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“PUT SIMPLY, THE REASON FOR THIS EXPLORATION OF
THE CURRENT STATE OF WORK, WORKER EXPERIENCE,
AND WORKPLACES IS TO SHAPE THE FUTURE RATHER
THAN HAVE IT SHAPE US.

—CRISTINA BANKS, PHD
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INTRODUCTION

What This Book Is About

You are entering into an experience that we, the Leadership Team,
believe could transform how you see workers’ lives in America. How?
We'll explore what people across a wide range of occupations
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and stakeholder groups say about work, how they navigate new
expectations, and how they deal with the rapidly evalving
influence of new technologies.

Their voices are presented here in an unfiltered state, meaning they
have not been shaped by an underlying agenda or a researcher's
quest for a specific dataset. We simply listened to what came to
their minds when the 1463 participants talked to each other in small
groups. Our goal was to avoid guiding them, whether consciously
or unconsciously, to a particular point of view or predetermined
conclusion. We listened and then kept what they said in as pure

a state as possible, so0 you could hear it directly from them.

Why is this a good idea? We believe that much of what we know
about worker experience and stakeholder views is too curated:
questions shaped before the inquiry by researchers’ beliefs about
their subjects’ experience. How can we ensure that the truly
important questions are asked if we don't first understand what
people are thinking and experiencing? This critical step is why we
started here. We wanted to hear what our participants were thinking
without signaling our own beliefs. We bet that we would get fresh,
novel insights as a result. Our approach produced exactly what we
had hoped.

We want to share these insights with you by letting you hear them

first-hand, as if you were there listening with us.
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The participants’ voices are presented here as quotes, not as
interpretations of their words. Their voices are captured in this
book. Part 1 presents the voices gathered in 2024 prior to the
presidential election, while Part 2 presents the voices gathered
in 2025. Together, this book provides an intimate and often
surprising view into the lived experience of people who work in
a wide variety of occupations and stakeholders and who influence

and shape the world of work.

Below, we describe our unique methodology for gathering these
voices: the Sandboxes. Sandboxes comprise the first step of a
three-phase project, the Work Futures Initiative, which ultimately
aims to reimagine modern work life and create a new vision and
framework for work, worker experience, and workplaces. This new
vision will be generated in the second phase, The vision will be
translated into actionable products in the third phase in order to
jump start the transition to a new, healthier, safer, more productive

wark life with a higher level of well-being for all.

The primary reason for the Work Futures Initiative is to determine
whether we can create a better future of work, worker experience,
and workplaces by seeing and then addressing our issues and
challenges in all their complexity, all their connections, and all their
roots, We will see the whole picture, facilitated by the information
we obtain from Sandbox participants’ discussions and by careful
and considered exploration by experts to see the patterns and
forces within the whole, and determine what to fix holistically.
Then we will create a comprehensive Problem Statement, exploring
interactions and dependencies across elements within the world of
work, revealing the interconnected system of incentives, disincentives,
cormmonalities, and independence holding the status quo in place.
We will focus on how to strengthen the elements that promote

good while reducing the ones that undermine it, thus crafting
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a new vision and framework for the future. The Work Futures
Initiative will culminate in building the right tools, programs, and
practices that translate this new vision into an integrated suite
of changes forming a new, effective, holistic path forward.

Our sincere hope is that as you read these unfiltered voices you will

learn about and appreciate their experiences. In doing so, you may
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see that all voices contribute to our collective experience.

Why Shape the Future?

If current challenges remain unaddressed and left as they are,
the momentum underlying predictions of the future of work for
workers, organizations, and society may be dire. Why not imagine
a much better future and then take steps to make it a reality?

Our country needs a new vision for medern work to make room for
post-pandemic realities. These include new work arrangements,
changed expectations around balancing work and personal life,
greater demand for autonomy in how and where work is performed,
and a striving for better work experience that provides all workers
with a healthier, safer, more productive work life, and promotes
well-being. This new vision must benefit everyone: employers,

workers, families, and communities.

The pandemic exposed many unresolved challenges and revealed
new ones. Workers experienced these challenges in different ways.
The pandemic revealed a fundamental divide: knowledge workers
gained unprecedented autonomy while essential workers faced
heightened vulnerahility. All workers discovered that job security
was more fragile than anyone imagined. While remote workers
gained fiexibility regarding where and when they worked, they also

lost professional and personal connections that were best forged

UNFILTERED YCHCES k|



in-person. On-site and field-based workers maintained their
co-worker community but also experienced threats to their
health and safety,

Managers struggled to navigate the complexities of hybrid work:
managing workers' weekly schedules, accommodating workers who
needed time away from work to take care of personal responsibilities
{e.g., caring for children), and maintaining adequate amenities despite
unpredictable on-site attendance, among others, Workers struggled
with responding to in-office attendance mandates and balancing
persoenal responsibilities established during and post-pandemic,
geographic dislocations, long commutes, and constant streams of

digital communications and meetings.

Jumping back into old pre-pandemic patterns has proven to

be untenable for both leaders and workers, and costly for the
organization in terms of lost productivity and key talent turnover.
Integration of artificial intelligence and smart devices into work
processes and workplaces has introduced a new dynarmic with
unknown benefits, consequences, and societal risks. Trust,
empathy, belonging, and job security have become increasingly
endangerad.

In sum, we need to do more than anticipate change; we need to
play a part in creating it.

INTRODUCTION



The Three Phases of the
Work Futures Initiative
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THE SANDBOXES THE MIXER THE SUMMIT
16 sandboxes Articulate challenges Understand vision
163 participants and issues and framework
Book collection Create new vision Create and launch
of unfiltered voices Elaborate framewaork tooisand
communications

THE SANDBOXES.

The first phase of the Initiative is collecting

information about the current state of work,

worker experience, and workplaces, and predictions about

the future through the Sandboxes. We personally invited highly
experienced professionals from specific occupations and
stakeholder groups to participate in two-hour virtual discussion
sessions. These sessions, lightly facilitated by a Leadership Team
member, consisted of peer-to-peer discussions among people
of the same occupation or stakeholder group. Sandboxes ranged
from 6 to 16 participants, with a total of 16 Sandboxes conducted
between March 2024 and August 2025,

Each Sandbox consisted of the same three sets of broad questions
examining the current state of their occupation or stakeholder role,
Participants talked to each other, not to us. Discussions lasted

approximately 20 minutes each, with the first discussion including all
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participants, and the following 2 discussions in groups of 3 to 5 peersin
“breakouts” lasting 20 minutes each, Participants then reported their
“takeaways” from the discussion sessions to end the Sandbox. After
the Sandbaox, participants were provided a summary of their Sandbox
consisting of quotes from the discussions organized by topic. All
Sandbox participants had access to all other Sandbox summaries,
and they were invited to join a dedicated Linkedin Group to share
their thoughts about the Sandbox and to receive project updates.

Information collected during the Sandboxes were considered
“unfiltered” because they were unshaped by predetermined views
or agenda-driven questions by the research team. These unfiltered
views were captured in recordings of sessions and subsequently
transcribed into verbatim narratives, which were lightly edited to
remove natural speech patterns, including filler words and repetition
of the same points by the same person, (See Appendix for meeting
agenda and question sets.)

THE MIXER.

Our next phase is to integrate these disparate views

into a cohesive and multidimensional picture of the

system of forces driving the current state and the

potential avenues for improvement. “Knitters,” a group of experts
who are comfortable thinking at a systems level and can recognize
patterns and intersections across a field of information, will wark
collaboratively to extract common themes, synergies, opposing
forces, and opportunities for mutual gain. They will knit together
a new vision and formulate a framework for the future of work,
work experience, and workplaces based on the unfiltered voices
and information solicited from subject matter experts (SMEs)
participating in the Mixer.
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THE SUMMIT.

The final phase is to execute this new vision and

framework in multiple tools of action to jump-

start change toward this new future envisioned by

the Knitters. "Producers,” who are experts skilled in translating
avision into tools for change, will create an integrated suite of
change management resources such as toolkits, educational
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curricula, publications, presentations, training materials, and
podcasts avallable for public distribution, Once the vision is
communicated, others will be invited to continue developing

resources to facilitate changes.
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Organization of the Book

We organized the book into two parts: Sandboxes 1-9 conducted in
2024 (Part 1) and Sandboxes 10-16 conducted in 2025 (Part 2). Each
Part is divided into chapters, each chapter capturing in quotes the
perspectives and sentiments shared in Sandboxes by members of a
specific occupational or stakeholder group. Sandboxes are ordered
by their session date, starting with Sandbox 1 conducted on March 1,
2024, and ending with Sandbox 16 conducted on August 22, 2025.

The occupational and stakeholder group that participated in

a Sandbox as well as the individual participants is listed at the
beginning of each chapter. Each Sandbox chapter consists of three
sections: (1) participants’ quotes describing their views of the Current
State of their profession ar stakeholder group; (2) participants'
guotes describing their predictions on the Future State of their
profession; and (3) participants’ takeaways expressed at the

conclusion of each Sandbox (not recorded as quotes),

Themes

The information collected across the 16 Sandboxes generally fell into 4
large groupings of themes, each grouping consisting of 3 to 4 themes
for a total of 12 differentiated themes. They are on the following page.

We organized quotes within a chapter by matching quote content
to the best-fitting theme. By attaching a theme to a quote, Readers
can crass-reference a theme across Sandboxes. To facilitate this,

a unigue icon (e.g., @) symbol is placed on the edge of the page
where the matching quote is located, and wherever this theme
appears, the icon is noted in the margin. To find quotes that fit the
same theme, the Reader can look for the theme icon in the margin
across Sandboxes. This enables Readers to identify commonalities
and differences among Sandbox participants by theme.

INTRODUCTION



Human Dynamics
' Health and Wellbeing, Safety & Human Centered Approaches

Valuing human-centered approaches to worker physical,
mental, and emotional health.

Fostering connection, belonging, and establishing trust through

E Cufture, Belonging & Social Connection
shared purpase, support through strong organizational culture.
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Anticipating change, building adaptability to respond
to evolving work and workplace demands.

@ Leadership, Management & Organizational Roles

@ Change, Adaptability & Agility

Respansibilities of leadership and management in guiding
and caring for the workforce.

Education, Development & Training
{ ‘a\ Specialized training, education, and continuous development
to match shifting roles and real-world demands.

Evolving Nature of Work
In-Person & Remote Wark

Realities, constraints, challenges and impact of non-traditional
work arrangements.

A Collaboration & Organizational Design
G Systems-thinking and systems infrastructure, breakino down slios
to enable collaboration across disciplines and areas of expertise.

Intersecting factors of the physical, urban, and

@ Warkplace Design, Experience & Urban Planning
“7 workplace environments.

W Technology & Al
o Technological advancas and Al influences and their impact on work.

Global Demands

Policy, Public Sector, Societal & Labor Issues
Formulating policy and regulatory structures,
regulatory enforcement.

Equity & Workforce Diversity
H“' Addressing workforce diversity, fairness,
and equality within organizations.

Economic Factors
Economic drivers that shape the world of work
and influence organizational decision-making.
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How to Use This Book

Sandbox participants have given us a valuable gift by letting us
peek into their worlds, Many of us are siloed by our training,
experience, and points of view, which limits our opportunity and
maybe desire to connect with those outside of our silos and comfort
zones. Importantly, Sandbox chapters give us this opportunity,
fortunately. This book provides “insider access” to each group's
thoughts, views, and perspectives-information we might never
have the chance to know. Moreover, all participants gave us their
best thinking and insider view: a rare opportunity, and the Reader
has access to all 163!

Here are a few examples of what they told us:

*

For work psychologists, they were fearful of Al changing their work and not
having a caresr anymors,

For CHROs, their leaders asked them for information about how to bring workers
back to the office and build loyalty and engagement with a hybrid workforce,
but they had neither the tralning nor resources to do so. Thelr shortcomings
were perceived as a direct threat to job security and future advancement.

*

For occupational health professionals, the threat of antimicrobial resistance
{the inability of medicine to combat current and future infections) will likely
make the workplace one of the most dangerous places to be.

-

For bullding owners, bringing workers back to the office was necessary to
maintain careers in corporate real estate, because filled buildings mean revenus
and happy investors.

INTRODUCTION



Readers can view Sandbox quotes as data points describing

participant experience. These data points can be compared,
combined, analyzed, and understood in their native form for
descriptive purposes or to serve any number of purpases,

Here are a few examples:
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Learning about people in different occupations and stakeholder groups to
better understand & customer base,

Discovering how people from different perspectives think similarly and
differently about the same topics o address professional needs.

Informing decisions on how to create products and services that more
effactively serve the needs of a broader constituency.

Crafting policies that better support work, worker experience, and workplaces.,
Expanding outreach to form partnerships scross silos.

Develaping new leadership and management models that address business
needs while supporting worker health, well-being, and performance.

Develaping new practices that respond effectively to the direction and
pace of change and new realities of wark.

Guiding investment in new work practices that promotes business effectiveness
and a thriving workforce.

Providing guidance on business development.

Helping leaders navigate the uncertainty around technological advances
and Al in the workplace.

UNFILTERED YOICES n
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Part1 Sandboxes 1-9

MARCH-OCTOBER 2024

sanDBox 1.

SANDBOX

SANDBOX

SANDBOX

SANDBOX

SANDBOX

SANDBOX

SANDBOX

SANDBOX

CORPORATE REAL ESTATE
WORKPLACE STRATEGISTS

. OCCUPATIONAL HEALTH

PSYCHOLOGISTS

. OCCUPATIONAL & ENVIRONMENTAL

HEALTH PROFESSIONALS,
OCCUPATIONAL MEDICINE

PROFESSIONALS, ERGONOMISTS

. SENIOR HUMAN RESOURCE MANAGERS
. CHIEF HUMAN RESOURCE OFFICERS

. WORK PSYCHOLOGISTS

. BUILDING OWNERS, DEVELOPERS,

URBAN PLANNERS

. PUBLIC POLICY PROFESSIONALS
. GOVERNMENT OFFICIALS
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Corporate Real Estate
Workplace Strategists

THE FIELD OF CORPORATE REAL ESTATE focuses on the
management of costs for real property used by a company
for its own operational purposes, and on how it can add
value to the core business and contribute to the overall
performance of the organization. Research and practice
involve site selection, building construction, adjacencies,
tenant improvements, square footage allotment, and vacancy
management. Workplace strategy involves the analysis,
planning, design, documentation, and management of
interior construction and alteration projects aligned with
building design and construction, and integrating the
experiences, needs, and personalities of the users within.

SANDBOX 1 THEMES

Health and Wellbeing, Culture, Change, Leadership,
Safety & Human Buolonging Adaptability Management
Centercd Approaches & Social Connection & Agility & Organizational Rolex
@ ®© ©® B
In=Person Callaboration Workplace Design, Technalogy & Al
fa Remote Work & Organizational Experience

Design & Urban Planning
Policy, Public Equity Economic Factors
Sector, Socletal & Workforce
& Labor lssues Divarsity

STATEMENTS IN THIS CHAPTER are not verbatim quotes because the
diszussion sections were not recorded. Statements were reconstructed
by examining detailed written notes; participant sticky nates on Zoom
wWhitaboards, and chat transcripts,

UNFILTERED VOICES
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The Current State

SUMMARY: People are exhausted, yet are still trying to
enact change at a “local” level within their own jobs. We
fear the unknown consequences of new technologies such
as Al. We struggle to forge social connections and create
meaningful workplace culture as we return to working in
the office. The role of the manager today is unclear, and
most managers are not equipped for the overwhelming and
often unrealistic demands that result from occupying an
ill-defined role under these circumstances. Those at the top
cannot get in touch with their front-line workers without
utilizing middle-managers, and so their middle-managers
must be trained to enact change. We can all do better,
companies and individuals, by focusing on the human.

ENTERPRISES WANT EXTREMELY WELL-PLANNED and executed workplace
programs, but don't invest to achieve occupants’ needs.

A TECTOMNIC SHIFT IS happening, but we're only al the baglnning.

IN MY PUBLIC SECTOR agency, few people come into the office (<25% occupancy),
but the agency's identity is tied to the building. Organizational identity is tied o
the physical enviranment.

THERE IS AN EMERGENT trend of more convenient work locations, During the
pandemic, people moved away from work, and now workplaces are making
maoves to help them be In-parson where they are now in order to offer flexibility
and choice.

UNFILTERED VONCES



THE CHALLENGE IN A distributed work world is to continue {o connect people
to corporate culture while supporting their need for choice and autonomy.

THERE IS CURREMNTLY VERY little training for employess and managers lo
navigate and effectively operate in distributed work models,

DISTRIBUTED WORK TENDS TO FREE AGENT EMPLOYEES COMING
stay focused on projects and needs together to deliver a project helps
to find ways to let people socialize, remove company aoverhead while bettar
bond, coach, mentor, celebrate. aligning expertise and connection.

DISTRIBUTED LIVING MIGHT MEAN longer commutas, or will there be an
office change?

B82% OF A COMPANY'S teams have “DISTRIBUTED WORK" IS MORE
distributed members. There isa precise than “hybrid work” Precision
shortage of data and inslghts upon of language Is important, more
which leaders can base decisions. specific. It is necessary when creating
What do people do when given the future to make it more accessiblie
the choice? and less intimidating”

WE DON'T HAVE THE budget to bring everyone togsther who are distributed
geographically,

@
REAL AMD PERCEIVED PRIVACY POTENTIAL FEARS AROUND Al that
concerns are stalling iImprovements are more valid are privacy-related,
in the workplace. notunemployment-related.

THERE ARE STRONG PRIVACY concams refaled to how people work away from
the office,

@
VIRTUAL WORK PROVIDES NO WHEN WE ARE VIRTUAL, we should
way to connect. We need to be focus only on work, Social bending
in-person to some degree. People happens before and after meetings,
say they don't know what the work but people are struggling to find the
culture is when work is virtual. time to do tha social banding.
PEQPLE ARE SELFISH. WHEN EVERYOHNE IS CURIOUS ABOUT
given a choice to come inor how to make employees happy
stay home, they stay home. to come back to the office.

CORPORATE REAL ESTATE WORKPLACE STRATEGISTS



HYBRID WORK IS HERE to stay despite its shortcomings.

KNOWLEDGE WORKERS AND FRONTLINE workers are affected differently by
organizational factors, but they are related and both grotps depend on each
other. There can be flexibllity even in frontline work. | am interested in how
benefits for knowledge workers can reach front line workers.

LEADERS ARE DEMANDING RTO, HOW TO MAKE THE in-office

but not explaining the why, not experience more enticing than
explaining or even attempting home with limited opportunity to
to explain the value. invest in the current environment.

THERE IS A STRONG desire among employeas for autonomy that leads to
empowerment and job satisfaction. But autonomy can also lead to parsonal
and organizational isolation. Isalation can lead to personal heaith challenges
and organizational misalignment, Rise of the low-level and middle manager
can address this, or can be a mode to prevent this. A full service set could be
delivered at the team leader level.

WITH LITTLE-TO-NO FACE-TO-FACE TIME in the workplace, it is both hard to
make connactions with other people, and hard to increase the actual amount
of inclusivity in the workplace.

