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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






TABLE OF CONTENTS

PETREIEMCTIONL 0 i ot pid romosienw el s it tye ros e8mn S 1
Fart]l SandboxesT-9. . . . . . v v v v i v e v r s nr e o 13
Corporate Real Estate Workplace Strategists .. ... ... .. 15
Occupational Health Psychologlists. . . .. ... ... it 33

Occupational & Environmental Health and
Occupational Medicine Professionals and Ergonomists. . . . &l

Senior HUmMan Resourca Managers . . . . . . v v v v v v m v 77
Chief Hurman Resources Officers . . . .. .. ... .. ... .. 99
WorkPsychologists . .« .« o v i i v vni vt v ve s an n9
Building Owners, Developers, and Urban Planners . . ... .. 147
Public Policy Professionals . . ............ B, 177
GovernmentOfficials. . . ... ..o it 205
Part2 Sandboxes10=16 ... o e e o die e dia sw i aliie s s 235

Technology Experts: Artificial Intelligence, Software. . . . . 237

Technology Experts: Medical Devices and

Robotics Technologists, . . .. .o v vy v v v h s i VRN . 267
Artists, Writers,and Musicians . . ... .. .o a0 287
Youlh LBadars . .. s an smbeiaeas 50 s oewraen 309
Unionleaders . ... .....covvvennernnnrnnns vaw 333
ChiefExecutive Officars . . . .. oo v v v v i e v v v o n s 365

Business Executivesandinvestors .. .............. 385
COMCEUSION v st oy a5 cu e 8 se % sleiaimees =4 401

APPENDIX ;v wvvias aid 5rd s msvaes @6 i 6 56 adetela v 405






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
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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.

CORPORATE REAL ESTATE WORHKPLACE STRATEGISTS



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”

UNFILTERED YOQICES

41



Az

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?™

OCCUPATIONAL HEALTH PSYCHOLOGISTS



“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



Fallor Work

3 - J3 } 1 % - S
to Individuals @&

“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
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“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.”

UNFILTERED YOICES w9



Q0

“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.”

UNFILTERED YOICES 161



102

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.”

CHIEF HUMAMN RESOURCES OFFICERS



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?"
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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
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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
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“MY AREA OF GREATEST expertise would be in selection. The current state of that
Is changing rapidly with the advent of technologically enhanced selection tools,
That ranges everything from asynchronous interviewing to gamification, and of
course, the use of machine learning algotithms to power artificial intelligence.”

“FROM AN ORGANMNIZATIONAL “| RECENTLY HAD A conversation
PERSPECTIVE, we're recognizing with some computer science folks
that Alis the thing of the day. 4 on campus, and they were creating

couple decades ago, it was computer- a technology Lo replace Zoom, to do
pased testing and then it was remota virtual work, and they talked about

proctaring, but you recognize the validating the tachnology. After
arowing technologies from the listening a little while, | realized what
differant fields and the advances they mean by validation Is computing
thay have and ses how we can use power, and load speed, and things like
it in a way that allows us to still that, And my guestion to them was,
incorporate our standards, our ‘Do people even like this? Can people
methadology, so that we're making sit all day and wear this heavy headset
sure we're still delivering products on their head and actually work? And
that, as a field, meet our standards” haw does this shape teams?™

“I'M TALKING TO A colleague who uses virtual reality to train executives, as well as
how venture capitalists aszess teams of entreprenaurs, | have research that uses
ChatGPT to measure different things. The scary part is that if you frame it in the right
way, ChatGPT and humans agree really closely, correlations like 0.7 and so forth.”

w
“APA HAD A RECENT survey whera “I'D SAY IN MY world it's not so much
they found that something like 30 that robots or autonomous entities
percent of people are using Al in are going to replace existing people,
some capacity in their jobs based but rather it tends to be viewed as
on their respondents, which, | think, augmentation In soame fashion....
tries very hard to be representative, How do you design these artificially
but it's still going to skew towards intelligent entities in ways that enable
people who are doing computer better collaboration with people?
jobs on some level” | didin't give them social skills”

“I'VE SEEN A LOT of effective use of artificlal intelligence in the military
services, and they use it for repetitive kinds of activity. So it's the generation

of test items for different forms of testing, and the Department of Defense

has the mast elaborate testing program |'ve ever sesn. And the Igbor behind
aetting forms that are equated across year after year after year is unbelievable

“CAN WE COMPLETELY RELY on Al7 Wouldn't you always want human oversight?
Would you ever send out a research paper that you've never looked over?”

WORK PSYCHOLOGISTS



“l HAD AN EXECUTIVE MBA student who's got an Al firm that warks with
medical professionals, hospitals, and so forth, What you're talking about is
basically the language use. How that differs. He mentioned that he created
this app that helps with FDA approval. Let's say you have an FDA team that
also connects with a team in China, We use Al to basically help translate
nuanced use of the terms so they can have a common discussion, All of a
sudden you have an Al aimost a5 a member of the team to basically translate
and help each othar”

“l HEARD A STATISTIC. | think 92% of Al projects fail. Why? Not because
of the engineering, but because of the workspace and the people. Doas
it actually accomplish what they set out to accomplish and have people
accept and use it?"

“I'VE YET TO SEE the intelligence in artificial intelligence... | haven't seen the
promise raalized yet. So there are a lot of expectations for what this is going to
do and | think they are widely unrealistic. | also see the dark side. I'm not gaing
to reveal too much, but one of the challenges in science right now is the quality
of scientific publications, and whether or not we can trust the data, and the
infarences that are being made.”

=)
“Al TOOLS ARE DESIGNED to “RIGHT NOW, THERE ARE many, many
generally be pretty accessible, rules, guidelines, and standards for
But In the work | do, In assessment employee selection, and it's not clear
and selection, it's like whack a which ones actually apply to Al forms
mole these days. Al tools are of selection tools. And thera's been
popping up everywhere. Thera a lot of work, a lot of concentration,
are paid subscriptions for $250 a about, ‘What should be the rules?' and
manth where you can get access 1 think that in the future we are going to
to an Al tool that will streamin come up with a set of standards that's
real-time responses to live intar- basically saying, ‘I'm going to have to be
view questions. So you're talking able to demonstrate the same kinds of .
to a real person in real-time and things with these new, innovative tools °'“-\ :
the Al is telling you what to say. that you've always had to demonstrate
I mean, it's horrifying, frankly.” with more traditional forms of toals.”

“I'VE ATTENDED A FEW legal conferences recently, and lawyers are equally
confused about what to do about Al selection tools. A lot of the attorneys
that I've heard are really guestioning whether there’s actual value above and
beyond the traditional selection options”
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“WHAT'S A RESPONSIBLE WAY even to equip people with Al skills? It struck
me this week as my kids started back to schoel and they all brought heme
their class syllabi with all these anti-Al prohibitions. It's not practical and

| dan't know that it's serving the naxt generation very well either. And good
luck policing it too”

“I'i CONCERMED ABOUT THE way we do workforce development and
education. What are we actually training people to do? If it's to think, then
yeah, they shouldn't use a shertcut of any sort, but that's a good prohibition.
They shouldn't cheat, But if it's to just do a prompt enginesting job, then
they should get as much practice as possible, | suppose, in that skill.”

B
“ILL POINT OUT THAT we also nead to “THE ISAAC ASIMOV VIEW of the
be training people how to wark well humane-robot, the robot that
with automation, and in particular, looks like a person and has two
Al Friedman pointed out vears ago arms and two legs, that's not what's
that one of the coming things that happening. We're not getting that.
will happen with Al is not necassarily What we're getting is a machine
the replacement of workers, but the that is able to do things that
partnering of workers with artificially appear to be intelligent but
intelligent devices” warking alongside a human being”

“THIS IS ALL AIMED at professionals. If I'm on a car assembly line. | nead to be
there. If I'm In a restaurant serving people, | need to be thare. So these are folks
who can be remote, but they're going to be targeted by the future work bots
and autonomous entities, et cetera. That's the buzz. The bots are coming.”

“WE'RE BUILDING A SOCIETY rather than just trying to maximize profit or some
other battom-line outcome. It's a very different type of approach.”

“] STRONGLY SUSPECT THAT the motivations behind some of the use of Al will

be less altrulstic, worker-ariented and more profit and efficiency-oriented.
I'm a little concerned that we're averlooking how that will affect workers.”

“OMNE VERY CLEAR UPSIDE of new technologies is that a person maybe doesn't
need to do physically demanding lebor”

WORK PSYCHOLOGISTS



“I'M WORKING OM A paper right now and we brought in a lawyer that would
generally deal with case law because there is not really anything out there

that says Al is good or Alis bad from a legal perspective. What seems to be
happening with the EEOC is that they're very much alarmed about some of the
models that don't really predict based on criteria, Instead, what they do is they
say, 'Hera's a group of people who are the ten best performars you identified.™

“THERE'S CERTAINLY A BIG focus in the EEOC on disability. They came out with
standards for using Al with the disabled but not for anyone lse.... An oldey
worker applying for an entry-level job is quite different from an entry-level
persan who just entered high school”

“I WAS SPEAKING WITH a woman at one company and she was talking about
how Al-based tools review the materials that an individual sends in, So there
might be a letter and a resume, One of the big differentiators for this job was
whether you play baseball or softball. It turns cut men play baseball, women
play softball. Well, | guess that could have occurrad in the past, you could have
looked at it and said, ‘This resume from a person with an androgynous name
plays softball, therefore, It must be a woman, but now the artificial intelligence
captures that very quickly and easily.”

“THESE DATA CENTERS ARE incredibly energy intensive, and the effects on
communitias, not just the people directly involved, with the second order
affects, are not on our radar enough.”

“MANUFACTURING MAY NOT NEED as many people, but the people they
need now have to do primarily troubleshooting issues and problems that
came up with the machinery. And do heavy data analysis, critical thinking,
and problem-solving.”

“PEOPLE'S LIFESPANS ARE CLOSER ta 100 than 65. And yet wa have a

retirement system that assumes a very different reality. Given population

changes, is our system really enough for this? There's a general trend that
the retirement age in all different countries is getting older and older.

Those are for the countries that have mandatory retirement requirements.

In the United States, we also see that two-thirds of the retireas actually do

some type of pald work in their retirement”
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“THERE'S EVIDENCE OF SIGNIFICANT age bias, at least in some industries
where older workers have a terrible time getting hired, concerning performance
reviews, et cetera, as well as the cost to organizations for increased healthcare
for that population that makes them a little squeamish.”

“THE INTERESTING THING “AGE DISCRIMIMATION CAN BE in two ways.
ABOUT age discrimination It could be discrimination against the older
is when you enact age workars, but can also be discrimination
discrimination, you're actually against the younger workers. We would
discriminating agalnst yourself love to see a mare comprehensive
because everyone becomes research study on this, especially how
older one day.” you would actually tackle the real world."
[ |

“IF WE'RE TALKING ABOUT “IT'S BEEN SAID FOR a long time that
educating the workforce, rather than having a lifelong job, you may
you're not gonna start a job not even have a lifelong career. Are people,
and retire from the same in fact, changing careers? Are they in fact
organization, maybe not refocusing from thelir early education into
even the same occupation. new areas? | have anecdotal evidence of
50 we nead to think about that, but | don't know if there's any
carear transition.” substantive in-depth research on it”

|

“I'M AWARE OF ONE study of when pecple retire in China of all places,

and It talks about how men versus women differ. Men are more likely to look
for another job post-retirement primarily for cultural reasons. They want to
maintain a sense of pride and so forth,"

“A LOT OF TIME people [in dying industries] just naturally retire. They don't
come back to the job market. The issue is when they just retire, their financial
situation is not bad. But then in 10 years or even Just in five years, they realize
thay have limited financial capacity. And then at that time, when they go back
on the market, it will be very hard for them to find high-gualily jobs. Thal's
because they didn’t really pay attention to updating their skills.”

“IN THE UNITED STATES long-term care system, half of it is, you are on your
awn. So basically, if vou are above the poverty line, you are not on Medicaid,
then you are on your own, You have to pay for everything yourself, And as soon
as all your money runs out, then you are in Medicaid, and then the government
will take over”
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“WHEN WE TALK ABOUT the effect of age and retirement, there’s a substantial
difference based on the actual job functions being performed. The more
physically demanding jobs are, the less you're going to see people wanting to
work longer in thase jobs, or belng physically able te perform those jobs longer”

“SOME OF THE RESEARCH | know on ganarational differences has largely
been debunked and it's not really widely acceptad any longer, but it still
ramains out there in common parlance among executives who still think
In terms of the Gen X, Gen Y, the millennial, even though theres not
substantive data to really support differences in those groups.”

“ONE POINT ABOUT GIG economy is oftentimes it's subpar employment
because people dan't work full-time. They don't generally get the benefits
they deserve. |t's sctually used as a substitution for people who actually
couldn't find proper employment. So yeah, people always say, It offers
flexibility, right?’ But actually, It is a lower guality form of employment.”

“YOU REALLY HAVE ESSENTIALLY two different workforces with very different
sets of experiences right now. You have a large portion of the workfarce that
due to the nature of their work, cannot work remotaly —that's anyona from
hotel attendants to professional occupations such as physicians and so forth,
When you think about the future of work, there's so many different jobs that
are included, stratified by incoma level and use of computers and Al and bot
technology as well”

“IT WOULD BE GOOD to have an awaraness of regional differencas,
Think about the regional economies, and how much that matters when
we talk about the future of work. Michigan is a manufacturing economy
and the future of a manufacturing economy Is a different question than
the future of the Bay Area, for example.”
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“JUST ANECDOTALLY, BUT I'VE definitely done some consulting in companies
that wers basically dying Industries. You're looking at the employees that are
working there thinking, 'l don't knew how much longer you have, Hopefully,
you can make it to retirement.’ | don't have any data on this, but my sense s
that a lot of folks in these industries aren't necessarily looking to upskill
themselves to be able to make that transition.”

i
“A LOT OF PEOPLE are frustrated “CRITICAL THINKING, ABILITY
with the people they wark with, and TO learn, it's kind af a 1990s
especially supervise. The people that talent war idea, Just get the
report to them have changing smartest people. Well, that
expectations about work, people not led to Enron, so maybe we

coming to work with the same attitude.” don't want that either”

“TREATING EMPLOYMENT AS A genuine opportunity for growth as opposed
to a purely extractive proposition where it is, 'Let me get as much out of you
as | possibly can for the lowest possible input” And then if | break you and use
you up, that's not really my problem, There's a line behind youw.”

“EVEN FOR WORK DESIGN, the traditional KSAQ mode! Is not really out.
You substitute things in the KSAQ model. The knowledge, skill, ability, and
athers, depending on the job you'ra designinag. If the job invalves having
It with Al or programming capabillity, then the KSADs wlll be very different”

“WHAT'S CHANGING IS CONCEPTUALIZING work from distinct johs to
fungible skills, or talent pools that have been assessed or codified on KSAOs
so that people could be deployed to different projects and In a super funagible
way. This concepl of a job order goes out the door. We're going to think of our
talent and then design teams accordingly.”

“WE HAVEN'T DONE A very good job of expanding the performance domain.
We are looking at, ‘Do you do your job?" We're not looking at the underlying
skills very wall. We are looking at it in an eld-schoal kind of way, And now

what we've done |s we've added Al Into the mix. We've added remote working,
What kind of KSAOs does it require in ordar to be effactiva working alone,
orworking with a different Kind of relationship?”
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“| HAVE WORRIED FOR a long time about when talent management or
disabllity law requires you to make a suboptimal short-term cholce in service
of a more important long-term chaoice. I've had situations as an HR prafessional.
I'm sure thoese of you who follow disabllity law know that if there Is someone
who becomes disabled, can no longer fulfill thair job at the company, but there
Is a job that's open for which they mest the minimum requirements, you don't
get to hire the best person for that job. You have to put the person with a
disability in that job that they meet the requirements for, Because that's a
long-term goal of supporting employees with disabllities”

“DON'T FORGET ABOUT THE role of the government agencies and laws that
would be inappropriate to selact someone, an entry-level job, for long-term
potential. You can select people for the job to which they may go within a
reasonable period of time, which is not well defined. You can't say, 'I'm going
to go to the best colleges and universities and select the people we think are
going to be CEQs in the future.™

“S0O THIS IS FROM 15 years ago. What we found [at our large tech company]
was that the ability to influence other people matterad more than technical
skill in your abllity to ba effective and perform in that high-knowledge worker
anvironment. Adaptablility Is important. We didn't call it 'learning agillty, but
this idea af the ability to scan the environment, identify patterns that might
make you shift a strategy, make a thoughtful decision about when it was
important to stay the course and when new Infarmation would make you
budge, that was a core differentiator for performance.”

“A FAIRLY HOT TOPIC that's had some pretty high-profile cases is pay
discrimination. The way that | look at it, there are two parts to it. One

Is, ‘Are there actual differences in pay?’ But the other part, and the part
where | tend to have more involvement s, ‘Are the jobs that are being
compared actually similar?™"

“PROMOTIONS ARE A CLOSELY related issue. I've had several clients who
have many women at the bottom of the hlerarchy. And as the promotions
go up, the propartion of women decreases and the proportion of men
increases. Thera's no obvious reason, and it's a very difficult problem.

15 it a self-selection problem? Are the women saying, ‘| really don't want
headaches, | don't want the lack of flexibility that's going to come with this,
| don't want to have Lo be in the office because |'ve got three school-aged
children at home?' oris it because of some forms of discrimination that
keep them from being fully cansidered for thess jobs?”
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“SOME OF THE LITIGATION will include a steering clalm that the company
Is steering its workers towards certaln jobs. That's always a tough one to
demanstrate empirically. The allegation is there at least.”

“I ACTUALLY READ A thing on the “| WORKED WITH A company that
Job descriptions that are posted on its face had neutral policies that
online. So you look at it and you say, had disparate impacts on women,
*am | qualified for this job or not?’ One of them was that in order to
Someane had done research on be promoled, you had to go to the
these and said that there are certain headquarters location, which was in
characteristics of job descriptions a vary expansive part of Callfornia,
that make it more masculine or and a disproportionate number of
maors feminine. And all of the onas men accepted that opportunity. A
that are feminine pay less than the dispropeortionate number of women
ones that are masculing.” rejected it and for different reasons.”

“OMNE ASPECT OF REMOTE wark that impacts the work that we do on the
legal side is eampliance with wage and hour laws. It's much more difficult
to ensure that folks are taking rest breaks, taking meal breaks, not working
off the clock—that’s a lot harder to enforce. If you're in litigation. it's a lot
harder to have data to show that there is complianca.”

“OUR FIELD KNOWS ABOUT socializing new employees and creating
collaborative relationships that underlie innovation and organizational
learning. That happens mostly informally with people interacting with each
ather, not sitting in a Hollywood squares environment. |'ve been amazed at
how guickly we transitioned to remole work, al least as part of one’s working
schedule during COVID, and it persistad. | wonder about the long-term
effects on organization effectiveness, because | don't see much attention

to how we replace what we've lost”

“COMMUNITY ISOLATION. A LOT of things that help us copes with the stressors
of work and oulside of work, having close relationships, a significant purpose
at work. It's going to diminish the mental state of the employees-and the
physical health of employees but then translating that means we've got a

lot of unhappy, unhealthy people.
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“SOCIALIZATION AND ONBOARDING JUST are a perfect storm of all of thess
things because the remoteness, the newness, seeing and observing that

people who are new want to be told exactly what to do, and it's such a paradaox.

But it makes sense, because there's uncertainty, no one likes to be unclear.
It's easier once you've met people and you establish relationships to then go

remote. But we didn't have that during the pandemic, and 50 | had no answers.”

“OMNE OF THE THINGS |'ve noticed when trying to onboard people, even into my

own team, is if someone is lost and they're 16 feet away fram me, | can see on

their face that they're struggling and | can go over and help them. And if they're

on a computer, it might take me two or three weeks bafore | realize that there's
a critical database they don't know how to access or whatever the issue [s"

“WE'VE HAD SOME INTERNS and some of the other younger folks that wantad
maore personal touch, like they wanted to come Inte an office, which surprised
me a little bit. But those younger folks want to be able to accass the more
senlor individuals and get more Information, in-person development, and
in-person mentoring, or at least establishing those connections because it's
easiar to do that if you see them in the hallway than to have to ask them for

a Team's meeting or try to call them that way."

“WE USE THE WORD collabarate a lot. It's so much easier to collaborate,

but | think that it's getting overused and people are really missing some
[Important challenalng work]. What is really challenging to do? It doesn't
mean you can't do it when you're working full-time remotely. I'm seeing that
it's easier for people not to do it. They get pullad into other things. They may
be trying to juggle other types of commitments, stlll putting the hours'in. I'm
not suggesting that these people aren't working like they're supposed to be,
but it seems a little bit more, and I'm goinag to exaggerate here a little bit,
but a little bit more like dialing In—doing what they need to deo, rather than
really thinking deeply about some things.”

“THERE WERE SOME PREDICTIONS that when things settle down from the
pandemic, companias are going to start requiring people to come into the
office a certain amount of time. And so we've been seelng that trend. And |
see that trend continuing. You also see other companies who don't want to
reduce their footprint from a company perspective.”
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“WHAT | WOULD WANT to have happen Is a hybrid solution, | think we need to
be flexible, | think we need to recognize peaple’s commitments. But there is
something to be said about being in person.”

“THIS IS COMING MORE from my exparience with a couple large tech
companies, In some of my conversations with executives, they're just like,
‘| don't know what's going on. And | don't like that' If you were really clear
about what peaple needed to deliver and you were really clear about what
the results were, and they were turning in those results, and you had good
systems to support it, then there would be less of this underlying anxiety
around ambiguity.”

“I HAD THAT ARGUMENT about having “[RETURN TO OFFICE] VARIED

to return to office and anybody you at first, but then | do see most

hire has to be in an office. And it's like, paople coming in on their own,
“Well, what if they're the only person in like Tuesday, Wednesday, Thursday,
the offica? That's dumb to force them because they see that other peopla
to commute an hour, sit there, put on are gonna be there, that's usually

a clean shirt, all the things. And they when we have all-hands mestings
sit in Hollywood squares all the time or we'll provide lunch for everybody
anyway. And the pushback | got was, and that type of thing, So we try
‘But somebody has to be first. And to encourage that. And I've also
until there's somebody in the office, saan the managers do that on their
the next person doesn't have anybody own oo, saying, 'Hey, why doesn't
in the office. So it was really taking a evarybody, If you'r2 gonna do thres
systems view as opposed to what's days a week, let's have it thase
functional for that individual ™ three days.”

“| GAYE THE COMPANY a heads up saying, ‘Okay, | want everyone to start
coming back to the office six months from now, so be prapared to start
coming In slowly.” And they started coming In.”

“MY AREA OF EXPERTISE right now is just running a company, 5o it’s less from a
research perspective, We have professionals and we have administrative staff
as well, The younger staff sometimes seem a little bit more entitied, but they
are really valuing their personal life and work is not everything to them. So they
really do want to be able to try to find a balance with that.”

“I'' FINDING THAT SOME of the older generation, they may have kids and stuff,
want a little bit more flexibility in their schedule, | think it’s going to continue to
be fluld, I'm not sure we're going to ever get to an avarywhere full-time remote,
There are even our full-time remote people who ask, ‘Can we come in and meet
in person, or, ‘| wish there was a way we can connect more, and we spend a lot
of time trying to make them feel more connected,”
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“AT LEAST IN MY experience, we've been much better at blankat rules.
Everybody has to be in three days a week. Everybody hastodo X, Y, or Z.
As apposed to frant-line managers who need to be inthe office so they're
accessible. People in thelr first two years of thelr career need to be in the
office as they're ramping up.”

“WHAT | DID A few years ago Is | purchased a townhouse near the office.

As a corporate place so that when people from other remote locations want to
come, we have a place for them to make it easy to come. You can stay a week,
it won't cost anything. It's so much cheaper than a hotal, frankly.”

L 4

“WE NEED TO BE more interdisciplinary in our thinking. We need to think
outside our lane a little bit and work with people fram other lanes. So if it's Al,
it's not just human factors. It's the people who write the codes, people who
make economic decisions, political decisions that affect all that globalization
and dealobalization decisions.”

¢

“| REALLY THINK WE have to be multidisciplinary. | have collaborations with
computer scientists for new measurement tools, Mot for selection purposes,
but for quality team interactions and collaboration, far analytics that we simply
don't have in psychology, and then computational modellna, which really isn't
with computer scientists but that's Kind of the domain that it speaks to.”

“THERE'S A NUMBER OF societal structuras that support being able to work ®—
full-time in an office or an inside environment. & lot of those have gone, were

always somewhat diminished, | think, but have been further diminlshed coming

out of the pandemic”

“UNEMPLOYMENT IS DOWN, BUT unemployment doesn't count people who
are not seeking a job, who are just like, ‘Forget it That's a different category of a
parson, | think | saw that in some communities, something like 40 percent of

men are in the workforce. IU's like, IU's not worth it | don't want to work in fast

food and not make a living wage. And so, I'm just not going to do it
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“SOME OF THE Al lawsuits are more about the responsibllity of the vendor
rather than the artificial intelligence itself, like the Mobley versus Workday
lawsuit, | think it is. And that’s a fairly micro level, but | have got to educate
myszlf that the things that we're talking aboul today didn't exist when | was
in graduate schoal”

“OME OF THE OTHER things that's happening is we're seeing this explosion of
tools being built by people who are coming from a purely rational, statistical
place as apposed to one rootad in principles of 1/0 psychology or coming aut
of an HR place. And 50 the argument | had with some of these people was like,
‘Hey, it predicts performance, that's all | care about.' | say, 'Whoa, whoa, whoa.
There's employment law here! They are like, “You know what? Don't bother me
with your petty concerns. | can predict perfarmance. That's what my job is'”

S

“[RELATED TO] REMOTE WORK, what happens when a bunch of raally high-paid
people move to a small rural town and that town Is tetally overwhelmed and
their economy is distorted because of that? How do we think about the people
who are affected by these changes?”

¢

“THE IDEA THAT SOMEQOMNE starts a low-level physical job and they still have to
dao It in their sixties because they had no appeortunity for advancement [s sort of
horrifying to me. You look at the mobility statistics and they're declining for the
first time in a century.”

“[I WANT TO TALK about] young people's approach to work, their expectations
around work, what they see online in terms of paople making a ot of maney
doing certain things, and this notion af*“Why would | wanna go work in a factory
when | can be an influencer, or | can be some kind of a DJ ar have my own
podcast? We are going to nesd them and nobody wants to do that, or few
want to do them at this peint. So how do we address that issue?”
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“WE HAVE A WHOLE committee called the Connectedneass Committese that
focuses solely on trying to make these people feel connected to the rest of
the company..Our Connectedness Committee would say, ‘'Let’'s have a happy
hour at the end of the day, or during the pandemic, it's like, 'Let’s play virtual
binga.! They'll celebrate Black History Month. 'Let’s learn a little bit about Black
history.. Twice a year, we've besn doing this for decadas; we bring everybody
in the company together for a day. So we're doing that in September. Like
every single person, | mean, there's always a few people who can't make it.
We'll come into Alexarndria for like a day and a half. And they can stay longer

if they want to work out of the office for a while. We'll cover that.”

“A LOT OF ORGANIZATIONS we worl with are struggling to find people.
They're not doing a whole lot of selection, because they just don't have the
people in the pipeline. They need the butts in seats, so o speak. They'ra
still reeling with the effects that COVID had on fundamental changes on
the workforce and what kind of jobs people ara pursuing.”

The Future State

SUMMARY: The conversation underscored how work is
evolving in response to automation, Al, and shifting
workforce expectations. Younger workers are entering the
labor market with different demands, while older workers
face challenges in retirement security and long-term care.
The rise of Al and skills-based workforces is reshaping job
structures, but concerns remain about fairness, autonomy,
and the societal impact of automation. Legal and
regulatory uncertainty lingers, particularly around hiring
practices and Al's role in employment decisions.
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“THE PARADOX OF TALKING “I THINK YOU'RE SEEING more younger
to experts Is by definjtion, people who have more advanced
expertise co-varies with age. educations and skills are being more
So | don't know that we're the demanding about what they expect
right group to be talking about from worlk, in terms of work-life balance,
this question. When | talk to in terms of working conditions and how
my kids and my nephews and they're treated and compensatad,
people in that ortit, it is very as opposed to those whose work is
differant how they're preparing maora physical, more traditional jobs,
and there's a hope or optimism and whose demands are not heard well,
that's missing hare” and therefore they don't make them.”
B

“YEAH, | THINK THAT technology applications can make a lot of jobs obsolete.
I'm a professor. So we're Iooking at teaching anline and the Al now can actually
perfectly develop a training course with an avatar to deliver the course.

It doesn't even need my expertise much, | just need to make sure Al is not
saying something obviously wrong. But most of the thinas that Al generates,
theare's no golden standard, so you cannot really say it's wrong.”

“THERE'S A GROUNDSWELL OF interest, at least in reconceptualizing work

in tarms of skills. So, the skills-first revolution p=ople, if you will, are still
strugaling to understand what that means exactly. In a perfect world, that
reconceptualization would allow for considering what tasks and responsibilities
eould be done with automation and what regulres hurman judament for at
least for the foreseeable future”

“THAT'S THE JOKE, RIGHT? What do you call skills-based hiring? Hiring.
It's the same thing.”

[

“| PREDICT THAT THE distribution of KSAs will be a little bit different in
the future, Before, | think companies wanted to hire people with specific
knowledae, specific skilis, fit to the position. Job fit has always been
emphasized in the personnel selection system. But | think given the
technological advancament, especially the Al capability, actually,
maybe the ability is what matters now.”
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“WE SEE IN RAPIDLY evaolving jobs like cybersecurity, where the knowledge
changes so fast, [the approach [s] get people in the door who've got some
aptitude and some experience or general technical know-how, but not
super specific”

“THE TRAINING BECOMES WAY maore important. So basically not how you
get in the door, but rather what you do after you get through the door?”

“GIVEN THE POPULATION AGING trend, down the road, we're going to see
a lot more jobs in the long-term care industry and that industry cannot be

replaced by Al orautomation. That's going to be a huge challenge, actually,
for the United States, because the US does not have this kind of training or
trade associations in place to really facilitate the labor force”

<>

“| FIND STUDENTS HAVE this odd, in my view, perspective where they say,
‘Okay, | want to go to work and practice,” And then they assume that's a tiny
space. And I'm like, 'Ne, | think it's actually a much broader space. And you do
yourself a disservice if you come into training and say, ‘Okay, | only want to learn

low to do assessments for this one type of thing." t :i
[ |

“CAN Al FIGURE OUT laundry? “ITHINK THE FUTURE isn't these rote

That would be great. | saw procedurallzed tasks, It will require

something somewhere and they're some degree of judgment. Just the

talking about how Al can do writing information processing, but there's

and songs so you can do laundry. some probability, whether we do

It's like, ‘Fuck that' | want Al to do A, B, or C 50 if | can completely rely on

laundry so | can do writing and this machine to do something for me, -

songs. We are automating the and it always does it in a predictable and q-;:_" "

wrong part of humanity." rallable way, I'm good with that” -
iz

“IF IT'S ABOUT HAVING a network of skills and basically picking and assigning,
that's going to have some Al architecture in the background that's doing that.

