologies will put increasing pressures on organisations in every sector, 
requiring new ways of working, and new forms of leadership.



Implications
• HR	managers	will	need	to	learn	better	medium-term	forecasting	skills	and	prepare	early	plans	for	upskilling,	downskilling,	soft	landings,	new	talent	identification	and	retention	

over	extended	time	horizons.

• Hyper-innovation	in	products	but	also	management	processes,	customer	segmentation	and	engagement,	or	sales	will	all	require	forward-looking	strategies,	collaboration	on	
many	fronts,	greater	willingness	to	experiment,	learn	fast	and	try	again.	Be	one	of	the	innovators	- or	die.

• New	business	models	will	continue	to	challenge	the	cost	base	and	dominance	of	leading	providers,	the	structures	of	organisations and	the	employment	patterns	of	many	sectors.

• An	open-sourced	world	will	put	pressure	on	organisations to	find	new	approaches	to	engage	with	prospective	‘employees’,	to	balance	the	need	for	low	cost	and	maximum	
flexibility	with	the	values	and	ethics	needed	to	attract,	develop,	and	retain	the	talent	they	need.

• As	we	move	to	an	ever	more	technology	enabled,	remote-working,	collaborative	world,	the	need	for	leaders	who	understand	the	power	of	collaboration	and	openness	will	grow.
They	will	also	need	to	have	enhanced	communication	and	social	skills	to	be	able	to	operate	effectively	virtually	as	well	as	face to	face.	

• The	levels	of	collaboration	will	challenge	organisational structures,	creating	bottom-up,	self-organising systems,	which	will	reduce	hierarchy	and	centralisation,	and	challenge	
existing	routes	of	communication.

• We	will	see	the	emergence	of	radically	different	types	of	organisations not	just	in	business	but	also	in	politics	and	protest.

• The	DIY	economy	may	increase	income	opportunities	but	also	income	inequalities. many	will	not	be	able	to	self-manage	and	will	need	new	forms	of	support,	contribution	and	
engagement	if	we	are	not	to	face	ever	widening	inequalities.

• The	dual	challenge	of	job	losses	and	skills	shortages	will	grow.	Organisations say	one	of	their	major	challenges	is	skills	shortages.	At	the	same	time,	many	sectors	are	facing	jobs	
losses	on	unprecedented	scales	- as	lower	skilled	jobs	fall	to	new	forms	of	automation.
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Future	of	Leadership
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The	Future	of	Management	Is	Teal
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Organizations are moving forward 
along an evolutionary spectrum, 

toward self-management, 
wholeness, and a deeper sense of 

purpose.



The	Future	of	Management	Is	Teal
• Red	organisations:	crude,	often	violent	groups.	People	at	this	stage	of	development	tend	to	regard	the	world	as	a	tough	place	where	only	

the	powerful	(or	those	they	protect)	get	their	needs	met.	This	was	the	origin	of command	authority.	The	chief,	like	the	alpha	male	in	a	wolf	
pack,	needs	to	constantly	inspire	fear	to	keep	underlings	in	line,	and	often	relies	on	family	members	in	hopes	that	they	can	be	trusted.	
Today’s	street	gangs,	terrorist	groups,	and	crime	syndicates	are	often	organised	along	these	lines.

• Amber	organisations:	thinking	and	execution	are	strictly	separated.	People	at	the	bottom	must	be	instructed	through	command	and	control.	
In	today’s	fast-changing,	knowledge-based	economy,	this	static,	top-down	conception	of	management	has	proven	to	be	inefficient;	it	wastes	
the	talent,	creativity,	and	energy	of	most	people	in	these	organisations.

• Orange	organisations:	the	world	is	no	longer	governed	by	absolute,	God-given	rules;	it	is	a	complex	mechanism	that	can	be	understood	and	
exploited	through	scientific	and	empirical	investigation.	Effectiveness	replaces	morality	as	the	yardstick	for	decision	making:	The	best	
decision	is	the	one	that	begets	the	highest	reward.	The	goal	in	an	Orange	organisation	is	to	get	ahead,	to	succeed	in	socially	acceptable	ways,	
and	to	best	play	the	cards	one	is	dealt.	This	is	arguably	the	predominant	perspective	of	most	leaders	in	business	and	politics	today.

• Green	organisations:	stresses	cooperation	over	competition	and	strives	for	equality,	solidarity,	and	tolerance. They	consider	social	
responsibility	the	core	of	their	mission	and	invest	in	organisational	culture	and	values,	coaching,	mentoring,	and	teamwork	— over	the	hard	
aspects	of	strategy	and	budgeting	so	prized	in	Orange.	Family	is	their	metaphor;	everyone’s	voice	should	be	heard	and	respected. You	can’t	
treat	knowledge	workers	like	cogs	in	a	machine. Empowerment	and	egalitarian	management are	among	the	breakthroughs	they	introduced.