ISOLATION IS THE RESULT of a society that doesn’t have the tools to support
individuals who are decentralized, but with the right tools it doesn't have to
be isolating.

KEEPING TEAM MEMBERS CONMECTED socially and professionally over distance
Is-a primary challenge.

EMPLOYEES ARE GEMERALLY EXHAUSTED. Staff cuts, remote operating models
and shifting priorities have kept employees and managers focused onwhat isin
front of them, leaving larger, more human issues, unattended,

REDESIGN PROCESSES AND RER to allow for more work sharing and cooperation
across slios,

UNFILTERED YOICES
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HUMANS ARE SOCIAL CREATURES and that is being overlooked.

OUR CURRENT MODEL OF work structure—9 to 5, 5 days a week, 365 days
ayaar—Is just a model, It can be made more seasonal, more natural.

PEOPLE NEED TO BE nurtured and nudged to use their choice fully,

MANY OF US WORK for global companies, and aspects of globalization such
as time differences can remove separation between work and persaonal life,
For example, early moming and late night calls.

THERE IS A GEMERAL lack of understanding around neurodiversity.

70% OF EMPLOYEES ARE coming from complex trauma. Fer instance, meeting
without an agenda can be very triggering for some. “Inclusion™ must include
behavior and palicy changes to addrass complex trauma. Dispersal amplifies
these issues.

CONTINUED DECLINE OF “ONE |ob for a lifetime” and more of a
multidimensional career path.

“EVENTS" OR “SUMMITS" HELD by corporations PEOPLE ARE LOSING

are cross-functional; they are social avents as wel| CONNECTION to culture.
as professional. They bulld human connections, How to create and drive
awareness of one another, and collegiality, on culture in a distributed
top of achieving the specific purpose for which world is a must.

the corporation hosts the event”

WE'RE OPEN TO HOW much is changing. People need to still complete their
work/tasks but also be happy and connected to culture.

WHAT ARE THE NEW gathering rituals?

TRUST AND TRANSPARENCY ARE not present with a lot of new tm:hnalogl&:
because employees feel they are being tracked /monitored.

OME AREA OF CONCERN Is tension between employees and management.
There is no data that backs up management concerns about return to office, etc.

CORPORATE REAL ESTATE WORKPLACE STRATEGISTS



PEOPLE MOSTLY LEAVE JOBS because of bad leaders, not bad buildings. Talent
development may be more impartant than the building factors or its location,
Need to invest in manager training.

SOME MAMAGERS ARE MOT supposed to manage/are not good at managing—
they ware promated into the rale but are not cut out or trained for it

HYBRID MADE THE MANAGER'S job WE NEED TO UNDERSTAND
harder. And they failed. Managers need thie skills gaps of managers.
to manage both people and systams. Managers are overburdened,

AMIDDLE MANAGER IS like a working mother, with so many expectations and {
so little control over their own circumstances and resources, v

it ona team level, Teams need more from the corporation, Having purpase
equals engagement. Purpose must be brought Lo the lowest levels in the ora.

MANAGEMENT STYLES AND POLICIES are too general. We need to think about E

THERE IS ASURVEY created by a company that talls an individual what they are
doing well and what they can change and informs their managers about what

they can do to halp, @

WE NEED MANAGERS IN organizations to add a new skill, that of addressing
Isolation that comes from remote and hybrid work. That isolation is the twin
of autonomy if not planned for.

THE KEY ROLE IN how futiire work is accomplished Is the middle manager.
Managers must be trained to not only keep their teams focused on meeting
goals, but also on employee weliness, isolation mitigation, engagemaent and
morale building.

MIDDLE MANAGERS ALS0O NEED to be “dot-connectors”

IT'S IMPORTANT TO LEARN from different perspectives and generations
to find alignment/misalignment and their Impacts.

¢

THERE ARE STILL SIGNIFICANT financial FINAMCIAL PRESSURE

pressures to reduce spending, making REDUCES OUR ability to make

investment in training, new programs, hig changes quickly or even at @
and employees weliness difficult. a reasonable, necessary pace.

UNFILTERED YOICES 2
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NEED TO MEASURE THE “depth of impact” of services and hehaviars. Not just
numbers. What is the RO of a celebration? Right now, they are questioned as
a cost, Do we really need that cost now?"

WHAT IS THE RO of a set of gatherings? It's not just a Christmas party. It's part
of a set of gatherings, rituals that are good for the organization.

*]
THE INITIAL REDUCTIONS IN commuting LONGER COMMUTES AFTER THE
during COVID showed a marked decrease pandemic could be responsible for
In emissions, But a post-pandemic the return to 2009 level of emissions.
distributed workfarce, even with limitad More convenient work locations
In-office time, appears to be moving could likely reduce commute
back to pre-pandemic emission leveals. lengths, even post-pandemic.

CLIMATE CHAMNGE AND ITS impacts on human beings and our humanity are
central to future preparations, Don Morman's Humanity Center of Design is a
aood modal for this.

The Future State

SUMMARY: The idea of a single, linear career is becoming
a relic of the past. As technological change accelerates,
individuals will go back to school deep into their careers in
order to keep up. Gen Z is joining the workplace, and they
are much more skeptical of the extant working conditions,
50 they may help encourage gquicker changes in work
culture. How can we tie our big lofty goals back to the
company's single, driving goal: ROI? We don't expect the
future to take a single, coherent form. Because specific
predictions are often not correct, we will work to create
flexible, sustainable systems which are compatible with

a diversity of healthy, strong futures.
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IT'S KIND OF AN unrealistic goal to develop a strong, singular vision for the
future, We should instead strive to enable the best possible outcome for the
future because we've been wrong about the specifics so many times befare.

WE CAN'T PREDICT THE future, instead we need to be dynamic and adaplable
and create dynamic, adaptable systems.

WE DON'T KHOW WHAT we don't know, so we should focus our energies on
designing for rasilience and human needs.

[ ]
WE NEED TO IMPLEMENT small-scale, risky maves, and enable resilience.
TOO MUCH HYPE ABOUT naw stuff. WE HAVE A “QUICKY Resilient” lab
Maost things we're experiencing today where we try new things regarding
are not actually new, and we should the physical, technical ways and
begin problem-salving by using proven methods, community and well-being,
solutions and avoid novelty bias. It's an experimentation engine.

MAYBE WE CAN THINK of productivity as a byproduct of other things rather
than THE thing. For example, a client's method of making change was cast
reduction, which in turn resulted in reduced carbon amissions. This change
created new alternatives which might positively affect performance,

I'M LIVING IN THE moment and spending time with people internal and external
to my industry/campany. | get inspired by people In adjacent industries.

PEOPLE DON'T DO THE same work remotlely as thay do in the office. The office
will be more about coming together versus staying home for heads-down work,

DO WE OPTIMIZE FOR people who are In person or people who are an the
screen? Hybrid is problematic for this and many other reasons.

THE ABILITY TO DELIVER an entire workplace experience (e.q,, snacks, meeting
space, HR, matarials) to individuals who are not in the workplaca will be a

primary challenge.

MEASUREMENT IS HARDER WHEN employess ars more distributad, and when
organizations are so large (>50 teams in one erganization).
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THERE ARE ASPECTS OF which we are now currently unawara that will have
great impacts on how work Is accomplishad in the future,

THE NEW “HERDES" OF the workplace may be the team-level facilities persan
and the bulldina-level occupancy planner. What could be the virtual versions
of these roles?

TEAM-LEVEL FACILITIES AND WE SHOULD THINK LIKE
OCCUPANCY people exist now but generalists, systerns designers,
will be more central in the future. rather than specialists.

&

A*CALL FOR HELP" button is used in the manufacturing industry on the assembly
line which is installed to prevent injuries and harm. You would never get in trouble
for pressing the buttan, you would only get in trauble if you didn't press the button
when you needed help. is this something we can have in other workplaces?
How can we make it easier for people to ask for/rely on workplace support?

IN THE FOODSERVICE INDUSTRY there's a way of asking for help: “I'm in the
weads” |t takes guls to say it. When someone says it, people jump in to help
no matter what. We need the corporate version of this.

CORPORATIONS NEED TO START leveraging data and Insight to figure out
what drives employee experience. There's too much subjectivity and focus
on attendance.

| AM FOCUSED OM capturing global MORE DATA WILL BE available to
employes sentiment data and what underwrite decisions about work
is driving experience. and workplacs in the future.

WHEN WE DO GROUP work, we change the way we recognize success, chanaing
the mindset for individuals,

HOW DO WE INTEGRATE traditionally WE ATTEMPT TO PROVE the new
siloed services? And, how do we value of the workplaca to C-leval
have measures to back it up and teams through traditional KPis
drive improvement? (ROI). This has to happen.

WE NEED TO DO post-occupancy evaluations for every single change we make.
We need an industry-wide benchmark.
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DATA-DRIVEN UMDERSTANDING OF HUMAN performance Is rapldly improving.

LESS TIME SPENT FIGURING out utilization and where/what people are doing...
More time measuring the employee experience and uncavering the drivers.

HOW DO WE BRING ROI and quantitative data to the argument?
WE MEED A HUMAN well-being index.

HOW DO WE MEASURE joy?

NEW METRICS WILL BE required to measure more human-focused aspects of
wark. Return on investment (ROI) will still be critical but new metrics will assass
employee wellness, engagemeant, loyalty, contribution, personal development
and growth. An industry-wide set of metrics could be established to enable
comparison of organizations against each other,

IMPLEMENTATION IS A PROBLEM for any plan or solution or future vision,
especially when thinking about *human” aspects.

WE NEED TO ARTICULATE the value of coming into an office.
WE SHOULD TAKE ACTION on positives {joy, new relationships, etc) as we
already do a lot of taking action on negatives (what people and processes

are doing wrong).

WE ARE TRYING TO add data intelligence capabilities to many roles.

THERE IS AHYBRID CLIMATE CHANGE AND ITS impacts
dividend and a people an human beings must be central
dividend. We nead to to any definition of how work will
appreciate and measure both. be performed in the future.

THE FUTURE WILL BE human,
FOCUS ON HUMANITY IS a fresh way of looking at things.
WHAT IS HUMAN? WE should prioritize human things.

THE FUTURE OF WORK is human but it is not obvious haw it fits in the
capitalistic framewaork.
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EMPLOVEES WILL BE NURTURED and trained to use their new autonomy for the
arganization and for their own well-being,

PEOFLE NEED TO BE nurtured and nudged to use the power of their choice fully,

HOW DO WE TEACH the employee/individual to have a language or approach
to seeking what they wanl? How do we open this dialogue when we may not
speak the same language right now?

FUTURE EXPECTATION: EMPLOYEES WILL be more empowered and capable of
driving the experience (2.9, more “bottom up” than currentiy),

ARE WE OVERLOOKING HUMAN factors, such as seasonality, or pain, or mood, as
we move to the futum? We should remain in touch with the traditional experisnces
of humanity and what that means even as we move into the future,

THE HUMAN WILL BE at the center of how work |s organized and accomplished.
The natural cycle of seasons will help organizations focus their efforts. These
natural rhythms will help establish mesting rituals for the organization and
teams within It. Human well-belng will be integrated into all decisions and
not considerad a nice-to-have or leftaver,

PECPLE BEHAVE DIFFERENTLY AT different times of yaar, there is a rhythm to life.

RHYTHM IS A BIOLOGICAL metric of THERE ARE ALSO RHYTHMS and
measuring most things, it's a great rituals of work at organizational,
way to think of measuring humanity. team, and individual levels.

EMPLOYEES WILL BE NHURTURED and trained to use their new autonomy for the
arganization and for their own well-being.

MAYBE THINKING OF EMPLOYEES similarly to customers, at least as a thought
experiment or in some facets, could help to “pull forward™ employee experience,

THE WORKPLACE EXPERIENCE IS steadily declining. Shifting the focus to
imprave the experience will drive a lot of the answers to design, technology,
and policy decisions.

CAN WE THINK ABOUT the employee experience beyond the workplace?
Especially In the context of return to office mandates?
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FOCUS AND METRICS WILL be expanded to include creating strong employee
experiences that drive successful team and business outcomes.

WE MEED TO PAY attention to braln health.

THERE IS MARKET CONFUSION WELL-BEING STRATEGIES SHOULD NOT b=
around the term, human a3 matter of “check the box” Rather it should
wallbeing. We should work on be intagrated into the project, event, atc.,
defining terms more clearly. as any other aspect of a given project is.

WELL-BEING IS AT AN all-time low. What In the workplace impraves well-being?
Leaders, real estate, and tech need to make well-being a priority.

HOW CAN WE CREATE a low-carbon work future?

THE CARBON IMPACTS OF video calls are only now being understood,

WE MEED TO LET go of the traditional career path. Just-in-time learning and
farmal and Infarmal lifelang learning will be critical.

FOR INCREASED FLEXIBILITY, AND because technology Is changing so much,
it would be normal for many people to go back to university multiple times
throughout their carear.

GOING BACK TO SCHOOL is also a way of saying that we may not have the right
skllis, data, ot processes to remedy all of the problems sat before us.

WE MEED TO INVEST PERSOMAL DEVELOPMENT AND CAREER

in management and advancement should be built into jobs so
training, with less focus employees do not need to leave organizations
on formal education. for their professional growth.

UNIVERSITIES AND LEARNING STYLES are chanaing sianificantly as a result of
new technologles used by the younger generation.

ADULT VIRTUAL LEARNING IS in its infancy. More research needs to be done,
more effective programs and processes are needed.

HOW DO WE TRAIM future leaders in the face of decentralization and remote
work? How can we adapt educational frameworks for modernity?
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HIGHLIGHT THE POSITIVES OF being together, and highlight the activities

that foster a sense of belonging.

HOW TO SHIFT FROM woarkplace impacting people to people impacting

workplace?

WE MEED DYNAMIC, ADAPTABLE systems.

WE NEED AN ORGANIZATIOMAL Development person who Is responsible

for the health of a team.

THERE IS IMPORTANCE IN the fact that we are social creatures who need

to be together,

THE WORKPLACE WILL BE populated
by various generations. Training

will happen in both diractions as
muore seasoned employ=as help
younger ones, and younger ones help
established employees navigate new
technologies and methodologles.

THE YOUNGEST GENERATION
SEES things differently, and alder
people should involve themselves
in how younger people sea things.
It's more important to them to be
in the office, they want mantorship
In-persan.

GEHN Z'S ARE MORE interested in chanaging jobs every 2-3 years. They say it's
in order to have a wider variety of experiences, Can we design jobs with that

desire in mind?

THE NEW GENERATION OF workers
want more variety and access to more
experiences and skill development.
This should be built into the company
50 that they don't just leave.

IF YOU HAVE TO claw people back
into the office, start with the younger
people who want to come In more
than older people. Tailor the return to
the neads of differeant generations.

NEED TO STREMGTHEN BELONGING and inclusion so employesas have guldance
and support far bullding their support systems, There's a new office in Atlanta
where the company focuses on supporting the development of early career hires.
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TEAM-BASED DISTRIBUTED WORK TENDS to focus on projects but will nesed to be
expanded to include socializing, bonding, coaching, mentoring and celebration,

THE KEY UNIT IN the future af wark will be the team_The team will be whare
team norms will be established, agreements on time together will be made and
how team members will support each other both personally and professionally.

WHEN HR DOESN'T TAKE into consideration location strategies in its policies, it
is difficult to have a consistent team strategy and build team culture when people
are in different locations. It might be better to hire someone local rather than
someane far away,

CROSS-FUNCTIONAL TEAMS ARE HOW DO WE TIE hiring
IMPORTANT, and we have to start thinking strategies to team strategies and
Jaintly in order to make cross-functional the feasibility of building a strong
teams actually functional. team through the distance?

@
THE ROLE OF ORGANIZATIONAL leaders will evolve and may possibly be split
to focus on operations, strategy, and inspiration. The role of middle managers

will bacome aven more critical as they work to translate leadership goals and
initiatives into thelr teams’ day-to-day actions.

THERE 15 A NEED to rewrite job descriptions, skills, values, and beliefs for
management and leadership.

WORK PROCESSES CANNOT BE changed easily at an enterprisa nor individual
lavel. Teams are key, and managers often are not sufficiently trained to handle
or direct big change.

WE SHOULD TEACH MAMAGERS how WE CAN'TDRIVE ENGAGEMENT
to create purpose. Currently, team-level from the top without engaaing
agresments are nol aligned with leadership, managers in actions that bridge
thus you can't really drive engagement the gap between top level and
from the top. the frontiine.

OME SIZE DOES NOT fit all, so how do we all work together? How do you herd
the cats required to make change management work? Leaders are [ust as

broken as the rest of us. -I:

CAN WE CHOOSE BETTER leaders and then equip them to manage complexity
at the team level?

IMPLEMENT POLICIES THAT SUPPORT cholce rather than mandate.
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TODAY'S WAY OF WORKING, we created it, we can create a new one. But
getting people to adopt it tying the new way to an RO, is essential to making
the change.

WE NEED A BETTER way to provide organizations with a model to quantify
ROl on human needs.

EMABLING AND SHARING TECHNOLOGY will be critical. Al is pervasive but
probably wan't impact jobs as much as people fear.

CONTINUING TO LEARNM IS crucial. Al Al CAN BE USEFUL in a work
computing power is doubling every 3 environmeant when users or those
months, how can you possibly envision affected by the Al's wark have the
1,3, 5 years out? power to shape the “new solution.”

TECHNOLOGY STRATEGIES SHOULD BE part of the project execution strategy.

Al WILL BE A good thing for addressing the talent shortage and to take care of
rapatitive tasks. We must invest in management training.

CHATGPT WILL BECOME EMPLOYEES' personal assistants.
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Participants’ Takeaways
WELLNESS

+ We collectively need more clarity about well-being strategies
(versus “check-the-box" programs that are proven to be
ineffective), and then need to integrate them and technology
into a given project.

ROI

= Using our current framework, we need to be able to measure
and demonstrate the ROI of efforts in order to make the
changes happen.

» How do | measure the ROl of an annual gathering celebration?

NEEDED CHANGES

« We need dynamic systems.

* We need an open feedback loop between us and workplace users,
and they need to be empowered to make changes, to be able to
recreate the workplace to support dynamic and emerging needs.