It won't be a person per se, | don't think. A lot of this is going to depend on what
exactly is this organization or whatever you want to call it.”
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“I WONDER IF [Al assigned work] “HOW IS THAT EXPERIENCE,

would drive more people away from that deployment of just the
traditional work if they're being skill packets, how is that
managed by a bot. and they're only experienced by the individual?
thought of as discrete skills. If there's a We may move away from selecting
reduction in applications to traditional for particular positions, but what
jobs, if people are seaking something is the experience of the worker?
alse from work, that could have a Do they feel likeacogina
negative effect on driving more machine, or do they feel like a
participation in the workforce” contributor to the larger goal?”

=il

“AS FAR AS WHAT might happen in the future, | really expect there tobe a
ginormous lawsuit that forces professionals, both 1/0 psychologists and the
legal system to say, 'Here are the standards that we need. Faimess in employee
selection that apply to artificial intelligence.”

“I THINK THERE'S A lot of interest In Jumping in headfirst with Al approaches
to improving or enhancing or optimizing selection and assessment. But |
think that's misguided until we've got research to know proper use cases
and implementations and guardrails, combined with sort of the legal and
compliance framework that still exists. We're very excited about the research
and the results so far, actually very interesting and promising that Al could
act in some way as anothar part of our test development team.”

¢

“HOW DO YOU LEVERAGE older worker human capital? So what do your
arganizations do to retain their older workers, or maybe haw Lo organiza
the retired workforce for productivity?”

“AT SOME POINT, SOCIAL Security and Medicare are going to have to change,
whaether it's lessened or some people go off of it. | just worry about a large
number of alder people not having the income to take care of themselves
from a medical standpoint. Things increase as you get older, but also | think
it would have a huge impact on someong’s haalth, with haalth decline along
with the stress associated with the lack of iIncome.”
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“A LOT OF THE change we see is noise rather than a trend. | think the clear trend
Is the labor force Is shrinking because of the retirement of the older population,
and the lack of Immigration, or limitations on immigration. But those things can
be changed. So if Cangress passes a new immigration reform bill, we actually
can see a huge increase of the labar force and a motivated laber foree. | think
we see a decreased trend right now, but labor force participation really is
heavily associated with the economic conditions.”

“IF UNEMPLOYMENT SPIKES AND we head into a recessionary time, people
would become more desperate for something, some paycheck, to pay the bills.
That could change on a dime if things get tighter.”

“I WORK IN A pretty narrow area of 1/O, which is primarily in dealing with legal
issues. So for me, a lot of the change that is going to impact me is going to be
related to changes in laws and regulations. A lot of that seems to be aligned
with different administrations.”

“FROM AN 1/O PERSPECTIVE, | think we're always looking for ways to apply
scientifically sound methods to address novel legal issues. Because the legal
framework generally stays the same, bul the different specific issues are always
changing. 5o Al is obviously a hot topic, but even things like in tha past coupla
of years, use of criminal history screenings, traditional validation methods don't
really work great there. And so trying to figure out how to address that”

“MUCH OF OUR WORKFORCE “IMMIGRANTS OFTEN, MAYBE NOT

that’s going to be performing the first generation, but at least the

jobs outside of offices s going second, they often push education,

to be immigrants. | think we're unless that's changing. | mean, I'm here

alraady seaing some of that with because of that. And my wife and a lot

a declining population. The only of other peaple | know. When we try to B
way we retain our economy is get graduate students these days, folks =
by replacing thoss workers who are born here are too lazy to keep

with immigrants” investing In their education.” a
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“THE KINDS OF SKILLS we're training people to do are not the same things that
we nead them to do in the future, We encourags everyone to go to college, and
that's maybe not the right decision for most people. And we neaed more welders
and more glectricians and more elder care workers”

“AT SOME POINT, | think there's gat to be some resistance to this becoming the
new norm of work. So it's a quastion of, "Wheara's the pawer? Will enough workers
just say ‘Mo, we're not gaing to do this difficult call center job?™

“IF WE START FROM the position that some parts of most people’s jobs can

be automated, people have to da the parts that are left over, those are
probably the hard parts, A call center where the easy calls can be automated
and workers get all the really complicated calls. And so now your job is only
the mast complicated, worst part of your job all the time and you can imagine,
alr traffic controllers are in the same spot where they're only dealing with the
mest stressful parts of an aiready strassful job all the time”

“IT'S NOT JUST HUMAN judgment, it's human care. Take, for example, elder
care. Computers cannat cara by definition. They cannot feel empathy, and that
is an important part of a lot of wark, the most work. The other thing they can't
do is be held accountable for making a mistake, which means that societally,
we actually do need people to be ultimately responsible for decisions that
could potentially cause harm.”

L4

“HOW COOLWOULD IT be if that was “ORGANIZATIONS DON'T HAVE
our collective responsibility, building TO wait for people to amrive fully
people’s skills up and not Just selecting formed. Thay can partner with
and assuming that people are (ke a schools, they can partner with
finite quality, but actually salecting on communities to say, These ara
thelr abllity to grow and then bullding the kinds of things that we need,
them from there” Can you please build that?™

“IN DEVELOPING NURSES, NURSING schools and hospitals work together.
That is a normal thing to do. It's very normal in trades. Can you imagina
technology firms asking computer science departments, ‘Please make
sure they know ethics and how to be civil also?™
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“[ONE IMPORTANT THEME GOING forward] is helping people deal with
technological changes and change in general, Mot only executives and
mid=level management, but people, individual employesas. Find some way
to help them deal with change because whether it's technology, whether
it's diversity, a more diverse workplace, that's going to be ongoling.

And | think faster and bigger than it ever has been in the past”

“AS | TALKE WITH my clients, I'm a firm believer that | can help other peopie
change. | can create an environment where change is possible, but | can't
make someone change. And so the only thing | can do in dealing with
change is to change myself in terms of being more open, mainly.”

“WE'RE BUILDING A SOCIETY “WE'RE FILLED WITH A bunch of

that we want to live in here. stressed, unhealthy, physically

So we should be bullding unhealthy people. And that is not

people wha can think about good for organizations, even with

whao can care about each other all the improvements they might think

and be decent human beings, they're making. It's not a good place to

keep society running. be in the organization and certainly not

That can't get losL.” a good placs to be in terms of society”
e

“THE MAIN THING I'VE tried to do over my career, but especially recently,
mentoring and helping to bring along the generation that's actually going to
be doing the work around dealing with all of thase changes. In general, | think
people are so busy and overwhelmed and stressed at work that the people in
companies don't have the luxury to think about this kind of thing.”

“IT'S NOT GOING TO be long before someone decides that one of the criteria
of interest (on artificially intelligent selection devices) ought to be whether
or not a person will be able to work effectively in a remote environment.
That seemns to me Kind of obvious. And the question | would raise Is, 'Is that
a legitimate selection criteria?™
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“I'M VERY CONCERNED ABOUT the very large number of workers that we tend
to not talk about much who will never be anything close to remote. They will
always be on site. And that includes highly technical warkers, people who are
not just laborers, but skilled craftspeeple, technologists, people who repair the
stuff that we use every day that we don't know how to fix”

“| SUSPECT THAT PART-TIME remote work is the future rather than entirely
remote work, largely because | think there are some things that simply
can't be done effectively remotely, and both employers and employees
are finding that out, but also because | think the emational and joyful parts
of work sometimes are going to get lost with the remotea work. People are
aoing to feel mores lonely.”
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Participants’ Takeaways
THE FUTURE AND CHANGE

» The future work challenges are interconnected and there
is a need for a holistic, collaborative approach to address
these issues.

» Technological and social changes have always occurred,
and the key is to leverage these changes to benefit both
humanity and the field.

» The “future of work” in general terms is unhelpful because
work Is highly sector- and population-specific, and broad
discussions overlook critical differences in how trends like
Al affect different industries.

« There's a collective desire to use scientific knowledge to
benefit society.

« | am cautiously optimistic, recognizing the complexity
of the challenges ahead but also the availability of tools
and multidisciplinary approaches to address them.
Further collaboration across different fields is neaded
to find solutions,

« We should strategically leverage our expertise to adapt
to change in ways that make our field more relevant,
prosperous, and beneficial to society.

« Our field both draws from and contributes to other
disciplines, which should shape how we train students
and evolve professionally.
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Al

» There is deep concern that Al, if mishand|ed like past
technologies, could harm organizational effectiveness
and threaten societal cohesion and democracy.

« The failure to maintain a healthy system over the past decades is
responsible. Greater collaboration across disciplines is needed
to address these challenges and create a better society.

» There's potential for technology to exacerbate societal
polarization and inequality. There's concern about a future
where Al and other technologies create distinct hierarchies
and leave certain groups behind.

« | expect Al to impact workers through job loss, collaboration
with Al as a partner, or job enhancement that impraves
how work is dene.

= It's important to include a range of disciplines in decisions
about Al, The rapid changes in work due to Al will require
expanded definitions of job performance and an inclusive
approach to handling these transformations.

144 WORK PSYCHOLOGISTS



JOB DESIGN

» The complexity of job design is increasing due to technological
advances and diverse workforce needs. Traditional job analysis
tools must evolve to handle these complexities effectively,

« If we design jobs by the skills that are required, it can facilitate
mobility between jobs. This also has implications in the future
when people partner with Al to do their jobs.

= There's a need to rethink job design with Al and automation in
mind. There are concerns about the high stress and complexity
of remaining tasks that are not automated, and the potential
impact on employee well-being and retention.

BROADER ISSUES

- Job degradation and remote work contribute to societal
issues like lack of community and isclation. These factors
could worsen the mental and physical health of employees,

leading to broader societal problems.

« There are deep policy implications that need to get the
attention of policymakers.

» Although organizations express interest in understanding the
future of work, many feel too overwhelmed or under-resourced
to seek out the information they need.
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Building Owners, Developers,
and Urban Planners

THE FIELDS OF BUILDING OWNERS, DEVELOPERS AND
URBAN PLANNERS consist of the design, investment, and
management of bulldings and spaces to create functional,
sustainable, and economically viable environments. They
work to shape communities through strategic land use,
infrastructure development, and thoughtful urban design.
They provide vision, financial resources, and regulatory
expertise to guide the creation and transformation of
residential, commercial, and mixed-use spaces that support
economic growth and enhance quality of life. Their work aims
to integrate market demands, environmental considerations,
and policy frameworks to ensure responsible and efficient
land development. These professionals also play a critical
role in navigating zoning laws, engaging with stakeholders,
and adapting to evolving societal and technological trends.

SANDBOX 7 THEMES
Health and Wellbeing, Culture, Change, Leadarihip,
Safety & Human Belanging Adaptability Management
Centersed Approaches & Secial Connection & Agllity & Organizational Roles
In-Person Cellaboration Waorkplace Technology & Al
& Remote Work & Organizational Design, Experience
Design & Urban Planning
Policy, Public Equity Economic Factors
Sector, Societal & 'Workforce
& Labor Issues Diversity
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The Current State

SUMMARY: The conversation around work intersects with
broader societal challenges such as equity, urban design,
and shifting professional relationships. Remote work offers
flexibility but disrupts collaboration, mentorship, and
company culture. Younger workers engage with work
more transactionally, while companies downsize but invest
in high-quality spaces to attract employees. Cities with
strong transit and mixed-use development adapt faster
than car-dependent ones. Beyond individual companies,
workforce planning, sustainability, and economic mobility
require a systems-level approach. Aligning HR, IT, and real
estate to create workplaces that support both business
and employee needs remains an ongoing challenge.

=

“IN THE BAY AREA, [residents] have a poverty of cholce. We're not building
cities or communities or places to work that attract people; that makes
people want to come to work”

“I THINK WE ARE clearly moving backwards in terms of sustainability, in how
we envision cities, When you talk about Las Vegas and Phoenix, those are
completely suburban cities that don't have any of the advantages of a real
clty of proximity, of co-location, of all the kinds of things that made cities
wark. That's why their carbon footprints are going up. They're completely
disconnectad, disaggregated, non-proximate cities. | think that remote
wark Is having a big impact on that. Even In the Bay Area, we're seeing

that development is really happening at the perimeter, not at the center”

“SAN FRANCISCO IS A really interesting case where they have a Financial
District that was pretty much all single-use offices with a commercinl basa.
Some cities are ahead and some cities are behind on this need to make it
mixed-use and have much more residential so that work-live connection
is happening.”
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“IN EUROPE, PEOPLE ARE back at work. It's amazing the difference when

you go to London or Frankfurt or Berlin, they're back and | think one of the
reasons Is because live and work arg maore proximate, much better connectivity,
they don't have those long commutes driven by suburbla. But it's also a better
place to work, more active, more engaging, more interactive. These are places
that are gr=at places to be, The workplace is not just inside the office, as we all
know. The workplace extends outside of the office and connection between

the context of work and the urban context is something that we've truly failed
at in the US"

“50, GOOGLE CANCELED ALL of Its projects In the Bay Area, but they doubled
down on New York. And | think thera's a really clear reason why they did that.

In Chelsea, in a very particular neighborhood, it's a much more interesting place
to live, And It's much more transit accessible. Because of the transit, employees
have many more options where to live and still get to work. | think we're sesing
that in places like Toeronto, The cities that have robust transit connectivity are
emerging much quicker out of our current state than places like the Bay Area,
which have dysfunctional transit that people are not using”

“MY MAIN FOCUS RIGHT now is an offices, trying to get them |eased up and
see how that works, | have one office in one market, which is complately full
and there's high demand. What's happening in that particular market is that
the offices in that area are balng removed. Thera's a new multifamily being
developed, so there's a scarcity of offices in that area and people just want to
live in that area, so that office works now, That office is not in a core market.
It's outside of Toronto. That one bullding s full and there's demand. Another
market, there's lots of vacancy, around 11%, What can | do to change behavior
and try to get tenants that are there to have their employees come in so that I'll
retain them? But also entice new ones to come in Lo say, ‘Hey, why would thay
pick this building?" And by the very nature of doing that, that would then maka
the bullding attractive?' What I'm hearing Is that there is a Nlight to quality.”

“A LARGE TECH COMPANY announced that they're going to have everybody
came in five days a week. So that’s going to change the labor part of it.
Structurally, it will start to create the need for before-scheol and after-school
childcare. That'll affect cartyon footprint, it'll affect other things, but | want to
see what that will do for buildings. We put a daycare in one of the buildings that
| have. That one did have some positive feedback, we'll see what happans long
term. Is there anything that can create a culture of wanting to come in?”
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“I'THINK THERE'S A great amount of opportunity to look at things and experiment
with things. What are the things that are working? But every community is
different in what they want, Some of it's parking, some of it's amenities, some
of it's being able to allow a dog, and some of it's having coffee. I've experimentad
with a lot of different things. I'd say one thing that | measura is the cost par
square foot per employee, Mot too many people do Lthat, but | do that becauss

| think it's really an important plece | want to understand when I'm putting
somebaody in a building. What is it really costing me? | do a ot of tenant rep
work, but what is it costing me to have those tenants in there?”

A COMPANY HAS A hundrad thousand "WHAT I'M HEARING A lot
square fest, they're moving into from younger folks is they want
30 thousand square feet because this life-work balance but they
they realize they just don't need It think that the work environment
They're willing to spend. If they were is separate from healthy living.
spending 20 bucks befora, they can Healthy living Includes access
now spend 40 now and go to a really to park space, nature, as wall as
nice building. So people are using that having good health care and

as a technique to get people to come having access to a gym. That's
back to work, ta put them ina nicer the whole life balance thing,
bullding, more amenities, nicer things. Life-work balance includes having
| think that's very effective.” that access to those amenities.”

“] ALSO TAUGHT GRADUATE-LEVEL programs and you could see the impact
the pandemic had on students and how they socialized with sach otherand
how they worked collaboratively and what their expectations were with each
other and with the faculty. I've been to a number of career fairs with a lot of
young people. The first question is, "What Is the work from home polley?' It's not,
‘What's it like in the office? What's your office?' It's, 'Can | work from home?' It's
really disheartening. That's kind of the expectation; So | think it's going to be an
uphlll climb for sure. | don't think there's an easy way to change people’s minds”

“AS A DESIGN FIRM, we were back in the office in September of 2020, We were

very early. Being under a construction company, our owner felt that it was @_
important to suppert those essential workers, the construction laborers out in

the field. If we're trying to convince clients to bulld new office space, to rehab

their office space, but we're not using our own office space, we're not sending

the right message. So we went in very early. | appreciate that.”

“RACIAL RECKONING AND THE consequences of that was all happening while
we were socially isolated. Now that we have come back traveling, deing things,
the intensity of that, the extremeness of that has dissipated, but the impacts
of it are still really pronounced, if not more maanified, at mora polar opposite
ends of the spectrum, Some of that is reflected in our paolitics, And it's not just
us, but it is in other countries as well. Extrerne polarization is present in a lot

of our society”
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“A FEW YEARS BACK we cams back after the pandemic and workers from a
large technology delivery company were going to downtown Seattis, There
was a blg positive article written in the Seattle Times about the fact that it was
bringing all these workers back, the cafes were full, the businesses were better,
etc, etc. But then thers was another article written a week later, from the
perspective of the nurses and doctors working at the local general hospital,
which is also in the city, who now found It harder to go and get lunch, harder
to park, harder to arrive at work on time because of the congestion of the city.
When it comes to cities, thers are competing interests”

“WE HAVE BUILDING MANAGERS who have to go to buildings. There was a
caonversation, 'Thay have to be there five days a week, Should we compensate
them mora? Should we give them this? Should we give them that?' And there
was 8 group that said, 'Yeah, let's do that' There was also an equal amount of
people on the ather side going, ‘Mo, they applied for that job. Thay knew it was
in the office. They knew they were going to run buildings. They're doing their
Job. Why should we give them more?' And this is a person who's woarking at
home four days a week and comes in one day. We gave you flaxibility. We didn't
give them anything. So how do you start to make this more equitable?”

“THERE ARE SOME ADVANTAGES to working remotely like having a little bit
more control over your schedule, But | don't think all remote work s healthy
for society or for individuals.”

“I WANT TO TALK about the remote work from apartments. When | worked
forarchitecture firms and construction companies, tha peopla who are making
thosa decisions about work from home are usually at the executive level who
have really spacious homes and really nice home offices. If you look at the
employeess, they have school tuition and loans. Young people are buying homes
much later, Housing is much mere expensive. The number of people who live
in rentals is like half of our pepulation. So when you think about remota work
and you think about, ‘We're gonna save money by getting rid of our office
space. What the companies are really saying to the employees is, 'You are

now responsible for your own office.’ It looks very different if you live ina
studio apartment, or if you share an apartment with a roommate, and you

have a kitchen island, and both of you are working from home.”
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“AS A MANAGER OF staff, | think they're having a hard time focusing. One of
the reasons is they're in unpredictable environments, When we have office
space, we have a more predictable space for people to collaborate and model
waork habits. If you're In a virtual meeting, you can be talking to someone who's
actually shopping and you wouldn't know it. ‘Cause you can't see them on the
scresn, There can be some advantages to an on-screen collaboration because
you can see a screen more easily together, but other types of collaboration
need to happen too and focus is often not there”

“HOW DO YOU MOTIVATE peopla to come back? | was at a convening of
some architects, vendors, developers, and ene person teed up that the CEQ
wantad people coming back, so they actually got a ticket every time they
showed up at the office and it went into a raffle for $10,000 a month. Didn't
change attendance at all, He then said, "Well, I'm going to up the ante more
at the end of the year, take all your tickets and you put them in a box and you
get tha corporate jet to ao for a three day family vacation to the Caymans.
Didn't change it at all. So bribery dossn't sesm to work.”

“| HAVE OME CLIENT that's a Fortune 100 company. Their mandate is one
day a wask in tha affice, on Thursdays. | think the idea behind it is, 'If we can
get enough excitement about one day a week, maybe we can get them in,
two or three days a week!” But it's literally bean four years, They haven't had
a mandate untll two weaks ago. | jJust don't get that. That's not my world.

| think you've got to see people. You got to feal the energy. You've got to

be able to communijcata.” @
“DUR COMPANY HAS GOMNE to five days a week [in-pearson| working because

collaboration is so much more productive in the office. We love to collaborate.

We're better when wa collaborate. It makes such a difference. And | do think,

at their heart, most businesses are like that. We can really redesign life and work

together as a more integrated process 5o that it's easy to get to work. There is

flexibility for co-working, but we really make it easy for people to get to work. @_
And whean they do get to work, places inside the office and outside the office

are great places, exciting places, dynamic places to interact with their fellow

employees and friends. We know that's how innovation takes placa”

“I' WANT PEQPLE TO come inta the office because | have to lease up these
spaces. |f they don't comea in, then tenants will shrink. And that's not good
for me because then | have a vacancy. So | want them to show up sconer
rather than later, and selfishly before thelir renewal comes up, a year ar so
ah=ad, So I'm thinking of finding ways to try and motivate them to come in
from the landlord perspective or an investor perspective”
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“ABOUT PERSONAL BIASES AND preferances and comfort level. You're the CEQ,
It's good to see your team working around you and feeling like you have control
and your finger on the pulse —that necessary productivity. It's feeling like, 'Okay,
| gave up all of my power te my employees over the last five years. | want some
of that baci.™

“THE PEOPLE WHO WE'RE talking about that have the choice to work remotealy
or go to the office are typically not the same workers who are being injured

on the job. | think if this conversation is really about the future of work more
holistically than just white collar professionals, then | think that there's a maybe
more Interasting conversation to be had about essential workers, | was telling
somabody the other night that during the pandemic, | was super glad that the
dry cleaner was an essential service, because to get up and go to work, | raally
needed to have real shoes and a pressad shirt, but those people didn't have a
choice of whether to do that job remataly or not”

“I''M HEARING FROM MY dauahter and her friends who are in their mid-20s
that they don't think that they'll ever love their profession, which | find to be
very sad. | love my prafession, | love the work | do. They don't think they're
ever gaing to find that, So they are having a transactional refationship with
work where [t's jJust about the money.”

¢

“AS WE THINK ABOUT work and workplace, you could say that I'm solving the
problems of my company and my company only. They've got a view on what
that means in terms of their organization, the benefits to them, et catera.

| think thal somewhere in this, there is a shared system of values, planning,
and design that actually goes beyond the walls of my bulldings and into the
cities and the neighborhoods and so on, so forth. My concern is that in a way,
the dam is broken and I'm just trying to plug one hole in the dam. What we
actually need is a team of people who are looking at the whole problem and
designing and setting up a much blgger system for success”

e

“HOW DO WE ASSIST organizations in creating interdisciplinary teams between
HR, IT, and real estate that can craf relevant employee experience?”
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“| SEEM TO SEE all the time some CEQ throws out a mandate, but he hasn't
brought all the business together, It's just his belief and he's golng with his gut
and we'll get some publicity cut of it. But | work with HR teams, real estate
teams, IT tearns, and there's no leader at the top figuring this puzzle cut. Se,
chaos. The rule, just take all the incremental steps. You don't even have to
figure It out. You Just have to incentivize the teams similarly so that they're
forced to figure it out themselves, But right now thelr success metrics are
entirely unaligned.”

“HUMAN BEINGS, FOR THE most part, ara primarily social creatures. When you

meet people in parsan, it's much harder to hate them than when you don't

meet them. Hate is more convenient in the abstract than it Is face-to-face.

If you talk to gay people who don't live in places like San Francisco or Boston

or Toranto, their acceptance in thelr community by people who know them is

shockingly high given the politics of the area, | think that alone could make an E
argument for why people nead to come together.”

“THE NOTION THAT PEOPLE need to ba abserved to be productive, psople

need to be together in order to collabarate — those assumptions are wrong.

You need social capital, It's like a battary, a laptop is totally portable until it's

not. Social capital and your abllity to maneuver outside of the community

is real. Depending on who you are and how much time you spend with an

organization, that can last guite a long time remotely bafare you need to plug

back in. We can make reforming work as a plug-in place as a metaphor, as

opposad to a productive place. When we talk about productivity, what we reaily

rmean s blllabllity. Everyone is productive all of the time whether they're riding @-—-
the bus and thinking about their project, or they're sleeping and thinking about

thelr project, people are productive all the time, they're Just not always billable.” a
“THIS WHOLE POLARIZATION “IN OUR CONVERSATIONS ARODUND

AND what happens when wa're work, the impacts of the pandemic, and
all virtual, I've lived it myself how things have changed, we're not being
whera 've had people that fully honest about the advantages and
through email and indirect the disadvantages and the costs and
communication are just basaball consequences. | feel like we're being
batting everyone. We pick up quite lazy in accepting becauss we were
the phone or see him in person, subjected to this profound change and
“Well, | didn't really mean that, than had to adapt to it.. There's a false
and all of a sudden all that sense of security and protection and a
goes away." lack of being really honest.”
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“THEY WANT PREDICTABILITY IN their life. Has nothing to do with the work

ar the mission of what we're doing, but they're looking for things that are
impacting their lives, and then they'll come. | was asking my one son about

his work. "What are you guys doing?' He goes, 'Well, they're saying we're caming
back. My boss just bought a home over in Michlgan. So we're sending mixed
messages. Whan you get to management and {eadership in companies,

| could be working on an island for a year and |'ve got backlog work that 1'll
probably still be behind. The new folks aren't like that, They nesd mentorship,
They nesd the connections, and to build those networks”

“THERE WAS A REALLY, really good opinion article in the Wall Street Journal

[in 2024] about on-call employess. So with all the technoleay that's happening,
this large coffee store chain knows, ‘Do we have a lot of people coming inon
this day?’ Emplovess are working part-time because of the healthcare
benefits. For the company, it's not efficlent to pay for healthcare benelits,
And then thera's the added piece of, “You're going to be on-call because
we're going to completely make your schedule around the demand of the
work that's happening.' | know this anecdotally because we're sponsaring a
Ukrainian family and on-call work is what's available to them. The family doesn't
know if they're working tomaorrow. And these are really, really hard-working,
dedicated peopla who want ta work more. They cannot get a set schedule,
which is Impossible for raising their child. | think that's something that's

going to happen more and more because [f | were a company, why would

you want to pay for labor that you den't need?”

“I THINK | SAW something about a large technology delivery company and their
recent decision. There were guestions about employees self-selecting to leave
the company and the reduction of the workforce, There's also an equity aspect.
They've got workers that are required to be in their office or in their factory or
in their warehouse. | don't know that it necessarily needs to be done that way.

| think you need to understand, identify what people need. If thera's some sort
of equity, | think then maybe it |5 a different adjustment to pay and benefits
and perks and other things.”

“OMNE OF THE THINGS that has to be considered Is people's natural life cycle.
Life is different at different points in their life.”

“I'M IN REALESTATE, It's a range of ages. It's interesting to see where they are.
As you hit certain times in your life, you need remota work. And other times,
it's not so great. From what I'm seeing, the young people need that social
aspect, but then when they get a little bit older, they need something else.

As you get older, you want stuff with meaning, you'll need things to do,

like volunteer work.”
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“FROM WHAT | REMEMBER, growing up, my parents worked 9 to 5ish, Then
when | started working in the Bay Area, it was California, so people were pretty
relaxed. But we were there from 7 in the marning until & at night, we'd go for
dinner. Every time we released software, we would go back in and be there until
two in the morning. | know, it sounds a bit crazy. But we were in our twenties, it
was collaborative, 50 coming to the office actually worked becauss everybody
was around the same age. We were all fresh graduates. You're just hanging out.
Yeah, we were tired_ but we weren't alone. That was the thing. ‘Cause we were
expats coming in and therefore made that company work.”

“FOR PEOPLE IN THE trades, there's a large union presence thers. IU's physical

wark. You don't really nesd breaks when you're doing intellectual work, where

you're in the mind and problem-salving. You can take braaks, but you're never

really turned off or really shut down. So | think it just depends on where they

fall. Thare's a lot of gig work as the city has become maore expensive so people

need to do multiple jobs to patentially keep it going. So they're going to keap

warking and grinding harder. | have colleagues in the Midwest whera | arew E
up and | think they still have relatively free evenings, they're still done at six.

So they do work longer hours, | think because things are competitive. Kids want

to hustle to get into these schools and that naturally forces kids to be wired a @
certaln way to push harder. | don't think | could get into school now If | tried,

they're just too smart”

“THE LAST FOUR YEARS really just highlighted existing ssues with the system.
It's not like they are new, they are just highlighting them. It's bringing them to
the forefront Even on-boarding employees is done differently now than it was
done pre-2020 because we had to find different ways, We're finding some of
those better ways, where we're actually taking care of people and doing the
connectivity of our cities and the location of our offices and where we go to
work and the vibrancy. It's either there orit's not there. When it's not there,
people find other places, Over the last four years, the places of excitemant

or interest have migrated more to the suburbs and left some of the city”

“HOW DO YOU BUILD trust with pecple who are working remotaly? | just think

that's a really interesting thought. How do you onboard people? This is all new.

How are companies really measuring success? | think in the past it's always

besn about money, I'm not sure it's all about money as much as it is right a
now because our interest rates have changed. Thera's a lot of complaxity

that people are having to figure out and deal with."

“WHEN THE PANDEMIC HIT, a lot of things shut down. The pandemic was
mare than a year of forced remote [work] and | think that structurally changed
society. There's same knowledge that was lost. There's also some habits that
were lost. Some of the culture was lost.”
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The Future State

SUMMARY: The conversation around preparing for the future
reflects uncertainty, adaptation, and the need for systemic
change. Many industries, especially real estate, are navigating
economic volatility, workforce shifts, and evolving urban
landscapes. While some see opportunity in declining office
values and changing work patterns, others highlight the
lack of long-term planning. Cities are rethinking zoning,
housing density, and mixed-use development to remain
viable. Younger generations, shaped by remote learning
and new economic realities, will drive future workforce
expectations. Businesses, in turn, must rethink talent
attraction, interdisciplinary collaboration, and the role of
physical spaces. The pace of change is accelerating, requiring
new data, insights, and problem-solving approaches.

“HR, IT, AND REAL estate, those are very different personality types, different
skill sets, different success metrics, different language. So how do we help
organizations form interdisciplinary teams designed to create experience
as opposed Lo productivity or a carpated factory floor?”