• Teal	organisations:	next	slide
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Teal	Management	Principles

• Self-management. Teal	organizations	operate	effectively,	even	at	a	large	scale,	
with	a	system	based	on	peer	relationships.	They	set	up	structures	and	
practices	in	which	people	have	high	autonomy	in	their	domain,	and	are	
accountable	for	coordinating	with	others.	Power	and	control	are	deeply	
embedded	throughout	the	organizations,	no	longer	tied	to	the	specific	
positions	of	a	few	top	leaders.

• Wholeness.Whereas	Orange	and	Green	organizations	encourage	people	to	
show	only	their	narrow	“professional”	selves,	Teal	organizations	invite	people	
to	reclaim	their	inner	wholeness.	They	create	an	environment	wherein	people	
feel	free	to	fully	express	themselves,	bringing	unprecedented	levels	of	energy,	
passion,	and	creativity	to	work.

• Evolutionary	purpose. Teal	organizations	base	their	strategies	on	what	they	
sense	the	world	is	asking	from	them.	Agile	practices	that	sense	and	respond	
replace	the	machinery	of	plans,	budgets,	targets,	and	incentives.	Paradoxically,	
by	focusing	less	on	the	bottom	line	and	shareholder	value,	they	generate	
financial	results	that	outpace	those	of	competitors.
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The	Future	Manager
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Leadership	for	the	Future
• Values-led	leaders	help	create	emotionally	and	mentally	healthy	organisations,	where	business	goals	

are	met	without	sacrificing	personal	values

• Ensuring	successful	adaptation	against	a	backdrop	of	increasing	uncertainty	and	complexity	means	
leadership	becomes	less	about	directive	structured	approaches	seeking	predictable	outcomes	and	
more	about	empowering	others	to	make	effective	and	timely	decisions.

• The	role	of	leadership	is	to	actively	participate	in	enabling	and	facilitating	local	change,	by	
encouraging	effective	communications	with	clarity	of	understanding	of	how	to	act	and	interact.	Each	
and	every	one	of	us	plays	our	part	in	leadership	of	the	future	by	helping	others	to	co-create	towards	
positive	outcomes.

• Leaders	of	the	future	unleash	human	potential	by	instilling	trust	through	authenticity,	clarity	of	
purpose	and	openness	to	continual	learning.	Leaders	are	the	learners,	the	ones	who	seek	'personal	
mastery’	whilst	remaining	interconnected	to	the	collective	whole.

• Leaders	become	teachers,	taking	time	to	assist	and	empower	others	to	lead	themselves.

• Create	the	conditions	conducive	for	co-creation	and	it	will	naturally	flourish.	Self-empowerment	and	
collective	orientation	overcome	challenges	by	perceiving	them	as	opportunities.

• A	key	aspect	of	effective	leadership	is	establishing	the	right	organisational	culture;	a	culture	that	
fosters	diversity,	and	encourages	creativity,	while	ensuring	the	diverse	stakeholder	group	live	and	
breathe	the	values	inherent	in	that	culture.	The	culture	is	the	psyche	of	the	organisation.
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Leadership of the future 
is less about the theory 

of an idealised 
leadership model and 

more about the 
practical ability to 

navigate a journey of 
authenticity and 

inspiration; energising 
and equipping oneself 

and others to make the 
right choices for the 
situation at hand.
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The	Evolution	of	the	Employee
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7	Principles	of	the	Future	Employee
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7	Principles	of	the	Future	Employee

1. Flexible	work	environment:	Most	employees	will	become	location	
independent	and	will	be	able	to	work	when	and	where	they	want	
as	long	as	they	can	get	access	to	wifi.

2. Customise	work:	Being	hired	in	one	role	for	a	long-term	career	is	
dead. Employees	will	be	able	to	shape	their	career	paths	and	
choose	the	projects	they	work	on.

3. Share	information:	The	mentality	going	forward	is	all	about,	
“sharing	is	power.”	The	employees	who	share	their	ideas	and	
information	and	use	collaborative	technologies	and	internal	social	
networks	are	going	to	be	the	ones	that	succeed	and	grow	their	
careers.

4. New	ways	to	communicate	and	collaborate:	Email	is	not	efficient.	
Many	emergent	technologies	such	as	internal	collaboration	
platforms	are	going	to	start	to	replace	email	in	many	situations.
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5. Can	become	leaders:	Employees	have	the	unique	opportunity	to	
become	leaders	within	their	organisations	by	sharing	their	ideas	and	
feedback	in	a	public	and	transparent	way	for	their	peers,	managers,	
and	executives	to	see.

6. From	knowledge	worker	to	learning	working:	What	is	far	more	
valuable	than	knowledge	is	the	ability	to	learn	new	things	and	apply	
those	leanings	to	new	scenarios	and	environments.	This	is	what	the	
employee	of	the	future	needs	to	focus	on,	“learning	to	learn.”

7. Learns	and	teaches	at	will:	Technology	is	connected	employees	and	
information	together	anywhere,	anytime,	and	on	any	device.	This	
means	that	learning	and	teaching	can	happen	between	employees	
without	official	corporate	training	programs	or	manuals.
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