Is there a new role (our design person) that empowers this? Cana
union help with this? E

« | need the “help light" that only manufacturing seems to have,
where people get in trouble for not tapping it. Why doesn't this
happen in the office?

o
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Status of Occupational Health as a Field @

“OUR FIELD |5 ALWAYS running behind and trying to play catch up. We jump on
the banciwagon once It's already passed or as it's passing, even though we have
a hundred years of research that could speak to these trends because largely,
they're not that different from the same principles that we know will apply. We

don't speak to them and we let other people who probably have less expertise

than we do drive the conversation and then we're playing catch up”

“WE'RE REALLY SERVICING THREE different stakeholders. One, we're servicing
organizations. So many people in our field work in business schools, and at the
end of the day, their thought is like, ‘How can we help companies make more
money? Even if It's through improving emplayee mn-uaing_..smu have Lo make
a case with healthier employees, you can get more out of them. And then
there's a different camp of people who are really servicing the worker and the
working experience, which Is great. And then you have the camp that’s knowledge
for knowledge’s sake, who need to understand what the experience of work is.
| think that's probably the smallest camp. These three different stakeholders
often come into conflict. Trying to create a coherent agenda, particularly one
that addresses these grand challenges, | think it just doesn't happen.”
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“WE ARE PSYCHOLOGISTS LOOKING at the hurnan experience. Inherantly,
when you do that, you end up with person-level interventions. So many of
these issues are not at the person level, the outcomes are. But the causes
where we can step in and intervene are outside of that person level, and we
just don't speak to that”

“IT'S ALWAYS BEEN SOMETHING about our field that everybody has their own
scattered agendas. So maybe that's the issue, that we lack an agencdia of the
maost important problems that we collectively as sclentists can solve”

“I'VE THOUGHT THIS FOR a long time, “ITHINK THAT THE knowledge
but | really see it now as an editor: for knowledge's sake group is
scientific knowledge doas not accumulate the biggest group. It's a really
in our field. It's a bunch of people doing typlcal phase right now, in
piecemaeal stuff that doesn't build on a way that they care about
each other, If you have this relationship well-being, but in reality, it's
XY and somebody proposes a moderator, caring about getting published
somebody else comeas along and proposes or maybe about generating

a different moderator.” grant revenue.”

“THERE'S A MISMATCH BETWEEN what students learn to do when they're being
trained and what they're going to be doing. In public health, they like the content,
they want the MPH, but they need something that's applied and marketable
so that they can get jobs and they can hit the ground running. That is a trend
that I'm thinking about as an educator. What are my courses going to look like
in the future to capture their iIntention to be relevant, while also in a way that's
authentic to the tradition of academia?”

“| DON'T EVEN KNOW how to study this, but I'm very curious about entrepreneurs.
From the start of a business’s inception, how can we as a discipline study them
and learn how emphasis on workforce health evolves over time and at different
points in the development of the business plan— gathering money, startup,

et cetera? When can we inject these core principles that follow the business?
That's a big thing I've been thinking of, especially for small businesses, My
husband’s a small business owner and it's very stressful. You gotta focus on

the money and it's very much at the expense of the entrepreneur's mental

and physical health sometimes. So how can you help them from the outside?
Because | feal if they can see how it can work for themsalves, then it's easier

for them to think about how to design healthy work for the rest of their team.”
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“WE'RE FORGETTING THE PEOPLE managers, the leaders who a lot of us are
blaming for creating a poor work environment, but we aren't attempting to
help them be healthy themselves, If they can't be healthy, they can’t create
spaces and programs for thelr employees to be healthy. So I've been thinking
about our challenge, ‘How do you tap into them? How do you get their interest?
How do you get them to pul doliars and resources towards creating healthy
work?' | don't know. | just think the future is to support them, to recognize their
perspactive and the challenges that they face too, which sometimes | feel is
controversial, especially if you're talking to people who are focused on the
waorkers. But there's a lot of good leaders and managers out there who want

to do the right thing, but they don't have the time, they don't have the spacse,
they don't know how to do it reasonably.”

Work as a Social Determinant of Health 3 v

5

“HOW IMPORTANT IS WORM as a gateway to so many good things? The CDC
has now recognized work as a social determinant of health. It's important to
view It through that lens when it comes to how we'ra trying te solve the big
problems of soclety”

“THE MEMBERS OF THIS group in particular, we tend to highlight all the ways
that work will kill us-and be bad for us. But we have to be honest that work is a
gateway to really critical psychological, social, and material resources that we
can't get any other way. Some of this perspective is coming oul of work that |
da with the manufacturing Industry, which is suffering right now with a major
branding and image problem. They can't get people to do the jobs because
people think they'ra still dirty and gross, but they're not. Thay're super high-tech
and advanced and they pay really well. They're stable. Wa have a problem with
work in general, people don't appreciate the value that work can create, Part
of that is because we spent a lot of time telling people what to do and not
explaining how or why. So there needs to be a return to motivational theory
and the critical role that that plays and how we position tasks and manage
people Lo tasks”

Mental Health Concerns @

“WHAT HAVE WE BEEN doing that's not really working anymora? It's this idea of
throwing resources at individual employees and saying, ‘Here, go fix yourselves.
Here are all the tools.™
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“WE'VE BEEN TALKING WITH a very large healthcare system that Is going back to
this concept of individually-focused mental fitness promotion among employees.
"You need to do these exercises to keep yourseif sharp so that you're mentally
healthy at work and you ean withstand all these stressors in the workplace! To
me, that really sounds like resilience training in different clothing, It's unfortunate
to see that, but | think it's also a result of saying, ‘Okay we tried that new thing
back in 2022 when it was really clear after going through the pandemic fora
couple of years that organizations are grinding people up, what else do we
have in our toel bag? ‘Cause it doesn't seem like we solved the problem, Oh,
okay, Let’s go do this ather thing. This seems cool! All the folks dreaming itup
are super healthy, paid people who go to Zumba classes”

“IF WE CAN IMPROVE just one thing to make workplaces safer and healthier
and affect employee well-belng, it would be to ensure that all employees have
ready access to healthy social support networks because we know, without
guestion, that when we have someone we can tum to, whether it be a co~worker
or a boss or some other pear, then we will be able to get someona's support
when we need it. We don't always need support evary minute of every day,

but at some point over the course of our employment, we're going to nesd
help. Not everybody has that or fesls like they have that”

“WE'VE ACTUALLY KNOWN
SIMCE the mid-1980s that even
non-clinically trained people
can be taught enough about
mental health to be aware

of what their co-workers are
strugaling with. We've known
for many decades how to
intervene. If somebody is
really seriously al the suicidal
stage, you want to know how
to intervene. You don't have to
be able to fix their problems,
put vou can be there to listen
and have a huge positive
impact at that time."

“I'VE BEEN STUDYING STRESS for the
past 20-plus years. | think too many
people study stress, nothing new or good
is coming out of that research. We'ra just
recycling the same old stuff. We have

very specific occupational health, safety,
and well-being issues that aren’t getting
enough attention. This field Is too fixated
an thase really abstract things that can't
be transiated into actionable guldance.
Sariously, we're at the point where you can't
talk about stress management anymore
with a straight face. Stress manages us, we
don't manage it. So instead we need to be
focusing on the other ways that our health
and safety is impacted.”

Bilue Collar Jobs and Mental Health @

“I'VE BEEN DEALING WITH workplace mental health in the past couple of
years, Blue collar industries are considering, ‘How do we address mental health?'
Specifically, I'm thinking of mining and construction, We've been getting requests
maore and more often. 'Can you come and present at a very basic level, just to
raise awarenass?’ Within thase industries, thay're asking for very specific issues
related to mental health around substance-use disorder and sulcide prevention.”
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Burnout

“WHAT | KEEP SEEING is, no matter who is saying it, aven an authority like
the World Health Organization, people keep thinking and operating on the
assumption that burnout is something else. You have to deal with it in a very
different way. So thara's an army of burnout coaches now wha are going in
to work individually often with people at the top rather than at the bottom,
still medicalizing it as a mental illness.”

TTEYS | oy \J
Wworkpiace \

ialence and Harassment @

“THERE ARE INCREASES IN violence or harassment in the workplace and

counterproductive behavior in general. | know from the wark that I've been

doing over the past couple years specifically in healthcare, we've seen, and {_
wer've heard, media reports about significant increases in exposure to violent
patients and just general harassment. Some of it being pandemic-relatad,
but there are also just poor social interactions all across the board.”

Loneliness and Isolation @

“ARE YOU GUYS FAMILIAR with Robert "I WAS IN CHICAGO fora
Putnam's book Bawling Alona? They've canferance about 2 weeks
been writing about this stuff for a long ago, You look aut on the
time and | think a lot of it's coming to streat and everybody's
fruition. If | look out my window, how wallking around leoking
many neighbars do | know by first name?” at their phone.”

Helont 19, Lonnectivity, al 1 Inclusiy 1y

“] HEARD SOMETHING REALLY refreshing on a webinar this week, which was
this acknowledgment in response to the Surgeon General's report on isolation
and loneliness and the focus of being able to create belonging and connection
within the workplace. One of the speakers acknowledged that's important.
While that’s important, we also nead to respect the different needs for belonging
and connection outside of workl. And so | f=2l like the emphasis and a lot of the
interventions we have are workplace-focused, work-related, and now need to
pull back and think more about that community-based, health behavior-based
models of what people are experiencing outside of work.”
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“CHANGING THE CONDITIONS OF work Is a key NIOSH perspective. It's hard to
think about, ‘What are the implications for the people who are not employees,
but are workers, all of the subcontracted and contingent workers and other people
like that! | just did a big review on the implications of these things for economic
security and mobility, trying to connect the haalth and health disparities question
to economic security and economic mobility. It's something that we haven't
figured out how to do in @ smart way. In my view, it's partly because when you
think about work redesign or organizational interventions, you're following the
people who are there for a short period of time. You don't see who left, and
what happenad to them.”

Translation @&

“IT'S ATRANSLATION ISSUE. How do we translate? How does anybody transiate?
There's a ton of stuff that's out there on how to deal with burnout as an iliness, even
though the World Health Organization and everybody else says it's not an lliness,
it's a response to stressors. That's a normal thing. But recovery is the problem.”

Hiring Young Workers @

“OMNE OF THE INDUSTRIES that's really interestad in having mentally healthier
workplaces are law firms. They're having a really hard time hiring new young
lawyers because they know those jobs grind them up and there's not enough
muoney they can pay them to do a really crappy job. We're looking at thess
high-wage, white-collar jobs and worrying about filling them as a first concern.”

Diminished View ot CDC @

“OME OF THE CHALLENGES is that the CDC hasn't really loaked that good in
the past four years when it comes to telling people what they ought to be
doing to take care of themsalves and their workers. That has definitely hurt
[them]. | dom't think [they] have a good sense of just how much that has hurt
[them)] at the occupational safety and health level "
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“A LOT OF 1 /0 programs, broadly, are losing faculty or shutting down, The pool of
graduate applicants, | think, is shrinking and the quality of applicants has gone
down across institutions. I've changed institutions. I've talked to peers at other
institutions in the last three or fouryears. | don't know if that's true of all graduate
programs. Maybe economics is se2ing the same thing. | have to think that it's
a reflection of our field just not providing the answers that we should be. And
other fields are stepping in and doing it without having that person-centered
focus that we have that can be a strength, but we aren't using it like a strength.”
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Conferences B

“§ JUST GOT BACK from a few conferences and | didn't learn anything at all from
any of the sessjons, | met a lot of great people. I'm glad | want, butit's been years
since I've been to a conferance and actually learned something new, And I'm
not that smart, so there's got to be something out there that we're not daing.”

Inclear Direction R

SO ITWAS FUNNY to me the |last couple of years coming off of COVID, all

the sessions by consulting organizations were llke, 'Look, we discovered workar
wall-being, this innovative new thing.' There was a couple af years with peaple
talking very much like this is this wonderful new concept that we've just now
discoverad, | was amused by that, but then people's attention immadiately
shifted to artificial intelligence this year, It's the number ane thing that's on
everybody's mind. | don't think we have a really good handle on everything
that's happening in that domain in relation ta worker health and well-being,
layolfs, new skill requirements, and differant forms of stress.”

“EVERYBODY'S GRABBING FOR ANYTHING they can find to throw at the
problem, they don't know exactly who to listen to. They might listen to just
about anybody. and they'll do anything If somabedy talls them it might work”

Prepared for the Pandemic? ®

“I THINK SOME OF us thought we were prepared for a pandemic, and we weren't
paying attention. When | was Ih epldemiology grad school, it was like, 'If thess
three things happen at the same time, we're really screwed, but don't worry,
the CDC is on It That's what | was taught within five years before the pandemic.
Those three things happened. | was like, 'Oh, that's super bad, but the CDCis on it™

Eanlmiias Dramaraddnace
Employee = eparedness B

“EMPLOYERS AREN'T PREPARED TO deal with emergency situations, whether
that's violence or harassment issues, guns, climate-ralated things, tornadoes or
hurricanes or other sorts of natural disasters”
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Employee and Organizations Expectations =

“OUR FOCUS IS THE employees’ expectations and how the labor market has

a role to play In that. But also on the back of the pandemic, they felt like they
could get more and they wanted to hang on to that. | do think that we're
backsliding on some of those things now, It seems like the pendulum swinging
back a little where the organization Is like, ‘Oh no, wa're back in charge again,
Here are our expectations.™

Bifurcated Workforce W

“WORK FROM HOME AND choosing to move for lifestyle reasons is only avallable
to some people, but scheduling instability and unpredictability is a concern for
many frontline workers."

“THERE ARE PEOPLE WHO completely lack the knowledge of the economy and
they're stuck in their towns. So the workforce is bifurcated and we don't really
talk about that because a lot of our research focuses an professionals. It seams
like it's two completely different worlds. My research is in economic stress. Our
studies always show that it's the number one stressor for people and that doesn't
aetl talked about enouah.”

Work Flexibility W
“THERE WERE MULTIPLE REFERENCES to womean choosing flexibility and
flexibility being key for working mothers. | think that the evidence suggests
flexiblility and having more control over when, whera, and how you do your work
Is valued by everyone. It's incredibly important to older workers, It's something
that is important to everyone doing caregiving. Obviously, the ties to gender
inequality are real and acknowledaing them as important, but continuing to
frame it as a working mothers issue reinfarces that flexibility stiama in my view."

Power Differential B8

“ONE THING WE DON'T talk about enaugh In 1/0 psychology is the power
differential between employers and employees. We have the assumption that
power will sort itself out in the market. We don't have to consider this as sconomists
have, but we see record gains and low levels of income distribution. There isn't
alot of discussion in our field about power and maybe more recegnition of labor's
power, We are seaing increasad interest, at least in unionization, towards a shift
towards giving labor more power. If that continues, that would result in maybe
a different trajectory than we've had in the last 50 years.”
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Unionization E

“I'VE WORKED WITH SOME positions who are now starting to talk about
unienization, It's so taboo for that group of workers to talk about it, more so for
nurses and others. It's bad if physiclans are starting to talk about unionization.”

Jisconnect Between Workers and Managers @
“THERE'S THIS DISCONMNECT BETWEEM workers and thelr managers. A lot of the
things about, ‘You must coma back into the office, you need to show up sa many
times a wesl' |s managed by presence. 'If you're here, you're working,’ rather
than focusing on productivity. *Are you daing it on time?' For me, one of the
biggest challenges is that we still have a model that is very much focused on
the individual. Managers are doing annual performance reviews. It's all framed
in what do you do about the person and so farth, A lot of what we know about
this Is It has to do with the larger systemas of worle. If we don't shift into a ‘we' as
well as a ‘me’ focus, | think we're going to miss a lot of what could be happening.”

“I'LL MENTIOM THE LACK of leadership trust. We've been studying this a lot at
the executive board level and understanding their senior executive leadership,
but also that dyadic relationship with people managers. | think that we spent a
ton of time with corporate Chief Human Resources Officers (CHROs). It just feels
like the employees’ desiras, praferences, and expectations of work and their
work expearience are moving in one direction. There's pullback from the executive
leadership, including the CHROs and HR teams that are going back to soma
traditional practices. Hybrid and the old performance management are some
great examples. They've gotten stuck in different trajectories, and it's causing

a lot of distrust. | think it's probably always been there, but it's getting worse”

“1 WOULD RAISE THE role of people managers and how they're compad and
what thelr expectations are. Thera's burnout in that role, specifically trying to
deal with layoffs. You have the job of your individual contributors and you're
the people manager. What that role entails and how it's being supported by the
business Is unsustainable at this point. Nobody wants to be a people manager.
Why would | sign up for that? The incremental pay is little and the stress is big,
50 | think that's going to have a tipping point”

Surveillance and Productivity Tracking @

“SURVEILLANCE AND INDIVIDUAL PRODUCTIVITY tracking is a source of
pressure that has not been acknowledged.”

UNFILTERED VOICES
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Some People Cannot Work Remotely @

“A LOT OF THE peaple who | study are going through burnout issues and are not
able to work remaotealy, You have to go to the hospital and work with patients.
You have to be in the restaurants. You have to be in construction out on the
streets and so forth. And the kinds of issues that are coming up | think are
differant for them."

Life Stages @

“RELATED TO LIFE STAGES, those are shifting and we're doing work to raally
understand what people are experiencing related to work and their nesds,
We'ra changing thosa life stages drastically. That's related to how we want
1o work, what our expectations are”

“THERE'S THE LOSS OF perspective on life and inherently on death, We have a
lot of people right now who are making huge decisions that affect them, their
famllies, their communities, society, the world, without understanding and
even thinking about, ‘Why would | do this, or why wouldn't | do this? or 'How
is this going to create ripple effects for the here, now, and after?’ Same of
this Iz tied to generalized trends in people’s loss of faith and spirituallty and
religion. Some of it's due to changes in educational patterns. Some of it's due
to the loss of stabllizing forces that affect our communities and our society.
One of the greatest potential stabilizing forces is long-term employment.

As those relationships that we have with organizations change, we also ars
eroding some of the forces that have held entire communities together for
previous generations. We just don't have that anymore.”

Adapting to Change @

“WORK IS CHANGING 50 rapidly on a day-to-day, month-to-month basis. How
can we be thinking about how we can develop predictive models or thinking
about how to break down the silos that still exist while we're stlll very much an
exposure-based science and discipline? The work that | do is mostly around
employer engagement. We're able to start looking at different dimensions of
it, but it's not quite there yet because | think that we're stlll in the model of
assessing, designing, implementing, evaluating, and that's happening on a daily
basis in most organizations. So how can we start to be able to look at the ways
in which we work, being able to be more ahead and more predictive of those
changes in economias and in climate and in communities and at the societal
level so that we're able to be more adaptive and less responsive to a lot of
what's happening?”

OCCUPATIONAL HEALTH PSYCHOLOGISTS



“HOW PEOPLE ARE WORKING is changing. The nature of work Is changing, but
folks aren't getting trained for it, Teachers having to teach remotely during the
pandemic and having no clue how to make that transition quickly, or physicians
are now praviding hospital care In homes, and they're trying to figure out how
to do that"

Purpose at Work W

“I DO WONDER ABOUT the extent to which employees are making decisions

based on purpose or if they want to work for companies that have pro-social

or Corporate Social Responsibility programs around climate. So lt tiesto a

lot of thase things. We always say, ‘Oh no, that’s why they want to go work for

companies. If you have that luxury, if you can make cholces, If you have options,

you can say, ‘No, | really want to be aligned with their purpose. | see that they're

trying to impact the world in & positive way. Versus there are plenty of workers

who are like, 'Yeah, that'd be nice to have, | have these other 20 things that |

have before | worry what their values are! So that becomes a have-and-have- E'“‘
not dichetamy.”