“WE DOMN'T PLAN FOR the future. We're just in the present. Fora lot of us

who work in the commercial real estate world or the residential real estate
world, it's been a rough 24 months across every vector, Interast rates go up,
and lo and behold, valuations go down, casts or supply chaln and design stuff,
constructions, nothing’s been easy. Maybe there was 18 months where if

you owned a resort hotel in the United States, you were doing pretty well,
but even that's aver because all those people are In Eurcpe now, enjoying
astrong dollar”
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“WE HAVE TO START to think about
how we reinvent our downtown,
We have to start to rethink the cost developers plan future districts
of housing, which | think is going to at the urban scale or district scale.
eventually drive people towards mora Where do they want to be for the
density, more proximate locations. future? And it really is all about
We can't just keep expanding out why: ‘'Why do you want to plan
because of the infrastructure cost of this way? What are the drivers
that. I'm cautiously optimistic about for this?' It really is all about

the future because [President Biden] forward-looking and trying to

“THE WHY IS REALLY important.
My business Is helping cities and

15 forcing us to make changes. A lot of waork with them, What | personally
the businessas | deal with are thinking try to do is work with them to
about, ‘What's the workplace going to understand how you go from the
be all about? Where do we want to be? now to the future, In a transitional

How do we really get people to come way that makes sense, recognizing

back to work? Citles are absolutely

focused on, '‘Okay, how do we reinvent

ourselves because we're going to go
bankrupt in the currant status quo?”

that in real estate, there are huge
capital investmeants, huge amazing
amounts of capital. And you'ra
betting on the future”

“l HAD A CONVERSATION a couple of nights ago around the office furniture
industry, Depending on who you listen to, we probably have encugh furniture
ta last a really long time. It's not necessarily the wrang furniture. The idea

was crealing offices that people want to come to, for whatever reason.

Those preferenceas change over time. How do we change that environment?
Does furniture become a service rather than a product that you buy? Not unlike
Uber or some of those neighborhood groups where you swap lawnmowers 5o
people have ane lawnmower batween five famllies. Shared aconomy stuff”

“I'LLANSWER FROM THE city's perspective. We have besn updating our zoning,
finishing plans, doing good business housekeeping, and stuff because things
have changed. We need to change and we need to adapt to those policies,
which in some instances were outdated. We're trying to meet the changes
where they are. We hear there's a need and try to meet it with Incentives

far office to residential conversion, bringing new types of businasses into
downtown thal replace tha types of businessas that serve the office clizntele.
On the flip side, since so much business is being done in our neighborhoods
now, we're still dense in our neighborhoods. But we're very expensive. So we're
trying to figure out ways to take advantage of the decline in office values, as

a way to accommodate things that we couldn't do. The flip side of these
dramatic declines in values s they present opportunities.”

“I THINK WE'RE AT an extreme of the pendulum, to come back to my hope and
optimism and belief in cities, After 9/11, people were saying, 'Oh my god, we're
never gonna build skyscrapers again, We built skyscrapers agaln. We bullt them
far the right reasons, we built them for the wrong reasons, but we built them.

| hope that we will find some balance.”
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“WE'VE SPENT THE LAST 12 months “THE FUTURE REQUIRES US

aggregating additional talent into to acknowledge that we're not
the organization. We're a very small widgets, Everyone is let out of
organization, so each personisa the bax that we all fit into. And
meaningful add for us and we hava we're not all gaing to fit back in
gone out and we think we have the box. | think that's why | sort
upgraded our internal talent. Then of feel sorry for the executives
we're working very hard within the who think their mandates are
senior team to try to make that talent going to work. "We're nol going
stick, meaning they like their job and to change anything, but we're
feel appreciatad and will stay” going to make you come back."

“TO PREPARE FOR THE future, we need to go get some much better data and
Insight= and be able to start to measure those, Let's say the expectation of the
future is. 'l think it is pulling away faster from the trajectory that we're on.’

As the yaars go on, what we're offering Is going Lo look even less and lass like
what people need. So, at the moment, | think we're trying to put people back
into a bax that doesn't match.”

“JUST THE PACE OF change, We'ra no langer in those 10-year steps that real
estate used to have. It's going to have to be the resiliance and the flexibllity
that has to be built contemporanaously.”

“PRE-PANMDEMIC, A LEADER IM our real estale team came to the group
and said, ‘“You know, behind the scenes, you had an attentive team that's
looking at a large-scale campus redevelopment. We're going to rebulld
the campus, We're going to redevelop the 72 acres. There's going to be
massive bulldings constructed for workers of the future. My immadiate
reaction was, ‘Using what planning principles and what guidelines?’
Essentially, they're the ones that we've been using for the last 10 years,

So it prompted a piece of work. | Intentionally went to the leadership of
the company and said, "What questions do you have around the future of
work, whether it's technoloay, people, learning?’ And we actually took thasa
questions to 110 16 to 20-year-olds, and actually said, '"How are you thinking
about these things?' Again, not to say, give us the answers we're going to
design for them, but give us insights and perspectives, the way that we
engage with them.”

“FROM THE WORLD ECOMNOMIC Farum, there are two things that | think are
super interesting and that keep me awake. 75 percent of the global workforce
will be Gen Z and millennials by 2030. | can't remember the other statistic,
but it’s a scary statistic, not just on hew many people are in the workforce,

but the skills that we wan't have but need in the workforce by 2030."
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“WHEN | LOOK TO the future, my focus is on the 12-year-old of today. We're in

a group of people that do this for a living, We'ra all talking amongst ourselves
and think we all can figure this out. But you've got & 12-year-old who went to
school remotely, had friend connections differantly, all that kind of stuff in
their learnings on what they're going to go to and what they want to come into.
Going back to our buildings, from planning to actually getting done is a 10-year
process. So in 10 years, the new college grads are 30 years old, Thay're the
leadership in the management arganization, So how doses that all play out?”

“THERE ARE 2B AND 30-year-olds “ITHINK YOUNG PEOPLE, given the
nowadays who don't have a driver's cost af living and their consideration
license. Evarybody else is going, towards environment and sustainability
“‘Why? How can you live without a and family and things like that, they'll
drivar's license? What are you be making & choice between, 'Do |
doing? And thal speaks to the own a car or do | own a house?' or
commute, that speaks to haw work ‘Can | affard to owna housa? Can |
flows and what they do. Thera's a afford to own a car?' So the decisions
lot of different things pushing and around where thay'll live and where @
pulling on the conversation that thay'll work and how they'll do things
we've gol to bring into it” are very different”

“HOME OWMNERSHIP IS GOING down, People are renting, which makes them far
more mobile. Maybe I'll go work in Minneapaolis for four years, then I'll go down
to Phoenix, then I'll go ta LA, Learn the new migratory pattern of warkers that
we're basing on some historic anes. They're not flying the same way.”

“IT'S HOT MECESSARILY JUST about where or how we work, but | think the
pandemic opened up this Pandora’s box around philosophically why we work.
There's been a very incomplete conversation or understanding of that. There's
a lot of systemic, societal, behavioral stuff that goes on.”

“MY GENERAL THOUGHTS ABOUT going forward is we're not going far
enough or fast enough or In the right direction at the moment. Whether
it's a development of part of a city or the development of a building for a
company, these are multiyear things. The speed of technology, the speed
of the workforce that's coming in, are coming way faster than we can build
and design for. | think that’s our Achilles heel”
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“NATURE OF WORK 1S changing and it affects folks who have to make capital
decisions or position market declsions for a world that Is more virtual and
less place-specific”

“I'M TRYING TO BE mindful of the disconnect that seemingly exists between
whal leaders think they want and what employeas in their organizations seem
to want. I'm trying to help my clients figure out a good, comfortable middle
ground where they can feel good about investing in this idea of a physical
place. But I'm also trying to ask the right questions at the onset, such that | go
into it without this bias that they need to have a physical place to manifest their
work. | openly say to people day one, 'Why do you have an office?’ Because |
think in my small piece of this whole thing, the office generally in the last 30
years has bean very formulaic, ‘Everybody in my industry does this,' so therefore
we're going to do that. Today that’s not the way it works. People are struagling
because they don't know what everybody else is doing and other people don't
even know what they're daing, 5o it's like this dealer's choice kind of thing,

Sa | try to go into it with an open mind and ask people good guestions.”

&
“EMBRACING CHANGE. “I AM CONCERMNED ABOUT Al but I'm
WE'VE ALL seen a ot of changa. going to embrace that change. | useit
We're going to continue to see avery day, not a lot, but ChatGPTand |
change. Look, I'm not going to have a pretty good relationship. What can
change changa. I'm just going | b doing as one of a million, 10 milllon
to look at it and I'm going to people who are real estate brokers, adding
deserva it, You can either be in value to cllents and companies? So I'm
It, or you can be working towards always looking at what | can be doing.
it. Change is good whatewver it is. What aren't | doing? What should | be

You just got to get adapted to it doing? I'm just questioning myseif a lot”

“MY ENTIRE LIFE IS ruining people’s lives by chanaing things. Hopefully for
the better. Hopafully, we take the time to help them understand that it's far
the better. | think that people shortchange that activity. We're going to have
to spend much, much, much more time on it. Change is good. We have an
opportunity to learn something.”

“EVERYBODY'S GOT HYPOTHESES RIGHT now aboaut the future and what to
expect to happen, None of them are tested, and it's going to take 18 to 24
maonths to actually see what's sticking and what's not. 5o we're still in that
learning phase. So | think as we go forward, we just have to keep trying things
and keep dolng things and listening, And then try to figure out, 'Hey, maybe this
will work for that. Let's try it out and see what happens and then be able to be
ready and able to change. Flexibility is key."
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“LACTUALLY THINK THERE'S a lot of good innovation around company business
models because they're being forced to compete in new ways for talent. I've
become very focused on demographics and a shrinking workforce, That will
accelerate, maybe not in the next five years, but over the next 25 years. There
are just, at least domestically, fewer and fewer babies being born every year.
The population will be shrinking at some point. My sense is employers, including
our company, are having to think about new ways lo attract employees. The
cliche 25 years ago was emplovees always try to impress, make themselves
look impressive in order to get a job. That power dynamic has just changed for
white-collar work in 25 years. Young 20-someathing employees have no problem
asking, ‘Can | work frem home? Can | work from home over the summaer? Can
| do this? How do you do this? What is your mission?’ All of these questions are
asked by many of them in a very mature, appropriate fashion. Those are fair
questions. | would say when | was graduating college, you wouldn't ask a potential
employer thoze types of things. It would seem out of bounds or above your
station to ask for those things”

“COVID CHANGED HOW COMPAMNIES attract and retain human capital, good
human capital. Getting smart, young people into the organization is absolutely
critical and COVID definitely changed the game. It really is interesting to see
there's a lot of innovation geing on with companies to try to attract and retain
in terms of where they locate office space, workplaces, completaly reinventing
itselfaround and focused really on collaboration. The whole highly amenitized
workplace is a whole new invention of the warkplace. Now | think that's
expanding out to the place. Where do we work? What's the place like? How
do we use that to attract and retain the people we need? Because | do think

al heart, we know businesses know, and | suspect data shows, face-to-face

is really the core of real collaboration.”

“THERE'S A LACK OF conviction on the part of companies around what they
should do. That lack of canviction is craating further disruption in affice
markats because it's very complicated for a company today Lo say, ‘Hey, let’s go
spend millions of dollars on a new facility’ They're worried they're going to get
it wrong. And rightly so. They've been playing with this balancing calculus. ‘Do
we do something that we believe as leaders Is important for the organization
from a productivity perspective, but may end up disenfranchising a fairamount
of our employees?’ or,'Da we continue to pivot towards something we may not
believe is the right thing for the org, but we think is geing to create more
stickiness around our employees? They're going to be happierin theory.™
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“THERE ARE AMERICAN MULTINATIONAL companies that come up [to Canada]
and desire termination of a 10-year lease In year seven. That's usually what they
asked for. I've noticed they also put requirements on environmental, social,
and governance. 5o there's the environmental part where there has to be
accessibility. What happens with these clder bulldings? How will that affect it?
What's the investment that needs to be made so that we can do it strategically?
What effects will government external forces have? In terms of strategic forces,
therss obviously competition. Thers are also substitutes, but it'll be interesting
to see what government intervention does”

“WE'VE HAD A WHOLE new group of individuals come into the workforce,
a lot of different ages, Who is making the decisions? In my world, most of
the decisions are gatting made up on the C-lavel and they really don't talk
to anybody down balow. That's starting to change a little bit. We're starting
to see younger people wanting to make more decislons. Whether that's
right or wrong, it's not my decision, but | see a lot of that taking place.
With interest rates being twice as much as they've been for a lona time,
the cost of everything has gone up. | personally don't think 510,000 is much
for an employee to come to an office.”

“IN A PERFECT WORLD, I'd like to see everybody back five days a week. |'m not
saying that selfizshly. I'm =aying It from a production standpoint. ‘Cause | don't
know how you evaluate what you're getting done. If you're profitable, that's
graat, but if you're not, the people are starting to really look at all the costs
and | think a lot of mistakes are getting made 'cause people think they know
what they want and they're making mistakes. Maybe the right decisions aren’t
happening. It's more of an emotional thing.”

“] LIKE THE IDEA of a child care center. “WHEN | TALK TO employees,
Things that are hard for an employee they say drive time, the inability
to get on their own would be things to be able to go to a doctor's
that would be attractive to gel them appointment, daycare, those

to be at the office and not in their house. are the things that | think that
Like having a raally good gym. It's hard, are really affecting people.

it's expensive to go to the gym. But if In the past, | don't think they've
thera’s a gym on site that people can use really had much of a choice.
easily —and child cara and other services When COVID came, It changed
and amenities that make it easier” everybody's mindset”

“HOW DO YOU SPEND a little more time with nature? How do you put that into
an office building or create something? I'm a little alder than mest of you but
I'm just finding nature is ust a really, really good space for me to bein. | love to
take a walk every moming. | just think it's important. it balances my life”
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“IDENTIFY THE REASOMS THAT people
come to work. What Is the amenity that
is driving them, the mativator? | think
that there's incredible reluctance to
shift the framework of design from
architecture and space to human
behavior and preference. | think that
the lessons af the pandemic are wide
and many, What we believe, and | believe
certainly, is that allowing for personal
preference, not based on how old | am
or my job role or the organization to
which | belong, but how |, as a parsan
or the group that | work with, our
preferances, determine when and
where we're going to work and why,
That requires the same sklill sets, but a

“AS A LANDSCAFPE ARCHITECT

and urban designer, urban planner,

there’s definitely been more
appreciation for the ereation of
outdoor spaces. That's definitely
a nice bonus for me. | don't have
to fight for these outdoor spaces
and projects that are demanded.
It's really Interesting thouah. |
know that there's been a number
of corporate office rehabs that
I've worked on where it's all
about the ameanities, How are

we going to entice people back
into the office? Is it adding these
Incradible aym spaces? Is it
having outdoor conferencing?

Is it walking paths?”

“SOME PEOPLE WHO FEEL mora strongly about work frarm home. I'm close to
our neurodivergent, gender-divergent colleagues. Being at home Iz feeling
safe. For those of us who are not in that category, it's hard to realize the stress
it puts on the neurodivergent and queer falks to leave home. It requires bravery
that none of the rest of us ever even knew was required. That's what | mean
when | talk about looking at human-centric deslan, as opposad to business-
centric. Let's st teams next to one another based on their personalities and
not based on who they report to. Which is fairly radical in my world, and seems

to make sense to ma”

“WHEN IT COMES TO development and construction, the assumption is always

to scrape it and make it bigger. Gul the bullding and make it newer, One of the

things that we're looking at are these micro-interventions that from a design @_
process point of view or a desian implementation point of view or from a

facilities point of view make a huge difference. We did a series of guidelines for

the GSA. One of them is around the effect that lighting has on the workplace.

There were a couple of different projects where the photographs look exactly

the same, but one is working really well and one isn't working really well, | think

the report’s called Light Matters”
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“THE HOT NEW COOL city changas like every five or ten years. Some of thase
cities are going to run out of water, so they're nat going to be able toa grow
either. So | think there needs to be a lot more work on, 'Why are people
choasing those cities and are those growth numbers? What are those growth
numbers related to versus how many jobs are they actually offering? How is
the workforce growing in those places?”

“IF YOU THINK ABOUT transit, the robotaxis, flying electronic helicopters, and
differant things are not that far away, those could be game-changers, It could
take cars off the road. It could give people an easy pathway to get fromAto 8
if we redesign the cities to be transit accessible, | see a future in transit that is
very differant from what we're expeariencing today, The cities that have good
transit ara doing bettar”

“| LOVE THE IDEA of having everything in one area where you live and work”

“I'VE BEEM FASCINATED BY the 15-minute city. Our house view has been more
towards suburban office than urban office. And it's not because urban centers
are dead, lots of young peoaple are coming back... How hard is it to move
people around by land on reads or in transit? Transit's underfunded and roads
are full. So a fix to that is give up on all of that. Put an office and put everything
next to each other. | think the 15-minute city model! Is Interesting because it
can work in a downtown and CBD environment. In some ways that's the hardest
for places like San Francisco that do not have housing. Downtown LA bullt a

ton of housing and it did not actually fix the desirability of working downtown.
So that’s an interesting reverse case.”

“THERE'S AN INTERESTING “THE PEARL DISTRICTIN
DEVELOPMENT in Toronto callad the Portland is a place to check out.
Well. It was built as if it was a dream. | jJust went up there. There were
The Well is a multifamily complex, it's a lot of folks, senior folks, walking
got commercial space. You can live and around looking like they're having
work and go to restaurants in that area.” a really nice lifestyle”

“IT'S A CONTINUATION OF the whole urbanized suburbia. Let's try to create
places to live and work where people currently live. San Francisco is a 15-minute
city. I live In San Francisco. I'm 15 minutes from downtown. The problem is the
employment office sector is 5o much blgger than just San Francisco. It was a
regional employment center that people from a regional point of view just
couldn't connect to or didn't want to pay the cost of connecting to.”
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“WALKABILITY TO AMENITIES IS a huge driver of real estate value. That's
where people want to be.”

“EURCPEAM CITIES ARE MORE vibrant because they're more mixed-use in
their nature, amongst ather reasons. People live where they work. We are
trying to do it intentionally.”

“'M SEEING A LOT of similar things hers in Chicago. | do work a lat across
the country, but thera's definitely been a conversion of office-to-retall,
office-to-residential, office~-to-hotel that I've been a part of. There are
definitely shifts in the economy towards hospitality, Those with money are
definitely spending more money and there is a very large nesd for high-a2nd
hospitality and high-end condos in downtown and a lot of those conversions.
At the other end of the spectrum, Chicago cut a lot of funding to major new
park projects downtown. They're like, ‘We have the River Walk. We've got
Millennium Park. We need to focus on the neilghborhoads So there was
definitely a huge push to invest in the Southside, the Westside [n particular,
but definitely all of the neighburhoods”

“WHEN | WAS MY son's age, | was driving, Now we have to push thase kids to
drive. None of his friends want to drive. Thay just want to be on their phones,
and they want their parents to be the chaperone. It's like, I'm connected.

So | don't need to drive to see them. We're always connectad, we're never
really alone, but then we're never really together either”

“OFFICES AND CITIES WOULD have to account for the mix of ages and

lifestyles, but there might be a way to optimize iL The trick there is, 'What Is

the overall goal of the city or the place or the office or the company? What

is the main goal?' If | know that my main goal Is to lease [t up, keep it leased.

| just want people to come in. So | need to know whao's the tenant and how

do | then entice thal particular one to come In. But if commuting times are

really tough, you want to look at places that have good commuting, affordable @'_
housing, that still have access to a beautiful city environment, arts, and things

of this nature. Once you've met the basic needs, we'll always want mare”

UNFILTERED YOQICES 167



168

“IN THE TWO COMPANIES |'ve worked for most recently, the highest attrition
was In the youngest, early career employee. This future talent, the 12-year-old
or the current 25-year-old that's in our workforce, is ploneering the next
generation of waorkers, Their commitment to companies and their desire to
actually have multiple sources of income for that flexibility. The notion that they
are going to set up residence and stay somewhers and commuta for the next
30 years, | don't belleve s the life plan that they're setting up for themselves,
Some of it is going to be forced because cars and housing and commute and
environment are things they're going to make decisions on. But | think it's a
very different worker, | think the idea of coming together s right. But the idea
of coming together for a 60-year-old or a 40-year-old or a 25-year-old are all
different. Ifyou're 25, | really agree with bullding the connection. What we are
describing is a society that neads to continually learn and learn guickly.”

“WHEN | LED SOME panels about accessible design or universal design,

the numbers were really astounding. | just iooked this up last night, but Tin

36 chlldren have autism. Not only that, but 1 in 4 adults in the United States
has some kind of a disability with coagnition being the primary one, maobility
being secondary. These trends are only going to increase as our population
anes. 5o | think there's two parts when thinking about preparing for the
workforce, One is that with hybrid and remote wark, and tachnology, thera
are opportunities for people with disabilities to work who naver could have
entered the workforce before. So there's that component. When | think about
my own work, the flexibllity while having a family member with a disabillity is
also really, really critical, | don't have the ability to just say, ‘Al right, sign him
up for after-school cara, and it'll be fine’ | think the number of people who will
either be caring for a person In their family with a disabllity, or an aging parent
is only going to continue.”

“WE'RE REALLY FOCUSED ON neurodiversity and wellness, trying to figure it
out, What is that? How does that impact and play in the office? It's not anly
design but also in the execution of work and what we do”

“IN MAYBE 10 TO 15 years when there's quantum computing, that's going to
change the whole game with health and a lot of different things. If you have
a disease, it'll be able to map out what that disease is and how you get better
from that”
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“I'M CONCERMED ABOUT Al | think it's really important that it be a tool for humans,
human-focused, and heipful as opposed to just letting it go, not regulated, and
not controlled by humans. The other thing that concerns me about Al |s people
learning things. | saw this commercial where the father was |ike, 'Oh, this is so
great, I'll have my kid use Al to write this thing.! But your kid needs to know how
to write and communicate. So that's not using the tool in the right way. Just like
we use the intemet, we use it to our banefit. We need to find ways to use it to our
benefit and to regulate Al so it doesn't create fake images and steal identitiss”

“I THINK OME OF the things that concerns me about Al is that it's expensive to
understand it, research it, make it work for you—just like a lot of new technologies.
As a small businass, it's always a challenge to find the resources to make sura
you've got the knowladge you nead to use it inyour team, get them trained up.”

“I' WANT TO TALK about Al for a second. Sam Altman's been quoted as talking
about the need for universal income. Obviously, he and others believe that Al
has the potantial to replaca a lot of work, | think about this concept of why,
People kind of questioning, ‘Why do | work? Why do | choose to live my life this
way? What's in it for me?' Then | wondear how Al is going to evalve. | find a lot of
people were kind of calming ourangst around it by saying, ‘Well, Al s really just
going to help us do what we do. It's not going to replace us! In some casas that
may be true and some maybe not”

“Al WILL BE INFLUENTIAL, but it depends on how it plays out. That's the key.

| use it all the time. It's not going to replace me, but it's a huge benefit It's an
incredible research tool, just amazing. I'm watching Wayme cars drive around
the nelghborhood all day long, and they're unbellevably good driving. From
where they were three years ago, it's been night and day, It's moving at such an
amazing pace. | don't think Al is going to replace people. It's going to reconstruct
jobs, how you do your job. It's an amazing assist. That may mean you need to hire
fewer people to do the same job, but it's not going to replace a core staff that
really owns the content, owns whatever you're trying to do as a business mission.”

¢

“I THINK WITH INTEREST rates comina down now, that'll likely spur some activity
in the market In terms of people being able to locsen up their spending, but it
also could be a sign that we're heading into a recession. 50 we'll see over the next
two quarters. In Ontario and Canada, if we hit a recession, | think employment
here will still be relatively good. People my age will likely stay where they are
because it's risky to lose your work right now. But those who are younger are
probably able to be more flexible and be able to move quickly. That trend

has always been the case. So | think retention In those ranks will be a little bit
different. Right now there's a shortage in the trades in Ontario —just the people
able to build the buildings and the housing. So we'll see if that will correct”
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“IN TERMS OF IMMIGRATION, the
mMew York Times did a really great
article about where young peaple
are. Young people are golng to
generate future economic support
for the older people who are retiring.
What's happening Is the younger
people are in the southern hemi-
sphere. They're trying to migrate to
the northern hemisphere, which is
lacking workers."

*IN TERMS OF THE aging workforce,
we've always used immigration

to salve our aging workforce
problems. Silicon Valley [s 50 percent
immigrants. | mean, it’s incredible,
You wouldn't have Sillcon Valley
without immigration, and | think
that's across every employment
sector in our cities, Cutting of
immigration is the risk, not the
aging workforce."

I3

“IN THE CONTEXT OF what's happening with Al, and what's happening with
remote work generally, and a globally distributed workforce, it begins to look

a lot like manufacturing. | don't mean to be draconian about this, If a company's
aoing to really pivot toward a alsbal workforce mindset, the idea of locallzed
labor pricing goes away and a U.5, employee suddenly becomes very expensive
So a software engineer living in San Franeisco and sarning $250,000 a year,

if a company’s looking to employ a similar caliber software engineer, the adds
are you might be able to go to India and get the same quality for much less”

“I WAS JUST THINKING a little bit about this concept of proximity bias and what
happens on the ground inside of organizations where you worle The pandemic
has created this new narrative for employees where it's like, 'Hey, this is what
work means to me! If you'ra good enough or you have a skill set that's valuable
enough, you have this opportunity to engage with your employer in a different
way about your skills. There's a certain transactional element, but | also think
that it's a real-world thing that happens inside of organizations. If I'm working
at your company, and | aspire to climb that ladder, | suspect I'm going to be
meore successful it I'm in and around you more. I'm demonstrating the skill
sets that | have, that | would be with the same skills, but yet remotes. So | think
there's an equality Issue that comes into play”

“| THINK THERE'S A really strong fundamental feeling that the workplace
culture and process within that workplace culture is critical for their business
mission. They're worried as | think they should be that they’re going to lose
that as it gels to be more and more remote work.”
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“IN OUR BUSINESS WE can see the
newer employees, the younger
employees clearly want to come

back to work, both proximity to the
senior staff and managers, but | also
think Just being part of the workplace
culture. The Isolation is hurting them
socially. From a business skills point of
view, I've already mentioned the tragedy
going on with coming into the work-
place. | think that's going to filter up as
they move up in the organization. It will
be a more transactional environment as
opposed to a more collabarative, holistic
place, whera peaple really love their job,
love the people they work with, | do. | love
my job. | love the people | work with.”

“WHAT DO WE THINK about
CEO sentiment as evidenced
by the KFMG study that
recently came out? Are

CEOs really leaning toward
bringing everybody back to
the office? Is that a real thing?
Why would they be thinking
like that? It's obvious they're
not ignorant and they're not
unintzlligent people. They
realize that employess are
having this totally oppaosite
conversation about wanting
more flexibility. Why would
CEDs be driving to bring people
back in this environment?"

“WE MEED TO UNDERSTAMND why people go to an office. As a manager,
architect, planner, | need to know what it would take to get people to come
back into the office, | can require It, but | also need ta keep up morale, So |l

have to balance that out. Younger folks who graduated college in the last few
vears, they've actually never worked in the environments that I've warked in.
The ones | found great to work in, wonderful places with people to collaborate

@

with. That whole, creating a sort of synargy and a group identity, | guass you
would say, That sort of bonding is very difficult to do online. There are some
really interesting examples where there are two firms that were going to

merge, but they falled because they couldn't get their cultures to merge
because everybody was online. So that ability to create a culture is really

problematic online”

“DATA AND INSIGHTS ARE important. Part of a real estate team would measure
traditional office metrics of attendance and the number of people ina
conference roam, the number of people sitting at a desk. | think they're
interesting, | don't think they matter very much in the big scheme of things.
What matters is whather you can connect somebody's attendance to the
fact that they are growing their network and that growing of a network is
valuable to somabody. The contribution of a number of people collacted
together have got a stronger network or have got a certain amount of
attendance seems to indicate correlation rather than causal, but that is

better. That could be retention.”
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“I''M LOOKING FOR INDICATORS that tall me whether something Is beginning
to emerge. 50 | want to be able to segment populations, | don't want to look at
all software engineers in my company as all software engineers. | want to look
at them and say, ‘Well, these guys are doing the kernel code kind of coding, and
these guys are doing live site applications. Their project times; their complexity,
their team size, the team, they're all different, but then they're also different in
their age and what they're trying to do! 5o | want to see people as more than
just a job title, | want to see their patterns of work, career stage, life stage”

“I'M &5, I'M GOING to work until I'm 75, “EVEN IF I WAS financially

might go to 80, 85. An attorney friend able to stop working today,

of mine just retired two days ago at age | would still continue because
83. He didn’t need to wark that long, everything's competitive. Things
but it's like, what else do you do? If are caompetitive, work as well
thera's not another purpaose, | hate as in life. I'd want to be relevant
to say it, but a lot of people retire in the business so that | can

and then three, or four years later, also shepherd my kids into
they're gone” certain things”

“| THINK RETIREMENT COULD be isolating but it depands on what situation
you put yourself In If you have the privilege to do that. My folks, my mom and
her husband, they're academicians, but they've chosen to live in a place that
they're pretty isolated in Maul. They're not around other academicians. Thay
love their retirerment, but | do think they're isolated and | think they get lonely
for ather people to have thosa intellectual discussions with and to do the
volunteering and the phlianthropic work. Especially after COVID, It got very
isolating for them. So I'm wanting them to move from Maui to Honolulu,

to be near the university, because thoy still have a lot to contribute and they
still consult. They're in their eighties and they help others, they help students
and they do all of that. 5o that can be fulfilling as a retirement, but | think
Isolation Is a problem. Being able to walk and not always drive to places.”

“| VOLUNTEER ON BOARDS. When | spoke to my friends, it's the same thing.
We're just wired that way. If I'm not working for the company I'm working with,
| would need a purpose. | can vacation probably for maybe two to three weeks
and then | would need some purpose othar than that”
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Participants’ Takeaways
CHANGE

« We are in an incredibly transitional moment in time.

« Don't get upset about it. It is what it Is. It's reality and working
through the reality of what that is and just getting to the other
side. The unknowns of the future are forcing companies to
reevaluate and redefine why people come to work, | think that's
a huge transformation — how management thinks about their
business itself. It's not a dichotomy betweean life and work, but

it's a more integrated view of life and work, a halistic view of that.

NATURAL LIFE CYCLE OF WORKERS AND
COMMUNITIES

« When you're young, you'll want the social aspect. Then as you
start to have kids, vou'll have more needs for those kids. Then
as you get older, you might want to do more volunteering and
have different needs. When you retire, you'd want some kind of
purpose, like volunteer work or board work or something along
those lines. | think after understanding the actual life cycle,

a community space would likely be built that way.

« Our employees are part of families. Those families may be caring
for elder generations or younger generations, or they may be
living apart. We need to look beyond seeing somebody by their
job title or their position in the organizational hierarchy,

« | think a lot of folks, especially yvounger generations, are looking
at work as very transactional as opposed to something that they
love to do, which is a different situation to respond to.
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COLLABORATION

+ Like-minded people working towards a goal that can help
shape the future. Understanding that this group of people
are individuals thinking, 'How are we going to use space?
What does it look like? What are the things that are important?*

» From entry-level to the top level, having conversations like,
‘This is an opportunity right now to build a more resilient way
of how we work and how we come together.

IMPORTANCE OF WORK

+ A productive worker is a happy worker. Most people want to
do things frictionlessly and intentionally. If they're productive,
they're going to walk home feeling like they've done something.

= Work is a key component of how we live, and the choices we
make, and we have the luxury, at least in a small subset of our
society, to take a step back and think about how we organize
that. It's important because if you think about the key things
that make up a society, work is probably right up there.
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MEASUREMENT

« | think the evidence isn't coming through singular sort of measures
or metrics. It is bringing together different data sets and insights,
looking at them through different perspectives, and segmenting
them in different ways. It's really important to bring different
data and insights together. Otherwise, we are going to be making
a lot of gut and heart kind of decisions.

= They will completely change in three to five years as seen by this
current transitional movement.

BROADER PERSPECTIVE ON WORK AND WORKPLACE

« What are we thinking about that might be able to extend beyond
that, especially when it comes to cities and infrastructure? I'm
mindful of who's not here, who's not around the table, who's not

showing up on the screen.

« So many people have different ideas of, ‘| could work this way,
or this is just what's expected of me. That seems a little bit up in
the air and that seems difficult to manage.

UNFILTERED VOICES
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SOLUTIONS

Anytime we do design work, we're talking to the users,

The ability to make these small adjustments to things that we
know can make a huge difference and address some of these
complicated and huge problems with just small adjustments.

The length of charge will vary depending on your experience
with the organization, your role within the organization, who you
are as a human, what you feel like that day when you got out of
bed, but that we start thinking of it as a place to charge up.

We need to question and look and reset. | think it's important to
bring various thinkers together to try and act quicker to try and
solve problems faster. But do not think you've solved it for an
eternity, you've solved it for the next three years.

Companies are trying to figure out how to meet their employees
where they are, and how to agaregate talent ultimately,
Now you're seeing cities trying to deal with the same issue.
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Political Process 8

“THAT'S AN AREA WHERE | feel impacts our democracy and democratic
participation and really limits the voices that are part of the process. Despite.
many earnast legisiators, the voices that are being heard are the ones that are
most affluent. So even when we check the box and say, ‘Okay, we're gonna.
expand access to Medi-Cal, we're not going to provide those desperately
needed pay raises for healthcare workers and not have the minimum wage —
it's been years of the same issues, We know we have millions of vulnerable
patients, and wa have millions of vulnerable workers. And yet, even when we
have the political consensus that investing in healthcare access is a good thing,
we don't prioritize that because the political leverage is not there, for those
voices to be heard and to make that a priority in our budget-making processes.”

“OF COURSE, CALIFORNLA HAS things that make us such a wealthy state in
terms of the tech sector and certain zip codes resulting in billions of dollars
of tax revenue. But we had a hundred billion dollars surplus two years ago and
then a 560 billion shortfall. Even in a state that is so much better off in a lot of
the measures than other states, we have huge fractures”
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“FOR THE FIRST TIME In a long time, a number of elections in California matter
at the national level. You're seeing campaigns from both parties actually making
some maodest strides to actually engage vaters in some of those districts in
Central Valley and so forth. But so many people in many of these areas feel very
disenfranchised. If you haven't voted in three or four of the last major elections,
you're not getting any campalign literature, People view it in a very transactional
basis, But | think if we really startad to rebuild some of the institutions, even in
the local county-wide basis that support democratic engagement, at least you
start encouraging volces. You encourage people to participata in the process
instead of being pushed further and further out”

: ] | L i
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“THE SOCIAL SAFETY NET as a whole and how that plays beyond health care,
is rzally in the big picture — a big difference between the U.S. and many ather
highar income countries. California is in many ways more generous than many
ather states. We have broad coverage for Medicaid, but Medicald pays very
poorly, so a lot of the health system doesn't want to deal with it. So It's a mix.

| think that social safety net plays into a lot of the availability of resources and
what kinds of jobs are offered and how well they're pald or not paid and so on.
There was a nice effort to put out proposals for expanding health coveragea in
California — doing our own plan like Massachusetts did.”

“I SPENT THE FIRST 15 or 20 years of my career working on child care policy,
child davelapment palicy. I've been going back through my files and my sarly
publications and projects recently and so much of it |5 still unresalved, The
targer social and political lack of commitmeant to everything, from the public
sector's role in incentlvizing employer-supported child care, to providing care
for kids with special needs, to upgrading the pay and benefits and skills and job
security of child care workers, to figuring out how what we used to call ‘welfare
to work' child development, would be genuinely helpful and help people get
into real jobs with good job quality and career ladders. How do we reconcile
the gendar imbalances in care, and all of the seconomic and cultural Issues from
40 years ago, 30 years ago that feel like they're still unresalved in the United
States? And the trends that people were describing in some fairly dark terms
about getting further away from a commitment to equality will make that even
harder, But | don't see any fundamental way of resolving the work issues, the
future work Issues that a lower paid workforce faces, without addressing child
care and child development.”
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“IT'S TAKEN A LONG time [for changal. It's vary hard because of the nature of
the workplaces and the employers and the flow of money. In child care, there
has always been, at least in a place like California, pretty highly unionized staff
of child development centers associated with school districts or otherwise
supported by state of California funds and those are center-based care. There's
been a lot of organizing of family daycare operators who get public subsidies or
whaose clients get public subsidies. And so while it's not necessarily traditional
unions, or it's other forms of organizing, it has to be tied to and relevant,
responsive to the nature of the funding source™

mmigration Folicies "]

“| WANT TO TALK about the impact of immigration policies on warkers
and whether or not, as a country, we are prepared to adapt and evolve our
immigration policies to acknowledge that immigrants have always been
a big part of the economy, and yet cur policies don't always tap thatina
way that's constructive or positive for the workforce.

ealthcare Workforce Challenges A

“WE STUDY A LOT of healthcare teams, not only the workforce shortages
that we face, particularly in primary care and behavioral health, but there's
an awful lot of burnout and turnover, some of It COVID-related, but even
before then, It's a long-term issue. A lot neads to change in the warkplace
anvironment itself and the way in which we lead and manage our healthcare
organizations and in other sectors as well. We have the Healthcare Warkforce
Commission in California that came out with a series of recommendations.

| guess a few have been implemented. How we advance the work and the
recommendations is something that | think we can do more immediately
and in the short term as well”
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“ECONOMIC INSECURITY UNDERMINES EVERY other aspact of life and
undermines democratic participation writ large, but also undermines every
ather element of life like the health of families and the health of children

and their development. | see this through the experience of warkers who

are [njured and made sick on the job. Whether it's through fatalities that eccur
at construction sites, or a large silicosis outbreak in California, which is a
permanent, disabling, and often fatal lung disease from Inhaling silica particles,
We now have 180 cases of silicosis. Every single one is a young, Latino worker
from Mexico or Guatamala. They are a very vulnerable workforce and they're
not unlonized, Many of them don't speak the language. Some of them speak an
indigenous language from Guatemala primarily. They're working in conditions
where they have no agency whatsoever. As a consequence of their economic
insecurity, they're compelled to do work that's extraordinarily hazardous. In this
case with silicosis, we have 13 of them who've now died of silicosis. We have 19
looking trying to get a lung transplant that gives them 10 maore years. | compare
that to a warkforce in the state's refineries that have been unionized since
1960, They have powerful worker participation, rights that really affect how the
refinery is run, how the safaty of the refinery is protectad, how their safety is
protected, and how thelr economic security is underpinned, all through a union
contract and their power in the workplace. It's an extraordinary difference”

“FROM THE PERSPECTIVE OF my organization, we're really thinking about how
we protect people today, through existing regulations and enforcement of our
existing regulations. And what are the problems that are coming?.. This is part
of the emerging workforce in California. Low-wage labor working in dangerous
jobs. In a very narrow way, what |has besn| done at Cal OSHA is increase the
authority of [the] field personnel to close shops where the dangers are most
extreme and without really having to do anything else except look at what
they see right in front of their own eyes— to order those shops to shut down
until those hazards are abated. It's a small thing, but it empowers workers to
understand and to take action on the hazards that are in front of tham,”

“DISCUSSIONS ON THE FUTURE of work almaost always are focused on the
people who would like to work full-time remote. Well, that's not an option

for those we used to call essential workers during the pandemic. We saw at

that point, everybody was warking remotely except for those who couldn't,
which were immigrant warkers, workers of color, low-wage workers, 5o, | do
think elevating that perspective and also just remembering when we talk about
the future of work, many jobs are not changing. They'ra not improving, they're
degrading and the working conditions within those jobs look exactly the way
they did a hundred years ago.”
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“WE'RE PREPARING FOR THE future with the focus on trying to build the
highest possibie floor for California workers. The Incredible whole field sieve
that is the current workplace with so many holes that people, whole sectors
fall through. Domestic workears under California law are not defined as
employment. In the labor code when they define employment, there was a
clause saying, ‘Comma, except domestic workers We have just gotten that
partially everturnad if you work for an agency. But if you work directly fora
homeowner, you're still not protected by the occupational health and safety
rules. So as long as those kinds of axceptions exist, whole segments of peaple
who tend almaost always to be women and people of color, are being allowed
to drop out or below a minimum level of quality work. These are affirmative
cholces that we make to let that happen. That resats the balance for the rest
of us in a contingent place. So we are working to try to eliminate thoss
unacceptable, discriminatory exceptions”

“MY ORGANIZATION HAS BEEN working on the indoor heat standard for a
decade, |t was passed in June and all workers, not just prison work, but guards
and nurses and all workers in California prisons, are exempt from the heat
protections. So wa're naw partnering with prisons rights groups and building

a coalition to try to eliminate that unacceptable hole where this chunk of
workars have bean allowead to fall through. Prison labor is on the ballot for

the upcominag election In Callfornia. Prison work is actually pretty rampant,
including huge multinational fast-food companies. As an example, there was

a huge tornado that destroyed a candle factory in the Midwest three, four years
ago. A whole bunch of workers were killed and most of them were actually
bussed in from the local prison. This just landad with me because my daughtar's
buylhg all these scented candles, and she recently learned that they're being
made by prisoners.”

“a LOT OF PEOPLE have been talking about the impact of some of thess
societal issues like climate change and what are going to be the impact on
low-wage workers. What tools do they nesd? What are the policies and
practices — who controls them?"

“| ACTIVELY TRY TO figure out personal declsions around disaster resjlience,
as | grew up in hurricane country.”
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“HOW ARE WE CONSUMING our information and how s that affecting people's
sense of agency? Connection, coheslon, how we produce knowledge, how that
knowledge gets used for everything from voting to action, and other more
localized perspectives. That trend, we've been talking about it as truth decay
for the last decade [at my organization). How do we think about that in the
context of cognition and health and well-being and work and expectations for
employers and a whole raft of concepts?”

“IN REGARDS TC DIRECT care workers, the issues we're seaing are all related
to poor job quality. We often see low wages, limited training and advancement
opportunities, We see a general lack of respact and recognition, limited career
pathways or advanced roles and because of all of that, we see high poverty
rates and high turnover rates. In fact, mast direct care workers leave within the
first 90 days. And 50 the question that needs to be answerad is about financing
and to what extent do we regulate and to what extent do we incentivize.”

“IN THE HEALTHCARE LABOR markets, a lot of job growth is coming out of
low-wage jobs. One of the biggest growing, specific job areas is what we call
the personal direct care workers, home health aides, home care aides, nursing
assistants, all low-wage jobs, increasing unionization in California, but not as
much nationally. Those are not reamote jobs. They are decidedly in-person jobs,
There are a lot of different reasons that pay is low for them, partly Medicaid
dossn't pay well. So the Medicald-supportad programs can't really pay the
workers better, So there's this whole trickle-down around those wages. Let’s
ook at where a lot of this job growth is until we build the Al robot that can take
care of your elderly person with dementia.”

“THE PERSPECTIVE | BRING is the perspective of domestic workers and
immiarant women, women of color, Half of our base is documented and

half is undecumented nannies, caregivers, house cleaners that work in the
private pay sector. We continue to deal with systemic racism and the history
of enslavement in our country. Our members feel completely invisible. | think
the issues that really were highliohted for me is the future of work, and the
flexibility that people have been advocating for in their work, whether they
want to work remotely, part-time, full-time, where they want to work and the
flexibllity that comes with that. Our members have besn highlighting the need
for health and safety rights for many years now. It's really ironic that within
that conversation, there's a complete unwillingness to recognize the home
as a workplace. Give people basic dignity when we have given a lot of other
workers that are working in different places.”
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“THERE ARE ALL THESE employers that are like, 'Oh, we can't retain long-term
care warkers and they want to spend all their time talking about wages being too
low,' Mo question, the wages are too low, but that's not sufficient. There are Irregular
waork schedules. There's a lack of guarantesd number of hours. There's the sending
people to client after client with no continuity of the client. There are a lot of other
things that make a person in any job fesl disrespected and not valued.”

“MANY PEOPLE IN THE direct care context, out of financial necessity, often
hire workers off the boaks, and many undocumented workars work off the
books, What impact is that having on their lives, and what Impact is it having
on broader sectors? What's missing in this analysis is just a deeper historical
analysis around racial disparities and racial inequality in regards to wages,
job quality, and caresr pathways.”

kers W

“MANY LGBTQ WORKERS STILL live in states with little or no protections related
to employment discrimination, When we're talking about older LGBTQ workars,
they've often faced a lIfetime of employment and education discrimination,
which means higher levels of impoverishment.”

“OMNE REALITY IS THAT we are an aging workforce and the growing numbers of
older workers will shape the future of work, and our economy in general. While
the public fascination Is often with people who have the resources to retire and
choose second or third careers, the reality Is that many older workers are forced
to work into later life. One in ten direct care workers is aged 65 and older”

“WE SPEND A LOT of time talking about the future work with this idea that

people are doing gig jobs and people are wanting to work remotaly, Yet for

many, many people, the work is the same and degrading. In fact, it's interesting a
to look at the statistics around gio work. Of course, giog work depends on how

you define it because many even traditional jobs like hotel housekeepers and

others are being transformed through misclassification and a bunch of other
issues, But the rew definition of gig work as people who get their jobs remote

is a relatively small percentage, and it takes up a lot of space in conversations

as oppased to looking at some of the issues”
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“THERE'S LOTS OF LITTLE ways systems work against & shared ownership
model, Incentives for women or minority-owned businesses go away once it
becomes a worker-owned business, even if all those workers are women and
minority. Even though co-ops and ESOPs and ather shared ownership models
have shown that they can be very suceessful enterprises, | feel like all our
narratives are about the unicorn entrepreneur that owns the whole thing and
they are a command-and-control kind of person, this economic narrative that
if you allow worker engagement and participation, that's just going to ruin the
whole enterprise. Even though most of us are workers, somehow we buy into
this idea. So we've been just trying to promote different kinds of shared
ownership models, which is a way for people to also have much stronger
economic rights, Economic rights are based on ownearship, and if you own
equity, you have much greater rights, certainly, than you do as a wage earner”

aqualities ¢

“OME-THIRD OF JOBS ARE low wage. Workers are really the experts and we
all struggle with tapping into that expertise because the workers are busy
trying to keep from being evicted. They are living paycheck to paycheck.”

“AT MY ORGANIZATION, OME of the things we try to do is a variety of public
events and communications and things and try to lift up issues that are shaping
the future becausa | do think that we're a littla bit stuck in our thinking. There
are some forces that we can't control that are going to determine the future
of work, | think we need somehow to reorient the conversation so that we can
make policy choices that are going to make a difference. Do we want to have
good jobs? Well, then we should say what those are. We should measura them
and we should say, ‘Okay, what’s making them bettar? What's making them
worse?' We shouldn't just say, "Oh, well, 8 home health aide, that [ust has to

be a terrible job because we've decided that they're low wage, or low skills,

or whatever.! That's a poverty job by policy choice”

“|N CALIFORMNIA AROUMND CLIMATE change and resiliency, we sae it jn the cities,
but also statewide. What | worry about |s we're really driving for a low-carbon
or carbon-neutral economy. But we have the possibility of doing that while also
building a very unequal society. We're really worsening ineguality, and we're
seeing that with the jobs projections. More than 50 percent of new jobs by 2030
will be in low-wage occupations, making less than $1% an hour. Historically,
economic stress and Insscurity generates votes and sympathy for authoritari-
an regimes. We've seen that around the world. And so that's what | mean by
social and economic insecurity being socially destabilizing.”
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“WE HAD THIS CONVERSATION around the time of the 75th anniversary of
the Intarnational Declaration of Human Rights and we thought, "Well, why don't
we have a conversation about why we can't talk about & human rights-based
economy?’ It was an interesting conversation and got a lot of different
perspectives. One of the journalists In the room came out and sald, ‘The
standard supply and demand model is just soingrained in people and it's

so easy for them to understand. But it's this win-lose jdea of an economy, It's
been a real struggle to think about how we counteract a narrative that is so
deeply ingrained in so many ways. |, perhaps like many af you, live primarily

on philanthropy. Where does philanthropy get their money? Usually from a
business success. Different philanthropies are different. Some more so, some
less, but in general, very friendly towards this standard economics view of how
people make money and what needs to happen. So it's just a real chalienge
when you're trying to drive a new narrative, when they'ra really clinging to
the old narrative, and you're trying to say no"

“THERE'S A NEED FOR a new narrative on who today's worker is and the
challenges they're facing because what you see in the press feels so one-sided”

yncentration of Wealtil ’

“IF MR. BEZO'S $200 billion was
instaad largely in the hands of his

1.5 milllen employees, who bulit that
fortune, we would be livingina
different country. We might not be
facing the imminent return to power
of fascism in this country specifically
and around the world”

lises &

“I WANT TO RECOGMIZE the power
dynamics. | just think that it is reaily
problematic. Why is Jeff Bezos
untaxed? Because we allow that.
And we sort of buy into this idea that
he's like this amazing entrepreneur
and we're all better off and ha
deserves Lo be fabulously wealthy”

“OMN THE INCENTIVES FRONT, we didn't say amything about taxes here, and we
have this long-term trend in the differential between the tax on capital and the
tax on labor. We had the Bush tax cuts and then the Trump tax cuts. So we have
a very favorable tax structure now for capitalists and a much less favorable tax
structure for everybody whose income comes through ordinary eamings.”

UNFILTERED YOICES
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arket Consolidation and Employee Autonomy @

“WHAT WE REALLY ARE sesing is continued consolidation in the market efforts
to create more markat power, both among insurers and among employers,
All of that means that workers, regardless of whether they're the janitor or
the doctar in the hospital, have less and less autonomy, or perceive that
they have less autonomy in thelr work, especially for some of the higher-paid
accupations. They're really holding on to what power thay have left. It's
physicians not wanting nurse practitioners to do anything, which the Health
Workforce Commission made some points about. All the way down to nursas
still not allowing home care aides to administer their client’s Tylenol, which Is
silly. | think a lot of that is actually an effort to hold control in the few places
yaou can have any control because there's so many ather components in our
healthcare markets being so private industry and profit-focused that workers
really have few opportunities for power, The lowest wage workers continued
to be in the less empowered positions”

Worker Equity

“WE ARE LIVING IN a political reality where many people and entities are trying
to presarve the status quo, and so in many cases, we're not just talking about
the future of work. We're talking about the future of worker equity. We've
eliminated affirmative action. We're attacking DEIA laws at the state and
federal level, We're blocking unions. We're attacking the social safety net—
from Social Security to Madicaid. And we're sesing a risa in privata equity

and corporatization, which is all kind of really harming workers, specifically
those who have always struggled.”

Nunii LEevVeilDl 18N inancial Institul n ’

“I HAVE A MODEST role in helpina my health professions university investin
the community. One of those investments is in a community development
financial institution that is singulatly focused on job quality in small businesses
in general, and in particular, small businesses run by entrepreneurs of color, or
entrapreneurs in underrepresented and underinvestad areas. This is important
an so many different levels. There's a nice local example in Oakland. Thisis a
small but growing trend that | hope will continue not only in large employers
or unionized workplaces or government employment but in the small business
sector and in even the nonprafit sector, We're starting to see a lot mare
attention and awarenass to that. That's a potential positive trend in this CDFI.
When it loans the money, it's also providing the assistance to the people
starting and running those businesses to pay more attention to benefits, pay,
ratention, training, and workplace culture. There's a whole world out there of
how to bulld job quality, but it's really hard in small businesses, But that's one
place whare | think attention is starting to be paid, where folks never would
have thought about it, or they would have said out of hand, That small
business Is the last place you're going to look for job quality.™
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“i SPEND MY TIME in health policy and there are certainly some modestly
gncouraging signs and there are plenty of grim statistics to see, We're actually
bringing the conversation of sacial determinants of health into the frame in
healthcare, particularly in the world of Madicaid or Medi-Cal in California. We
recoanize that you can't prevent ER visits if folks can't aet access to nutrition
or they're at home in an apartment that's 105 degrees and they're elderly. There
are a lot of these obvious connection points. At least, we are trying to move the
gears of our vary clunky health care apparatus and financing mechanisms to
bear and see some improvements.”

cenital Satel ; o

“I'M A MEMBER OF a national health care reform group, One of the issues we're
addressing Is patient harms, patient safety in hospitals in particular, but not

just hospitals. You may know the statistic that one in four patients suffers an
adverse event, harm, in our hospitals. About a quarter lead to serious outcomes,
death, or morbidity, The others not so much. But nonetheless, it's a huge issue.
Costs a lot of money, and we cando a lot better”

“SOME INTERVIEWS AND FIELDWORK research was done of janitors working in
hospitals, and they discovered some that didn't do their role, but in fact helped
patiznts and patients' families with their care. They would go out and tell a
nurse, ‘| doan't know if you know this but so and so is having problams with this’
Thay viewed themselves as members of the health care team. Team-based,
They didn't make as much money but their job was much mare fulfilling. And
they had a culture in those hospitals of supporting them to do that. ‘Okay,

if you didn't clean this today, but you helped so and so and you told the doctor
so and so, and that really helpad get that patient well. | was just impressed by
that example of what we'd like to see in more team-based care, and that
includes the janitor, who probably sees the patient more than anyone else
going in and out of the room, etc.”

i

“SOME OF YOU MAY remamber Treasury Secretary Paul O'Neill from a number
of years ago, actually in the Bush administration. He had an interview with wall
Street reporters when he took over as head of a large corporation. They asked
him, ‘What are your big plans?’ He said, ‘My number one priority and strateagy is
workplace safety. | want my workers to be safe.’ The reporters were flabbergasted
by that comment. Here's this big CEO talking about employee safety. And he
really meant that. And he turned around that corporation because, for the first

important, that their injuries matterad.”

time, those people felt that they were really seen, that their work was really g
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“I SPENT A LOT of time working on well-being-related matters, both at the
Individual and the collective level, and we've got a lot of work to do, not Just
because of the diseases of despalir, but we have an absence of collective
well-being, which Is showing up both in'workplace and in commiinity and has
myriad of impacts, and it may or may not be exacerbated by technology and
some of these disruptions that are going to happen in the workforce.”

“WE HAVE THIS JOB Quality Center of Excellence wheare we're trying to
provide different kinds of toals that people can use. There are workforce
developrment erganizations that really aren't aware of the job quality of thelr
frantline warkers and aren't really thinking about it themselves and so need
some help, ‘How do | run my erganization to make sure I'm modeling what |
hope to see In the places where I'm helping to connect other peopla?™

“WE'RE TRYING TO COUNTER unproductive narratives like the skills gap, which
I think is just an unproductive narrative, even though | have colleagues who
still use It. | try to discourage that because | feal like [t puts the onus solely on
individuals. It doesn't lead us to systemic change, Productivity is as much a
funietion of how companias choose to design a workplace as it Is a function

of the skills and abilities somebody brings to that work. And yet we put all the
conversation on the skilis and abilities somebody brings and no conversation
about the cholces companies are making about how to design”

“REGARDING THE SKILLS GAP language, it's somathing that | hear around
registered nurses. Employers are saying, ‘Oh, these new graduates don't have
the skills we nead, Well, historically, you all create ciinical placemants for them
whan they're students so maybe you have something to do with them not
having the skills you need.”

“WE DON'T MEASURE JOB quality in this country. We measure basic statistics,
sometimes we disaggregate and report that data, but no job quality

190 PUBLIC POLICY PROFESSIONALS
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“l NOTED THE JEFFREY Pfeffer piace on dying for a paycheck. The numbers that
he comes up with contrasts with the occupational fatalities number from the
Bureau of Labor statistics data. | think it has a lot to do with how they calculate
it, but | just think that the metrics that we use matter, We don't actually do
much to try to measure job quality in our economy. We do a lot te measure the
numbers of jobs, and we don't do anything to look at whether they're good,
bad, or indifferent, and whether they're good for people. We have all kinds of
conversations about whether policies create or destroy jobs, but not whether
thaey make them bettar or worse. | think what gets measurad, gets managed.
We really do need a much clearer set of metrics that we view as fundameantal
to describing whether the economy is healthy or not. Nat just how many jobs
thera are or whether people are working, but the quality of those jobs and what
work actually means for people’s lives.”
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“MY ORGANIZATION FOCUSES ON the skills-based movement, the ways in
which warkers who occupy jobs that do nat require a college degres, how
they're supported both in thelr training, thelr career pathways, and thair
economic mobility. We're preparing for the future in which those jobs will
continue to be a big part of the econamy, and yet what we're seeing Is that
too often, higher education pelicies and workforce policies tend to focus
mare on the four-year college route. They often do not addrass the kinds of
wraparound needs that many workers need, like childcare, transportation
support, long-term care.”

“PEOPLE ARE LEAVING CALIFORNIA because we don't build housing and
because of MIMBYlsm, I'll put on my economist hat. | don't think economics
does a good job of addressing global climate change, or new technology.

But it's just really hard to build in the Bay Area. It's crazy expensive. Prices are
double what they should be if it's allowed at all. We're not taxing congestion
and pollution. Those are really bad and they're killing lots of people in America.
And destroying lots of lives. So urban policy is not usually thought of as
workplace policy, but | think they really intaract closely. We have to bulld a

Iot more housing, make it a lot more affordable, and we have to tax driving

so the jobs and houses are a lot closer to each other”
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“LIVING NEAR WHERE YOU work. HMY ORGANIZATION WAS

What a privilege that Is and that TEACHING a health and safety
privilege is being taken away from leadership class at 8 community
low-wage workers, in particular. college in Oakland that was
it's a very unsustajnable situation on a Tuesday night for paople
because you take a city that's impossible who wers workers, worker

to afford to live in, but they still have leaders or worked in unions.

a great need for low-wage workars We had a number of people
to do direct care, to work in the in that class who were bus
supermarkets and hospitals and drivers in San Francisco and
other places, The impact of that Is they lived in Stockton. They
that people are commuting for very, described how they nesded
very, very long hours every day, to get up at basicallly 3 in the
which has a huge impact on many morning in order to be able
aspects, not only climate change to begin the commute ta

arrive at their werkplace.”

“IT'S IMPOSSIBLE TO AFFORD to live in the college town where | work.

The research university is an employer with many, many low-wage workars.
The university gives lots and lots of subsidies to faculty and other high-wage
workers. Meanwhile, custodians and others don't benefit from that. And |

know that many have been talking about even something so simple as having
subsidized parking because parking Is unbellevably expensive. So again,

you take an institution, even one that considers itself to be a progressive
institution but low-wage workers are invisible. Thair motivations are to

attract the best faculty, the best students, but there's an assumption that

the people who are keeping the place afloal are going to be there in any case.”

“WE STILL SEE HOUSING prices in the urban cores being unattainably high and
rents, in particular, really have been inflating & lot. So there's this natural instinet
to move to the Central Valley and to leave Callfornia entirely. Thal has a lot of
implications for carbon emissions. We can talk about white-collar workers and
executives flying to China all the time for their business. That in and of itselfisa
carbon problem. We still don't have great public transportation systems, People
live in Stockton to afford a house, but find that the best-paying job s going

to be in Fremont, and don't have a great way to get there. A lot of these issues
really affect the low-wage folks”
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“WE TEND TO DESCRIBE technology as if it has its own force, and not how
technology and Al are making their way Into organizations.”

“WE MEED TO BE really careful when we talk about technology. We need to

be talking aboul why and how people are incentivized te make the decisions
about how to develop and use technology and whether those incentives need
to be changed”

“WHEN IT COMES TO technology, as many of us have been saying, it's not

a neutral thing. It has to do with who's controlling decision-making over
technology. Can technology be engaged towards those goals? Are there

ways that technology can be used to mobilize people? To give them tools

to work together? To give them access to information about their rights and
solutions? Can there be a way that low-wage workers can immediataly be

able to access or document the problems that they are facing? Can technology
be brought to that particular goal of addressing the inequities of power in the
workplace and building the abllity of people on the bottom to be able to
influence their own lives?"

P00 d TEY

“MAKING SURE THAT | dan't gat Insular In terms of being able to be in
cammunity with lots of different people. That's an intentional thing,
but something | have put more in ovardrive in the last few years.”

“TRY TO LEAN INTO community. | have two kids. My oldest is 11. My voungest

is &. | engage her less about what's happening. Certainly from a social justice
standpaint, she's engaged and aware. But from a poiitical standpaint, systems
of government, public policy, | arew up in a very political household, very
civically engaged. In some ways, | feel like I'm going slower with exposing her
to many of the thinas that are going on because | want my oldest, and also my
secand one, to still have a childhood whera they're not full of anxiety, because
| think anxiety is understandably plaguing a lot of young people. So somewhers
in that mix of teaching the abllity to have confidence in themselves, Lo lean an
friends, to build community, to nurture relationships, are really important. And
to adapt because | think the one thing we know is that the world is aoing to be
less predictable. The rates of change, hopefully for good, but likely for a lot of
things that are bad, are going to accelerate.”
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Societal Issues 8

“PEOPLE WHO ARE MORE able to work across sector and span boundaries,
who can deal with the complexity of what you can call the ‘polycrisis, or these
emerging transitions and systems all at once, whether it's climate change and
technology, tend to be better In a disruptive environment. That's important for
the next generation. The young people will need to be resilient, able to adapt,
and deal with uncaertainty”

“/IN OUR COUNTRY, OUR grinding political systems, social change tends to

respond only In times of crisis. On one hand, | am cautiously optimistic that
if we can lower the dysfunction in our politics, that some of the emerging

thraats to our country, to our social fabric, to our country and world, from
environmental geopolitical tensjons, warfare, religious strife —that we can
form some areas of new collaboration out of that sense of urgency, that crises
historically helped us move much more quickly. But | am gravely concerned
that not only Is our system of government designed for us to be a bunch of
farmers who come and argue a little bit, not too much, and come back next
year, but that we're just not able to grapple with the multifaceted problems
at the local, state, national, and global levels that we are facing today."
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“FUTURE ANALYSIS WILL NEED drilling down and more fine-grained analysis of
local labor markets and demographics in our state_. As one example, climate
change is going to be pervasive, absolutely pervasive. When, and maybe not
inour lifetime, but when the major earthguake hits, that's going to hit dispro-
portionately vulnerable people. The buildings that have besn built to withstand
8.0, but there's a lot of areas where they haven't besn bulit to that standard.
Another example would be the Influence of Al and technology on farming.