Future of Occupational Health Psychologists @

“WE DIDN'T REALLY TALK a lot about what we expect to happen in the future.
Ona thing s | expect this question to keep belng askad, And that’s fine. | think
it's a great question. My concern is that it distracts people from focusing on
what needs to happen right now. The majority of people are almast 100%
focused on just getting through today. And so we can't be surprised when

it's hard for them to latch on to a new initiative or buy into this grand vision
for the future”

Training for the Future m

“HOW ARE WE GOING to train people to think critically? Training people to
care and have empathy and see? The big picture dealing with mental health?
The mental health crisis is bizarre and intense. I'm not a psychologist but | see
It in my kids, | see it in the grad students, | see it in my coworkers, like there has
been a shift and it’s real. It's having very real implications. I'm not an expert

to know what to do about it. If we have sveryones walking into a job and quist
quitting on day oneg, that's not gonna be a very positive future.”

“WHEN | GET TO a point where | need to retire, | need somebody else who's
going to be willing to work hard to keep things in place. One of the challenges
with the health, safety, and weall-being stuff is if you don’t have a champlon
who's willing to go the distance day in and day out, these types of programs
and campaigns tand to fall into the background because they only surface as
a priority when something bad happens. And so one thing for the future is
making sure we've got a critical mass of people who are seeing these issues
and wanting to respond to those issues.”

Education and the Future &

“THERE'S A BIFURCATED THING. I'm at a science and technology university
naw and | think It is aoing to try to update technologically, but continue to
be an in-person, full-time experience. We're going to have radically different
experiences of higher education goina forward.”

“IT'S HARD TO SEE education as really “I TRY TO TRAIN as many students

wvaluable whan the labor market's weak as | can to look at the world with
and you need to have that leg up. a more complete view and to
We've been getting hammered hard understand and appreciate the
and people are not interested in higher Importance of worker health, safety,
ed at the moment. The enrollment well-being. The honest truth is

cliff s basically here. If thers's an there’s nothing I'm going to do
economic downturn and the labor that's gaing to bulld the future into
market gets a little bit tighter, | think, a totally better place if there's no
maybe that'll sort itself out.” one there who can sustain IL”
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“| TEACH AN OCC health organizational health seminar every year. When | start
every semester, | tell the students, ‘You're In this class because you think you
like this topic, but I'm going to warn you right now that when this class is over,
you're never going to Interact with the world in the same way, because from
now an, you're going to ses around you all kinds of examplas of things that
aren't going well, and you're going to know what you can do to make it better,
So if you're excited about that, let's do it. But if not, you really don't want to
come back to the next class’ And sure enaugh, at the end of every semester,

| have at least half the students say to me, '| went out to dinner last night and |
really wanted to enjoy it but | could not because | was just watching all this stuff
go off. I'm like, ‘"My geal wasn't to make you miserable. Do you understand what
you need to do?' They're llke, ‘Yeah we had ideas! I'm like, 'Okay, so focus on the
empathy, focus on the reality that you did know how to make it better” It's that
awareness thing. It's also about maintaining optimism.”

“WE'RE PUTTING IN OUR new education research centar right now. A lot of

these questions are like, ‘What are you doing that's innovative?' And I'm like,

'Innovate it’ | can't get why they're asking that. All grants ask that and it's fine.

But at some level | want to be like, ‘Actually, I'm not changing anything. | have

a really good class going. | am going to continue to teach critical thinking, | @
am going to do this, I'm going to do that. Some things change a little bit. Yes,

you can't have the exact same program. It's got to alter over time. But there's

someathing about this constant push to grow. It's a little bit like a company has

to make money, 5o we have to change something becausa we have to maka

mare maney,” ﬂ

Frarmel  dTal,
iransiatio B

“I THINK WE NEED to move from that grant research, clinical research model
to a mare translational, implementation mode! of what yvou do in real-time.
Research-to-practice and practice-to-research is being led by industry. At the
and of the day, we're in a lot of places, we're just moving too slow, and we neead
to be able to tap into what industry is leading on the research front because
there's so much there”

“FROM A MANAGEMENT STANDPOINT, we'va seen 50 much change. There
wasn't a Chief People Officer five years ago, 10 years ago. The center point for
responsibility is changing so fast. | think that's a real opportunity and also a
threat. We've talked about Total Worker Health, How do we stay relevant if there
are people in organizations that are doing this? But do they have the right skills?
And so it's always that balance of figuring out who should be Implementing it
best in a sustainable way and how can you contribute best to that.”
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“I'M AN ERIDEMIOLOGIST, NOT an organizational psychologist. My training Is a
little different, but | think one thing is that we know a lot, but the research we
have generated and the knowledge we have is not being implemented. It's not
being implemented In policy or in workplaces. Soeme of it feels like, 'How do |
ask the same question in a slightly different way so that it can stay current in
the literatura?"

“AFTER SPENDING A TON af time with HR axecutives recently, thera's more

use of behavioral sclence than when | started as a consultant. Then, | was the
only show in town, Thay wera like, 'Psychology. Wow. | was just in New York City,
There are entire programs in behavioral science, They'rz not the researchers,
but they ware prasenting good-quality academic research. Thera's a difference
betwesn sitting in academic sessions and getting a consultant to come in and
give you the knowledge, the applications. There are always gaps between the
academic work and the practice, But | see that there's anather gap between
practice understanding, which | think has Increased, and practice execution.
So we're missing that next layer. | think a jot of VPs and CHROs could tell you a
lot about aur science and our undarstanding, they just can't figure out how to
make it happen in their businesses”

Iimplementing Solutions R

“I'LL PUT IN A plug for Dissamination and Implementation Science. No limit
to the amount of work and the value that could come from doing a better job
of figuring out how to implement solutions that we know work. How do we
increase uptake? How do we get people to try new things? That's a behavioral
challenge that has gone back for a millennium, but it's still right in front of us.”

LI T - . Armernassi
Multidisciplinary ARBTOalC =

“IT JUST COMPLETELY YALIDATES the need for a multidisciplinary approach

to sorting this out. Qur group, we can carve out our space, but if we're working
with these broader political-social context and regulations, you feel like you're
moving dead fumiture on the Titanlc. Everyone's focused on skills, transformations,
reskilling, upscaling for the future of work. But individual companies are not
getting it done. That requires a workforce strategy at our government level

to facilitate some of that, incentivize some of that, provide that. And until that
happens, the skilling that we all sald we needed 10 years ago is just not going
to manifest.”

“I' WANT TO GET better at intersectional analysis and go from theorizing the
intersection of race, gender identities in particular, but also age and life course,
to actually figuring out how we do that in our quantitative analysis, | think that
Is also a part of just recognizing the varlety of needs and experiences and not
defaulting to average treatment effects or descriptions of larger populations,
but doing more targeted things.”
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Continuous Learning M

“| HAD VERY NARROW training in I/O psychology and it was really good
tralning, | Just f=el like our field is really too myopic to addrass some of these
grand challenges. 5o I'm dolng my best to expand my knowledge base into
economics and public palicy and things that | never really was taught about
and trying to learn the basics of how those work and letting it reshape and
rearient how | think about research and also life”

“| DEFINITELY HAVE ALWAYS

adopted a continuous leaming
mindset. Always learning new things
formally and infarmally, and I've
started over the past couple years

to start to think about who | want to
team up with who isn't in my area of
expertise, So |'ve been purposaly
trying to build teams of people locally
and nationally who can collaborate
with me and add value to the topic
that we're trying to tackle, recognizing
that | can't do it alone.”

“l WAS REFLECTING ON my
path 20 years out of PhD.

There is some anxiety about
remaining current. What is our
rolewhen wa're not in the data?
Do the skills that we have today
still have applicability? As much
as when we had totally different
tools from what my team is
using today? So | can still be
smart and ask smart critical
guestions of them but I'm not
reviewing thelrcode”

“I'VE BEEN TAKING A lot of executive education classas, like business acumen,
innovation strategy, competencies that as |/O psychologists, we have the

depth, but when you get to a certain level inside corporate America, you don't
have the breath to be successful in some of these strategy-steering roles that

| now serve in.”

Aging Workforce M

“ONE OF THE THINGS that | don't think we're really addressing is the combination
of the aging workforce and people not having retirement savings and those
people not having the skills and talent for the kinds of jobs that are out there.
It just seems like thera's a tsunami of older people coming who lack money to
live, but also lack the skilis to get the kinds of jobs that are going to be there”
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Economic and Policy Trends &

“I'M FOCUSED ON THE individual level, One thing that we don't do raally well

Is incorperating the economic trends and economic patterns into our research.
It really does impact the individual experience of work. Deregulation and
consalidation within local areas as well as within occupations. So you have
what ends up being monopsonies, people don't actually have the epportunity
to choose from a range of employers. You're stuck with the limited benefits
and opportunities you have, and that really reduces your experience, The
flexibility that people want over their work you can't get because thera’s ona
amployer in your town or two employers in your fiald."

light Labor Market @

“WE'VE HAD THE LONGEST period of low unemployment in 35 years. So the tight
labor market, plus the pandemic didn't even get us paid family leave, paid sick
leave nationally, But it did get a bunch of new conversations started and some
improvement in wages and other things, but what's going to happen in the future?”

Universal Basic Income $

“THERE'S A REALLY COOL paper by the |OP on universal basic income (UBI). What
would that do to the human experience of work, basically? There's a bunch of
responses that | thought wers really interesting. | think it dovetails really nicely
with Al, The threat of, "We can replace your jobs’ isn't as threatening if you have
UBI. Or entrepranaurs starting a small business isn't as scary if you know you
have that UBI to fall back on, but It's not samething that we'll have if wa're trying
to create this bifurcated system,”

“I THINK YOU'RE GOING to get some movement from people who are starting o
have more and more concems about where this is heading from an economic
and a stabllity perspective inside the US, The leval of conflict, the Jevel of
stagnation. Whatever side you're on, It's just feeling like it's at an impasse.
Some people don't have geographic mobility
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Climate Change 8

“| THINK CLIMATE CHANGE is going to be a huge driver for just about everything.
Think about people who are moving to Arizona and working remotely, to the
people who are growing our food, just everywhere.”

“CLIMATE IS AKEY issue. From NIOSH's perspective, it is right next to mental
health as front and center issues for the workforce. For current issues and
emerging issues, going forward there's a very large affort underway to get
some guldance out on exposure to wildfire smoke for all outdoor workers.

| also think about the climate issue, similar to the pandemic, as this watershed
moment, shifting how people think about work, but maybe more so specifically
for all the outdoor workers”

“WE HAVEN'T TALKED ABOUT climate migration, and migration because of
wars. Peaple are moving from the Glabal South to the Global Morth, largely
without any sort of protections. They're put in precarious employment pasitions
because oftentimes this migration is maybe legally dubious ar they're in hostile
environments. So you have thase low-wage workers whe are not only in precarious
employment positions, and inherently, because it's low-wage, thesa jobs are a
dime a dozen, but they're also In a position where they can't complain about
rights violations, or they're subject to particularly dangerous working conditions
because of their precarious status. | think that's a trend that we're gonna kesp
seeing increase with climate migration and the associated vielence that we see
with increased climate disasters and lack of resources.”

Integration 8

“IM THE LAST SIX months, | decided | need to ask bigger questions and they need
to be about climate and economic integration and climate and social integration,
I am trying to find time among all of my different current responsibilities and
roles to read on that. I'm trying to understand if it's possible in the US to support
people’s contributions to community and caregiving and paid work. What are
we gaing to do ifthere are people who are not finding work that affirms their
identity and affirms their dignity as well?"

Societal Fraamentation n

“| FEEL LIKE THERE'S this underlying ‘society is coming apart at the seams’ kind
of thing that has all sorts of different dimensions to it I'm not sure how to prepare
for it or what can be done about it with the confluence of our old relationships
no longer being there. And people not knowing what's real anymore, with facts
not seeming to matter in 8 way that they used to. | have a lot of concarns about
socletal fragmentation.”
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Labor Shortagq E

“IMMEDIATELY POST-PANDEMIC, | SAW taachers leaving in droves and going and
signing up for other jobs where they could use their skills. And | was thinking, they
got thrown into the deep end of the pool during the pandemic. 'Okay, go teach,
make sure it's good.’ But they were teaching remotely and the kids weren't
there. Are there certain places like nursing or other areas of healthcare where
we're seeing worse shortagas? Who's going to be the teachers of tomorrow?”

“OMNE SHORTAGE | KNOW related to nursing is long-term care amployment.
They're projecting significant shartages. Legislation just passed requiring minimum
staffing ratios in long-tarm care facilities, which | was really heartened to see.
Might they do something similar for other healthcare facilities at some point?”

Governm ant Emplovags n

“I'' A GOVERNMENT EMPLOYEE, so my reality can shift very rapidly every four
years, How do you prepare for that? One Is to just be ready to be looking fora
job, That's a very stark reality. The other is to try to insulate yourself from external
forces that are going to potentially have a significant impact on you. So,ina
very practical sense of running projects, trying to get your project wrapped
up within a fiseal year so that you're not beholden to whatever government
shutdown or policy shift could campletely derail a body of work that you've
had going for 10 yaars.”

ture of Work @
“WHEM WE START TALKING about what's “| LIKE THE IDEA of being able to
gonna happen in the future, what does hone in on the most important
the future require? We're bound to questions related to the future
come up with something new and of work. For what? And why? What
exciting and frash. I'm 100% confident are the guestions we really need
that part of the reason people are so to be asking related to the future?
excited about Al is because it's tech, And are we talking about 10 years
but | really couldn't care less. | know it's fraom now, 20 years from now?
here. | know it's an issue. | know it's a How does that benefit? What's
part of our reality, but the fundamental the most realistic and feasible
things are there. There’s this cyclicality way to ask those guestions while
of what we study and nead to respond acknowledging the reality of
to more than anything.” the future?”

“l WAS HOPING ACTUALLY that a silver lining of the pandemic would be that it
would epen the door to rethinking how work can be done of all different kinds.
The idea that the job is what it is, and you just have to take care of yourself, No,
& jJob can be different. How could it be different in better ways?™
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“FROM WHAT I'VE HEARD, companies are paralyzed a bit. Like you do this survey
now that has 50,000 variables in it and afterwards try to unpack where you
should focus. You can't even decipher where the priorities are to drive a positive
employee experience. So we're thinking maybe we just need to go back to the
basics, Say stuff we already know, stop making new things. Can we just go back
to what we understood were good job characteristics?”

Communicating Uncertainty @

“WE DONT KNOW WHAT'S “COMMUNICATING UNCERTAINTY IS
coming, right? We didnt HARD. We've eroded trust for some really
know the pandemic was good reasons and some not really great
going to come, There are all reasons, We're geing to have more crises
sorts of thinas that we didn't obwiously in the future. We've got climate
know were going to come. change in there. It's going to cause a crisis.
One thing that | think went Lots of things are changing. We've got
south obviously with the shifting demographics. So there's gaing
pandemic was, ‘How do you to be crises. How do you bulld trust? How
communicate uncertainty and do you craate plans that are appropriate @
hew do you ensure trust?'™ for lots of different things?”

“HELP AND MAKE SURE that the people who are doing this work are getting
some tralning in how change evolves and how to manage change, Part of that
is communication. But part of it s also appreciating that change Is a process
and appraciating that it's really dangerous to stack too many changes on top
of each ather. It's a lot better when you can make It a little more sequential so
that you can sae if you're having any impact. Some really fundamental stuff
that is covered In some programs of study but completely absent In others.
That's part of the issue that we're dealing with. We didn't know that this
pandemic was gonna happen. That's true. But if you talk to the experts that
have been studying pandemics and viruses, they knew it was gonna happen
at some point It was not a mystery. It was just a mystery of when. If we knew
it was gonna happen, then how come we weren'l busy helping psople gat
ready to manage these types of sudden revolutionary changes that we knew
ware gonna happen eventually?”

“| FEEL LIKE BOTH personally and professionally, it's a little bit of trying to

maintain every day, If | don't drop a major ball, it's been a great day. | don't

have a crystal ball. | don't know if it's just my time in life or the chaos, but a
trying to figure out where it's going to be in the future. ‘Where is a guy going

to ge?' | don't know. I'm not a very paranold person, so | think it's probably

going to be just more practical.”
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“HOW DO WORKERS CARE for both children and parents or other family members
while alzo maintaining a full time job and access to benefits to do 507"

“I'M A PARENT OF teenagers. | think expecting them to follow in our footsteps
and buy into the world that we have created for them is not fiying, it's not gonna
work. They are not buying it. My kids think they can just scroll Instagram all day.
They're not buying this, find the thing you're passionate about and go Lo school
foraver and then work raally hard and then be all pissed off at the end of the day.”

“THE YOUNG FOLKS ARE
looking at a pretty differant
world than the world that
we grew upin. | think there's
going to be a range of
optimism in them, too.

But they want it to be
better, though. They do,
There is that renaissance.
They've sesn us mess up
enough to want to not do
the same thing.”

Change @

“I'VE GOT A STUDENT doing a master's
thesis looking at this issue of seeking help
for stress-relatad problems and factors
that influence that. New college graduates
are just now entaring the workforca often-
times with a lot of debt and maybe limited
prospects in certain occupations. How
does it affect things like declsions to gat
married, people living at home longer,
holding off on having children? We don't
really have a good handle on how that's
going to affect things, in the long run.”

“I THINK IN A historical context, we're going to continue to see similar challenges

that are cyclical in natura”

“I THINK ABOUT ADAPTATION modeals where we can start to be thinking about,
‘Olkay when these changes happen, what are the different factors of work?
How are exposures going to change? How are health and safety outcomes
aoing to change? How can we be thinking about that in a cyclical way? Varsus
here are going to be the issues in the future that we should be focused on.”

Fillina Open Positiaons

“IF YOU TALK TO employers and hear how difficult It is to fill open positions,
| can't think of an industry where they’re saying, "We have way too many
applicants and we don't know what to do.™

OCCUPATIONAL HEALTH PSYCHOLDGISTS
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“I'D LOVE TO SEE some morne
attention spent on work design,

how we design the job for real people.
Once we hire people, what are we
doing post-hire to actually tailor that
work so it fits the individuals we bring
on? One of the things that's always
fascinated me is we can't hire some-
body who fits a job 100%. 50 we might
hire somebody who's like an 80 or
0% fit, but then we'll acl as If, 'Okay
you're good. We all know if we buy
clothing off the rack, it's never going
to look that great on us unless it's been
tailored, but we hang these jobs an
people and then we wonder why the
fitis not good. What kinds of effects
does that have on you over tha course
of your career?”

Employvers and Workers

“WITHIN THE WALLS OF our
organization, there's pretty
significant prassure to work with
other behavioral scientists within
our organization, We're a small but
mighty group. We are belng askad
to lcok at psychasocial hazards as
we do physical hazards and be able
to provide guidance in the same
way that we do for dealing with
physical hazards, which is a major
challenge. These are not another
set of apples or oranges. They're
not even a fruit. It's a completely
different thing that we're trying to
force through the same framework
or paradigm for how we caontrol
those hazards. How do you contral
psychosocial hazards?”