So | think we're going to sea a greater permeability or intersectionality of the
different types of jobs and workplaces, You might think that Al will have little
to do with farming and producing walnuts and the state farm workers and the
winery workers and so on, but probably not.”

“I'D SAY IN THE short term, | think there's still going to be some confusion,
fracturing, | never believe that the U.5, is as polarized as people are stating, But
| do think we are still trying to flgure out what is community, and reframing that
conversation will happen in the second half of the 215t cantury. We'll probably
go through some increasad difficulties, some of these overlapping disasters
that we have will continue to chip away aL But they will also eventually be part of
the wake-up call, So | think in the shart term, we have a rough road ahead. But in
the mid to long term, | actually think we're gaing to reimagine what community
is, | think we're gonna be thinking about government very differently.”

“OBVICUSLY WE HAVEN'T MADE enough progress on climate change. And

wi have a lonaliness and isalation problem, the civic fracturing, inequity
widening, all these other negative things, But there are some things, maybe
not as disruptive, that Gen Z just acceptad, like issues of diversity. Social
disruption is fundamentally based on a different set of conflicts — not to

say that there aren't people with extreme views in some respects —but the
stuff that we now take for granted, in the history of the world, actually moved
relatively quickly in terms of social change. | feal like It's the last gasp of a
certain generational perspective on those topics, which is why I'm saying it's
going to get bad before it aets better”

= 131% . n
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“THE HUMBER OF PEOPLE who have this broader expertise who can serve as
counterweights to the political and policy debates in Sacramento are just not
being heard. At some point, the system Is going to break, and the gueastion s
whether that'll be precipitated by some of the events occurring at the national
level. There is the fracturing of social sclidarity, people participating in the
precess. And we have historical context to show what happens when disparities
get too great in societies, Whether that's in five vears or 25, | don't know. But
we certainly are turning up the heat on a whole bunch of the things that create
those kinds of pressure cooker situations.”
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“I THINK ADDRESSING THAT power differential by more protective regulations,
higher level of unionization, et cetera, is the key. We can't talk about future
work without locking at that... What laws get passed? What even brings it to
the attention of the regulatory? It's s0 enmeshed in whose volces are heard,
who has the ability to participata in the political process because their paid
lobbyists could be there every day as opposad to workers on the front line”

“SOME OF THEM DO work in the home and daon't get paid for it, like childcare
and other work like domestic work. People are beginning to talk about
infrastructure. | think that is really important and valuable work. If we can get
to a place where we value that work, | do think that eventually will have an
impact. There are some policy people and researchers who would understand
this more than | do, but it possibly requires some shifts in our values, in the way
that our society sees certain things. The domestic workers that | work with,
they're undocumentead, they don't have a formal union, a lot of them are legal
residents so not all of them are undocumented, But because it's a private
one-an-one relationship, they are organized and they themselves speak with
their employers all the time abaut the importance of making these shifts. So |
think it's happening at the worker level, at the employer level, and within those
who do this type of work, even far thair families. So | do think that there's hope.*

“WHEN WE THINK ABOUT the future of work, we really should be thinking
about the economic viability of our population In California and beyond. The
nature of work is changing. For same groups, the leverage that they have has
increased, while many others are being left behind. In white-collar jobs, we
tend to think about Al and remote work, It's really difficult to put one’s arm
around the challenges and opportunities when wa have so much of our
workfarca that really are not dealing with those elements, but much more
fundamental challenges to their health and safety”

“THERE ARE SO MANY |obs that can't be part of that conversation. IU's not even
a cholce, Mo matter how much expertise and knowledge they have to do their
jobs well, they continue to be told that they are unskilled workers and minimum
wage Is the best they're golng to get. You go do a home care worker's job for a
day and you tell me that they're unskilled. That's the future of work stuff that I'm
worried about. That feeds into income Inequality and this kind of bifurcation of
the labor force. | also think it plays into education and the need to value training
that is outside post-secondary degrees. | have a PhD. | love higher education,
but we really need to emphasize trades and skilled trades, We have huge
shortages of skilled trades and we need to think about the working conditions
that are associated with skilled trades because those are very difficult jobs. Oll
field workers are skilled people who have incredible occupational injury rates™®
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Power Imbalance at Work 8

“THE COUNTRY WAS FOUNDED on slavery and forced labar. It is still a signature
part of our economic system, We have a ballot measure in California this year to
try to get slavery out of our constitution, Prop &7

“| WAS ALSO STARTLED by the positive presentation of the impact of Al.
Whataver it might be able to do in some utopian environment is going to be
turned into this racialized power inequality situation, Maybe the 1930s-era labor
structure that was destroyed by Taft-Harley is not the ideal way to structure
work, but certainly to replace it with these loophaoles that allow billionaires to
axploit people is deeply troubling. It also has all kinds of racialized and
gendered glements.”

“THE VEHICLE FOR WORKERS to genarate soma agency and to protect their
economic security and raise wages and improve their working canditions, is
through unionization and collective bargaining and there are just massive
barriers against the rights of workers to organize. Wa're in the very bottom
of OECD countries in terms of union participation and 94% unprotected by a
union contract. We're on the path to worsening inequality, generating more
poverty, and there are things that we can do in California — state actions that
we can take — outside of the National Labor Relations to improve the rights of
workars to organize in craative and effective ways.”

“THERE'S LOTS OF THINGS | think we can talk about arcund improving

the ability of workers to organize and collectively bargalin. Childcare workers
and home care workers are not in sectors that are traditionally organized
through collective bargaining, There are other models of organizing that

we can do in Callfornia to support those workars to take collective action.
And things we can also do in California to support traditional collective
bargaining and organizing.”

idressing Imbalances R

“THE FUNDAMENTAL PROBLEMS, AS | see them, are the differential in power,
race, low wage, and inequality. So in that sense, it feals like the directions for the
future is, how do we addrass that imbalance? On one hand, there are technical
issues about what new technologies we use. | feel like that conversation addrasses
a narrow band of the warkforce who are working in conditions that have not
changed for many, many years. 5o the issue of Al, et cetera, are kind of less
rafevant in some workplaces. 5o it's mare like, 'What do we do?™

UNFILTERED YOICES

187



e

“HOW DO WE CONTINUE to understand what those power Imbalances are and
how do we build the capacity of the people who are iImpacted to advocate?
That means how do we support efforts to promote callective action and
unienization? Obviously, we're not a unlon, nor are we an organizing aroup,

but we can build the skills and provide people the skills that they nead in order
to participate, to understand what their rights are, to know how to influence
policymakers, to know how to organize, to create the strongest cases for the
things that they need in the workplace through collective action with others”

“THERE'S A LACK OF guardrails. “I ALREADY TOUCHED ON the fact
Thera's a deep imbalance. that workers are the experts, and

The poweris not shared. The economic equality begins with an
decision-making is unidirectional, inclusive recognition through an
Including on Al I'm trying to occupational safety frame of the
remain positive, | don't think it's unequal distribution of wages, income,
gonna be bad, aet worse, and and wealth, Workforce inequalities
never reverse. | think it's going across race and gender is a matter of life
to be bad for a few more years and death. So, we seem to be at a very
though. | don’t think we've hit contingent moment right now between
aur low paint yet." status quo or something different”

“THERE'S A VITAL ORGANIZING sector and there's actually a very vital nonprofit
sector sometimes constrained by the nature of their funding or the nature of
their mission, other times, much less so. But | don't think we have a problem
with innovations proliferating that can be valuable to vulnerable workars and
people who are on the bottom rung of a ladder of racialized Inequality, Our
problem is getting beyond the cutting edge, getting beyond the Innovations,
aetting bayond what's done in a few progressive places to become state and
national pollcy, that's so absolutely critical”

rechnoloay W

“GENERATIVE Al 15 BOTH a sourca of polential good and also a sourca of

great harm If not regulated and understood properly. We recognize that Al

will displace workers and it will require rapid reskilling and new occupations,

el cetera, How do we prepare as a country, to first understand in really clear
ways, what impact Al is having on low=-income warkers, in particular people
who do not have the four-year degree? Trying to understand what are solutions
that can benefit both them and thelr employers and their industries?"

“I'M USING Al EVERY day, Preparing for the future, trying to figure out how it

can be used for good, as weall as all the obvious ways it's going to be used for
quite terrible purposes.”
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“AMERICANS WILL GET OLDER, that’s the one thing | think we can predict.

I'm not very good at predicting, but there are definitely scenarios in which
tachnoloay is used for monitaring and for alienating people and for escapism
and not for empowering groups of people to come together and build
community and solve problems they care about. There are other scenarios
whers It warks much better, So, I'm completely confident to say theses are all
passible and completely incompetant to say what shall happen. But | do
occasionally think, 'Oh goad, I'm old, I'll be dead before the worst scenarios
corme out. Which is not a great way to think of the werld I'm leaving to my
20-something children”

U

“THE EFFECTS OF TECHNOLOGY aren't dus to technoloay. If we were having a
discussion 40 years ago, it was that schools had to change to focus on teaching
people how to work together to solve problems. And If we had this discussion
30 years or 20 years or 10 years ago, we had that same refrain. Schools still

are way better at teaching multiplication than teaching people how to work
together in a group, a diverse group, to spot and solve problams, Which is
essantial and now artificial intelligence is one of the tools they will have ta learn
to use because of all of the bad things about job destruction and job deskilling
and monitaring by billionaire-owned corporations that's going to happen. At
the same time, Al can help CAL/OSHA target its inspections better. Augmented
reality might let any worker do an ergonomic scan of their workplace. There's
azilllon ways in which these technologles can alse be useful, which are not
guaranteed to happen. The bad ones are guaranteed, and the good ones will
require schools and workplaces and some philanthropists maybe to work
together so that augmentad reallty technology that's headed our way is not
just used to enrich powerful people and the ones who own the technology.”

“IT WOULD BE GREAT if folks who are nat normally asked, 'How can this artificial
intalligence or whatever enhance your life?" can waork with technologists.

Tha technologists can do anything, they don't know what Lo do, so they do
what capitalist companies tell them and that leads to wonderful inventions
and horrible inventions. It would be nice to create a complementary set of
research efforts that are directed by the folks who are not professors or
engineering students or students In business schools. Our students have
plenty of influence with technology. It'd be nice if people who weren't at

the university also had Influence”
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mic Considerations %

“| THINK THERE ARE broader macroeconomic readjustments that are gonna
come down the line as baby boomers are basically going to be spending their
savings, There's this agglomeration of wealth, a lot of which is in housing value
that is likely to get spent down with age. Partly to provide health care for
themselves, but partly because it's like, 'What are you going to do with all those
houses when you're in 8 wheelchair? and that actually has a lot of implications.
Some of which could be good. Maybe housing prices actually drop and younger
people can afford houses more easily. On the other hand, if you have this
reduction in savings, that reduces investment returns and means young
people’s savings may also get devalued.”

“PART OF THE REASON there's so much fighting among the haalth
professionals over power and so on Is the way we pay for health cara in
this country — fee-far-sarvice — and we nesd to get rid of it. We need ta
move much more quickly to, call it what you want, risk-adjusted prospective
payment, capitation, global budgets. Once you get that on top of the
organizational level, you have every incentive then to keep your panel

of patients well, to innovate in workforce, what you delegate, you're fighting
aver the fee-for-service, the nurse practitioner versus the PCP. er the
pharmacist versus others, etc. You're part of a team, you may be solid,
thera may be some incentives for productivity, but by and large, it's in
your Interest now to keep those people well, nol have the internal fights,"

Hospital Satety

-

“WE ARE WORKING ON getting hospitals and others to not only mitigate and
decrease patient harms, falls, ulcers, medication errors, sepsis—a big killer—
and all kinds of other things, but to use Al and related technologies to predict
in advance, where safely svents may occur and prevent them."

———— ik — Ly . . ¥ .
« o M I aro y

“HOW DO WE INCORPORATE Al technoloay and new forms of work? Some of

it will be replacement, but more of it will be altering the way in which current
workers from primary care physicians to others, actually do their jobs and how
that interacts with patients’ abllity to take advantage of the new technologiss,
We're gaing to need new workers or Kinds of work that will be more cross-sector
work. So, for example, a community health worker ora social worker hired by a
hospital or a primary care practice will need to know not only that job role but
also how that Job relates to and Is a part of housing and transportation and food
and so on In terms of the social determinants of health. 5o we'll need training,
broader training in those kinds of workers In order to function effectively.”
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The Current State

SUMMARY: Work is at the center of broader debates about
inequality, public policy, and technology. Remote and hybrid
models have reshaped expectations, improving flexibility
but straining culture, connection, and equity. Al and
automation are redefining Job access while sometimes
reinforcing bias. Mental health concerns, fading job stability,
and persistent incivility add to the strain, and leaders

still struggle to measure productivity or set fair policies.

At its core, the tension between autonomy, oversight,

and engagement remains unresolved.

“HISTORICALLY, WHEN WE LOOK at trends around employer-driven
training, the vast majority of those investments go to managerial and
executive amployees. Folks at the bottom should be served better by

our public systems. Our public systems have not been as forward-thinking,
as nimble, and responsive as they should be.”

“PUBLIC POLICY IS A way to worsen inequities as much as it is to improve
upon them.”

“MORE PEOPLE ARE ADVOCATING virtually, & lot of Congrass’s work is meeting
with constituents from sach state. Bul the more that people are meeting with
us virtually or requesting that, the less we will have to meet in-person, | think
there's always going to be a neaed for in-person meatings. | think they're better,
to be honesk. But.. some meetings can also be done virtually.

“PROBLEMS THAT HAVE COME up with the technological approach is that it
warks very well for people who are sephisticated in the use of technology.

But a big part of the population that [government agencies] serve is not them,
and are being left out. excluded”
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“OUR BIGGEST ROADBLOCK TO [healthy workspaces at home] right now is
that nobody In the federal government wants to tell people who are working
at home what kind of home environment they should have. This is people's
personal space. Nobody wants the government dictating how you set up your
bedroom or how you decorate your house or anything like that. So we've
developed some guidelines for people working at home, saying, ‘This is helpful,
this Is healthy, We won't pay for an ergonemic chair at home, but we will give
you an erganomic chair in the office. When | started [working], there was only
ane class of workers in the entire faderal government that was allowed to have
an ergonomic chair, and that was air traffic controllers. Anybody else needed a
person in the government to make an exception to get an ergonomic chair”

“IF | HAYE A remote-capable job,
why do | have to come back to
the office? People during the
pandemic took different jobs or
differant living situations, For their
families, of course, that's creatad
tension”

“REMOTE WORK AND MOVEMENT ocut
of the state are relatad to the cost of
housing. People who either left the
Bay Area for less expensive locations
In Callfornia or moved out of state
stated that the primary reason was to
be able to buy a housa"

“CALIFORNIA'S RATE OF REMOTE work is higher than other states dus to
the kinds of businesses and jobs that we have here”

“] THINK THAT WOMEN tend to take mare flexible jabs, in order to deal with

other needs in their lives”

“THE TEMSION BETWEEN WORKING on-site and remote work, It's Just an
angeoing tension and | don't know how or if it will be resoclved or if people

will reach some tevel of peace with IL"

“PRE-PANDEMIC, IT WAS ALWAYS
how do we justify the travel?
Post-pandemic is, how do we afford
the traval? Thare's not so much
Justification. The big post-pandemic
change is people recognize we need
to get physically togsther in the
same place at the same time”

“IT VARIES, OF COURSE,

“I'M GENERALIZING, BUT JUST want
to considar the various generations
and their expectations of the
workplace. | think a lot of folks, in
different generations, are really
choasing, 'l want to be happy and

| may not work in the place whers

| live, because of that.”

from workplace to workplace and what the needs are of the workplace. It
doesn't surprise me that many people want to be working at home at least

part or all of the time."
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“ANOTHER CHALLENGE IS THE oversight and expectations of leadership.
Things have been slower, and there have been very strong signals sent about
people returning to the affice. Each department has an oversight letter from
Congress where we have to report how many days people are in that office
and what are the parformance metrics. There is a perception around both
productivity and use of space and all of these othar gquestions. How do you
work on behalf of the American people if you're not in the office?”

“OUR EARLY RESEARCH SHOWS that the poorest mental health is among
people who work remaotaly full time., Now, that isn't to say that there are no
other benefits that come from that —family, caregiving, those roles that
espacially female workers take on, they may benefit from that level of flexibility”

“WE'RE STRUGGLING WITH [THIS mixed environment]. We do have some
remota workers, we have folks who are on-site all the time. | think the majority
of the peaple who telework are in office a day, or two days a week at the max,
So we have all of these differant types of arrangements, which | think from a
wallness perspective, is good. | agree, | think the most Naxibility helps people
manage what we call ‘work-life harmony, as well as their productivity, and for
a lot of falks, their emational and mental heaith, But | do hear from folks that it
also has bean at the cost of people feeling isolated and lonely and not having
that connectedness, especially for newer staff, who were brought on in the past
couple of years. They've never been to the campus. They've never really met
their teams face-to-face”

“I WAS WORKING OH the entire plan for the agency Lo consolldate space and @-—-
to understand what people needed and what they wanted, We did a lot of focus
groups. | actually had leaders and managers who sald, This is not going to work
far us, this remote thing. And then they actually went through it They came to
the meetings and said, ‘We thought it would not work for us and it's working
aven betler, And whal we have done |s we've changed Lhe way we work. So now,
once a week we have a 30-minute meeting where we're not really supposed

to talk about work, wa'ra just supposed to be with each other and understand
what each other is going through. And just that little bit of empathy and
sharing made their work a lot more effective. And people felt connected

and the best thing about teams is when they fesl psychological safety”

“I THINK THAT A lot of the traditional wellness programs are focused on the
individual and what can be done to empower them or make them more
resilient. But | also think there is a shift to what the agency can do to heip an
individual and creats the conditions that help individuals be mare resilient.

It's also an the agency and what is thelr rale in that? Just in general putting
people first, rather than, ‘Okay, I'm, just hare to do a job, I'm just an employee.™
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“WE HAVE A HYBRID type model since we have staff all aver the country and
around the world. So we're trying to put more resources into mental health
services to help people with those emotional health issues. Along those lines,
Just the level of stress and workload and all of those things contribute to people’s
averall well-being and that kind of unhealthiness that folks are feeling, We are
trying to expand wellness programs and looking at mindfulness and helping
people with other methods to reduce stress in addition to the physical activities,
and maore sieep, but how do you mitigate? How are you using apps or tools that
are out there to help you? We offer classes and we do mindful movement, like
yoga and tai chi. We try to provide those services in a hybrid environment so if
you're not going to be thera in person, you're geing to participate in meetings
there, working from home on a particular day. So, we're trying to really attack
the issues related to mental health, stress reduction, and management”

“HIGH-QUALITY TALENT, YOUR BEST employees, your mast productive
employees, are demanding this flexibllity”

“THE FEDERAL GOVERNMENT IS not in a position to say. like sorme big companies
do, ‘Well if you don't want to come into the office, get another job. Because we
recagnize that it's actually more important to have good talent who's willing to
work in the federal government in ways that the private sector may not care as
much about.”

“YOU CAN'T PUT THE genie back into the bottle. People have figurad oul the
advantages from a personal point of view and organizations have figured out
the advantages regarding talent and everything else. Why would you go
backwards? Would you let go all of that high-quality talent just because they
don't want to move to Washington, D.C.7 And the thing is that we have found
by doing nationwide recruitment, the number and quality of applicants has
gone up dramatically. Where we used to get 50 applicants for a job, we're now
getting 150 in 24 hours.”

“FROM A RECRUITMENT, RETENTION point of view, how do we make people

think that civil service is an important part of a work, a future work and
employment opportunity?”
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“iS REMOTE WORK GONNA be as productive? In our work, over the years some
of our very best ideas have come from walking down the hallway, overhearing
a conversation about a case that's going on and that person remembers
something they did and then there's a discussion and then it flows into a
canference room and then you meet and these things just happen. And when
wa went all remote for the pandemic, there's none of that. As a manager,

| reaily was very concernad about that because |saw it as a threal Lo our
ability to do our very best work because the collaboration that happens in
the workplace was nat happening anymaore. We had hired a couple of new
attorneys during the pandemic and they weren't getting intagrated at all.
And | really was concerned about them, | thought it was interasting when

wa started to return to work part-time — we're two days a week now. But two
of our trial attorneys brought up, early on when we got back in the office,
they said exactly that, "You know, we really miss this ability to learn from

one another and it's not happening now when we're remote.”

“BEING ABLE TO HAVE the right words to talk about one’s productivity at homea,
or praductivity if you're standing in an office, is important. In my previous life
we used to have a pretty inartful term about having your ass in a chair. But vou
can be productive in many places in many ways. And how does it impact people
wha choose public sector work, and how do you entice people in that work?"

“WHEN WE LOOK AT engagement trands for remote workers, hybrid workers,

in-person workers, 70 percent of the variance in employee engagement is -
attributed to an Individual manager. So it's a way of saying a manager makes

the biggest difference in how people ultimately feel”

“WE ALL NEED TO figure out how to measure performance in a more effective
way because managing by walking around and managing by who you see,
Is not managing.”

“WE HAVE TO BE more intentional, I've “EVEMN IFTHERE WAS a mandate
waorked for and seen managers who are for everybody to come back to
intentional. I've seen what they've been the offica, flexibility is something
able to get from thelr workforces as well, that any manager Is really going
And I've seen managers who are arbitrary to have to honor, There are a lot
and what they've been able to get from of workforces whers it's difficult
thelr workforces. And | think that being to manage a poor performer.
intantional is something that we have Whean you have a great

to do, we're going to need everyone to performer who just needs
understand and take a ook before we're a little more flexibility,

going to crack the whole nut” you want to keep them.”
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“WE KNOW OUR DEMAND for mental health services has gone up— folks just
dealing with anxiety, depression, interparsonal conflict In the workplace, etc, And
50 we are expanding our Employse Assistance Program services, Increasing the
number of counselors, but also, cantracting with external counselors as well”

“THIS IS A LITTLE surprising. Some surveys that we did internally found maybe
20 to 25 percent are concernad about their financial well-being, worried about
having enough income to pay bills, worried about the cost of living as far as
housing and food. So wa'ra also trying to provide resources, coming in to do
webinars and provide resources around that. But also, doing some things
around sustainability. We actually have a garden at two of our campuses and
staff can come and learn about how to grow their own fooed, and look at the
health benefits of that. Also, the sustainability benefits of that.”

1 : ' -

“THE U.5. IS LAGGING behind other countries. Much of Europe with lts
psychosocial standards for work that defines a good job, high-quality work,

the whole concept of dacent work. There are other models out there in areas that
are not quite as diverse or challenging as the LS. labor market but are succassful,
Wa could benefit from learning from them. Using some of those guideposts
for us to follow or to try to move in that direction is gonna be important”

“ENSURING WORKER WELL-BEING DOES make economic sense too. As
researchers, we should be telling the story that there is an economic advantage
to having a healthier job. If you want less turnover, If you want less burnout.

if you want more engaged, productive workers, there is a way to do that.

The science is pratty clear on how to da that. And jt will benefit the bottom line.
The challenge is that the economic arrangements of jobs are not the same.
The incantive to keep ane worker for a lifetime has gone away, And businesses
are focused on the next three months, the next stock, profit margin cycle”

'

“WE'VE DONE SOME SURVEYS, more on “I'M SHOCKED ABOUT HOW
bullying and demeaning behavior and not bad bullying still is because
being civil, 50 to speak. | don't know ifitis it was really bad when |

due to folks not being face-to-face and joined GSA and it's gotten
not having those opportunities to connect way better. There's much

as humans, as well as doing your job, but less bullying in the workplace
those statistics are things that | definitely now than there was even
think are on target.” 20 years ago.

GOVERNMENT OFFICIALS



“HALF OF THE LAWSUITS we file Involve some component of verbal harassment.
People just don't treat each other civilly, or kindly, with respect. | don't know
why that is, and it's just really sad and unfortunate. But the cases | see are just
sametimes shocking, | can't believe that people talk to each other this way in
the workplace. And | don't know where that’s coming frem and why, and | don't
know, really, how Lo fix it.”

“MORE OFTEN THAN NOT, people do not like the people they work with, and
they feel bullied by them and micromanaged. And | don't know if it's a power
trip for people in power, and | wonder, what are people trying to prove? s
wark their outlet for making a name for themselves in some way, for getting
recognition they don't otharwise feel? The need to control other people is
really harmful and pervasive”

“AGRICULTURE WORKERS AND “ANYONE CAN, WITH A vary low skill
HOME health care workers or laval, fit into a cartain number of jolbs,
lower-skilled health providers Sarvice jobs are a good example where
or home care providers hava peaple are treated like widgets, notas
typically not benefited from individual workers with hopes and dreams
any of thess opportunities and aspirations to mave into a better

for remote worl.” direction for thelr work."

“MORE RESEARCH IS NEEDED in these marginalized populations to find out
what’s working. Some of [the] Total Worker Health research does go into some
of thase marginalized populations, lower-skilled workers. But thare's a big
gap there. We need Lo push from a public policy standpolnt and a funding
standpoint to look at some of those jobs that have the fewest opportunities.”

“HISTORICALLY LABOR UNIONS HAVE been a source of worker power for
workers who otherwise don't have it

“A COUNTERCURRENT TO THE benefits of unionization is the growth of small
businesses and small entarprises. That is a hard environment to think about

engagement, all those positives that we're trying to create. How do you duplicate
those found ina large company where we see really positive developments for
those tiny mom-and-pop type businesses or groups of 10, 15, 20 employses?

A significant number of workers in the country are in those small and medium
enterprises, where many of these benefits are not going to show up.”

how you optimize working conditions and wark design and job security, job a
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“OUR RESEARCH SHOWS THAT there are opportunities in small employer
spaces as well, but they tend to mimic more the, ‘We treat our employees as

a family, we're connected on a very persanal level and the benefits that accrue
from that are pesitive. But In general, they are a less formal, less organized

set of banefits and maore relational benefits from that work experience”

“OMNE OF THE CHARACTERISTICS “IT'S CHANGED EVERYWHERE.
that you would associate with federal ONCE the social contract was
work is stability, | doen't think people broken in the 80s and the 90s,
who are coming into public service between employers and employees,
now are expecting the same degree that was the end. And when

of stability. | don't think anybody is Ronald Reagan fired the air traffic
axpecting [my] group ta ba here catitrollers, that sort of stability

50 years from now.” might be desirable, but it's over”

“PEOPLE ARE NOT EXPECTING nearly as much as they were before from
federal employment And yet they're still coming for public service”

“THIS IS THE PLACE where harassment shows up in the federal government,
especially among senior leaders, It shows up in apprapriations language that
zoros out people’s salaries down bto a dollar. One of the things that the federal
government and public service has provided is not the place you go to make
a million dellars. It's the place you go for other reasons. And one of them is
stability. The federal government has historically been, or public service has
been, a place that reprasents what should be the standard of employment,
which iz stabllity, opportunities for promotion and movement, recognition of
the need for sick leave, annual leave, certain benefits including, job-connected
health insurance, not just for you, but for your family, with a 75 percent match
from your employer, so it Is affordable”

“STABLE EMPLOYMENT WITH GOOD benefits Is the reasan many of the

team members | work with have worked for more than 35 years in the federal
aovernmant. it has provided them that pathway and growth opportunity.

In a predictable manner.”
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“IN 10 DAYS, OUR country could look very different. especially for thoss of us
who work in the government. | don't know about the rest of you, |l am and my
colleagues are on pins and neadles. It's very scary. | worked through the prior
administration, and there were a lot of changes made that affected us and the
rest of the country as workers, things that | never thought | would see in my
lifetime. And the thought of some of that coming back is really, really scary
and it's real. And | don't know what that's gonna mean, but a lot of what wa'ra
talking about can kind of go in different ways depending on what kind of
administration comaes in. And that in itself is sort of disturbing, that there

can be these two very different ways of leading the country”

“I THINK PEOPLE'S WORKPLACES are going to be affectad in all sorts of ways
that you can't even imagine. For example, there was an executive order that
you couldn't do training on diversity, equity, and inclusion issues. | mean, if we
wind up going back into things like that, | feel like what | have observed about
the workplace and people already not treating each ather very well, in terms
of discrimination, complaints, and harassment. How s that ever going to get
better if we're not open to some of the things that | think are necessary to
move us forward and move the neadle forward? | fesl very much lilke we may
be taking many steps back soon and it's a very scary feeling. | feel like
averything is up for grabs and that uncertainty is just very unsettiing.”