“| CAN'T TELL YOU how many people I've talked to who say with the best of
intentions, ‘| want to do something for my people, for the workers in this
organization, bul almost never talk to them, never get feedback before
implementing something. And then people are saying, "What the hell was that?
He spent all the money, and it's not fixing a problem. There's not a lot of good
communication that really focuses on an issue and then says, ‘How could we

do this a little bit better around hara?'™”

“I'VE BEEN TASKED WITH basically building a culture where we watch out

for each other's health at my current Institution. It’s just by starting to pay
attention to what were the health and safety and well-being challenges that
I'm experiencing right now at this moment in time today, What did | do today
that helped impact or hurt somebody slsa within my work? It's starting with
awareness, right? And trying to break it down into step-by-step bite-sized
chunks. Over time, what's happened is it starts to become ingrained in people's
minds. The terminology we would use in an arg development or change space
is they own the preblem and they own the solution. They own the change
process themselves, which Is how you accelerate a change. You can't havea
large-seale change Just emanating from one facilitator. That just doesn't work.
But we don't do a great job of explaining that process to the folks that are out

there bullding Interventions.”

UNFILTERED YOICES

55



56

“A LOT OF OCCUPATIONAL health work assumas that the locus of the solution is
some kind of organizational training versus changes In social policy. It seems to
me a lot of the problems that we're talking about are not golng to be solved by

hoping that individual organizations do something about them.”

“PEOPLE DO GENERALLY WANT to protect workers. Almost all of us have to
work, When I've done some projects where | have interviewed CEDs, I'm like,
‘What stops you from making health and safety decisions?' Usually, they say,
"We know it's important, but we also have to make monay’ That sucks. But at
least you know it's important, you've got to keep on working and keep on
working, Maybe the direction going forward in occ health is just to try to
embed more of us in more places,”

Bifurcation of the Population W

“I THINK YOU'LL END up where we were a hundrad years ago with an upper
class that has mobility, that has security, that can move to places where they
have rights and economic mability, And then you have a perpetual underclass
that cannot break out of basically chronic employment and chronic poverty,
at l=ast with the trajectory of our current policies. Combining that with migration,
with policies that reduce your ability te family plan so that increasas your
financial insecurity, with perpetusal underpayment of jobs and not keeping
up with productivity. | think you are just gaing to see this bifurcation of the
population into the haves, who have that flexibility, | think we all are lucky
enough to probably be in that group, and the have-nots, which is going to
be the majority of folks”

™ .. : . -
Priarities @

“WHAT WE'RE FINDING 15 it's the pebbles in your shoe. It’s the chronic everyday
stressors thal make a blg difference for people’s basic quality of work life. How
do we get people to focus on what we can do there in a pragmatic way? Let's
maka it a little better around hars, let's keap adjusting, we have to

“WILL OUR ROLE AS occupational safety and health professionals change?
That's asked a lot, especially with different business practices, Being able to
tap into the industry-led research and have that be something that's more
fluid and informative of what we do. | think also acknowladging the savviness
of what business executives are belng trained to do now, or at least considering
this being part of the conversation that it wasn't 20, 40 years ago. | don't think
it's a threat | think it's an opportunity, How do you communicate uncertainty
like the big question with the pandemic?”

OCCUPATIONAL HEALTH PSYCHOLDGISTS



“OMNE OF THE WAYS | try to prepare for the future is | try to get right with God,
| try to get right with what is important to me, whatever | may value, and | try
to help the peoaple that | care about do likewise”

Purpose at Work B

“IT'S INTERESTING TO THINK about people finding purpose and meaning in
their work and in their employer and will they then do the work to invest in
helping change where they're working?”

“THERE'S A NOTIOM IMN education about psychic pain. We're fulfilling your
meaning, we're fulfilling your call and your purpose so we can pay you less,
right? And we see that across a wide variety of sectors and | think we're seeing
that even within organizations where jobs that are more fulfilling might be
paying less because you get the psychic pay or we're asking you to do extra
labor because it's fulfilling, it's meaningful, and there's a genderad compaonant
inherently to it, A lot of these pro-social jobs that we're underpaying tend to be
filled by women."

“MATE WILMERS HAD A great recent paper on pro-social jobs and the college
wage premium. The punchline is, 'Pro-social jobs pay less, but that actually
reduces college and non-college inequality because some af the collzge folks
are able to take the pro-social jobs, which narrows It a little bit'"

Al R

“I'M QUESTIONING THE Al narrative. The agenda of every CHRO meeating, not
just the ones we're hosting, it's Al all day. | don't want to overplay the tech.
Maybe we pull back, because tech is not going to solve everything. Tech is not
the only solution. But the conversations happening in the people space inside
companies right now is 93% Al"

“IT'S THE SCARY, CREEPY, job-insecurity aspect of it. Who's gaing to lose their
jobs and the stress around that? It's the expectation of companies that you
should be using it. 'We're not going to tell you haw, but figure [t out, use it to make
yourself more efficient. And then these are the thorny, picky things that my team
of oraanizational psychologists is really trying to dig into. Employees don't want
to tell their employer they're using it, because if they do, does that mean that
you're basically telling them that you can be automated? Or if you use it, and
that saves you 20% time, and so now you have a little bit more bandwidth,

do you want to go say thal you have extra time on your hands at a time when
they're already stressed? These are the psychological aspects that are not
belng solved.”

UNFILTERED VOICES
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In-Office Work @

“ONE OF THE ISSUES for same workears is having to go back to the office more
days than they want to and the commute issues and stuff, But at the same
time, there are others who are saying, 'It's gotten really lonely when | come to
work. Where are other peaple and when can you get together?' The salution
that keeps comina Is averybody kind of chooses which day they show up. It's an
individual solution that is nat thinking of the larger whale. ‘When do we all need
to ba there, for what kind of task? Can we all focus? We're all there on Tuesdays
and Wednesdays. What we're gonna be doing is strategic planning. We're going
to be daing orientations. We're going to be doing things that really require a lot
of us to be together, whatever the work happens to be, rather than whenever
you feal like it."

OCCUPATIONAL HEALTH PSYCHOLDGISTS
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State of Occupational Health @ ‘_

“THE HUMAN FACTORS AND ergonomlcs area brings a systems approach
to integrating the technology with a personal kind of subsystem, which is
the knowledage, skills, and abilities of the workers themsalves. A systems
approach Integrates technology, training, the built environment, and the
organizational structure”

Work Systems @

IS just not going to work. They say, ‘Well if you increase safety,

You are going to end up with what are all the unintended consequences?
unintended consequences for Because there are always unintended
changes that you make to fix consequences so you have to ook much
one thing” ' more broadly.”

UNFILTERED VOICES 63



“SYSTEMS THINKING AND A participatory approach are needed to be there
and | don't see it happening.”

“l DON'T THINK WE have convinced the legislature and employers about the
impartance of interdisciplinary work. Unless we find partners who really get it
and are willing to advocate for it with funding the work we do, | think we are at
a crossroads right now.”

“IT REALLY WORRIES ME when the funding limits the work that we do. If it's not
us training in the interdisciplinary approach, then who's going to be doing it?"

“WE DON'T WANT TO work in silos,”

“THE EDUCATIONAL SYSTEM IS very disappolnting to me — how many
programs and curriculums have besn reduced to one or two courses? Are
we Integrating engineering, the sciences, and technology? | am not seeing
a broad curriculum-based training occurring.”

Federal Regulation @

“S0 MUCH OF THE way in which people are impacted is top-down from
the national level, If thera isn't a regulation to pratact them, then it doesn't
matter at a local level”

nlace Safety

“YOU'RE GOING TO AN office environment, you have the physical ergonomics,
the workspace design, you have the corporate ergonomist thatcan be a
resource, Then you shift to remote work. So the occupational safety and
healith kind of protective bubble has to really change.”

“MORBIDITY AND MORTALITY WERE so profound amongst people who had to
go back [during the pandemic] and work with the public”

“HOW WOULD PSYCHOLOGICAL SAFETY loakina factory? Lack of things

like bullying or harassment. Cr, working on a line, not feeling that your
supervisor is over you, Are you comfortable there? Are you constantly under
stress? Is it a toxic environment where you're worried about your boss coming
in and jumping on you or whatever? These things are more ethereal than
musculoskeletal disorders and physical things, but there are things you

can track”

“HEALTH HAZARDS IN BOTH situations —remote and onsite/with the public.”

OCCUPATIONAL & ENVIRONMENTAL HEALTH



“UNIONS GEMERATED THE BIGGEST opposition to public health and
vacclnation during the pandemic”

lustrial Hyagiene and Human Safety &

“IN PLACES WHERE IT has been more successful in protecting workers and
valuing warkers is where there is psychological safety —workers feel like they
have a voice and there is communication, 'We hear you'—and creating a culture
to support well-belng. This is hard to do when you're being driven by profit.”

“THE PROBLEM IS MOT that people making decisions are so disconnected
from the people being affected. People don't adopt the changes because
they don't want to be disrupted.” &3

“DESPERATE TIMES — THAT was the motivator for them to make changes.
And the resistance that they encountered was by the workers.”

JL=1 g1 Heal n —

“OM THE MENTAL HEALTH side, how do companlies [dentify struggling
employees and how best to support them?”

“A CHALLENGE AND THIMNG that is not working is when we think about mental
health. In the mental health of workers so often we address this with individual
behavior change, more yoga, more meditation, and not changing the actual
work, As professionals in this area, learning, growing, and in teaching people
and figuring out how to untangle this wicked problem.”

“PEOPLE WHO ARE NEURODIVERSE and who have disabilities are

part of the workforce now and companies are starting to think about
ways of accommodating them, Training is helpful, redesigning work so
the work can be done by someone who may have particular skill deficits
or particular disabilities.”

“A PRESIDENT OF A construction company startad a national movement to
destigmatize mental health issues— the suicide rate within construction is

5 times the national average. He's given talks all over the country and the world,
a TED talk, and written a book. He gets people calling from companlies all over
the world asking for advice, Physical issues are much more easily recognized

in fields like construction and factories and more easily regulated because
adverse outcomes are identifiable”

“AS LONG AS MENTAL [ssues don't Impact work...as long as you can keep
bullding whatever, it's not a salient thing for your employer to worry about. It's
sort af an invisible problem because management may think there's nothing
wrong because everybody seems to be working but efficiency |s degraded”

UNFILTERED YOICES &5



lanagers I

“EVERYTHING IS STILL DICTATED from the top and from circumstances, and
people who are doing the work aren't involved In how It's designed and how
the whole system is designed. We want workplaces and workers to stay healthy
and productive, and we are not asking workers to help us figure this out”

“THERE WAS A TIME when the worker on the shop fioor could make their way
up te management.”

“THE MANAGERIAL ROLE HAS really shifted. A ot of managers are struggling
to figure out how they handle career progression, mentoring, training for those
who are daing remote wark and those who are in the office: In trying to reduce
the social isolation, how does the manager pull those teams together? We're
starting to see this evan at the international level, some countrias are coming
up with a minimum of three days in the offica.”

“IT SEEMS THAT WHAT is happening is these changes occur, but we are
addressing them piecemeal, So you say, people are working at home, So how
do we deal with people working at home, or things that have changed? But we
are not looking at the whole work system that has changed. Even when you
isolate that if people don't go to work, they don't have the chance for a
promotion —this statement still assumes the same work system that we had
before when everybody worked on-site, But that part of the work system has
changed, so how do you change the whole system so it's not a problem?”

“FOR PROFESSIONAL DEVELOPMENT, SOCIAL cohesion, team engagement,
what kind of training do we provide for both employaas as well as the
managers to make It a positive interaction?”

g the Attention of Senior Managers @
“| HEAR WE ALWAYS spend the time “THIS PROMPTS ME TO reflect
on planning and organizing and an my experience consulting for
talking and then we have this deep thraa really large intemational
void of implementation. Everyone corporations during COVID.
5its around the boardroom and goes, Interestingly, they were incredibly
‘Okay, great ideal’ But then walk out recaptive because they needed to
and just go back to their normal work keep their plants open. So that was
day. What are the motivators for those the motivator to them, And the
key decision makers to implement?” resistance came from their workers.”

“WE'RE TRYING TO GET things legislated to have a larger impact, and working
with international communities, agencles, governments, and unions.”

OCCUPATIONAL & ENVIRONMENTAL HEALTH
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“OME THING WE'VE LEARNED during the pandemic is indoor air quality in
buildings, but we haven't applied what we learned to ensure good guality air,
We could be talking about inanimate objects as well, But daspita pressure by
the administration to create a safer indoor environment, no changes have
been made because there Is no funding for that”

“FROM THE INFECTIOUS DISEASE
standpoint, we talked about what

kinds of air quality fixes could happen
forviruses such as MRSA, and fortunately
it has become less of a problem in the
last 15 years. All those changes wea

talkad about doing aren’t being applied.
The reason | mention that is because
of a slow-maving catastrophe for the
world —antimicrobial resistance.”

“IT'S GOING TO BECOME
enormous if yougo toa
workplace where you're going to
either get wounded by the kind
of work you're doing and get an
infection that can't be treated,
or you'ra going to be inhaling
organisms that can't be treated.
It's going to maka workplaces
incredibly dangerous.”

“BEFORE THE PANDEMIC, REMOTE workers worked their jobs from home
and it wasn't expectad that you would be oversesing and taking care of your
children at that time. A lot of companies actually required the worker to say

that they were taking their children to daycare or that they had someone
come in because they didn't want this conflict occurring.”

@

“WORKPLACES ARE ALWAYS THE canary in the coal mine.”

COVID Testing and Vacch

“BECAUSE WE HAVE ALL these essential workers, mostly immigrants and
undocumented, on ranches, and we want them to be at work and wea're
demanding they are at work, they are kind of cloistered away. There is a

backlash by the ranchers who are in very conservative states, so it's a real
interesting dance between the workers and the employers and public health.”

@:

“CDC SAYS THERE'S A good candidate vaccine, but | don't hear a ot about
actually producing that and getting it out to the workers.”

“A LOT OF THE workers don't want to be
tested on a regular basis because they are
afrald if they get sick, they'll lose their
ability to work, and these are not people
who have a lot of skills, and they don't have
a lot of job security in any case, Many of
them may not be documented. So there's
many abstacles to applying what we know.”

UNFILTERED YOICES

“THE SAN QUENTIN COVID
outbreak had horrible
ventilation and COVID spraad
like wildfire. Incarcerated
people didn't want to wear
PPE, didn't report they were
sick, they didn't want to

get moved,”
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g Hequlation |

“AN EXAMPLE OF SUCCESSFUL integration is when the EPA Air Quality Index
was adoptad by Cal/OSHA, replacing thelr own standards, to unify requiations
on both indoor and outdoor alr quality standards, resulting in a standard that
was more protective of workers”

n Power B

“THERE'S A NICE TREND in terms of worker voices, | do think we are seeing
a small movemeant even in the Southern states that have the right to work."

“MOVEMENT TOWARD UNIONIZATION “WORKER POWER. WORKERS

| think Is a tiny trend. Don't know i it'll DON'T have voices and they

last, but we're seeing some emergence can't organize and make changes

of that, which | personally find is in their working conditions.

heartaning and may give voice whers So everything we do really has

voice has not been given in a long time” to be laser-focused an that”
Demographics 1

“THERE'S A LOT OF politics that are going to enter into how things change or
the ways In which they change, coming up In this next cycle. One thinhg that is
true is that the workforce Is aging, and | don't think we're quite prepared for the
implications of that in a lot of workplaces in terms of wotkplace safety and health”

“CLEARLY ONE OF THE trends is the diversity of the workforce. Politics will
influence a lot such as who's going Lo be allowed to work and who is not,
whether unions are supported or not”

“WE'RE GOING TO HAVE a s=t of “IT'S A BARE MINIMUM to enable
workers that have to work far all of their mobility in our environments for
lives because there's no Infrastructure people Injured or aging. We have
far their retirement unless they do it lots more and different types of
for themselves but many of tham don't limitations on what people can do.
have the wherewithal. That's why they're We are Just scratching the surface
doing gig work.” of that right now."

“THERE'S A SEVERE SHORTAGE in the skilled trades and yat, for the most part,
parents and schools are pushing students to not go into the trades, go to
college, And many of them come out of college and strugale to find jobs
because the supply of jobs and the supply of labor isn't completely matched,
You are seeing some pushback— more sncouragement of people to go into
the skilled trades, and this trend will continue.”

OCCUPATIONAL & ENVIRONMENTAL HEALTH



“THERE'S A LACK OF natlonal support and state-level support for child care.

It has implications on the workforce, particularly for women. Not belng able to
have affordable child care means they can't get into the workforce because it
doesn't make sense for them financially to try”

“SOME COMPANIES ARE DOING that, requiring people to come back at least
part-time. But | would think that's a trend that will increase. What will happen
over time is that employees themselves will realize that it's awfully isolating to
be just working at home, unless for some reason you have to, There's research
that you're less likely to be promoted. There are benefits of being in the office.
You're not developing close relationships with your co-workers.”

“IF YOU DON'T GIVE people power and yet you shift all this respansibility
toward them..that’s a bad situation”

“CORPORATE REAL ESTATE AND “THE 70% OF WORKERS who don't
facilitias managers, they're all have the option to work remaotaly
excited that they can reduce the are in high-risk situations, but most
number of office space that they of the research is golng into the
have, but they're again shifting 30%, | would really love for us to
the burden to the employees” really have the 70% be the focus.”

“A NEW YORK TIMES editorial pointed out how it's completely unrealistic for

a lot of essential workers to even think about having a remote option, and yet
people are talking about the changing nature of work with all this opportunity
for remote work.”

\ B

“Al IS HUGE — trying to figure out how best to use the tools, where they should
and shouldn't be used, whal the advantages are, how it impacts outcomes.”

“Al IS REALLY, NOT always belng designed as a toal for peaple, It's being
designed as a people emulator. The good news when you think of things like
robotics, and things on the floor, is that they can reduce a lot of the risk factors
for injuries — like pulling things, dealing with heavy things, maving thinas
around... it can be a positive thing”

“Al IS LEARNING ALL the time — that's the scary part. Supposedly, but who

knows? Is it going to get 5% better, 10% better? Is it going to gat to the paint
where It can basically replace a person?”

UNFILTERED YOQICES
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Future of Occupational Health @

“OUR GROUP IS TRYING to make sure that human factors is recognized

as an essential element of the future of work by developing a standard that
would prescribe human factors considerations for its members to be aware
of and to Implament — but that's always bean kind of a strugdle. People and
organizations don't recognize the need for it and how it can change and
guide the dasign of work systems.”

Changing Demographics A

“AGING MAY CONTRIBUTE TO labor shortages due to retirements and the
following generations not being as large. No one’s really thought about how
to deal with older workers, and can you still get some meaningful contribution
out of them?”

“PHASED RETIREMENTS? HOW TO maximize the strengths of people as they

age out of the workforce because the health and safety implications of that are
real, and it could be beneficial to do it for the rest of the workers that remain

OCCUPATIONAL & ENVIRONMENTAL HEALTH
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“WE NEED TO EXPAND our workforce “AS WE ENVISION OUR new
by any means necassary 5o we can workplace, we need to consider
continue the work that we are doing workplace safety and not just
and address these hazards" infectious diseases”

_: LIt | I L =11 in | | @ LY ﬂ

“I WISH THAT WE could demonstrate that change would be good and create
some success stories that show that if you embrace this at the top and include
a participatory approach with the workers and they felt like they wera working
together and were being heard and seging those implemeantations, we could
create a feedback loop or continuaus learning that would show to the
organization that this works”

“MAKING COLLABORATIONS, NOT JUST an snvironmeantal health exposure
scientist and an industrial hyglene exposure scientist, but a true, broad
collaboration that includes a lot of people and gives them a biager voice”

“I'VE RECOGNIZED THE IMPORTAMCE of simplicity by communicating in
simple ways and trying to be clear in order to appeal to and be understood
by broad audiences”

“] ENCOURAGE US TO think mora locally, My exparience working with
nonprofils around the country and with different multi-stakeholder groups
show that once they start doing service work in local areas, the futura looks
a lot brighter.”