“WE DIDN'T PREPARE FOR the Trump “HOW DO YOU WALK intoa
administration the last time in a particularly room on tha Hill with peaple
intentional way. This time, it seems much who fundamentally disagree
mare real. | think that what we're preparing with you? You start at a place
for is a future that we don't really quite of civillty and a bellef in what
understand enough to prepare forit well” the role of government is.”
(]
“WE USED TO THINK that work was a place that you wenl to, and now thera's @:
bean talk about it being things that you do. But the reality is something

different, that for a lot of us, work is a tzam thal has a goal.”
“A LOT OF DECISIONS are being made trial-and-error style as opposad to

following a research base or a best practices model to try to figure out some
of these unknowns.”
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“THERE ARE NEW EXPECTATIONS of employment that today's new workers
have that workers in my generation or generations before didn't have when we
entered the workforce. Because there are cholces. More cholces about how you
work, the work arrangement, the trend toward solo work, gia waork, intermittant
work, the cholces out there for workers are much areater than they were in

the past. So itis incumbent upon employers to create an environment where
people want to contribute,”

“ANOTHER DIMENSION IS THE idea of splitters and blenders. A splitter is someone
who would prefer that their work and their personal lives are split. 'l work 8 to 5,
| shut down the computer, I'm done’ And a blender might prefera blend of
both, they don't mind maybe logging in later, it allows them to have their own
sansa of work-life balanca"

“ITHE COMPOSITION OF] SPLITTERS and blenders in the workforce,

Gallup's research shaws, Is 50-50, but what is happening is, we're not quite
thera, There are more paople who are splitting that would prefer te be
blending. What wlll be driving the future is this persistent desire at this
point for the workforce for work that works for them. Whether that means,
‘I'm a splitter. | would really like to be done at five. That makes me feel good.
It's not a generational thing. | think it's what works for you”

“PEOPLE AREN'T COMING BACK to buildings, so our big technical problem is:
how do you manage a bullding that's bullt for 100 people when only 35 people
are using it? It's a problem because the water gets stagnant and it's not fresh
and the air is tougher to move around and you get people to maove to single
parts of bulldings”

“LAW FIRMS ARE DOWNSIZING their buildings because everybody recognizes
all of the time that the lawyers are spending in the office, 95 percent of them
are doing solitary heads-down work. Solitary means you don't need to be in
one particular place for IL”

“WE HAVE ALL THESE assots, they were radically underutilized before the
pandemic, but nobody recognized it. But the pandemic made people realize it,
because when they came back, they said, ‘Oh my God, this building is empty.
well, it was empty before, you just didn't notice. Bul now you really notice it
because you're looking for other people. Things have changed because we
diversified the workforce geographically in a way that wasn't there before”
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“IN REAL ESTATE, THERE Is an entire conversation about the value of office
bulldings, and who controls the value of office buildings. This is part of what
is forcing the hand of these big companies to bring people back in, Looking
at our awn portfollo, we're trying to figure out what we do with our buildinas
because we believa that we're never going to have all those people back
100 percent of the time,”

“IM MY FIELD OF sustainable buildings, technology, and creating healthy work
environments, [the state of the field] Is exactly where it was 30 years ago in
tarms of how the fiegld uses the information fram human resources and other
fields. It's not integrated much better now, Bul there's a greater understanding
of the impact of the bullt environment an the health, well-being, and
effactiveness of the people who are in the bullding.”

[
“THERE'S SLOW UPTAKE AROUND “AS WE TALK ABOUT people being only
skilis-based hiring and moving college ready, we miss an Important
away from credential-based hiring. part of the pipeline. When the
Evaluating psople on the basis of emphasls is on college, as apposed to
their skills could apen the doors to other prafessional training, we've lost
workers who do not have four-year a lot of technicians and tha technical
degrees, But that requires also trades that help the healthcare system, n
cultural changes in the workplace, A lot of the people who run both our
changes Inexpectations in hiring, technolagy as well as our hospitals
really developing a shared skills have union and/ar tradesmen jobs
taxonomy so that we have the that they anterad early in their livas
language we could shara” and grew [n their careers”

ment @_

“IM HEALTHCARE, WE ARE reaching a tipping point around retirement.

People used to be able to make a living working in specific parts of the
healthcare warkforce with opportunities to grow. The fact is most of our
primary care providers, pediatricians, and other sort of lass specialty healthcare
providers are of retirement age. But there has not been investment in growing
that part of the healthcare workforce to address this particular problem.”
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“UNFORTUNATELY, I'M JUST NOT feeling very optimistic about the future,

at least in the area that | work in—employment discrimination, | dop't see it
getting better. | see the status quo remaining and or getting worse, espacially
in the movement of women in high-lavel jobs. And I'm now tailking mara about
the private sector because that's where we see charges of discrimination.

I think government has historically been better about that, although not great.
Geatting wamen in positions of equal leadership | think is so critical, becauss
women have such different styles of interacting, and styles of work that | think
could be so beneficial. But | don't see the reins of power loosening up,”

“| HAVE TWO DAUGHTERS in college, and | don't know how to advise them.
Like, this Is the world. It's been lile this forever, and it will likely continue to be
like this, and it's discouraging. And not to mention equal rights across the board
for people of color and immigrants and the backlash. That's what our country is
made up of. And 30, | just find the kind of prevalent mood about how we treat
ather people to be so discouraging that | don't really feel that optimistic”

“A GROUP OF WOMEN... came to me and said, "We want to complain. We don't
llke where this is headed.” And | went and had a meeting with them and they
said, ‘All the senior people and all the white men, they get all of the offices and
wa have to sit in the sea of cubicles, We know that’s where this is headed. And
| said 'It's not where this is headed. It's absolutely not’ And | explained to them
the trends that we were finding and some of the bright spots, and they were so
happy that we were raally looking for equity and inclusion. People using space
for space, not using space as a status symbaol. And | think as long as people
think space is a status symbol, we have a problem. Wa have to change the way
physical space is used and shared and given so that it's supporting the actual
work that's needed to get done.”

“TECHNOLOGY ITSELF CAN BE very beneficial, but also can be a tremendous
source of additional strain and stress for workers. So finding a way to help
manage soma of those challenges becomes more important. For every solution
that technology can provide, it can also have additional elements of stress.
Basically, technology evolves at a faster pace than we do as humans. So

having to manage that mismatch of skills, | think, Is going to be a continuous
uphill battle”
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“THE TECHNOLOGY THAT'S CERTAINLY on everybody's mind in the workforce
world I5 Al, what Al is [Ikzly to mean for the naturs of [obs, and the jobs that
might be going away, the changes In skill sets that may be required.”

“THERE'S A NEED FOR greater transparency regarding job matching to job
posting. Using algorithms to screen resumes, they really carry a lot of inherent
bias. The technology s maving faster than any of us have been able Lo really
pick that up, in ways that just perpetuats inequality.”

[=x

pa=

“THE FRONTLINE SUPERVISOR, MANAGER, is so critical, Our research shows
that when it comes to health outcomes amona workers, that person is the most
influential, nat anly in their work health but really their lifespan health, Wark is
such a powerful determinant of so many decisions that we make and influences
s0 many choices and controls our time and controls decisions around how we
get health care, how we access it, our health behaviors and activities, Frontline
management with the flexibility or lack of flexibility that comes from that
relationship Is critical. We make the case that it's far more critical than your
own personal physician when it comes to influencing your overall health and
wall-baing”

The Future State

SUMMARY: The future of work is shaped by the tension
between preserving stability and adapting to disruption.
Policy and elections influence who benefits as industries
shift, with secure, unionized jobs giving way to lower-paying
alternatives. The core issues remain: access to opportunity,
modernizing outdated work models, and creating workplaces
people choose to use. Well-being now spans mental, financial,
and social health, while questions of job security and power
persist. The challenge is to move from holding on to what's
fading toward building what’s next.
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“OMNE OF THE THINGS right now that “THERE'S A LOT OF things that

I'm engaged in Is pulling together we do the way we've always done
academic experts in these various areas them without analyzing or thinking
to help us outline the bast evidence- about them. | know we can't think
based practices and put those into an about them all at once, but if we
easy, quick toolkit in the next 12 months just started to work on the mindset
to help describe how distributed teams of, ‘Okay, well, how can we make
can be most effective.” this work?'™"

“REMAINING FLEXIBLE, AND TRYING to keep up with technology.”

“DESIGNING A LOT OF communications and systems that influence the way
that we communicate with our own staff. That has lookead like designing a
ons-on-one template that managers use with thelr staff with questions so that
they're meaningful conversations about well-being and engagement. So even
if that persan doesn't know how ta ask the question, it's there. It's a toolkit that
will help you get there"

“WHEN YOU LOOK AT the future of agriculture and protecting it, you have to
look at the workers and the impact of some technological innovations that are
actually making it easier. There's technology that enables farm workers not to
have to bend and stoop, to do things more upright, that's batter. We always
have to be conscious of ways in which technology can make jobs easier and
batter at the risk of eliminating jobs™

“WITH CLIMATE CHANGE AND shifting towards a carbon neutral economy, we're
looking both at job loss in the agriculture sector, as well as new opportunities”

“1 DON'T KMOW HOW we change “WHAT ABOUT FAIR WAGES?

the conversation where every Why does an architect make

word | use is gonna be charged more than a person that delivers
one way or the other. Let's be mora the package to my front door?
progressive, let's try to get to where Because both of those things are
we're looking at. 'Okay, if climata important. How do we valua the
change comes the way we think human behind both of those ina
it's coming, what s that gging way that makas sense economically
to do to our farming?'” but also makes sense humanly 7™

“I'M SUCCESSION PLANNING, BECAUSE I'm really trying to mantor and
groom other people to take over, and to move aside myself. |'ve been with
[my organization] for 50 years, that's probably enough. I'm extraordinarily
hopeful about the future because of this experience. The people who had
Jolned our group In the last couple of years have been spectacular. The people
who are coming inte government service now, or who've baan there for 10 or
15 years, are extraordinary, | think the guality of people [s significantly higher
than when | joined the federal workforce in the 705"
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“TO BE HOMNEST, ON a personal level, | am trying to wait out the last few years
of government service so that | can get out with a pension and do something
else. And not have to be part of the morass that | see over all warkplaces
including the federal government”

“SOME OF THE BIGGEST challenges facing workers af today and tomaorrow
are how they will continue to evolve thelr skill set to manage the sort of
expactations of new work. Pradictions are that many jobs that people have
today are going to disappear. They'll be replaced by technology moving in
and dramatically changing the landscape. So the need to continually upskill
and retrain and learn new things to stay pertinent in the workforce is going
to be important.”

“IT'S GONMA DEPEMD ON what employers need, and unfortunately, that's
going to be the driver for the lower wage workers, They don't have a lot of
flexibility or opportunity to grow skills. They're gonna be at the mercy of what
the employer offers. Whereas employees in high demand with a lot of skills,
with the ability to rapidly change thair ability to contribute to whatever setting
they're in—they're gaing to be driving the future. They're going to have tons
of choices because of their relative rarity in tha workforce, the shartage of
warkers qualified to do the higher level work, perhaps more advancied work.
They're going to have tons of choices and opportunities to craft the job they
want. Then there's going to be a big part of the workforce that's just going to
be on the cpposite end and have to take what they can get. So the more we
think about finding a way to give that fiexibility, that freedom of choice; those
opportunities to workers across the board, it's ripe for public Intervention,

for the government’s role there.”

“WE'VE HAD GROUPS SIMILAR to this where we've pulled people together
and asked them about what they think the future of work is. We've gotten it
down Lo these four plilars: physical space, Lechnology, policy and operations,
and the social aspect. What are the levers for each of these pillars? What is it
about physical space that rnakes paople affective in work? How much time do
they need? How can technology best support the future of work? What kind
of policies do we need to have in placa? There's probably some connections
between the EEOC claims or EEOC fllings and employers who are nol being
flexible. Finally, that fourth plllar, social, we need to develop relationships.”
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“THERE ARE PEOPLE WHO just don't want anything to change. And things have
changed, are changing, and will continue to change. If thers was some way we
could get the national mindset to change towards, ‘Well, where are we going?
What are the threats that are actually coming our way?’ Like daing a SWOT
analysls for the country, or farming and foad, ar hospitals and health care.

It's like we just want to stay where we are and not change, and fight against
anything that's trying te improve or make things better,”

“THE JOBS THAT ARE baing “ELECTIONS MATTER, AND ELECTIONS
lost in fossil fuels are, for the shape public policy, which will shape the
most part, solid union jobs, future aof work. These things don't happen
and the jobs that so far are in a vacuum, and we have the power to
being created in altemnative make some dacisions, but that kind of
anargy sectors pay a lot less” depeands on wha's in powet”

“| DON'T FEEL LIKE the future is hopeless because | do think there's some
momentum bullding around this belief that work has to mean something
more than just an income. And because it's so influential in so many elemeants
of our life, that it's a worthwhile public investment to say we need to optimize
that experience”

“EMPLOYEES ARE GOING TO continue to demand agencies and organizations
pay more attention to their well-being, and pay attention in a holistic way.

So not Just the traditional, physical health, but also mental health, financial
well-being, social well-being, etc.”

“WE LOOK AT SOME of those “WE HAVE THIS INCREDIBLE

softer things, beyond just wage, opportunity to really take a good look
for example, but the opportunity and start to make changes to avolve

for advancement, engagement, towards a new way of working, But we
feeling like | belongin a have to consciously say it's important to
workplace, or I'm valuad as an understand what the realities are and
individual, to me is really the then start to work on what we're going
long=-term key to success here” to iose if we don't adjust.”

“WE NEED TO FIND ways to make the technology work for us, to understand
thase negative consequences of the ways we're working, the stress and strain
of the online environment. And figure out how to give people more boundaries
to protect their mental or even their vision health.”
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“THE EEOC CAME OUT with a study in 2016 on sexual harassment and

one of the many recommendations was civility training In the workplace.

If you establish a baseline of how you treat people respectfully, that should,
over time, decrease unlawful harassment”

“A UNIOMN PRESIDENT FOR teachers in “IN TERMS OF WORKPLACE
Massachusetts said that the number one violenca in schools, as an
concern is not fesling safe in the workplace. educator, that actually isn't
For all sorts of reasons, they don’t feel safe surprising if you think about
and protected. And that kind of surprised what our kids express about
me, especially in that kind of workptace. their fears of going to schoaol,
| think there are more opportunitias for or Why wouldn't you expact
vulnerabilities to violence in more physical to see that mirrored in the
type warkplaces. | hadn't thought of it in educators that are sharing
aducational settings.” the workspace with them?"

“WE MEED OTHER INTERVENTIONS. You come together every three months for
a team-bullding meeting that's a whole week long. You really get to know your
workmates. And then you have these Interventions in your weskly remots worle
So that you arz fealing supported and you are feeling connectad. I've seen this
work and ba effective. | think wea nead to be able to try it and study it so that
you can have data that shows that you can be a fully remote worker and not

be in a worst place for mental health because | think that there are so many
benefits to baing a remote worker, meaning you ean live wharever you want
and still contribute to something Important to you.”

“WHEN IT COMES TO |ust the measure of mental health, fully remote workers
have the worst. The best are hybrid workers, And then somewhere in the middle
are those who are full-time on the job. We can find the sweet spot that enhances
mental health, but alse continues to honar the flexibility of work arrangements.”

“PEOPLE RECOGHNIZE THE IMPORTAMCE of le[ng in the same place at

the same time], But how do we organize it? How do we manage It without
mandating it? The Patent and Trademark Office started telewark years ago.
Because they said, ‘You can work anywhere In the country, provided you spend
your first year in the headquarters bullding learning the procedures and the
process, then you can move anywhers. At your own cost, you have to come

in twice a year’ Employees can live anywhere they want, at the cost of twa
wesk-long trips to Washington, D. C., Alexandria. And that was just one
program for an organization that had almaost all solitary workers.”
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“OUR CURRENT STATE ISN'T fixed, “WE NEED TO BE Intentional,

we can envision a better form of remote not arbitrary, And | think that's
work than we have today, And to me, that's been one of the things in the
really where our eneray should be, and not workplace since the workplace
pulling people back to the past, or even began that you seem to luck into
being satisfied with whers we're at loday, the cholce assignments or you
but thinking of what is the optimal way happen to sit next to the senior
for people ta work, Is it bringing your new partner and so you get her ear
attorneys on for an intensive one-month on whalt's going on. And that's
experience where everything is in person, not the way it should be. People
but then allowing tham to have the should have opportunities
flexibility to work wheraver makes sense based on, ‘| work hard. And I'm
for them? Or is there a way that we can asking forit. And | have the
develop, design the work experience In a potential, not just because |
healthier way that isn't like the past orisn't already completed that, so

like today, but somehow leading us into you're going to give me more
the futura?” of the same. | want growth.”™

“THE SCARY PART OF being remote is that it's transactional. And we have to
get back to get the relational part that happens in the real world, bring it back
Into this new hybrid environment, and have the relational part be a part of the
boss’'s responsibility and the technology's responsibility and the structure of
the way our workplace works. Everything has changed. We're not putting it
back in the box.”

“DRIVING THE FUTURE IS through leadership development. 70 percent of
performance fluctuations are based on how a manager shows up and s able to
really support those different levels of engagement. And they range from, ‘Is it
clear what's expected of me at work? Do | have the materials that | need to do
my job? Do | have the opportunity to do what | do best every day? Have |
received recognition or praise for my work? Does my manager care about me
as a person? Does somebody care about my development? Do my opinions
seam to count at work? Do | care about our mission? Do my colleagues care
about quality work? Do | have a best friend at work? In the last six months has
somebody talked to me about my development?’ So, that's what we focus
an— creating a culture where engagement is everybody's responsibility.”
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“IT'S A GOOD INVESTMENT because lower-skilled workers still represent a very
large swath of the population of workers. But it also represents where some of the
mast unsafe, most challenging, highest disparities, all of those negative outcomes
are concentrated in that pool of warkers, too. So it makes economic sensa.”

“THERE ARE HUGE DISPARITIES by industry and occupation. What is it about
different types of work and different arrangements, different sectors of our
economy that are driving such different health outcomes? And then using that
information to push public policy, to push OSHA into creating a psychosocial
standard, to have them better enfarce certain elements of public policy.
Because that's the boat that really can lift everybody. And so many people
trade their health for wages. We nead to think about not just keeping peopla
safe, but what is it about a good job that actually adds to their longevity and
their well-being and their ability to contribute to our society, espacially when
the workforce is shrinking”

“PUBLIC POLICY HAS AN opportunity to Influence equity and to incentivize
companies who are willing to move, to lock at this through a health equity issue,
to let all boats rise, not just a few when it comas to these interventions”

“PEOPLE TAKING MULTIPLE SMALL johs with smaller firms to piece together an
ihcome is also going to become increasingly commaon.”

“FOR RESEARCH TO BE really meaninaful. it would be goad to drill down into
some selected sectors. Industry sectors really vary by working conditions [and]
workar power. It would be really valuable to look at two sectors in particular—
the agricultural sector and the care sector, since I'm California-based. And for
both of those, remaote work s just not possible. We have impacts there of an
aging population, the ebbs and flows of immigration. There are big impacts
there and huge issues around wage equity and the impact of technoloay,
especially in agriculture. There are opportunities through public policy to

end working poverty In those sectors, especially In the care economy.”

“THERE'S A LOT OF talk in the workforce world and haalth care about career
pathways, We could move a home care worker up to a nurse. We need pecple to
do those jobs. We still need, with an aging population, we need people to take
care of our families. Let's look at some ways to just make those jobs better jols.”

“WHEN YOU LOOK AT health outcomes across industry and occupations, you
can see 5-10 times the risk of certaln health outcomes Just based on industry
and occupation, It's the very nature of the way those Jobs are designed and the
content of them and the lack of benefits and opportunities that's driving those
health outcomes.”
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“OME OF THE VERY unsattling things is what happens with Schedule F—basically
working at will, you could be let go for no reason whatsoaver — eliminating

all the civil service protections, rules that were put in place during the Grant
Administration. There's a whole piece to the senior executive service in

the government, which is all the senlor-level people short of presidential
appointments who are career people and have been running the government
forever, Their status can be removed, and they can be replaced, with anybody,
people who don't have experience and knowledge but will tow the party line.
And thera's a real threat in those levels. Every agency has that threat”

“BACK IN 2005, WE landed on the word agility. That’s what we really needed, to
be agile becauss we couldn't reslly addrass everything that was going to happen
in the next business cycle. And | think we naed to be aglle again.. What's going to
happen is going to be differant, really, depending on a whale lot of things.”

“NOBODY PREDICTED THE FINANCIAL meltdown of 2007, Nabody predicted
that Lehman Brothers would ba no mare, And then, the bad economic recovery
and then every change in the administration. Nobody predicted that, and yet,
we reacted in a relatively healthy way in the federal government. There are
other things besides the looming election in two weeks that are maybe more
important and mara long-lasting. Sure, it'll be dramatic, depending on what
happens, but | think that the future we need to be preparing for is more
independent of the political swings. Being a careful optimist, I'm hopeful

that this incredible divide in the political life of the country will start melting
away a little bit, maybe whan people my age get out of politics”

“I LIKE THE WORDS ‘aglle’ and ‘adaptive, That's inherent In how one approaches
a future. But it doesn't mean it's not disruptive and not disconcerting. And |
think some of the themes we heard earlier today about how can we just be
civil and nice, how can we Just be good people? Which feels like a low bar, but
it seems to be a higher bar than we should be, How do you set those models

Is a really interesting question.”

(I A

“| THINK THE FEDERAL government in particular is really being very slow to
adapt to remote work. They are losing out on good talent and it's hard enough
to attract and retain good talent in the gavernment because invariably it's not
going to pay as much as comparable jobs in the private sector. So, flexibility is
so important. | am sure that there are so many positions in my agency, if they
were opaned up nationally and not limitaed to 0.C. or even within the specific
districts they're In, the strength of the talent would be so much greater”
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“I'M SURPRISED TO HEAR you say that the federal government Is slow to adapt
because | would have said the reverse, that the federal government really
jumped in [to embrace remate and hybrid work arrangements]. It has been
very slow 1o go back to some other version of on-site worl. So obviously it's
different, depending on the agency you're in, but certainly where | work,

the vast majority of people are in some form of remote or hybrid position.”

“THERE'S AN EMERGING OR existing issue around the onus of responsibility for

skills training. The way we often think about it is, for you to be career resilient,

you've got to always be upgrading your skills. Should that onus always be on the

individual? What's the responsibility of the employer? What's the responsibility

of the public education system? And then there’s the lag, the community

colleges, the public warkforce systam really don't keep up that well with

changes in technology and the just-in-time changes in training that would

need to be dane to be a real resource in keeping warkers current. As well as E
flexibility for micro-credentials and very specific skill sets that people need”

[ |
“HOW DO WE MAKE these assets “HOW DOWE WORK in this new world? How
desirable? And how do we use do we repurpose buildings so that they're
them in a more effective way? mare attractive? How do wa maka the
And we will need many fewer of bulldings somathing that people want to go ﬂ
them in the future, too. So we into? How do we afford the environmental
probably have too many of those impact and the cost impact of travel for
assets, And | think that’s true for people who are remote but also who
all kinds of corporations.” nead to get together periodically?”

|

“MY PERSPECTIVE IS THAT the problems we're having with the number of Zoom
calls and the difficulty and everything else are very similar to the problems we
had with meetings before the pandemic. People don't do agendas properly

in advance, They don't prepare far the meeting and they don't have breaks
between meetings. The biggest complaint that people have is not that there
are too many meetings, it's that they are back-to-back. That's something that an a
organization can fix. You can set policies, you can anforce them, and say we're
not gaing to have hour-long meetings, We're gonna have 50-minute meetings.
Everybody needs 10 minutes between the meetings. We used to get 10 minutes
becauss we had to walk from one to the other and everybody knew that. But
now we don't have to walk from one place to the ather, and everybody expects
you to turn off one meeting and go on to the ather, The brain neads a little bit of
walk In between meetings, toa, So | think It's absolutely not possible to go
backwards in this world. Our job, | think, Is to figure out how to move forward.”
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“TO MOVE AWAY FROM work being a place that you go to or just things that you
do, to us getling somewhere together so we can do it better. So | know what
your strengths are, you know what my strengths are, | know that you do XYZ
better than | do. So when we get together as a team, instead of saying, "Well,
you guys have the same job description, so you should do the same job, we can
say, ‘Look, I'll make the phane call, if you keep the spreadshest, or'1'll do the
spreadsheet and you malke the phone calls, because we have strengths where
we feel more comfortable, or where we actually are better at something.”

“THERE'S AN OPPORTUNITY TO be competitively advantaged because you
were designing a better work experience, and that used to noteven be a
consideration. But the best employers put that at the top of their list,"

“OMNE OF THE COMSIDERATIONS of people searching for jobs is whether it's a
credible job, There are 5o many remate job postings online, but there’s no real
way to see what is legit and what isn’t. So there needs to be a clearinghouse for
ramote jobs, where remate jobs or employers have these standards of taking
care of their employees as well.”

“ORGAMIZATIONS MEED TO CLARIFY expectations. For axample, we're going

to have an all-hands mesting and everyone's expectad to come in for that
meating, and, 'I'm giving you notice, it's one month away, | need you to be
there and that means rearranging everything in yvour life, except an emergency.
Thera's some give and take that nesds to happen on both sides of that
equation, and the rules right now are an absolute Wild West. And so, we need
Emily Post or whoaver to come in and start to give us some etiquette around
how we make this new workplace effective”

“ONE OF THE PRIMARY ways that we're preparing for the future is by tryina to
scale leadership development for managers because managers have the
biggest influence on how peaple experience their career well-being”

“WHAT DD MANAGERS, SUPERVISORS, frontline folks who are creating
the space for bettar, healthier worlk, what do they need? What are the skills
that these folks need? We're developing a Total Worker Health curriculum.
We're trying to fund research directionally in those areas, whether it be
technology or health disparities or equity as it relates to chronic disease,
outcomes related to work differences in mental health outcomes related
to industry and occupation.”

GOVERNMENT OFFICIALS



“IF WE LOOK AT Al performing some of the more rote tasks that people have in
their jobs, In theory, that's going to liberate people for jobs that require greater
Initiative, Problem-solving may be inherently more satisfying. In terms of the
impact of Al on the state's workfarce, we have to train tham, and we have to
create work cultures that foster the kind of innovation, initiative, and problem-
solving that could be unleashed, but that's not always easy —especially in civil
service environmants. And | think the attention to the work culture there s
going to be important.”

“LOOKING AT SOME OF these [ssues through a health equity lens s really going
to be critical because the benefits will accrue to a certain population at a far
faster rate than they will to other populations of workers.”

Lo
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Participants’ Takeaways
WORK AS PILLAR OF WELL-BEING

« Work is not just a determinant of health, but it is also the most
important determinant of so many of the pillars of well-being,
Work is an outsized mega determinant of health, We need to
help our legisiatures and our policymakers understand that.

« Employee career well-being does have a positive impact on
the bottom line for those managers who may not care about
people first.

« The way work is designed matters for health equity.

ISSUES ARE COMPLEX

= We need someone to clearly articulate the pluses and minuses
and help us get to a place that is supportive of differences and
diversity, rather than pointing to a one-answer solution.

» We need to learn more, and we need more research that can
help look at the multiple intersections among worker health,
remote work, occupation, demographics, and productivity.
We just really need to drill down to multiple levels.

« Who will get to participate in these kinds of future economies?
Who will get to work remotely or not? Where can these people
do it? What's the responsibility of the employer to provide
training and mental health support? What's the responsibility
of Congress to ensure that the employer is supporting these
modern workforce transitions?

GOVERNMENT OFFICIALS



INTERVENTIONS

» This whole concept that one size, one set of interventions is going
to serve everybody equally, Is untrue. The more we understand the
effect of interventions across different populations, different
workplace sizes, different workplace arrangements, race,
demographics, wages, all those things, will help us customize
the best public policy approaches to solving these issues.

- Different solutions are needed by different-sized industries;
small, medium enterprises need far different approaches than
larger ones. It is the most direct evidence we have that the way

work is organized and designed matters.

« There's a lot of uncertainty and unease, and | really do wonder
how different the conversation would be if this had happened
three months ago or in a month.

- Unique context of what it means to be a federal employee/
participant in our larger national discussion.

= Right now is not a great time to talk about the future.

« | do think it could sound different if this were a month ahead or
six months ago or something. It's hard to separate what's
happening right now and what'’s looming in our lives.

«» This is a reflection of this point in time when, to the point of
civility in my office, we have a sign that now says, 'Please be nice
to everyone, including yourself’ It came out of a statement
somebody made about having somebody come back at the
tearn with a bite that felt kind of particularly prickly. We were like,
‘All right, we're going to be nice to everybody recognizing that
we're all in this kind of uncertainty about our future!
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OPTIMISM

+» | was surprised about the lack of optimism in our group, generally
speaking. I'm an optimist by nature. So it surprised me a little bit.
A lot of the people | work with in the federal government | don't
think are as pessimistic or as doubtful about the future. | think
they're more confident in where things are. Even though we
haven't figured out where people need to be, everybody
recognizes that the technological improvements and meeting
technology and Zoom and everything else has actually
improved the way we work together.

« Being able to be flexible and adapt and even in this environment
of uncertainty as far as the planning and preparation for
the future, as far as what can we do, but also have enough
perspective that this is a point in time. This too shall pass is
what I'm thinking.

NEXT GENERATION

» How to support and encourage young workers? Who are the
next people who are going to keep making workplaces better
and what can we be doing on micro and macro levels to
encourage young people to go into public service? To pass
the baton and keep the ball rolling? How do we motivate them?
How do we encourage them? Especially when we see so much
that we're unhappy with, as we've talked about the trends over
the past 40 years in the government that have not been helpful
or positive, How do you motivate?
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Part 2 Sandboxes 10-16

FEBRUARY-AUGUST 2025

sanoeox 10. TECHNOLOGY EXPERTS:
ARTIFICIAL INTELLIGENCE,
SOFTWARE

sanpeox 11. TECHNOLOGY EXPERTS:
SENSORS, DEVICES, ROBOTICS

sanoeox 12. ARTISTS, WRITERS, MUSICIANS

sanoeox 13. YOUTH LEADERS
sanoeox 14. UNION LEADERS
sanoeox 15. CHIEF EXECUTIVE OFFICERS

sanoeox 16. BUSINESS EXECUTIVES,
INVESTORS
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Technology Experts:
Artificial Intelligence, Software

TECHNOLOGY EXPERTS in the context of this Sandbox refer
to professionals whose job is to study, create, disseminate,
and evaluate the application of types of technology in
specific contexts. They are not programmers or coders,

but rather professionals who create business applications
using technology as a foundation. Technology is used to
solve complex problems, manage technical systems, and
provide guidance or support to humans. The technology
experts in this Sandbox primarily represent the application
of artificial intelligence frameworks and software.

SANDBOX 10 THEMES
Hoalth and Wellbeing, Culture, Change, Leadership,
Safety & Human Belonging Adaptabiiity Management
Centered Approaches & Socisl Conpection & Agility & Organizational Roles
Education, In-Person Collaberation Workplace Design,
Development & Remote Work & Organizational Experience
& Training Design & Urtan Planning
Technology & Al Policy, Public Equity Economic Factors
Sector, Societal s Workforce
& Labor lssues Diversity

UNFILTERED VOICES 2






The Current State

SUMMARY: Technology experts face a rapidly evolving
landscape defined by artificial intelligence, automation,
and the ethical dilemmas these technologies create. The
pace of innovation has outstripped governance, leaving
uncertainty about how to integrate Al responsibly into
work and society. While Al tools enhance productivity and
augment human decision-making, they also threaten to
displace jobs, blur professional boundaries, and embed
bias in systems that learn from human behavior. The rise
of Al agents adds new complexity, as these “non-biological
workers” increasingly replicate human knowledge and
judgment. Participants express both optimism about Al's
potential to eliminate dangerous or repetitive work and
concern about its effect on skills, equity, and workforce
identity. The tension between technological acceleration
and human adaptation is growing, compounded by unclear
ethical standards, declining trust, and uneven access to
opportunity. Across industries, leaders agree that the
greatest challenge is not technological capability, but
aligning innovation with human purpose and values,

“THERE'S CERTAINLY PLENTY OF evidence that Al can help people move more
quickly up the learning curve for a new profassion or a new task. So that's really
exciting. And that's an opportunity there”
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“THERE'S A LOT OF focus on Al It's something that everybody has on their
mind, and | think worries them. But | work for a software company and of
course we use Al and and | agree with you, it's not really al, but that's the word
we're using. We don't really know when we will have the real deal and what
that’s going to look like. And | don't think we can spend too much time trying
to figure out what it's going to be like, because it's going to be Impossiblie,”

“I ACTUALLY BELIEVE THAT we are wall into the first wave of actual functioning
Al applications as tools augmenting decision-making, not replacing bodies.
We are deeply into Al, providing robust productivity-enhancing manipulation
of data assessment or data guidance.”