“TO COUNTER THE THOUGHT that “WE HAVE TO CREATE
polarization will continue to make it something that is almost
hard for us to do our job, | suggest workplace agnostic,

rolling up our sleaves at the local level. whatever workplace you're
Forget about the world and focus on in, you're entitled to certain
those people who are doing good things that are fair—it's
things and allgning with them and like a bill of rights for
collaborating with them.” the workplace”

“HUMAN FACTORS HAVE THE experience and expertise in Integrating different
disciplines to look at the whole system. They can be the integrator, the linchpin
person that's going to help to get areas of the company to work together!”

UNFILTERED YOICES



enior Managers @

“HOW DO WE BRING in a positive organizational culture that is going to
embrace these lypes of workplace interventions?”

r i ey Pl r=rr s r .
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“TECH NMEEDS TO BE thought out well at the systems level —how the whole
system is working.”

“WHY ARE YOU APPLYING new tach? Are you creating another risk
consideration or bensfit? We want to control it, manage axpectations
of the workar with exoskeletons — workers might be expectad to push
themselves a little bit more with this tech.”

OCCUPATIONAL & ENVIRONMENTAL HEALTH
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Current State of Human Resource Management &

“WHEN I'M ASKED WHAT an HR person can do in the organization | am
working with, | think the expectations are really off the charts, and we're
trying everything. We have talked about ownership in companies — do we
tie people to the company more? Or do we tie them to the company less?
Are we going fully fractional and glg, or are we giving ownership and equity
desper inside organizations?”

“I HAD A LEADER that | listened to the other day, and he said what he would
promise his team was, ‘If | can't get you where you want to go in two years,

then I'm going to do everything I can to help you find what that opportunity

Is externally’ The loyalty and the drive that he garnered for people and the
degree of trust, he followed through with that. It was a contract betweean two:
people, not just he and not just the employee In the organization, and we still
see that, right? People join companies and leave managers, Do we have leaders
ormanagers?”

UNFILTERED YOICES
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Leadership and Management Perspeclives @

“WE'RE ALL JUST LIMPING along
right now, A one-size-fits-all
approach does not worlk and lets
down bath the business and the
teams. Leader by leader, having
human conversations, taking
human-centric approaches, and
building trust with your team
membears so that they feel like thay
can be transparent with you about
what they need as far as work,
flexibility, resources, mantal heaith,
and well-being, all of that. It's a
package deal, right?”

“EXECUTIVES AND PROFESSIONALS
WHO are organizing their teams,
oarganizing work, really are at a loss for
what to do. | think they would welcome
some guidance. | also think there's
some resistance and fear on their
part. Even If we made a plan on how
to make hybrid even more effective,
there wouldn't be any fear of a loss

of control, loss of productivity, all of
those things: | did have believers in my
organization thal are on board. Look at
what people in different roles do and
figure out how best to do that”

“THERE IS TENSION UNDERLYING the need to be lean, be profitable, and
shareholder return versus the well-baihg of your employees. If you could
show leadership the long-term impact and what it really means when

we have turnover and absences that they hear about, | would love to ses it
We continue to go round and round on this, and thera's still a default to a

real short-term mindsat”

“WE HAD A FUTURE of Work team that was working on redesigning our
whole space and | told them the way we work, the way our physical space

is arranged is very much for a five-days-a-week in the office situatian.
That's not where this is going. Lat's think about better tachnology to have
hybrid meetings. Let's make [t more collaborative and fluld for having some
people remote, some people come on-site, and so on. Let's figure out our
schedules. Let's figure out what we need to come together forand what

we don't need to come together for, and just rethink everything.”

“WE HAVE LANDED OM hybrid, threa days of the week, but the executives, who
I'd say are all Boomer generation, are like, ‘Everybody needs you back in the
office five days a week,' and I'm like, 'Why? What are we missing? What's the
gap? We're feeling that tension for sure, but | think we've settled inte a norm.”

Executive Mindset @

“WHAT WE ARE SEEING in the marketplace is CEOs and executives that don't
know what to do with where we are and where we're going and so they're just
going to old scripts and their old ways of doing things and demanding people
come back in the office and tracking badges, which is so offensive, and treating
your employees psychologically and telling them, ‘Work is prison.”

SEMIOR HUMAN RESOURCE MANAGERS



Workforce Management @

“IN MY ORGANIZATION, OUR approach has bean managing hybrid team by
team, role by role —not putting out any edicts. And if certain roles can be fully
remote, that's fine. |f they can be hybrid, fine. But if we have people In the labs,
they obviously have to be on-site, Look at what they do and figure out how best
to do that. Let's figure out what we need to come together for and what we
don't need to come together for and just rethink everything.”

“IN OUR ORGANIZATION, WE are having conversations leader by leader, taking
a human-centric approach and getting to know and building trust with your
team members 5o that they feel like they can be transparent with you about
what they need as far as work, flexibility, resources, mental and well-being, etc.

Making it team by team.”

“WE AS HUMANS LIKE being around ather people and it is part of our needs
biologically and psychologically, Some level of connaction with other people,
having a connection to the purpose of your arganization and to other people

whao are working there is abselutely necassary.”

“TREAT PEOPLE LIKE ADULTS. You'll knaw if they'ra not dellvering the results.
Then manage their performance. And if they aren't performing, then fire them.”

“ALMOST KIND OF THAT gig economy
mindset. If you have a consultant and they're
rot delivering their outcomes, then you're
not going to use that consultant again
Same thing. If you have an FTE and they're
not performing then you're going to address
that, right? You don't need to be the police
state and Big Brother and completely erode
the trust, make them feel like you have no
trust or faith in them, because then they're
not going to give you their best.”

“WE SET UP‘REGION @

headquartars' that were
suppaort centers. We got
pushback initially on hybrid
and committing to this,

but the flexibillty of hybrid

is energizing the teaams that
want to be there when thay
ara scheduled, and they don't
have to drive or come to the
office all the tima"

“OUR COMPANY WAS REMOTE first before the pandemic, so it just naturally
became a distributed, remote-first company. We were flying people cut to
canvena in various cities around the US—very cost-intensive, but the CEO's
justification was thal we were not paying for rent. It produced human
connection — it would fill the well, and people said that it was so productive—
‘We got so much done! In the end, it was ultimataly very inefficient.”

“| GET REPORTS OF screen fatigue, and | get that more from my women in the
workforce. Thay are trying to balance coming into the office to connect as
opposed to doing everything via screen. That's the pain point that's pepping”
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Leadership and Management Training @

“HR PEOPLE ARE STRUGGLING
and trying to get the right to lead
in this era. HR s asked to help
create some answers with the
CEDO and the C-Suite, but they
haven't valued HR. They probably
didn't hire well anough In HR,
but now all these big Issues are
coming and maybe now thay
need really smart people in

this seat.”

“WE CONTINUALLY NEEDTO

de more and equip managers on
how to have conversations, how to
build trust and psychological safety,
hew to build connection and teams
across a distributed workforce. It
takes more work than just getting
everybody in a confarence room,
sitting next to each other, and all
of that. You need to be intentional
about these things”

“THE TRAINING CAN ENABLE managers to be more productive and establish
very strong bonds. My team finds ways to connect through Slack, Zoom, and
all these different technologies and ways to connect But not every leader or

manager knows how to do that”

“REGARDING TRAINING LEADERS AND managers, we know managemaent skills
are always a challenge in every organization I've ever worked In. I've never met
a single organization that didn't say, ‘We need better management skills!
Managers now have to manage in a differant way. We continually nead to do
more and equip managers how to have thesa conversations — how to bulld
trust and psychological safety, how to bulld connections, and team across a

distributed warkforce.”

“HOW TO TRAIN MANAGERS on ways to connect through different
technologies and how to lead and manage distributed teams, working in
differant ways —some remote, some hybrid, and some on-site and still
being able to bulld both that teamwork, connectivity, and engagement,

but also the productivity and work product”

“WE DOMN'T FEEL THAT we have the capacity or someatimas the knowiedge
and skills to address these big questions. So there is a lot of churn, Because
thera is so much ambiguity, and psople come into the workplace already with
very little capacity to take on all the challenges that are inside the workplace
with everything that's happening in the world and in their homes. By the time
they get to work, there's little left To then say, ‘Can | just come and do my
work?' Mot true anymaore. There's a sense that the company wants so much

from folks”
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Building Back Trust @

“WE FOUND THAT WE'RE able to measure trust within the different divisions in
our organization. Where trust is low, complaints are high and turnover is high.
That doesn't surprise anyone in HR, but for those business unit leaders, they're
not thinking about it. The data are there, but there's something you can do to
change the relationship, When a person files a complaint, they don't trust the
leadership to do something about it It's a cry for help. We're focusing an how
you show up as a leader and how you develop trust and communicata.”

Paradigm Shift ma

“IM MANY OF THE crganizations | am working with, thera's so much basic work
in growing the company that there is ‘block and tackle' work that s happening,
and unfortunately, | don't know that they're investing right in these questions.
They're so reactive and so singularly focused on grawth and on the financial
outcome that there's no active discussion on people, to the detriment of the
business. It perpatuates the short term versus sitting back and being more
Intentional with it

“WE ARE IN THIS universal experiment right now to say what works and maybe
there’s not one thing, but a lot of it is right. We want to be both mature and
innovative and young and wide-eyed”

“WE WANT ALL THE things right. We want to be raally hard-charging, and we
want to be careful and take care of peoplé. So, there's a lension there, right?

| don't know that we have frameworks for that, we don't have the language.
My sanse is that It just feels like we're doing it wrong because we haven't alven
it some parameters and said to people, ‘This Is okay, this is right'”

“| AM THINKING ABOUT the tension between the state of work: how work is
done, upskilling leaders to be good leaders in a hybrid, remote, or in office
anvironment, making sure that they're bringing the team together for
moments that matter, that they are actually bullding relationships and building
trust in their team so that they can get discretionary effort out of their teams,
and making sure that their team members are being thought of as holistic
people - taking care of their mental health, well-being. Then this is shifting
from taking care of investors to taking care of your team.”

Career Development &

“OUR EMPLOYEES WANT TO be treated better. | don't know how to spread
that sentiment, but there is definitely a growing belief that, 'Hey, you,
employer, need to take care of me, help me grow my career, help me get

to that next thing.' S0, | see a future of people saying, ‘You're not taking care
of me, I'm moving.' Movement will be much more fluid.”
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“DO WE AS ORGANIZATIONS see ourselves as dolng something for greater
citizenship or humanity? Because there Is a sense of ‘I'm developing you right
naw, but if you walk out the doar, | just wasted my money.” We don't have this
sense of broader connectivity to the greater good. | guess that's hard when
we're each in our awn ecanomic entity and you are a net exparter of talent,
which is lovely, but how does that serve you?"

“CAN WE ALL WINT"

“I THINK WE CAMN take turns
winning, | think if you de it right
and develop people, they will not
think that the grass is greener on
the other side, so they'll be more
likely to stick around. | also think
that if you are developing people,
there's some people who are going
to take thase skills somewhere
else because growth opportunities
are better outside of your
organization. But then, your
organization will also have a
reputation of being a wonderful
place to come and be developed
and supported,”

Workplace Culture B

“BECAUSE THERE IS MORE flexibility,
more remote opportunities, more
hybrid work, people don't fesl as
committed or tied to a company.
What we're doing to try to prepare

for, or prevent fram happening on

too large a scale, Is to train our
managers on how to really lead

their teams and suppart their psople
looking at performance management.
It's not just giving somebody feedback
once a year and giving them a score,
it's having a conversation multiple
times a year: "Where is your career
going? How is your manager?' It has
raally changed that dynamic”

“IT IS A MINDSET shift that | think that we have to keep hammering on.
We'll alve vou the skills, the hard skills, the soft skills, but the platinum rule,
‘treat others the way they want to be treated, means the onus is on you to
know them, to get to know how they want to be treated.”

“BUILD THAT SPACE AND cpenness with your employees. | remember the first
time | talked to an employes about situational leadership. | was like ‘You don't
have to have magical things In your head and Just know how people like to be
managed, you ask them, and get out the little situational leadership. ‘Do you
want more direction, or do you want less direction? Do you want more coaching

or more whatever?™

“YOU GET WHAT YOU give. If you give the bare minimum, they will say, 'If you're
going to treat me like that, then I'm going to give you the minimum.™

“HOW SHOULD WE BE measuring productivity? Are people being productive?”
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Employee Engagement W

“THERE'S A LOT OF data out there that employes engagement across the
board is in the tollel. People are not committad to their organization, There
is not a commitment or loyalty to brand, company, any of that. Frankly,
industry fed that by not being loyal to them. That's a business risk if people
are not engaged, they will be pleked off. Your top talent can be picked off
at any time vary asily.”

“I'M THINKING ABOUT OFFERINGS that we can do to get people the human
connection that's really useful to individuals without actually making them
come in every day.”

“LIFE IS TOO SHORT and work is too short. We want to make sure that we do

something that really matters. | see that in the workforce, the meaning of

work but also conngction at work is really important. The more technology

we throw in, the more remote opportunities, the more people long for human

connection. So that meaning of work and human connection is what I'm E
missing from you. | think people are fed up with emails, PowerPoints,

and other virtual social media”

“I THINK PEOPLE VIEW that “¥YOU NEED TO GIVE people that downtime
if we're properly resourced, and rest to reach peak performance.

then maybe we're baing fiscally There's a mindset shift that needs to
irresponsible—| see it the happen. There's a conversation between
other way. To be truly fiscally peaple that have pressure from investars
responsible and to get the best and being able to push back with some
waork out of people, you nesd science and data and say, ‘Ne, actually

to be properly resourced.” you're thinking about this wrong."

Al B

“THERE'S A NEED FOR training and investment to get people up to speed and

using the technology in the appropriate way. And | do think that's where we're

going to be eventually. Al is going to be helping us, but we're going to have

to train people first on how to use [t efficiently so that It is a value-add to the

bottom line.” ="

“I THINK THERE'S ENORMOUS interest In Al, but there's a lot of emphasis on the
technology part of it, on the ethics, and on productivity, but there's a lot more
elements to an Al-augmented workforce that we nesd to look at, such as, how
does it impact the need for health? How do you manage a team of bots and
people? How do you fire a bot versus delegate to a human being? How do you
pay for certaln performance If one’s work can be augmented by Al —do | pay
you because you have digital skills or because you have human skills?"
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“THERE WAS A LOT of fear about technology, but | think we need to continue
to celebrate what technology can do in helping us to be more human,
We aren't robats.”

Al and the Workplace W

“AT MY ORGANIZATION, WE are using “TO THE EXTENT, WE can
Alto halp us to move a number of things deploy Al to remove some of
forward. As a heavy people-related these mundane tasks that
business, very transactional [sales], people have to do, they can
there are saler uses for us to use Al focus an the higher value
internally, creating some really good parts of thair work, the more
production, We're neading to teach Interasting parts of their
people about how to intaract with Al jobr— hopefully more engaged,
especially for people who are very more productive, and more
relationship-focused” likely to stay)”

“WE ALSO WANT TO deploy Al that helps to create a marketplace at work, that
will automate the creation of career plans and paths for people, and help them
automatically figure aut what path to take to get a certain job in five years.
What jobs are in between? What training to take? All of it using Al to support
this idea of, ‘We're investing in a new employes to help them be the graatest
version of themselves while they're working for us.” But really, we are trying to
get the most out of them without it seeming that it's just purely transactional.”

“YOU MIGHT USE Al to help you develop people and to get rid of tasks that
they may not want to do so that they can move toward a greater good, But that
only works if the purpose of that s the development of people, not necessarily
to create a cost offset.”

“I HOPE Al CAN enable not only productivity but also better quality work, and
a better work experience for the people who are doing the work.”

Remote Work Lessons @

“I THINK WE ARE going to continue to see the pushback to the office. For some
industries, it may not ba something that's required. There are other parts of my
company where workers need to be physically together, like prototyping, and
they can't do it with a set of remote workers.

“WHEMN LEADERS RAISE THE five-day-a-week thing again, they think they are
going to have the burz we had befora the pandemic. Let me tell you, thare was
no buzz before the pandemic. | don't know what reality you are working in, but
people were in the lab then and half the time you don't see people outside of it.
They have some romanticized version of what it was like."
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“WE WERE A REMOTE-WORK-FIRST company. There was a lot of discussion
about whether or not a remote environment was actually contributing to our
success, or later, fallure. We were sort of locked into that model, and it posed
a lot of intaresting questions like, 'How do you set up a remote-first company
in such a way that it succeeds?' But recently it closed down. Ancther company
| am talking to is a remote-first company and It is actually very succassful.
They very strongly and passionately believe in remote-first, but thay're also
a software development company by trade. It makes me think a lot about
whether it's industry-specific where it can work successfully”

“WE ARE LOOKING AT industry “WHEN REMOTE WORK DOESN'T wark,
practices In our specific industry — we say it's the idea that doesn't work.
we don’t want to be the bleading But there are other considerations.
adge. We want to be aware of We're so quick to just say, 'Oh, remota
talent practices, the data has been doesn't work, hybrid doesn't work,”
helpful. We also want to hear from but maybe it's not that it doasn’t work,
our employees directly — it's really it's that you didn't do it in the right
helpful for leaders. It seems very way. Do we throw up our hands and
basic, but they are in their own give up so easily and go back to the
echo chamber” old ways? You experiment”

“PEOPLE ARE SELECTING OUT or into the environments that work best for
them. And increasingly, we are sesing people finding the right matches"”

“| HEARD A GREAT phrase: ‘exscutiva nostalgia’™

-
Lean leams .

“IT 1S A BUSINESS risk when you're too lean and then when somebody burns
out - God forbid —something happens to them, or they go to another
organization. Qur organization used to be too lzan, and we had a situation
where there was only one persan doing the job. When that person left and
a couple of people on that team left, everything fell apart.”

“WITH COVID, THE ECONOMY, and the volatility of our industry and biotach,
there have been so many peaks and valleys that we have been really focusing
on having lean teams. We run lean, and that's great. And we prided ourselves.
But we guestion wheather that Is sustainable. We've been burning the candie
at both ends for most of our employees, mast af our teams, and they don't
have the ability to step back and look at their professional development, be
creative, be innovative because they're really in a fight or fiight mode.”

“EVERY COMPANY IS TRYING to get leaner. And so many things are falling
by the wayside. It's productivity, There's not a lot of time for development.
There's not even a lot of time for management. | think the macroeconomic
pressures are really having a substantial impact, especially for those
companles that have a little less"
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Economic Pressures @&

“¥OU SEE THE GOOGLES, you see the Intuits, you see thase large companies
shedding lots of jobs and seeming to have simllar sort of approaches to
performance and staffing that you're used to seaing in these smaller
companies that aren't profitable.”

“1 JUST GOT MARRIED, | don't think employees can start a family while working
here. New team meambers who just started in the last six months, | don't know
if they feeal like they had a chance to onboard because they were just thrown
straight into the deep end”

“MENTAL HEALTH AND WELL-BEING and wellness have bean kind of pushed
to the side and we naed to refocus on that”

Focusing on the Short Term

“A LOT OF ORGANIZATIONS are going too fast to even get leaders to think
about bench strength or org structure design. 'l don't have time to have a
2-3-hour meeting to think about that.' So our response is reactive, just-in-time
human resources. When there is a critical departure, the company Is actually
paying for the lack of bench strength for critical roles, whether they see

it on the spreadshesat or not, It is a real cost | think it's our job as human
resources professionals to highlight these unseen costs along the way —
turnovar, absentasism, disengagement, mantal health and ill-being casts”

Facilities @

“WHEHN | COME INTO the office and there are only 20 people and it's a floor

for 100, it looks like you're not using your resources in a fiscally responsible way.
But then, when you have a town hall or all-hands meeting, you have to rent
another fioor for the day because there are no meeting rooms.”

“PART OF THE PROBLEM is that the CEO or COO fears they are going to be
judged for the way they are using the facilitias or our resources, and it's not
necessarily what's best for the business.”
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Preparing for the Future @

“FOR HR PROFESSIONALS, HOW many more skills are we going to need to
acquire, and how escalatad is that sense of urgency? It'll be so many more skills
per year than before. | think we have to consider ourselves all entrepreneurs
going from project to project, company to company. You can't just float along
anymore. You always have to be very strategic about what you are gaining from
your work. What are you bringing to the table? There needs to be a symbiotic
relationship between you and your employment these days.”

“THE REALITY 1S, THERE are no certainties, and organizations are no longer that
loyal to their employees. It is really about being loyal to the investors and the
bottom line. We've learned this the hard way aver the last 10-20 years, but it's
definitely proved to be the case.”

“CREATING THAT SENSE OF community within organizations is going to
continue to be very important. | know some of the focus has gone off of all
things DEI but | think a lot of erganizations are saying, 'Okay, we're not taking
our foot off the sense of community and belonging piece’ And we can't, we
have to reimagine what that looks like so that it works for everybody.”
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“I THINK NOT ONLY jobs will change, “SOMETIMES | NEED TO go 5 bit
but also how work |s organized. | think slower than | would like to go in my

we probably will have fRatter organi- organization. | think skills will be
zatlons, but we can also personalize very important. | try to get people
at scale with Al with personalized a broad portfolio of learning so
training. Personal preferances can they can be relevant in different
really help shape the type of activities scenarios In different futures, With
you do and those in the arganization genarative Al, it will be interesting to
because some people really love see what the skills are that will really
being together face-to-face, having complement Al in the best way, so

a team, while others want 1o be let you can have the best portfolio. Are
loose in the world.” certain skills going to be obsolate?”

“I| AM PREPARING FOR the future by reading as much research dats as | can
get my hands on, | am trying to learn as much as | can to figure out how to best
navigate this and get things where | want them to go. | have a very strong bias
to make this work and make hybrid a permanent thing. What do we need to
da? | think hybrid first or remote first can work, but you can't just do it without
forethought —it has to be very, very intentional, such as equipping leaders and
managers with the skills to do it and a lot of things to support it. It would be
really nice If we could come up with a playbook where folks could get tips.”

Executive Mindset @

“WE, AND OTHERS, NEED to figure out a game plan for executives that they can
use because they don't have the tools. They don't have a road map. So they are
just flailing and doing things that don't make sense.”

Leadership and Management Perspectives @

“WE MEED TO STAY open to change as business needs change..what works
now may not work in 6 manths for everybody the same way”

Leader and Management Training @

“AMN IMPORTANT PIECE OF this skill building and training for the future is

how to lead and manage distributed teams that are working in different ways:
some remote, some hybrid, some on-site, and still being able to build both
teamwork, connectivity, and engagement, and also productivity”
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“COMING FROM A LEARNING and developmen! background and executive
coaching, | find that | am always trying to play cateh up on the new model or
new way af thinking about leadership. It is just not sustainable. | could never
get ahead of the curve, so | have kind of gone back to this—just be a human,
be a good human, It's a paradigm shift for leaders where you know how to treat
other people, of you wouldn't have gotten this far in life, Your job as a leader is
not to continue doing the work ar delegating some of the work —itis 60-70
parcant take care of your humans, 30 percent make sure your humans ars
getting the job done.”

“WE'VE BEEN IN THIS kind of old-school mentality about how to lead and
manage, That's been so rigid and so investor-focused for so long that | think
we're going to have to break past that to get to the next chapter”

Building Back Trust @

“THERE'S A COMCEPT OF democratization of leadership development, The idea
that leadership is still a pretty elite concept where leadership development s
for those who go to tap schools or big companies that can invest in it. Thara's
z0 many other aspects of leadership development deaper into organizations.
We could all benefit from that—an investment worth making.”

“INVESTING IN LEADERSHIP IS key, and we start doing it when you're a
manager, ‘naw you'ra a leader, we're supporting you with coaching and all of @
these different things to start developing that mindset’ We also tell individual

contributors, ‘You have an opportunity to lead as wall, and hera's what you

can do to do that"

Future Focus @

“THERE IS INDEED SOME fear or loss of energy dealing with life In general.

But | also feel that in some organizations it's very siloed. Looking more extemal,
there are leaders who are challenging people to help shape the future. if you
have thal kind of leadership or attitude, and people are pretty interested and
have capacity, they can get a positive view like ‘My opinion matters, and | can
make a difference”

“OF COURSE, PEOPLE GET naervous because they fee! a lot will be changing,
but they don't know If they have a say n It or if they can influence L. So |
think stepping out of the silo, especially in HR, and partnering with different
functional areas, giving a positive outlook on the future, | think will stimulate
people and get them energized and engaged.”
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“l AM REALLY LOOKING forward to turnover in leadership, generational
turmover, when we get people who are more well-versed In understanding
people. You shouldn't just be happy that you have a job. Yes, you should be
happy to some extent, but | should also be happy that | have you werking
for me, and | nead to understand how to motivate you. That relationship is
becoming two-way, and certainly, as we look at peaple who are graduating
from college now and entering the workforce, they might expect it to be

“I'M OFTIMISTIC. THERE ARE a lot of people really leaning into some
altermnative conversations and saying what we're doing doesn't seem to be
helping everybody to thrive, The fact that we are even holding these kinds
of convarsations brings a lot of hope about us being able to collectively
figure something out”

Paradigm Shii @

“THE IDEATHAT UNIONIZATION “DEVELOPING PEOPLE COULD BE
inthe USislowand thereisa tied to the greater good of humanity
tendion with talent now—who and society. When you are talking to
wins? The talent wants something individual employees, ‘| want you to
that companies don't want to give be great here, but if your greatnass
them right now. | think the Impact needs you to go somewhere else,
ofthe financial market winning is I'm going to support you in doing that,
going ta be that people bargain too. | will be the first person to give
tagether in a different way, you a reference that resonates with
whather that's unionizing ar simply people! Fraom the research |'ve saen,
opting out or opting into different when people hear stuff llke this, they
spaces—that will happen.” change, they stay.”

Workplace Culture B

“OMNE THING | AM trying to do with our teams is shifting that sense of
responsibility from just the investars in the bottom line to how we do
right by each other so that we enable better performance.”

“ WOULD BE MORE likely to go into the office if there was childcare close
to on-site. | would be more likely to do things that are convenient to my life
if | am working from home, If I'm in the office, particularly in a metro area,
it becomes quite hard to go from place to place.”
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Employee Engagement W

“THE NEW GENERATIONS OF workers want more out of their jobs and

career and organizations, and also connection at work, The more technology
we throw in, the more remote opportunities, the more people long for
human connection.”

Organizational Change %

“AT A MINIMUM, WE need to be thinking about different types of employment
structures, at least in the US, We don't use'gig’ and there are real barriers to that"

“CHANGE IS BECOMING QUICKER and quicker. So, you need to be very agile
as an organization to respond to socioeconomic pressures. You need to bulld
in that change ability in your organization as well and move away from fixed
jobs and have much more work Nlowing to certain people, but it requires a
different mindset”

“BUTITCOULD ALSO be that you're taking out things that are really interesting
far people and that fesl like, 'Hey, the identity of my role is really gone. Do | still
ke what | am left with?™"

“WE HAVE TO BE thinking about different constructs as we're thinking about
the workplace going forward. How we incant peopie o be full-time employees
is probably going to change—no longer just the bonus ar you get this regular
salary, etc, There are probably other benefits, mental health, childeare on-sile,
other things we're going to need to bring to the table.”

“WE ALL PROBABLY NEED to work until we're 70 — we need to think differently
about how we manage our 2nergy and how we keep that sustainable
performance over a longar time.”

“I THINK EMPLOYEES SEE value in being recoanized for their ‘skill toolbox’

and evaluate whether the organization is going to help me add value to my
resume, to my portfolio, to my toolbox, or not. That s the real differentiating
factor - that's an organization’s real competitive advantage — which companies
are helping people build their brand and build their career?”

Hemote Work Lessons @

“I EXPECT THAT WE are going to keep struggling through this for the next
2-3 years, maybe until we start to find our groove and do all the things we
talkad about: more training, more data to back up differant ways of working,
some kind of roadmap, more stable things that leaders and managers can
rely on”
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Performance and Productivity @

“THERE'S MUCH TO LEARN from high-level athletes and a bit about nature,
Rest is really Important. To sustain performance, we somehow, along the way,
decided that to get more performance and productivity you just push harder.”

Al and the Workplace R

“I THINK THAT THERE'S a real opportunity for us to unlock capabilities from
an Al perspective and to be able to utilize that in the workforce. In my opinion,
that will only lend itself to having more flexible workforces, like we are kind of
battiing today.”

“I THINK THE ENVIRONMEMNTAL, social, and legal constructs are all making how
we go farward in the world from a working standpoint very interesting. We have
an opportunity to take many different roads, and | think all of those will help
shape it. But | actually think it's unfortunate there’s so many of them because

it will mean one has to overtake the others in arder for us to have a real theory
about where we are going to go”

“I DON'T THINK WE know a lot about how Al will impact work. We have a lot
of assumptions, but we miss opportunities because Al is primarily focused on
productivity. For example:

+ Can | reduce errors?

+ Can | increase the wellnass of people?

+ Can | go to a 4-day work week because | can afford it with some of the
productivity gains from Al?

« What are we going to do with the capacity? Flll gaps? Make life more
interesting? Make work more interesting?

+ |s there a different way of evaluating and sizing certain tasks, etc., with
Al so that you really have opportunities to take out certain tasks and
divide them much more equally and maaningfully?

+ Could you be taking out things that are really Interasting for peopla?

+ How much time and investment do we nead to train people to work
with Al, especially if it is going to be irrelavant in two yaars?™

SEMIOR HUMAN RESOURCE MANAGERS
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Current State of Human Resources Officers &

“A CLASSIC PROBLEM IN HR “WE'RE STILLTRYING TO do episodic

for a vary lang time is that we change bacause that's what we've always ._
tend to be very incremental, dane. And we're trying to do it a little

very iterative, and largely, the differently, but we're not trying to do

corporation or erganization, has It radically different. And yet we're faced

been the same for 50 years or with these changes that are so monumen-

rmore. And wa never raally talk tall And so | do think that's something

about or do anything materially we've got to figure out how to do better

different, or very rarely” in HR, hold ourselves accountable.”

Community =

“WE'VE LOST COMMUNITY AND what that is in our citizenship in the US, in
ourtown, and our clubis. What community is, it's a gap. We have to establish
It. People look to their employers more and more for that alue and their
well-being. It's something they can count on even if they're disappointed.”
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Communication and Connection B

“| THINK THAT INCREASINGLY remota work is prabably not helping because
when you're on video, you don't have the benefit of seeing nonverbals. And so,
some things can be misunderstood. And so having really strong skills around
how to communicate without that complete nonverbal so as not to create
more conflict, | think is impertant”

“REMOTE WORKERS ARE FEELING that It's harder to be connectad or psople
are just choosing happiness over work."

Climate, Culture, and Inclusion B

“A LOT OF UNDERREPRESENTED employees have this sense of rellef from
being able to work from home. Women, underrepresented emplayees, have
reported fewer microaggressions and they are having better mental health
because of that. And so, this adage that everybody Just needs to be in the
workplace, ignores the cultural work that needs to be done to ensure that
when people do show up in the workplace, they are having psychologically safe
interactions with their colleagues. | don't think employers are paying enough
attention to that as they put demands aon workears to physically be present.”

“THE POPULATION IS MADE up of 50 parcent intraverts, 50 percant extroverts,
but yet the work environment is still really designed for extroverts. Introverts,
whilz not underraprasented, found a voice during COVID being virtual, and
aetting them back to the workplace is creating a challenge”

Civility W

“A BIG TREND THAT we're seaing s this whole lack of civility”

HHR Questions W

“HOW DO YOU MAKE sure new employees feel connected to the culture
and other employess?”

“YOU'RE REVAMPING AND OVERHAULING your entire workforce.
Do you revamp your operating model? Do you revamp your employee
exparence? Do you revamp your HR processes?”

CHIEF HUMAN RESOURCES QFFICERS
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“OUR ROLES ARE CHANGING as HR |leaders. We are being pulled into
discussions when our leaders don't know what to do, so they're pulling us
into discussions of topics we have never traditionally had to really be a part of,
And so, it's challenging us to develop a new set of skills. And at the same time,
there Is very strategle HR work to do. Is there a different rale: the psycholegist
and counselor and all these things that businesses need?”

“WE'VE ALWAYS, IN HR, been preparing “WE'VE BROUGHT WORKPLACE AND

for changes. It's part of our DNAC It's peopla togethar under my leadership,
part of who we are. IUs part of what we intentionally knowing that more than
signed up for, but everything is just ever, the workplace and how we can

maving under our feet very quickly.” waork have to be more tightly linked”

“OMNE OF THE THINGS that | have taken under HR in the last yaar is actually
tracking operational metrics, tracking productivity metrics, and moving tham
mare in the direction of what's meaningful versus ‘| need to be in front of

the camera, ‘| need to work B to 5 What is the outcome? And moving that
conversation to the outcome and is it relevant in a remote working environmeant?”

® B

Change @

“WORK FOR A LONG time was the thing that is most Important in people's lives,
and that has drastically changed. When | think about work, | think about it as an
axperience for people. And | think that is also what the social world has done.
Everything has become an experience. | also try to lead through the lens of
what experience we provide for people”

“I AM ONE OF thosa leaders who will probably be leaving the workforce in five
years, And It's nol uncommon for my company, which is a small company, all
of the senior leaders are around the same age. 50, in five years, my company's
leadership would look complietely different. And that is a good thing, but
potentially can have some drawbacks. A lot of knowledge is going to be transferred
out the door because | happen to work for a company with employaas that ame
thers 15-20 years, so a lol of knowledge exits out the door”

SCAPABILITY TO MANAGE IN such uncertain times. Thera's uncartainty in
the political scene. There's uncertainty in the economic scene and social
uncertainty, technology. And so how do we build the capability to manage?
Because | don't think that's going away. | don't think there's a solution,

an easy button we press and then it's the new normal. And as beings,
human creatures, we do need some stability. We do like certainty and that's
just not the environment we're In, And so how do we, as leaders, develop the
capability to manage in those environments, and then teach that to those
who are coming up, who are just starting oul thelr career, help them help
themselves so they're not calling us with every drop of the shoe.”
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Adaptability @
“I''M LOOKING AT UNLEARNING a lot “I THINK THAT THE challenge we're

of the things that I've learned over running into is that we have all these
the past three decades of being in other relnforcing activities that are

HR. You've got to be in the office from happening outside of the workplace that
X time to this time, or this is how are not naturally developing the skill sets
the policies look like. So. I'm doing a that wa're talking about. Problem-

lot of unlearning myself. And then at solving, learning agility, adaptabllity,
the same time, I'm trying to leam to that's going to be absolutely required.

stay plugged in and being adaptabla” And so we really need to lean into that”

“WE'RE FOCUSED RIGHT NOW on building cognitive skills, maore specifically
creative skills and problem solving.”

Technoloay .

“AS HR PRACTITIONERS, | r=ally believe we need to get much more comfortable
with data. We need to get much more comfortable with the technology and
being able to draw insights out of all the data elements that feed into Al, &

Gen Al model, or a large language model. Traditionally, HR folks have not been
comfortable with data and not been comfortable with drawing insights. But in
my opinion, this technology has such implications that we should be leading
the conversation and our businesses, everything from, ‘What's our right business
medel?' To, 'How does this technology change the business modeal? And then,
‘How does [t have an implication to the org structure and then our jobs?™"

“l REMEMBER TALKING WITH one of my CEOs and | was asking him, ‘What
percentage of problems in the business do you think are people problems?”
And he was like, “100%.' | thought he was going to say 30%. | was like, ‘What
about the technology? ‘That's a people problem. You get the right people,
you're not going to have a technology problem.”™

“WE'RE ALL OF COURSE focused on leaming as fast as we can and experimenting
and considering the Al warld. And | think equally important s, we're in the
people business. How do we continue reinforcing that it's necessary for psople
to know each other, learn together, do things together, the importance of going
back to the basics of how people interact and how you build a relationship, and
how you read emotions and how you're situationally showing up with different
types and styles and moments and putting that in the mix? We all have touted
that Al will not replace that. There will be human interaction where appropriate”

“RATHER THAN SAYING, 'OH, we are implementing Al technoloay,’ | was
brainstorming with my team and we thought, 'How about introducing Al as
a coworker?' You just bring another coworker to work. How about shifting
the mindset and saying, ‘Hey, here is another coworker to assist you or to
help you, ar it's not just to displace or take your job?™
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Al Utilization B

“HOW CAN COMPANIES AND employers focus on athical Al and reducing the
biases in the system), because trust is going to be broken if that's not fixed.”

Political Environment 8

“THE CEQ AND | and a few ather peaple created an affirmation statement
that speaks to different types of social geopolitical toplcs. One example that
I"ll share is our focus is affordable, equitable haalth care for all employees.