“IMAGINE YOU'RE AT WORK and you're responsible for deploying agentic
processes, 50 we would say, ‘Hey, go to your business units, ask the people
within your business units what is the mast redundant thing that you don't

like doing that vou absolutaly have to do?' You can think about CRM entry or
PowerPoint creation or something in an Excel spreadshest. Depending on what
business unit it is, there's sormething that has to be done that doesn't take a

lot of brain power or craativity. You just have 1o do it as part of your job. So Al
agents can support the people whao are respansible for that larger procass by
doing that worl."

“ITCOULD BE SYNTHESIZING “WE CALL Al PROCESSES or agents

a number of reparts into ‘non-blological remote workers,
anather report, which could They can own a work process, and

be 10 spreadsheets across 20 they can own a deliverable from that
differant systems I've got to pull work process. But we, as a company,
data from, and | bring all this always say that It must be associated
together and create thls really with a human. It's in support of a

cool dashboard once a waak. human. That work result will be sent to
It's amazing what you find when a human for final validation review and
an agentic process can do that” approval before it gets sent forward.”

“AN Al AGENT CAN look at most processes, define and come up with the wark
result, and send it to it's human that it's supporting. The human can then validate
that and then do something with it, sending it forward, and working in collaboration
with it. That whole agentic process thing Is relatively new to the world. It really
pecamea large in Q1 of this year, Those in research and developmant have been
using the agentic process or agents in that way for a little while.”

TECHNOLOGY EXFERTS: ARTIFICIAL INTELLIGENCE, SOFTWARE



“WE PURPOSELY BUILD BIAS into the Al agents, So If you think about architects
and englineers, if you ask them the exact same question, you'll get two factual
answers, but in very different ways. So by shaping the personality, the persona,
the historical learning of the agent, you can create blas in a good way. You want
a hiased answer. You want it to have personality around it. Just like when you
ask a person, It's going to be a biased answer, and | don't mean to say that we
shouldn't have biased Al doing Al things. There's a distinction between Al and
an agentic process. So | would say, one af the ways to solve that is by using an
agentic process, developing a persona with a personality, and making sure that
biased output is the right biased output for what you're secking”

“WHAT ABOUT THE ETHICAL aspect of Al? Because this is something that
companies tend to forget. We are concentrating on adopting and creating
different Proaf of Concepts of Al, But the basics are not done yet. Both the code
of athics in general;, and some guidelines for the employees an how Al should
be used. What is safe Al use in the workplace? Another thing is the quality of
the data that you are using for AL, Those ars, from my perspective, issues that
should be addressed beforshand.”

“ULTIMATELY, WHEN | LOOK at Al, it's less about the tech, | have no doubt that
we can bulld the technology. | have no doubt that AG| will show up in twao years
max. | do worry about our ethics. | do warry about asking the hard question of,
‘Who do we want to be in the United States?™

“WE GET TO SEE a |pt of thess Al councils emerging, and lots of people are just
trying to understand, ‘How do we Introduce this? We see the value, but | don’t
know how to talk about it.”

=
“CALLING EVERYTHING Al IS too much of a generalization. The industry has _
done a rebranding of prop tech to Genal of late. And there are certainly some S

very relavant technology trends that are not GenAl”
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“WHEN WE USE DUR “THIS IS PUBLIC INFORMATION.
experimental models on 25% of all of Google’s code is now
ourselves, we have cut down written automatically by Al. We are
projects that would five years literally replacing oursalves, So a
ago have narmally taken three company with a hundred thousand
months and ten data scientists, software engineers of the highest
down to a half day.” calibar is replacing them right now."
Ioing DL [ ]

“THERE'S A LOT OF systematic research showing what happens when a
workforce is expozed to robotics, It could be robots entering into a factory and
you're tracking people in that factory. Or it could be that there are more robots
in this master service agreement [MSA] in construction, and now we're tracking
construction workers in this MSA. There's a lot of evidence that various markers
of physical health improve. And that's nat a surprise. Rabots, the story is they
do the 3 Dz —dirty, dangerous, and dull.”

“WHEN ORGANIZATIONS ENGAGE THEIR frontline workers as they implement
thess technologies, or they think about how to communicate this broadly to
thair entire workforce, we tend to sae very positive uptake and great results.
The morale is, ‘Hey, we saw risk go down, let's celebrate’, Instead of, 'Hey, we
saw risk go up, you're in troubla. So the firmsin our customer base who are
angaged In that sort of team sport manner tend to see better results versus
the ones who just want more sticks.”

“A CHALLENGE THAT'S BEEN around for a while, and will continue especially
with the current political climate, is trade talent availability. There's only so
much you could do with technology enablement Lo make things more efficient
and easier and safer. At the end of the day, there are certain functions that we
do in our society and in our workplace that require two hands and a brain.

The avallability of trades talent has been rapidly diminishing and agina for
quite some time."

“ONE OF THE MASSIVE demographic and labor challenges of the skilled trades
is getting enough people to do the work that neads to be done in buildings.
There's a need therefore for those people’s time and efforts to be efficient,
aeffective, and prioritized, And that's where the analytics piece comes jn.”
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“WHAT ARE THE FACTORS that are
limiting that normal supply and
demand from happening in a market?
What do we need to encourage
people to enter the trades? How do
we make smart bulldings sexier and
more attractive than simply being a
field technician? But again, the thing
that really drives people into an
industry is wages.”

“AS MY THREE KIDS were getting
ready to go Into college, we were
talking to them about the kinds of
things that they and their friends
wanted to do. Not a single person
ever mentloned, 'l want to bean
electrician or | want to be a plumber)
It really points to the challenge that
we have in caring for the four walls
and roof that some of us work in”

“JF YOU THINK ABOUT the current administration's approach to immigration
and the potential loss of capable talent in the trades, not to mention some
of the other professions, it's not going to be long before we're imparting that
talent and that presents a whale other host of challenges.”

“THERE'S ATRADE AND labor shortage. People don't want to do this stuff,
People are gatting seriously injured. They're dying. It's very expensive for the
company to direct payouts. And then there's like second, third-order effects
of lost time and morale hits. They just can't sustain a lot of thase things.”

“¥YOU'RE SEEING THIS DISCREPANCY between the US and Germany, where in
Germany wa're not seeing the mental health decline because the Europeans
have really strong employee-oriented laws In place, llke the CEQ cannot maks
mare then 30 times what the lowest paid worker in their company makas.,

So there's this sense of, 'Hey, we're In It together! Whereas the US is llke very
markat-based economics, where you reward the people at the top, you reward
the corporate sharcholders, and that has an impact”

“IF RESEARCH HAPPENS IN a university setting, or a public setting, like ina
public research lab, then presumably many organizations and people can
benefit from It Whereas when innovation happens within a private company,
the private company, of course, wants to keap that within the walls of the
company so that they can benefit. That makes sense, That's not a criticism.
But it just means that it takes longer for that innovation to spread maonre
broadly and benefit others”
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“IF THIS RESEARCH FUNDING isn't resolved, there probably won't be much
hiring at universities over the next couple of fiscal years, There's this pipeline
af peopli getting their PhDs, They're anticipating being hired, now they're not
goling to be hired®

“THE CENSUS BUREAU ALLOWS access to its data for ressarchers, and this is
data not just on individuals, but also on firms. So the Census Bureau has this
rellationship with the IRS that allows researchers that have what's called ‘Special
Sworn Status, and we've been checked by the FBI to access certaln data. In my
case, | look at the effect of robots on employment in firms. This happens at
whal's called a Federal Research Data Center, and there's 30 of these throughout
the US There have been administrative orders telling researchers that they have
to stop research on any of those projects in thosa Data Centars that are focused
on anything to do with gender or race. These are projects that people have been
waorking on far years. It takes about a year to get access to this, and then about
ayaar to clean your data, And especially for junior researchers, that's two years
into a five year tenure clock. And they're told they just have to stop that work.”

“AT THE NIH AND N5F there's bean a directive to change the way funding works
such that the 35% or so overhead has bean reduced to 15%. This has huge
funding implications for universities. So typically when | write a grant proposal
to MSF, it covars the work that | narrowly do, and it doesn’t cover turmning the
llghts on, the janitor who comes and cleans at night, the elevator, It doesn't
include all this other stuff that university provides. And the university, instead,
puts overhead on top of these grants. This happens for every researcher. This

is one big way that universities fund what they can do. That overnight has
basically been halved and universities are strugaling in terms of how to handle
this. Thera ara court cases on this”

“IT'S RATHER REMARKABLE THE skills that people have. We are in a time where
we've diminished human performance go as to elevate Al, and make it seam
like it's more effective. I, for one, still celebrate the remarkable skills that
people have and the way they can be creative and the way they can be kind,
compassionate, and empathic. There's a hundred ways that people are very
special, that machines can potentially simulate, but it's not the real thing. We
all know the real thing when we see it. When we have a friend, a partner, a lover,
a family member who we trust and work with. Those are deeply felt values that
| think we have to restore in an age when there's a war on expertise,

TECHNOLOGY EXFERTS: ARTIFICIAL INTELLIGENCE, SOFTWARE



“EVERY TWO HOURS SOMEONE in the United States dies due to a workplace
incident, and that number is ticking up, It dropped in 2020 during the pandemic,
but it's ticking back up agaln. 5o we sell technology into environments where
olur customers are, these very physical industries where there's still significant
amounts of manual labor, like warshousing, distribution, manufacturing, heavy
industry where peaple are exposed to insane risk. And robotics and automation
and technology hasn't solved all of those problems vet and people are put into

those environments.”

“WE TAKE THE LEADING indicators of injuries and accidents and try to
understand, ‘What is the root cause and how do we model their oparations?'
The things that, if you do this enough times, aventuaily there will be an -

accident, sventually someone will get hurt. We try to help them engineer y

out those problems in their work environment and keep people as far away
from those risks as possible. We find that It reduces direct exposure. |t's the
maoaral thing to do. 5o the technology that we're building is shedding light on
things that have been problems for a long time and risks — operational risks
and safaty risks—in these industrial environments that they just didn't know."

“| SPEND A LOT of my time talking

to frontiine supervisars wha have to
move the guacamole that just came
over the border in Laredo, Texas.
Thay've got to distribute that to the
rest of the country for Super Bowl
Sunday, Someagne s litarally carrying
these crates of guacamole across the
floor and those people’s backs are
getting thrown out and thay're havinag
back surgery. Guacamole comes at
the expense of a lot of peaple's health
and well-being. A lot of that stuffis
insanely inefficient today because

no one's shining a lioht on it"

“WE NOW HAVE A way lo
understand what is going to

our trash bins, And It's not even
knowing what's in there. Ifit's

more than 35 pounds, we have to
take that bag of trash out because
if it's 50 pounds, somebody will
more likely hurt their back. So that's
not really Al That's just culturally,
how do we want to care for our
statf? Does leadership want to run
an arganization to the ground and
jusl squseze out profits in the next
quarter? Are we building something
to last for the naxt 10 yaars?”

“THE INSTITUTIONAL SETTINGS IN which the technology gets rolled out and

adopted matters a lot. How workers perceive that the technology Is being used
and the extent to which the workforce is engaged and consulted with in terms a
of how to use the new technology. It seems like that matters a lot.”
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“THERE'S A SIGNAL FROM the current presidential administration that they want
to gut OSHA and let companies do what they think what's best. There's a little bit
af uncertainty in some companies that continue to abide by all these OSHA rules,
‘cause there's some altruistic thread in there somewhere, At the same time, for
same companies, if they don't have to give people a break, or they don't have to
pay attention to the temperature inside of their non-air conditioned, Southern
Mississippi warehouse, they're not golng to do it. If OSHA's not going to come
knocking and enforce any standards, then the company is sure as hell not going to
do thal Not all companies, but many think that way. There's certainly a regression in
employee protections. And politics is the driver. Small government means people
literally getting cooked inside of a wareshouse. It's not on the ballot as the top ticket
item, but the reduction in regulation and enforcement is friendly to corporations.”

=)

“l CAN TELL YOU what | think is happening to decrease the psychological safety
of workers, In recent years, given layoffs, given the changes to the real estate,
like when your office just disappears and you have to go remote, maybe not

by cholce, or the physical space that you inhabit changes, there's a lossina lot
of psychological safety. With both people being hybrid and the global palitical
climate, | think, we're backing away from some hard conversations that a
previous version of the company would embrace. And that also nagativaly
Impacts psychological safety.”

"1 DO SEE THE layoffs that are “HOW DOES Al CONTRIBUTE to
happening now at companies psychological safety? It's being used
and at the federal government in the wrong way because it contributes
as a concern. It's a real disturbing to people’s fears that they'll be replaced
factor in people's lives that is by Al At the same time, an Al company
unpredictable. Psychological safety will suggest that their Al tool Is becorning
resides, in part, in being predictable your partner, friend, teammate, and
and having control of your world. so on, Adoption of Al undermines our
When you lose control, it undermines sense of individual dignity and our
psychological safety, being and willingness and commitment to work
willinanass to work.” foran organization”

“| QUESTION THE COMNCEPT of psychological safety, Because fram my point of
view, there's no such thing these days as psychological safety. Maybe companies
should learn how to manaage psychological insecurity. Because | live in Poland
and we are living in a constant state of insecurity. The insecurity that we are
feeling, not only in terms of the workplace, but also the geopolitical situation.
This is our background from one day to another. In terms of Al, | don't think that
this is Al, actually. To me, Al is intelligent, smart. How to create content well and
how to write emalls for us. But we are not yet in the moment in which we will be
substituted by Al bacause it's not Al yet, from my paint of view. But | definitely
agree that people are afraid of Al and it contributes a lot to psychological
Insecurity because they think that thelr job will be taken over by Al one day.”
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“| WORK IN WORKPLACE experience at [a large technology company] and the
current state is focused in a couple of areas. One is reducing the physical real
estate footprint because of the moves to hybrid and remote and the implications
that might have on different communities in differant areas. We've built
campuses in different parts of the world that are not quite company towns,

but they're not far from it. And opposing that is Al. How do we provide the
workplace for the folks who are creating Al? How are we using Al to evolve

our workforcae? And our workforce is evolving its use of AlL"

“OME OF THE BIGGEST challenges as people do mare remole work is

racognizing, ‘What is the right real estate strategy for the physical office?

Clearly we will have excass capacity as more people go remote and there's a &
cost companent, so we want to both reduce as much of that cost as we can y
it terms of the physical building. Because we have flexibility bakad in so

people can choose which days they work hybrid, we end up introducing more

variability inta the office. You never really know exactly haw many people are

going to show up. You certainly expect Wednesday to be a peak day, and in

maost cases it is, and Mondays and Fridays are the lowest. You get a nice ball

curve. But what is the purpose and role of office in a mostly hybrid world?

| think we saw some of thesa signals pre-COVID. | think COVID just accelerated

where we wera headed. The office is more of a hub and spoke destination far

specific times for coming together. It becomes more a place for bringing teams

together as needed versus a place you go and do work individually”

“AS AN ENTERPRISE MARKETPLACE platform, we're actually working closely
with very large enterprises on implementing a hybrid workplace as we

define it, a rebalancing of the traditional portfolio that most enterprises

had pre-pandemic, in particular, downsizing in some significant measure

the leased portion and intreducing an appropriate amount of flexible office,
on-demand space, literally bookable by the hour, by the day in whatever
location and in whatever form the task requires, whether that's a day of

focus work for an employee or coming together for a collaborative mesting,
On-demand, bespoke activity interwoven in, and then dedicated hubs which @_
also are being dellvered ina more flexible context, turnkey, ready to use,

but not an 10 or 15 year lease agreements. The byproduct of that type of shift,
which is not theoretical, it's well underway with corporate clients, is proving

to be twofold. The RO of this is very substantial cost reductions on the overall
workplace portfolio, A couple corporate clients have declared or published
80 % cost reductions. But it's also delivering a pretty substantial shift in the
experiential side for employees. A corporate client, as an example, went from
five leased offices in L.A, to over 150 locations distributed across the Southland,
tapped into when and where neaded, 5o, the convenience of distributed
workplaces is enormous, and the economics of only paying for what you need,
whether it's a Wednasday or a Friday, is also proving to ba quits profound.”
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“MANY OF OUR SMALLER-SIZED clients are still raally struggling and taking
a walt-and-see approach. ‘What are the right values that we really put to our
workplace design, our warkplace strategy, our culture, all of those things?'

It just feels like there's still so much in flux. Many cllents ara just like, ‘Tell me
what to do.’ They have not figured it out.”

“OUR CORE FOCUS IS bringing technology innovation to the built environmeant
for workplace optimization. Clearly, Al has a big impact an that. Space design
has a big impact on psychological safety, neurodiversity, which are big things
you have to think about in terms of how work gets done now and in the future.
| don't know that the industry, architects, engineers, construction contractors,
and those that manage and operate the bulldings have quite got their hands
around what all that means yet”

“I'M REALLY PASSIONATE ABOUT helping facilities organizations change thair
perception from a cost center to a center of value creation within the real
estate portfolio, Not just a line item cost to be squeezed, but the core way
that facllities organizations can create value by creating healthy, efficient
spacas for work to be done.”

“ITHINKWE'VE OFTEN seen the workplace as the be all and end all, we can
provide community, we can provide money for people to live, we can provide
all of this. But now, it doesn't matter if we have a great bullding, if a climate
catastrophe hits and schools are closed and people don't have power and their
social connections are dissolved because they have communication challengas.
So, what's the Infrastructure around the workplace? How can we bolstar that so
that the workplace itself doesn't have to provide as much as we currently are
asking it to provide?”

“I'D SAY ACCELERATING OVER “WHAT'S NOT WORKING WOULD
the last 12 months, there’s been an be the notion of a HQ-centric
increase in media coverage of RTO or an HG-exclusive workplace,
mandates, [t's probably healthy to And by contrast, what I'd submit
discuss whether that's reflective of Is a philosophy of return to many
the true majority. | think it's not. But offices and a distributed workplace
certainly there's a preoccupation with that aligns with the nature of wark
a very vocal minority of leaders that where the workers are located,

ara making strong RTO mandates.” not a binary remote versus offica”
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“| AM STRUGGLING TO get our people to want to come back to the office. We
can make policies and decide we're going to be X number of hours per week

in the office and remote. We have a hybrid situation, but people need to come
to a place where thay feel this makes them more productive. ‘This helps me to
get my job done bettar. And | grow in skills and competence and enjoy being
together, | read an article many years ago that said that people don't really care
what they do. They care about who they do it with. We are social creatures, we
need each other and we need to be together. But it's so easy whan you're in
your home and you're in your comfort zone, And if you can do stuff from home,
it's easy to get stuck there, But | don't think that benefits anyone in the long run.”

“ITHINK THE TERM ‘remote’ is an extrems pasition, It's also quite triggering.
Remaote generally implies, 'l don't live ciose enough to any office ar ather
workers to be able to gather even if | wanted to., Whereas ‘distributed work, or
‘hytarid waork, or 'workspace on demand, or ‘hub and spoke” says, 'Hey, gathering
Is super important, We want that to happen, We want to encourage that,
Because it's vital to a myriad of things, development, training, collaboration
and joie de vivre, etc. But we want to be progressive in terms of how we think
about matching workplace investment to when and where gathering happens”

“I THINK A LOT of tansion on hybrid is whether it I prescribed. You want to
make sure people are together or are you giving everyone a choice?”

“QMNE OF THE LARGE insurance corporations found as they were considering

their go forward workplace strategy in the very early stages af the pandemic

that 83% of the team members of foundational level teams, working-group

level teams were already geographically distributed, not as an effect of the

pandemic. Not every team member on a given project is in the same place. -
So they said it's impractical arill-founded to mandate that they all come to

an affice location for the purpose of explicit collaboration, if not evaryone's

going to be thera”

“I'M REALLY CURIOUS AS we a0 to more hybrid work and mayba even mora
fully remote work. On the one hand, it's providing a lot of suppaort, especially
far supporting neuredivergent people's different ways of working. But, lam
still really curious how it's going to have a long-term Impact on productivity
and work relationships with people being remote and not in-person and the
ability to rernain productive, particularly if you think about career stages. It
makes sense at certain stages of a career, especially after years of experience
that you have enouah competency and work and can work remotely because
of that competency. But arly in your career, especially without relationships
in a company and new to mayvbe starting that career, I'm not really sure how
effactively you build those relationships and ramain productive if you're
always remote from Teams.”
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“| LOVE GOING TO the office to wark, | love talking to people. But It's completely
different with the Millennials and Gen £ They prefer to work remotely 100%. On
many occasions, we need to collaborate with them. That makes it complicated
across generations because | would like to meet in-person to discuss one toplc
for instance, not do everything via Teams. From my professional paint of view,
maybe It's silly because I'm a technology-adoption person, but still this is
another aspect of the workplace that is constantly changing”

“l HAVE A THESIS. | can't really prove the thesis as of yet, but here’s my thesis,
The older workars have political capital, They've been around for a while.

They know people and because of thelr social relationships, they have palitical
capital. If it becomes necassary In their job to overcome an objection, or to get
buy-in in tarms of collaboration, they're able to spend that political capital and
they're able to do thal. For a relatively new employee who is working remaotaly,
how da you build that political capital? Usually it's through social interactions

In informal settings. If your [ob role doesn’t require getting significant buy-in

or overcoming objections, then it probably makas sanse to work remaotely,

You are producing. But then | would make the argumeant, I'm not sure about the
longevity of that. Because 3 non-biological remolte worker could do that. If your
work requires ovarcoming objections and the political capital to do that, then it
certalnly makes sanse to have some sort of physical workplace to be able to do
that. That way you can read the non-verbal cues as you collaborate”

“SOME FOLKS BROUGHT UP building social capital in your career and how
hard that is to do when you're remote or hybrid, And we find that. How can we
Incentivize folks in younger generations to bulld social capltal outside of thelr
career when some of those traditional communities where people had social
connections are less than they used to be?”

“TO ME, WORK IS still about people coming together and solving problems,
adding value. | think as a company, you should ask yoursell, Is the world better
off with us in it or not? Are we adding any value? Are we doing anything that
makes the world a better place?”

“THE TRAGEDY OF THE US has bean the descent into high levels of inequality,
which really corrupted some major features of the economy.”
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“FOR STRATEGIC DISCUSSIONS ABOUT worl, it would be helpful to distinguish
types of businesses and their workforce. For example, a large global distributed
company operating In 55 countries with 180,000 employees and another 75,000
contractors has things that they need to accomplish. It's a globally distributed
business. But the majority of businesses in the US are actually more small moms
and pops, less than 150 employeas. Those are more typically local businesses,
geographically. Fully remote s less neaded, perhaps, At the same time, offering
fully hybrid and remote platforms like Zoom and Google Video Chat and all
these things exist and proliferate now with all of the cloud-based productivity
tools like Google Docs or Microsoft Teams. This means that some of these lecal
businesses now can actually scale their workforce beyond their local gecgraphy.
A small company of 100 employees doing accounting in Kansas City can now
actually compete in a different way because they can hire people from all over
the US. And | think you have o separate oul the geographic distribution, the
size of company, to say, 'What do they actually need fram a hybrid and remata
workforce, and how does that actually help them or hurt them?™

¢

“IF YOU LOOK OVER the past 50 years, the labor market trends are worrying.
There's lots of evidence of friction in the labar market. Labor participation
rates, for example, for both men and for women have fallen over timea. Maving
from ane stats to another has fallen over time. Moving from one employer to
another has fallen over time, same for moving from one occupation to another,
as well moving from one industry to another. All of it might suggest that there
are lots of frictions in the labor market.”
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The Future State

SUMMARY: Looking ahead, technology experts anticipate
an era of transformation that will test the limits of both
human and machine potential. They envision Al reducing
administrative burdens and creating new possibilities for
learning, creativity, and entrepreneurship, while cautioning
that without ethical design, technology could deepen
inequality and devalue human contribution. Success will
depend on developing adaptive systems that integrate
ethics, empathy, and resilience into the fabric of work.
Education and lifelong learning will become essential as
technical and social skills converge, redefining how talent
is cultivated and recognized. As automation reshapes
industries and the trades gain renewed importance, the
focus may shift from efficiency to meaning—ensuring

that technological progress enhances rather than replaces
what makes work distinctly human.

“CAN WE REDEFINE WORK for the betterment of humanity? | hope to remove
the drudgery and administration out of my life. | spent so much time replying
to emalls, filling out spreadsheets, and calendaring, | believe one day all of
thase administrative functions can go away so | can be sitting with a collaague
dreaming up the future”

“WE HAVE TO STOP skating to where the puck is right now, and we have to
skate towards where the puck will be, There are certain thinas that | am like,
‘“We are not working an this project now, as an engineering taam, becausa in
six months from now, It will take us literally 100 times less effort.™

“I'M NOT SO CLEAR on what the future state af work is. | think we'ra at an

adolescent stage at best coming out of the pandemic. No ane's going to
commit to what they want to be when they grow up when they are just 15 or 16"

252 TECHNOLOGY EXFERTS: ARTIFICIAL INTELLIGENCE, SOFTWARE



“I'M TRYING TO USE as many of these new applications as possible that are
leveraging Al For example, Andresssen Horowitz, the renowned VC firm,

puts out lists of some of their most highly recommended or notable Al
applications or businesses. So | try to spend time iearning which one'is a fit
for some of the things I'm trying to do and learn how to do it. I'm finding that
it is very nourishing, I'm actually saving money and doing same coal things
that I've never done before, being more productive in ways |'ve never been
productive. When we're talking about Al or seeing on the news about what
Alis or what it can be, it just helps you understand. It helps me understand
my clients better and some of the things that they have to be thinking about,
and the tensions around where you put your information and where you dan't”

“)UST SOME PRELIMINARY THOUGHTS on Al What you need to do with your hands

probably won't change. Thare are ways to optimize that. You can use technology

like Al to help program/project management or assist with communications or

scheduling, | think skilled trades probably will have minimal impact from an Al @
perspective. ITf anything, it'll increase thelr productivity and potentially increase

their pay rates because they're increased productivity.”

“THIS BRIGHT FUTURE THAT everybody’s painting is not going to happen without
principled innovation of Al —human-centarad Al. It's also not going to happan
without principled design of work. Let me tell you what I'm afraid of. | had the
opportunity last year to tour a distribution center [of a large online store] where
they have lots of robots working alongside people. The apocalyptic thing was
that a person was made to pick items and put them on a robot shelf, and do
this repetitively, They were timed by Al to see how fast they did this. The reason
that the robot wasn't doing it Is because robots that have that kind of manual
dexterity are too expensive for [the company] to buy. So they were actually tuming
| think we've bean talking about. It's the opposite. So without deliberate work and
design of Al, we will maybe go into this apocalyptic place where many of us, not
all of us, are made to be robots and are controlled by the Al. So just a warning.”

' —
=] =

“IF I'M A FACTORY worker and | know that someone has bought the robot to

replaca me, | will look at it with skepticism and fear, and be despondent. Whereas

it’s different if | knew that they brought In a rebot to remove the worst part of the

task. Here |s a real example. | don’t like building boxes, but | love filling the boxes

with food, then delivering to the community. That's incredible, the robot just took
away the worst part of the set of tasks and has made me more efficient.”
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“| DON'T SEE WIDESPREAD unemployment coming from Al There's great
enthusiasm about Al. Al's startlingly impressive, but it's also alarmingly flawed,
We'll have to navigate carefully as people learn to use it in ways and companies
develop it and integrate it into existing and familiar and widely used tools™

“THIS IS GOING TO happen so fast in small leaps and all businesses are going
to have to be thinking two or three steps ahead all the time. |IT departments at
some point had to hire someone to focus on security. And then it became so
pravalent that security in most many places had to be in a different silo to have
that healthy tension with IT. Al is going to have to be thought about in the same
way, where someone’s going to have to be thinking in a full context about what
this Is going to mean naxt”

“WE'VE SEEN PEOPLE DEPLOY Al “Al 15 CHANGING THE nature of jobs,
and they use it as a stick. Technology so students’ interests in jobs should

is introduced and your quota goss up. change accordingly. What a welder
Maybe your productivity increases did in the past may be differant from
10%, but your quota goes up 20%. what a welder does now. That changes
Now you're like, ‘There's more interest in welding. That could mean
pressure.’ So you have better tools, different types of people are interested
but the axpactations are ascalating in diffarent jobs. It changes haw

and all the value is golnag to your education works. The job that fits your
corporate shareholders and not the skills may not be available. S0 how
people who are making minimum does the labor market influsnce or
wage and putting their lives at risk.” disrupt the school-to-work pipeline?”

“I DON'T KHOW IF large tech companies are going to be hiring as many college
students as before, We don't need people to do the rote tasks. We need people
who have seen a lot, who can apply their thinking. We're not replacing thinking.
Alot of people are like, *1'll just let the Al do it for me.! No, you need to go in
therae and actually vet it. You nead to be doing the thinking and you need to
make sure thal It is on track. And you need lo contextualize the work. Whether
it is robotics, whether it is writing code. But then we take away the opportunity
for young people to actually learn by doing the small tasks along the way”

“Al AGENTS HAVE HUGE implications for work. Some of it's a little scary, some
of it's pretty cool. Do | need to hire 10 more pesople when | have 100 In my work
group? If | can just give them one agentic process to help support them and
take away all that busy work, does that free them up to be able to do more
complicated work?”
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“WE'RE FASCINATED BY REPLICATING oursalves, making humanoid robots,
making Al that can do the exact same things that we can do, However, what we
really need to be daing is figuring aut how to make Al and robats complamentary
to what we do. So give them the tasks and the skills that we don't have. | look at
the example of Centaur chess, wheare you put a pretty good chess player with a
pretty good chess program together, they're gaing to beat Kasparov, Together,
they're going to beat the best. Why? Because they are both playing chess, but
in complementary ways. Cognitively, once the program is looking far ahead,
more than a human could do, the human is remembering specific instances of
the chess game.”