So, when Roe v, Wade happened, we were able to lean into whal we said about
equitable, affordable, and give a general statement not about the Roe v. Wade
decision, but about what it means for aur employees. We go to the grounding
of our affirmation statement and then use that to determine to what level we
communicate, And at the core we say, if it impacts our employaes, we at least
need an internal comment. I It's directly impacting our employees, impacting
our customer base, then we look more externally, If it doesn't impact our
employess or aur custormers, we're staying silent on it"

Activism 8 G ;

“THERE'S A LOT OF side-talking about issues. This has been cited as one of

the biagest challenges that CEOs are having because they can't bring teams
together and just work on things when people are having points of view about
other global issues. And it's not just necessarily in the US. | think there's some
battling happening in other regions around the world, and it's a huge concarn.
This tack of civility, lack of constructive dialogue, being able to disagres when
you have very differant points of view on charged [ssues. We used to be able to
do that in the workplace, but it's becoming increasingly more challenging as
people identify falks either on the left or the right or in between or whatever
the case might be”

“EMPLODYEE ACTIVISM. WHETHER IT'S the government pollcies or election or

race or climate, if you look at the workforce composition over the years, itis

tending to be younger. Whether it's the Gen Zs or the Alphas or tha Millennials,

it matters a great deal to them that you as an organization take a stand. And Y

this is becoming more and maore complex, In fact, | think in just the past five oﬁ: T
years, the most amount of time | would say we've spent as an executive team

is not really on getting people back to work, but more specifically on these a
societal issues and where do we stand. Are we going to take a stand or not

even take a stand? And what does that mean for us?”
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Managers @

“MANAGERS ARE NEEDING TO develop a new set of skills to manage this new,
at-home, In-office, and hybrid environment, and | don't think we're there yet.
| think we've got a lot of work to do to ensure managers are developing the
skills that are required in this new warkforce”

“MANAGER EFFECTIVEMESS AND THE “HOWDOWEGETtoa
accountability and the responsiblility that we world where an individual
put on managers have becoms important can be far more autonomous
But also, what are we doing to up-level and & team can be far more
and upskill managers? That led me to the dynamic, which means
thought around remote wark does require that there's far less, more

so much more intention, and it's probably classical management

more time-consuming for managers” and leadership?”

“WE DISCONTINUED PERFORMAMNCE MAMNAGEMENT 10 years or so ago, and
we didn't bring back ratings. What is interesting, we still haven't moved towards
any team-based anything, And we know we need to, We moved to a world
where you get evaluated on your impact and your contribution for three things:

1. Being successful with your own priorities

2. Helping others, the work you've done in support of others

3. The work you've done that others have been able to leverage to the success
of something bigger than yourself or team activities that you're part of

So, we have these three circles and you're accountable when you talk to your
manager about what you've done and what you're going to do gaing forward.
And to have equal contribution and impact in each of those, which tends to
move people towards caring about and thinking about things other than
themselves, 5o, it gets to teams, but it is definitely not team-based. And | wish
we could figure out a way to make it more team-based and we Just haven't”

“FOR ANY OF US who have been in HR for a long time managing during
uncertainty, thal's nothing new. | think what's new here Is really the paolitical
climate. There's all these things that are really affecting personal things,
that are really affecting the workplace, the whole remote individuals. they
don't Just bring te work their skills, but whatever is happening at hame.

So again, an employee may be working remote, happy to work remaote,
but a manager has difficulty because they're trying to reach them and
maybe at that moment, they're not by their computer. They can't get a

hold of them. It starts building this distrust.”
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Executives @

“| CAN'T TELL YOU the number of executives wha would say to me, 'I'm not sure

If my people are working, And these are senior exscutivas, tons of experience

because that's how they grew up In the eighties or nineties. You had to be in the

office, you had to do nine to six or nine to five or whatever, And now they can't
see their teams. They can't high-five each other. So, is the work being done?
Not done? That's the anxiety they were dealing with.”

“I THINK THERE'S A little bit of hypocrisy in the systam. | sit with the executive
team and then they would say, Oh, | want everybody back in the office. And
then you ask them, ‘Where are your Kids?' They're like, ‘They're working from
home:! Your kids are working fram home clearly, but you don't want your
employees working from home, So, thera's that hypocrisy as weil"

Schedule @

“THE BIGGEST LESSON WE'VE learned, we've baen daing this now for
two years in our new space, is freedom of cholca in schedule”

Remote Work @

“THE REALITY IS REMOTE work izn't new. Remote worl has existed for a long
time and there is a lot of literature and surveys and studies and white papers
that exist about the best way to approach remate work”

“THE WORLD HAS BEEN evolving
and everyone is trylng to find a
balance and we've been observing
some of the bigager companies first
going fully remote, Google and
then Amazon, and then trying to
bring everyone back to the office,
and that didn't go very wall.

And we've baan doing our own
experimentation, but | don't

know that anyone’s hit the success
farmula with that And one of the
things that we have continually
considerad is, ‘What is the right
middle ground with that?™

UNFILTERED YQHCES

“WE DON'T HAVE THE option of doing

hybrid everywhere because we also
took advantage of the market and
hired in many different locations.
So, not every place has that mass of

peaple to bring them in, And 50, we've

bean trying to do kay events, key
planning meetings, opportunities to
bring people together during some
of the key points in their career, like
hiring, year-end meetings, et cetera,

et cetera, Lo give them the opportunity

to form those relationships that can
then be the foundation of a maore
effective remote work.”
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“WE HAVE NOT MANDATED [a return to the officel.. a lot of companies have,
and our CEO jokes at times about, ‘Maybe it's just time we mandate. And | joke
back, Then you're going to need a new Chief People Officer becaiise I'm nat
wanting to live in an environment where my team is managing badge swipes.
I'm not going to have the infrastructure for it’ We don't have the right systems
anyway. So, it would be a nightmare, but getting the leaders to focus on not the
butts in chalrs equals productivity, but really those measures of success,

the measures of productivity, the outcomes-based leadership”

“WE HAD A HUGE DEI focus in 2020 and 2021, And in order to get diverse talent,
we hired people that |ive far away from the office. So now you're telling a bunch
of people they have to get back to the office when probably a good 30-40% of
our population actually isn't close enough to an office to get into ane.”

“WE'RE STILL STRUGGLING WITH finding the balance betweean remote wark
and making that productive”

Burnout @

“BUILDING IN SOME INFRASTRUCTURE for people and also aducating them
about why it's important to stay away from burnout and obviously that's for the
benefit of the organization. Burnout is a clinical term and it's important that
managers and people understand what burnout does to you. And'| think as
leaders, we need to be particularly attentive to how that's affecting our people
in the workforea”

Waorkplace and Work Environment &

“WE'VE HAD TO THINK much “IT BECAME HARDER THE longer we
more Intentionally about new hire were in a remote work environment
anboarding. So, we've created because there was an influx of new
cohorts of people that come employees coming in who had not met
together over the course of a and had not seen what the company
quarter that get hired and they stay Inoked like pre-COVID, How we're
together for a 12-month period preparing a different style of onboarding
now. And so it's a combination of and setting up a different remote
doing things together, live or workplace expectation regarding
hybrid or Just virtual so that they employee experience, now involving a
experience it in all different ways. dedicated culture experience group that
But they also have people, thinks about intarnal communication,
because it's anyone who's hired in connectivity and community events,
that quarter that ara in all different and DEl and ESG commitments and
locations, and it really starts to doing that all in a space where this is
create a cohort where they can share our new environment versus the brick
about thoir experiences, trying to and the mortar ernwironment that we
do that in a hybrid environment” used to be in.”
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“COMPANIES TYPICALLY DON'T HAVE a probilem returning people back to
the office if the location is convenient. If enough people are in the office, and
ifthe affice has the right amenities, people will go back without a mandate.
Whereas in other situations, they have to be mandated and then there is the
whale nightmare of, | told you to be here on Tuesday, where were you?'
which | think is inherently disengaging.”

“WHO'S THE TEAM? WHAT'S our purpose? It's that macro, and then micro, how
do you work across? These aren't new issues, but there’s less anchor of place”

“WE'VE FOUND CLIENT LOCATIONS [for our people to wark). One of our
innovative solutions is that we have a lot of people who work directly with
the clients. And so we've had people gaing to client Incations and shifting
our business model slightly to be able to provide them a place for belonging.
To be able to go in once a weak, twice a weeak. So that's one of the ideas that
helped us provide a more in-person ‘home’ ta many of our employees.”

“DURING COVID, IT WAS extremely intense for everyone, and because you had
your kids at home if you had kids or you were trying to take care of parents who
couldn't leave their houses and all kinds of other crazy things.”




no

Preparing for the Future @

“HOW DO WE HELP instill in workers the opportunity and the respansibility

of contributing to something together? It's never going to end. It's anly
accelerating and accelerating. 5o how do you use adaptive skills to maximize
for yourself and contribute the best you can wherever you are when you're there?
That's a rassive Issue, but adaptive leadership, adaptive working Is the reality.

I think so many people don’t recognize it. And of course, the HR and leadership
functions and talent functions aren't necessarily equipped to instill that."

“l HAVE THIS PERSONAL mission to help this new generation understand how
to leverage the MR function, how to think about things in a different way, how
to develop themselves so that HR can be the best leaders they can be in this
new environment,”

.il.T'ﬁ !;':-‘l.'f-l'l: :fj?'_,_')!'-_.r__l .

“I THINK ONE THING COVID has taught us is to be agile, to be prepared to mest
where the future Is at, People, work, workplace, all three are changing at the
same time, And | think the only thing we know about the future is that's going
to continue to happen. So my focus, at least, has been on that. As we design our
workplace for the future, | think about policies, think about areas of focus. It's
with the mindset of being agile and what might shift and the workforce that's
caming in as well. There's a lot of generational change that's happening along
with sort of the physical workplace change. So we're designing our programs
with agllity, open mindset, and resillence Ih mind;”

“] DON'T THINK WE'RE ever going baclw | think it's what's next. | think we're
at the very beginning”

Change @

“EVERYBODY'S FOCUSED ON SKILLING or skills, bul yel wa don't seéem o
be talking a lot about skill change velocity. How do we get individuals or
oraanizations to change at the spead that they nead to?"

“HOW DO WE HOLD ocurselves accountable for some of that radical change that
likely neads to happen if our organizations are going to be able to be the high
performers and the differentiated ones of the future?”

“OMNE OF THE RED threads for me s just helping people and leaders, in
particular, and this is more and more a need. Just be adaptive. What is work?
What is the purpose of work? What [s the process of work? How do | own my
own evolution and interaction and reputation and network and navigate
never-ending change — that's opportunity versus something someone did
to me or didn't offer me? So victim varsus owner”
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“IT'S THE VELOCITY, AND it's also the magnitude. They're not small things.
They're massively blg things”

“I DON'T FEEL LIKE leaders are as quickly understanding how impactful and
how much of a change that's going to be for the workforce and for leaders
and how we lead.”

“IM MY MANY YEARS in leading people, I've never focused as much as fam
now on a future of work strategy because the technology evolved at a slower
pace 20 years ago. At the pace technology is evolving, skills are evolving, and
how peaple at work are evolving, it's so fast that you can't keep up. You can't
plan for what's going to be the skills in thres y=ars like you used o, You could
just see it and predict it. Agility is a perfect way to describe it, this is a large
focus and we're being really intentional about it. | think we have to be because
we're just gonna otherwise end up falling behind and missing the boatona
lot of thinas,”

Adaptability @

“HOW CAN | HELP not only the leadership | have today, but the future leadars
of tomarrow in our arganization— to really find the skill set that they nead in
order to manage a hybrid workforce, manage different individuals, different
ideas, interactions with individuals, be hands-off, but yet be hands-on? What
are the skills? And how do we tap into that so we can invest in those programs
and those lsarning programs that we nead in order to do that more and mora?"

&
o

Managers @

“HOW DO WE AS leaders “SHIFT A GOOD AMOUNT of our
develop the capabliity to trainlng on coaching, which Is always
manage in those environments part of management training, But |
and then teach that to those think understanding that managers
who are coming up who are just are coaches and in this environment,
starting out thelr career, help caonnecting with your employees
them, help themsealves?” isimportant”

“HOW DO LEADERS LEAD in this space? How are our strategies chanaing or
evolving, and how are we ensuring that our managers have the skill set and
tools to manage a really complex environment? When you look at all of these
social [ssues, you don't just deal with one of them, it is the intersectionality of
many of them with a very global diverse population and getting your leaders
to work through that complexity is a different way of leading than how theay
led, even pre-pandemic.”
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Executives @

“HOW DO YOU LEAD in a hybrid warld you don't expect and should not expect
your employee to be using the mouse on their screen, not showing inactive
24/77 It's a different mindset and that's something which we have been tralning
and having discussions with the managers.”

Technology W

“THERE'S NO QUESTION THAT Al is going to be infiltrating or integrating into
almaost everything we do. And the question is how, right? How do we adapt to
it? How do we get comfortable with technology? How do we make it secure?”

“IF | JUST TALK about Al and the skills transformation, so not anly are you
helping employess get upskilled, but you're also allaying their fears if they're
getting redeployed somewhere alse because they might be displaced, right?
S0 how do you keep the anxietias calm for people and their jets remain coaol,
over a pericd of time that they're not frealting out about this entire thing"

“RELIANCE ON SYSTEMS AND technology to support your ability to be agile
felt more optional at the time, and now it feels llke you really need to be able
to have techinology integrated into your process.”

Al Utilization R
“THERE'S POTENTIAL FOR Al “ONCE WE IMPLEMENT THE Al solution
to take on a significant amount that we are implementing, are we
of work that we no longer have retraining workars? And If we're retraining
to have in the system. That isa them, are they interesting In getting
barrier to changing as rapidly retrained and how are we aoing to be
as we could and as readily as redeploying? And this process takes a
wa could.” while and it's not an overnight process.”

“HOW DO YOU ACTUALLY have Al take on roles and responsibilities that
unburden paople?”

Remote Work @

“I THINK | REALLY take an approach of, ‘How do we study and learn what
remote work excallences looks like, and then emulate that internally?”
The 4-day workwesk is not new, but there's lots of things we can do to
structure a 4-day workwesk well”
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“HOW DO YOU READ a room? How do you take up those views if you are always
online, and you haven't leamed the nonverbal cues? If you're going to ascend,
tie 8 manager, be a leader, you've got to have that skill set. But you gotta
practice it too. So, | think those are some of the challenges we really need

to get in front of”

“HOW DO YOU ARGUE? “GIVETHEM THE OPPORTUNITY to form
How do you problem-solve? those relationships that can than be the
How do you do all those things?” foundation of a more effective remote work."

“GIVE THEM THE OPTION if they want to be in the office, have the office
facility available to them where they can come and do their best work,
do collaboration or whataver's needed.”

“WHEN | SAY HYBRID, | don't mean 50-50. What works in your context?

IFyou've never had a remote working muscle, than hybrid for you can'l be

50-50. It neads to be what serves your purpose, right? The stags and age of E
your company matters. The behavior of the executive team mattars”

“THIS WHOLE CONCEPT OF frictionless experience that connects all the worlds

inwhich we work, | think it's something that we need to solve for from a behavior

perspective, from a technology perspective, from a culture perspective, And

what | m=an by that is that we're gonna have scenarios wheare people are @
working like this. We're gonna have people who are in a physical facility, we're

gonna have psople who are working in virtual environmants gartnering with Al,

how does all of that become seamless and with less friction? And when | have

to engage in any of those environments, how does that become a bit of an

omni-channel approach where you can just meet people where they are?” @'__

Healthcare @

“HOW DO YOU REALLY care for the whole person, avoid burnout, in this
fast-paced environment, yet manage your rising healthcare costs?”

Communication and Connection B ",

“A FOCUS ON COMMUNITY and being able to articulate what a community =
I, and how people are expected to show up in that has led to a reduced

sense of tension that exists around political Issues or DE| issues. Try to stay

rooted in the fact that we're all citizens and we'reall Ilke members of this

community and a community is bullt on a place in space where we're

wealcome to show up with different ideas and perspectives, but we respect

each other's perspectives. Leading from a place of respect is really important

to my approach as a people leader”
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Skills m

“HOW DO WE DEVELOP not just the digital dextarity or fluency, but also
how do we develop the cognitive skills, problem-solving, creative thinking,
reslliency, adaptability 7™

Workplace and Work Environment @

“THE MUMBER ONE PREDICTOR of team performance is social cohesion.
The other thing that we've been loaking at is the remedy to burnout and the
way people become rasilient. | think that a person lsn't resiliznt, but a team
is. And the idea that [we] nead to taks care of ourselves and that's worth a
commiute sometimeas. You know what | maan? It's waorth that to be in the
same room and to solve problems.”

“IF THE IDEA IS that collaboration, visibility, community, wallness— if you

can talk about the idea that teams are what make work happen and solve
problems —sometimes you need to physically be in the same room.

That's what we try to talk to our clients about = it's not 3 mandate, ratherit'sa
necessity to salve hig hard problems, like we tend to get some success there”

“AS YOU MOVE AWAY from so much role-based orientation and more toward
project-based work, you're not on a static team, which doesn't mean you can't
get all the same benefits thal we're all describing, but it definitely will happen
differantly. How do people feel? How do people help gensrata some of that
dynamism and connection and cohesion when you may be on four or five
teamns, and they may be constantly ebbing and flowing off one on another?"

4 CHIEF HUMAN RESOURCES QFFICERS















Work Psychologists

THE FIELD OF WORK PSYCHOLOGY is vast, encompassing
experts who study human behavior in work settings to
enhance employee well-being, productivity, and organiza-
tional effectiveness. Work psychologists apply principles of
psychology to areas such as leadership, motivation, team
dynamics, and workplace design. They often rely on the same
set of framewaorks to address a wide range of workplace
challenges — yet these frameworks are not always the right
fit. There was an underlying sense of optimism that, with

a shift in resources and a stronger emphasis on systems
thinking, researchers and practitioners could bridge the
gap between knowledge and application. The depth of their
expertise serves as a solid foundation —one that, if leveraged
effectively, could accelerate theimpact of work psychology
in real-world settings.

SANDBOX 6 THEMES
Health and Wellbeing, Culture, Changs, Landership,
Safety & Human Belenging Adaptability Management
Centered Approaches & Social Connection & Agility & Organizationnl Roles
Education, In-Person Callaboaration Warkplace Design,
Development & Remote Work & Organizational Experience
&Training Design & Urban Planning
B &b @
A

Technology & Al Policy, Public Equity Economic Factors

Sector, Societal & Workforce

& Labor Issues Diversity

UNFILTERED VOICES ny






The Current State

SUMMARY: Many were struck by how deeply intertwined
work, technology, and social change have become,
Discussions on Al, workforce development, and industrial-
organizational (1/0) psychology highlighted both
opportunities and risks. The shifting nature of careers,
from stable lifelong employment to dynamic skill-based
work, raises questions about economic mobility,
retirement, and the long-term impact of automation.
Concerns about Al's ethical use, legal uncertainty, and its
effects on job selection and performance management
reveal a workforce in transition. At the same time, there
is a growing recognition that work cannot be viewed in
isolation. It is shaped by interdisciplinary collaboration,
social structures, and evolving human expectations.

*

“SOME OF THE STRENGTH of I/O psvchology from the get-go has beesn
interconnectedness. It connects psychology to the end of human experience
to society and the world of work. And that's always been thare in different
ways. | think thal always requires us to push ourselves Lo think about trends
outside our field”

“I THINK THERE ARE disciplines out “INTERCONMECTEDNESS IS A

there that are really powerful, that CRITICAL competency that we naad
view the work we do very positively to focus on [n the feld. Yes, we nesd
and want to engage, like economists, to know the bread and butter of
entrepreneurs, more macro our field, but we need to push our
researchers like sociologists. And students from early on to recognize
we play very well to that. Also that you live in an interconnected
engineers and computer scientists, world that you need to be aware of
especially when it comes to Al" and then find a way to work on it

UNFILTERED VCHCES


























































































































































































































































































































































































































































































































































































































































































































































