“S0 HOW DO YOU bring Al agents into “YOU WANTTO COMPARE

the conversation about what technalogy the Al systams to traditional

you need as a person? Setting in this new models. How do you know when
space. And is this the right space? And how your Al systems are better than
do you go about doing your work? All of traditional methods, adding

that is in chaos at the moment. Bacause not something to it? Or how does
everyone understands what's happening, it usefully supplement; it doesn't
what could be happening. We're just have to supplant it Those deserve
trying to bring some clarity to all of that.” somae careful consideration.”

“THE Al EMPLOYMENT TESTS for job applicants are faster, they're more
angaging, you can take the tests anywhere. They're free of blas. What thay
don't say is whether the test s measuring job-relevant characteristics.

The tasts are predictive of organizational cutcomeas— job performanca,
turnover, teamwork, They may say things like, 'We'll select the best employes,
but the devil Is really in the detalls.”

“| FEEL LIKE SOMETIMES Al vandors are setting fires and then selling the fire
sxtinguishers. What they're doing is they're saying, 'We'll use Al to bring you
thousands and thousands of applicants and then we'll give you an Al tool to
winnow down all those applicants to the ones that you need! So many of these are
not serious applicants, even the ones the Al technologies brought to the table”

. S
»
“HISTORICALLY, TECHNOLOGY HAS CREATED new jobs and that's great, 0-‘._\
but as technology approaches hurnan-cognitive capabllities, does that

continue to hold?"

“| HOPE THAT WE find a way to lean Inte the psychology of this rapidly evalving
change, because | think psychology and culture and leadership is going to be
mare and more critical, It's less so the technical aspects. It's really how we help
the transformation and evolution af our culture and our way of being.”
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“TO WHAT EXTENT IS soclety going to shift toward less work? Are we headed
toward a four-day work week, or a three-day work week, or a two-day work week?”

“l ACTUALLY THINK WE'RE entering a golden age of entreprenaurship. | really
do. | think that thera is gonna be an explosion of productivity. The inequality
associated with that Is a real concern, And we should do everything we can
to have as many people as passible”

“WHAT THE FUTURE WORKPLACE iz going to be depends on what your
company does, but predicting the future has historically been very hard for
humans to de, There is no doubt that technology is going to play a big role”

“AS AWHITE-COLLAR WORKER, | spend a significant amount of time putting
together outputs like slide decks, dashboards, and spreadsheets. | actually
believe that in five years, agents will be so good that | don't have to do any of
that. | will communicate with the agent. Here's my thinking, My goal is to be
the architect behind the scenes, providing the inputs. And | might provide it
through a decument. | might just speak it. | might provide it in the form of a
sketch on a whiteboard. And the agants will then help me synthesize in
collaboration and produce the output in whatever format is needed for
whatever audlence it needs to speak to. So the type of work that we wlill be
rewarded for will be very different in five years.”

“I STRONGLY BELIEVE THAT if we don't find a way to make people want to

be togsther and collaborate; companies will miss out on innovation and
companies will dle because of It Employees love the convenience of working
from home. And | definitaly think that's here to stay, but | definitely think
thers needs to be a mix”

“EMPLOYEES DOMN'T KNOW WHAT their own best interests are long-term,

and they don'L think about whal their company's best Interests are long-term.
Innovation happens incrementally day-by-day and when we're nol together,
we'ra missing out plece by piace. We're moving into a new office here later this
year. How are we going to make that a superior place where people will find
themselves more productive and be able te do the things that they and the
company benefil from doing together? There are olher things they can do
from home, using technology, work on their own, and it's going to be fine,

So some sort of balance between that.”
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“IT'S JUST HARDER FOR earller stage career folks. Tech companies are not
hiring as many new grads. They need peaple with experience to coordinate the
very sophisticated tools that are being built and make sure that the agents are
daing the right thing. What does that career trajectory look like? Some people
will still get good opportunities, maybe there are just fewer paths up to that.
The professional path whers you become the person who can coordinate the
technology, the window is shrinking for people to get those opportunities.
There's just not as many jobs in that space”

“MY ELDEST DAUGHTER JUST graduated from university last spring. She just
landed a job two wesks ago. Company in New York that claims to be an Al
company. She was an English major, | fazl like, "Whew, she dodged the bullet!
She's now in a role where she's going to get expased to, trained an, and
axpectied to be able to drive Al-based systems. | think maybe it was optional
to be adept at a myriad of tech applications for the last 20 years, since the
internet changed the world. | think it's urgent for this current generation of
new workers to get familiar with, play with, and be able to use thase new toals,
Technolagy curiosity needs ta be samething that we nurture into everyane
who we're raising, whether it's our children or staff in our firms, because | think
without it, you're in jeopardy.”

“I'VE GOT TWO KIDS in the warkforca now. One's a taacher, ong's a nurse,
It used to be that in those two professions, one could have a good lifestyle,
| am very concerned that's not gonna be the case for them,”

“I THINK IF WE play our cards right with Al and technology in general, we could
make paople super productive at work so that they could have a shorter work
wealk, A lot of things have to happen in order to enable that, but maybe they
could have a shorter work week and take on another job without having lost
guality of life”

“OMNE OF THE THINGS that Is happening right now in the startup world is that

you're seaing people being able Lo creale companies as a ‘solopreneut. Or with

two or three pecple. What would've taken 20 or 30 or hundreds of people 10, 20

years ago, Thera's an opportunity for an explosion of entraprensurialism in our

society. You're simply able to accomplish so much mare than was ever possible, Y
and therafare, is thera a potential for democratizing entrepreneurship even .
more? Because you no longer nead to have the connections to raise venture

capital fromn a select group of vy League-backed rietworks”
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“I THINK MUCH MORE impaortant than specific skills is how to learn and having
a constant passion for learning and for exploration and experimentation.”

“REGARDLESS OF WHAT Al technology and economic disruption appears,
the ability to communicate effectively and to influence others is always going
to matter”

“THERE IS GOING TO be a reckoning and | think there's a higher-level question
of what is the purpose of work. Befare we try to build the future of the
workplace, what is the purpose of work?"

“WHAT IS THE MEANIMNG of work? How do we show up and how do we develop
people caoming out of college? How do we develop people and upskill them? Al
helps us reskill ourselves. | see the reskilling aspect of it being incredibly critical."

“IF YOU COMPARE TECHNOLOGY access today to any point in history, It's
probably more accessible than it's ever been, For 520 or for 50, what you can
get now online from an education perspective, we couldn't have imagined
even 20 years ago.”

“IF YOU CAN GO online, education iz essentially free now. The amount of
knowledge one can learn by just having a conversation with GPT, much less
the MOOCs, the large free educational programs that are out there from
different universities. You can spend a lifetime on YouTube learning things.
That's really positive and going to really be very interasting, It's a massive shift
in our society. IUs a massive shift In our economy that has fewer traditional
paths to success. And maybe a counterbalance to that is that there's this
incredible access to knowladge and information and training that did not
exist in the past. If one Is able to take the bull by the horns and really go into
that, then there is an opportunity to really create value and create products
and companies and things that people find useful at a lavel that's probably
never even close o being seen before.”
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“THE TRADES ARE GONMA continue to be more valued in society. That's
something that's very positive. So it's no longer that we have to have the
same path to success. If you are skilled in HVAC or building automation,

the demand for your talent is so high. That there's a lot of potential to revalue
the blue-collar workforce and to have more paths to economic success that
don't need a college education.”

“WE TALK A LOT about health and wellness and psychological safety in
response to political and global activity. Bul longer term, we're looking at
how that affects migration, elimate migration and immigration policies.
The workforce will actually be younger”

“ITHINK EVERYBODY WAS focused on Al and technology and how we can
usa this to change the way that we teach, But like the last two months, that's
like small potatoes. It's, "Will we survive as an institution?' I'm putting it
dramatically, but it's a blg Issue that's affecting universities”

“WE SEE A LOT aof companies that want to exist for the next 30 years. Political
preferences and policies fip-flop all the time, so we can't just blow with the
wind because some of our customers have hundreds of millions of square feet
of facilities all over the world and we can't just pivot that quickly. From a m
regulation and operations standpoint, change is very slow and takes time.

So they probably couldn't even roll out a large entarprise-wide change to
pollcy In one presidential term., They're often thinking on a longer time horizon,
But at the same time, if they could save money, that's always gonna get some
airtime. So we see peaple aptimizing for longer time horizons.... You know not
to obsess with the headlines because right now, they're particularly choppy
and things change all the time and you don't know what's theater and what's
real Intenl. So we lend to see people staying the course and dolng what's right.
But smaller companies can pivot and they can exploit the laissez-faire nature
of regulation. And then if it comes back, then they just pivot back to the more

strict policies and they save a little cash in the meantime. Bigger companies ~,
tend to stay the course. Smaller companies seem to be a lot more open to, q-;__\ i
'Hey, get rid of lunch breaks! None of our customers have said that, but that's

the extreme illustration of the types of things that they might consider.” a
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“l GOT A CALL from & high ranking GSA official several weeks ago. Somebody
in the public building service workplace realm. My opening question to him
was, "Hey, how are you handling the chaos?' He goes, ‘Oh, | like the chaos. It's
ereating the opportunity for us to do some crazy things that we've wanted
to do for a long time that we've not been able to! Last night they published a
solicitation for a digital marketplace to turn the entire federal workplace into
Alrbnb for office use, which is & really smart thing to do from an efficiency
and an experiential standpoint. I do think there’s ample opportunity for the
governmeant to be more efficient and work better. it'd be nice If it was done
with a measure of humanity and care because you can break things and you
can break people. People are being brokean.”

“WESTERM MEDICINE BASICALLY GIVES me & pill and solves my problem. It's
your responsibility to solve my problem. Whereas in Eastern meadicine, it's very
much | am trying to solve my own problem by healing with myself, | think we
need to have a similar relationship to work, Right now, it's very much | show up
atwork and my employer talls me what to do. And if it's wrong, and | argue with
tham. But now, | have agency at work to dasign my own experience. And we
don't necessarily talk about that very much in the workplace.”

“I'M KEEN ON PRESENTISM. From that phllozophical point of view, we have only
today. From this point of view, the most iImportant feature is to be kind. | know
that it may sound really strange these days, but kindness is something that helps
me survive from one day to another. That's a pity that many people don't follow
this path.”

“I DON'T THINK AN ethics class will solve for bad actors. But | do know that

& lot of Limes when people don'L feel llke they have resillence, or the only way
oul is to make a bad decision, then we want to catch those. We can create the
circumstances in which we can allow for the principled ethical decisions to
happen versus people fealing so pinched that they do the wrong thing,
because that's the only choice they have”
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“S0 | WORK AT a university and up until November the focus was 100% on

Al and how Al might change what's happening at universities. That's now
probably 10% of what people think about, and 90% on the actions of this new
administration. It doesn't have to be political, we might agree or disagrae with
the actions, but how are the actions of this administration affecting what we
do as a university? In terms of haw it might affect ressarch, in terms of how

we pitch rasearch, In terms of what research topics we focus on, That's probably
true of pretty much anybody at any university in the US right now."

“I''M PREPARING BY BASICALLY increasing my own resilience. How do |

constantly evolve and adapt and navigate ambiguity? Because the change

Is so fast, We're looking at geopolitical change, we're looking at climate -
changs, we're looking at technology change in our workplaces, in our day :
ta day, and how we live. Really developing resiliency has become just the

priority at this point”

“WHAT DO | EXPECT to have in the future? | think there's going to be a Jot of

strife and a lot of challenges before it gets better. | love reading science fiction, @
and | love reading fiction in general, because if somebody has thought about it

it means that there is a possiblility that it might become true. The book | keep

going back to is by Kim Stanley Robinson, it's called The Ministry of the Future @
| balleve that it will get worse before It aets better, but | stlll believe in humanity's

ability to go through hard times and figure out a way through.”

“WHEN TECHNOLOGY CAN DO the work, are we going to addrass income and
wealth inequality?”

“THERE'S UNEQUAL ACCESS TO technology, even to the internet, and until
that is resolved, the education problems are going to be exacerbated. We also
need to give people the skills they need to understand the technology at a
pretty high-level. Not to actually pregram, but to understand the strengths
and limitations of the technology, how they could best use it, and how to usa

ChatGPT in a useful way."
. a

“IN REGARD TO Al, what Is the skill set that managers and others need in the

future that's very different from the skill set that they used to have? Because
ifa lot of the allocating work and proving things can be done by teth tools,

how do we build a different soft skill set for managers and for employees so

that they are more supportive of ona another and people want to warl with

them to accomplish whatever task?”
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Participants’ Takeaways
BE OPEN-MINDED

« Don't worry about today's answer, because it's changing too fast.

We need to maintain an open mind and be respectful and

appreciative of the experience of others and wisdom of others.

To thrive in this future state, we and the people coming after us
have te learn how to learn in this very fast environment and have

a passion for learning and experimentation.

» No one I've heard so far has a clear vision for the future of the
workplace. But Al is on everyone’s mind. So | actually wrote that
to ChatGPT and it agrees with me. It says, “You are spot on. The
future of work feels like a giant question mark, but Al is the one
thing everyone agrees will play a role. The challenge Is that no one
really knows how it will reshape work, automation, augmentation,
new job categories, fewer jobs, better jobs, it's all speculation.”

EMBRACING OUR HUMANITY

= We are trying to define what Al is, but maybe we need to come
back and define what it is to be human. Why we feel empathy,
why we are emotional and so on. This Is a huge value and we
forget about it nowadays.

+ We live in a time of complete chaos. How do we navigate that
chaos? It's with kindness. How do we show up with kindness
and be kind?
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FEAR VS OPPORTUNITY

« A hundred years ago or even 50 years ago, there were people
getting bit by sharks all over the planet. It's just that today we're
hearing about them in real time, So it can freak you out and you
might not want to go in the water because you just heard about
all the shark bites that are going on. It used to just trickle in via
a newspaper or some other way. So there's se much information
coming at us, but at the same time there’s so much opportunity.

PURPOSE

= The why is way more important than the how. The how's getting
solved very rapidly. So then it's, “What do you want to do?" Do
you want to maximize shareholder value and allow corporations
to increase their stock price? Okay, you can do that very efficiently

now, but is that what we all want to do?

IMPLICATIONS FOR THE WORKFORCE

» Lots of the technological changes in the workfarce are getting
rid of some of those simpler, easier jobs, which | think are taking
some opportunities off the table for early career folks.

« We're sort of in chaos today, but is the chaos going to prevent
the next generation from getting started in their careers? Oris
technology going to get them started even faster? It's unclear.
| could see technology amplifying, getting everyone up to speed
faster than ever or it could shut them out and not give them an
opportunity to participate or learn or get that experience. What
does that trajectory look like for folks who haven't entered the
waorkforce quite yet?
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» It's not the technology that matters. It's actually the broader
framing of how an employer thinks about its employees. Without
that being very clear and intentional, we can add whatever to the

mix. The implications are not the technology. The implications
are how we actually implement the technology. That was
probably the most important learning for me, whether it's a
blue collar workplace or a white collar workplace,

RETURN TO OFFICE

= What I'm reading is that more and more companies ara
returning to office. People need to work together, be closer
together, collaborate to stimulate innovation and creativity and
all those things, but there is a balance. We're not going to have
the Monday through Friday, nine to five or eight to five standard
that we have today. The future is differant, that's for sure.

SKILLED TRADES

= Just thinking about the trades and the supply and demand that
is happening within our blue-collar workforce and how much of
a greater need there is for professionals to be able to fix
problems in buildings and that problem is going to get worse
demographically. That also means there will be a lot of
opportunities to tip the scales a bit towards the value of that

work and the value of those professionals in the coming decade.
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“THERE'S POLARIZATION WITH SOCIAL media. I've been retreating from family
and friends who don't agree with me. I'm gonna unfriend them, I'm Just gonna
disconnect and not have any discourse anymore. | view that as incradibly unhealthy.
| have friends who are former military members who joke about liberal democrats,
but they have friends who got injured on the frontlines, and they balieve in
stem cell research. They believe in medicinal therapies and cures far themselves
and their friends, It's not black and white. There's a large amount of gradation in
between, You have to relate. You can't fake relating an the surface—[you have to]
understand the situation. If you legitimately build a relationship with somebaody, it
takes time. If everyone did that, then we'd be in a different place as a country
right now, With the skewing of the country, who owns guns and who doesn't own
auns, who's afraid to speak up versus not afraid to speak up?”

“DO YOU MEED FACE-TO-FACE physical presence to cultivate workplace
culture? | think that's an open question. It seems to depend on the workplace,
the people in the workplace, and their level of connection. How impartant is
connection to the work that you do?”

“DURING THE COVID PANDEMIC, we had an app to de-densify the lab space so
that only 30 many people per square footage could be thera to reduce the risk
af potential transmission and spread of a disease. Because of that, it was highly
encouraged culturally to say, 'If you could work from home and give up your
spot to somebody else, ‘cause you're doing digital data analysis or something,
then by all means that's okay! But therein lies the rub, though, ef what we do.
There's also a social dynamic to it. If things don't wark well, peaple bulld you up.
They halp you troubleshoot. They help you find reagents. They help you laugh
whan you need to laugh, or maybe they halp you think of things you would
never have thought of alone.”

“I'VEHADTO LEAD remole teams for “L ALWAYS THOUGHT THAT we have
maost of my career, and it's never as a Palealithic genome in a postmodern
good as sesing them in the office and society, We've been for the last 10,000
grabbing a cup of coffee and having years, sitting around the campfire at

a social connection. We create these night, in person, telling stories to each
annual or biannual sales meetings so other. That's what we did. There was
people can get together and actually no TV. There were no smartphones back
aet to know each other for real then, ballave it or not | think it's baked
instead of just on these remote into our ONA that we have to be face-to-
Teams calls. That's why | say this face with people, near people, to really
workspace neads to be elevated.” get the most out of an interaction.”

“l FIND THAT SOCIAL interaction after a formal meeting is very valuable.
We can't really do that on Zoom.”
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“PEOPLE ARE FINDING NEW ways in these digital platforms to connect

You could llken it to the relationships where some people sustain their entire
ralationship just by sending each other random memes on the internet. That
has become a new form of engagement that | don't think was possible or
replicated in previous social structures. It's a new form of connection that
maybe we weren't able to have before. it's really cool that peopla can connect
and create new forms of discourse, but when it comas to desply connecting
and understanding people, physical presence plays an important role.

“THE NEW DIGITAL TECHMOLOGIES and social media certainly have thelr place,
and they certainly do help push out content and connect with certain things
that you like or make your network large. That's all a new dynamic. It's bean
around for a little while now, of course, but new-ish, But that doesn’t really give
you that deep connection, so you can really argus and debate and have healthy
discord. It's so much easier to throw a barb out there on social media. No blg
deal, Mobody can really get to me. But if you're in person, you have to engage
with everybody there. It's a different experiance, Not that one's better than the
other, but there are pros and cons to both.”

“THESE VIDEO CALLTECHNOLOGIES can be used to connect people, It should
be to help us do the right things faster or bettar, nat just replace how we did
work In the past. | was on 10 Teams calls back-to-back today, So you're really
busy and really productive as a result. But what are you really doing in those
calls? You dan't have any time to do the actual work that the calls create
because you have back-to-back calls”

“HOW TO INTEGRATE TEAMS In workplace settings? One of the major challenges
in our work in the operating room Is that clinicians are expected to deliver the
same standard of care even when they're working with very different people.
Se, for example, you can think of the operating room as working more in a shift
or gig setting than people expect. The same surgeon can be working with a
completely different anesthesiologist, a completely different scrub nurse, a
complately different set of teams, with different ranges of experience, and still
be expectad to deliver the same outcomes. | know that's a point of areat stress,
especially for the attending surgeons who are usually responsible for these
outcomes, And in terms of integration and how some of these people and pieces
are plugging together. | definitely think that there's a lack of understanding of
how complex the moving piecas behind the scenes are. All most people see

iz the final product, but they don't know what goes into it, and how complex
those interpersonal aspects are, as some of the underlying factors that might
impact the outcome are maybe overlooked.”
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“THE SURGEON WALKING INTO & room of people that he or she doesn't know,
whena's the trust? Where's the understanding that you know what's gonna happen
next? You can't anticipate things if you don't know the team well, So there's this
whole layer of social interactions that | think we've seen a big shift away from.”

“HOW DO WE CREATE places for people to interact so that they can develop
relationships, so they can develop trust, so that they can be more efficient and
effective together? This whole gig economy thing is okay from a certain aspect,
but it's only really measuring the widgets, and you don't have enough social
capital to really kinda leapfrog past the widget and get new innovation, new
ways of doing things.”

“LACKING THE ENVIRONMENT TO create social capital and trust, | think, really
kneecaps the abllity to grow as a team and to grow as a company.”

=
“THERE'S THIS TREND OF “WITH THE SWITCH FROM the pension
increasing employes system, there's less of a sense of team, It
expectations. Thay want more makes employess think about themselves
autonomy, and they want to and to fend for themselves. Then they need
have a sense of belonging to switch workplaces. There's more of a
and see that companies temporary kind of interaction as opposed
actually value the workers.” to a lifelona devotion”

“| LOVE STREAMING AS much as the next person, watching movies and TV

as a fun escape from thevery intellectual, healthcare-driven world that I'm
from. It is also Incredibly damaging to humanity and socialization, and people
having meaningfully deep relationships and tying ourselves together. We just
go home, become comatose, and sit in front of a tube now, and we retract.
We're no longer part of the human condition the way we used to be”

“IF YOU COUNT THE number of individuals that you are really close to and could
trust with any of your personal life detalls, how many would that be? Would it
be max three to five? But then, remove the people you're related to by blood.
And that number becomes almost zero for most people. Whereas yesteryear,
after World War |1, you had bowling leagues, dance halls, other social outings,
and pursuits. Not to say that doesn't happen anymore in some regard, but it's
very limited.”

“NOT ONLY ARE WE bowling alone, but we're bowling alone on a virtual bowling
alley, on a screen.”
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“| DON'TTHINK IT'S the fault of the currant generation to be born into the
world, inheriting the problems that came befare, to then make this hard-line
decision af, 1 don't want children, or | don't wanna have a family, because af
society and the environment and damaging the earth, and so en”

¢

“| LOVE WHAT | do, thankfully, and I've worked very hard to get the job that |
have |as a professor], | don't wanna just give that up easily. It's a dream that |
was looking at for a long tima, 5o it's definitely a weird place to be in—to have
what you worked on for so long and so hard to all of a sudden, someons who
doesn't have any training in that area of expertise whatsoever, just come along
and completaly undercut it and devalue it with conspiracy theories and a whole
bunch of crap.”

billionairas lined up like ducks in a row on inauguration day, stepping in line with
currant political agendas. Clearly, the agenda promised [during the presidential
campaign] is not being delivered. It's actually being driven and pushed by one
percentars. So then people in the workforce get depressed. How can | speak up
for my=s=lf? Who's even fighting for ma anymore? Whal can ba dona?"

“YOU DON'T CRACK DOWN on monopolies, you don't crack down on the E

HIT'S HO SURPRISE THAT you have these massive political shifts In agenda and
nationalistic tendencies in countries all through Europe and the United States,
Not just xenophobic isolationists. People are trying to protect what they have.
They see that what they have is becoming ever smaller with inflation eating that
up, And no additional concessions are being given by the 136 They're not paying
their Fair share of taxes. | think everybody always looks back at Reaganomics.
Everybody generally agreed that trickle-down theory was a nice idea in principle.
But you think about it from a numbers perspective. No one individual can spend
that many dollars in that many places all by themselves. They don't have enough
time in the day. So how can you really trickle down that much money through
the economy? Il doesn’t make sense. You have Lo protect your middle class.
You have to protect the people who are making the ship go. You think if they
just stop and quiet quit that the rest of the country’s going to sustain itself?
It's not gonna happan”

K
“THE PROBLEM WITH GLOBALIZATION is that we wanna ks pride in the
companies that we associate with our home countries, just like your favorite
athlate in the ring, fighting it out with other entities. Boeing versus Airbus as an
example. But you have massive management issues, Companles are beholden
to maximizing profits for their shareholders. They don't have to. It used to be
the case that you had lifelong loyalty to a company because you were part of a '
family. Now you bounce around. You try to maximize your bottom line, too. You
have to look out for yourself instead of the thing that you're trying to be a part of”
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“PART OF THE PROBLEM in both healthcare and the rest of society is that the
driving force sesms to be maximizing profits, Certainly, you have to maks a
profit, but do you have to see a patient every five minutes? Is that the best
thing for the physician or the best thing for the patient?”

“IN THE HEALTHCARE SETTING, how many people are you operating anin a
given waek, versus how good are the five and 10-year follow-ups for that? How
many high-risk cases are you doing? How wel| are you prioritizing care, and how
well are you managing postoperative and preoperative outcomes? But you get
the maost money for putting people under anesthesia. So as long as that's the
pottom line, | think we're-gonna have a difficult time progressing.”

“THERE'S THE COST OF living challenge. People are leaving high-cost areas,
In San Francisco, it is almost impossible to get people to come to the office
because commules are 50 bad, so why bother? So offices are empty there”

“1 HAVE A TWIN brother who llves in Callfornia and makes a little more money.
But there's a cost-of-living adjustment. It never really makas up for the difference.
He still stresses he won't ever be able to buy a home. One of the most expensive
cities is Irvine, California, just south of LA It's one of the most expensive areas you
can probably live in Orange County. And he's an in-house patent attorney fora big
company. It's not like he's not making a good living. It's just Insane”

*THERE'S A KNOWN STATISTIC that every department, whether it's in a hospital
or on a university campus, deals with approximately 30 to 40% attrition in the
administrative ranks, They baunce around a lot. They try to find better positions,
better work-life balance, batter salary, all these different things. We had an
admin who was with us for 10 years, and then it came down to a difference of,
‘Can you raise my salary by only 515,0007° She got another offer with a 515 or
520,000 raise. She said, 'Oh, | love it here. If you raise it Just 15K more, I'll stay’

So it wasn't just about maney, but the people who make those decisions said,
‘No, we can't do that! So we unfortunately lost this individual, So it's just really
tough. When individuals leave under those circumstances, | usually like to ask,
‘Was it us, or was it just an offer you couldn't refuse? And usually it's the latter.,
It's Just something they couldn't turn down ‘cause It was best for them and their
family, Why wouldn't you look out for yourself and your family?”

“I'VE SEEN FIRSTHAND SOME postdocs that I'm trying to hire, for example,
recaiving salaries that are multiples higher than thosa from industry. Thera's
brain drain as the market gets better, industry gets better. They hire more and
more experts to make technological advancements, Then suddenly, the market
goes down, and they don't hire anymaore, Or we see mass layoffs, and there's
this rush to universities at that time. These things go in cycles”
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“WE SPLIT THE WORKFORCE into the white-collar remote workars who can

sit in their home and Ignore, to some degree, the rest of the world, and the
blue-collar workers who have to be present in the workforce, out in hot
climates doing things that none of us would want to do, That will reinforce

the political cycle that we're going throuah, I'm afraid. There are a lot of things
forcing us into our own bubbles, and now the workforce trends are forcing us
in our own bubbles and cutting us off from everybody elss.

“INFRASTRUCTURE. IF WE DIDN'T have this robust internet, all the tools, we
wouldn't even have this discussion about remote work.”

“FLEXIBLE WORK OR REMOTE work or working off-site often times is only
measurad by how many meatings you have in your day. Is your calendar full?
Are you on'a Zoom call all day long? That is not healthy, for so many reasans.
There's no time in between, No actual social capital is being created. How do
we actually support peaple in a healthy way?”

“TO HEGOTIATE A PEACE “THE VALUE OF FACE-TO-FACE

agreement for various conflicts cannection is the pereeived effort and

araund the world, they're not daoing intentionality of iL. It takes a lot more

it by Zoom, They're flying to Saudi time and effort to show up physically

Arabija to meet in person. There's a In a place to be with someone than it

reason for that. Thera's something doas to call them. That may or may not

they're capturing there that thay shape the effect of the quality of time

wouldn't capture on Zoom.” that you've spent with someane”

“THERE'S HO OMNE-SIZE-FITS-ALL POLICY. There has to be some change @'—*

depending on the sector. In healthcare, remote work obviously has to be
considerad. There is telemedicine. But there are also certain sarvices that have
to be done in person. 5o that brings up a lot of challenges in crganizing”

“I'M A PROFESSOR, AND my graduate student has asked for remote work. Is
this good for them or not? Because they're missing out on learning from others,
Just being in the same room helps so much. How do you deal with that?™
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“THERE ARE ALWAYS TRADE-OFFS in everything. Being In person, present,

has all these benefits, like spontaneous connection. You're getting some coffee,
and you meet someone, and you discuss some ideas that might come aut of
that. But there's also the benefit of remote work, especially for families. | have
two children. | want to be there for them. With my wife, we need to balance
after-school pickups and activities, That becomes a challenge. We nesd some
flexibility. So maybe in arad school or earlier in career, maybe there's more
capability to be present in person, and there are more benefits. But a little later
on, maybe mid-career, you're seelng that families and other factors come in.
Than there is some expectation to have some flexibility instead of the

nine-to-five schedule.”

“WE EXPECT THAT REMOTE and hybrid work will be here to stay and become
the norm, | think fewer companies will ask for just full-time in-person
arrangements ‘cause of family life balance. They want to see their children

and devote some time to their family as well, But going forward, one challenge
will be maintaining organizational culture. If everyone is loosely connected,
what does it mean to be a unit? How do you create team cohesion? | think

that requires stronger and innovative team leadership and management style
to be able to connect people because a lot of people are remote.”

“CEOS HAVE SKYSCRAPERS IN New
Yark City that are 50% unoccupied.
They're paying high rents for the
space, and their first major course of
action in a post-Covid world was to
densify the workplace, completaly
disregarding whether it's better for
the individual employees. They argue
that the work can't be maximally
achieved working remotely, [that
they can't] have the culture they
want, and be the productive team
that they wanl. They attribute the
drop in productivity to the fact that
people are working remotely rather
than a whale bunch of other issues,
including mental health.”

“IN TERMS OF TELEWORK versus
in-person, the question s, 'What

are we trying to achieve?' A lot of

the literature is about productivity.

It s divided, but in general, it seems
that people can be more productive
with telework because they're not
wasting time commuting, and they're
able to do other things that they can't
do in their lIfe. But are the workers
themselves better off that way? There
is some literature growing now saying
that in some cases, the mental health
of remaote workers is actually worse
than in person. Do you want more
widgels, or do you want happier
widget makers?”

“YOU'VE GOT TO CREATE this space that's the best place to work. Make it a
magnet. Make it a place where people have lo come to the office to do their
best work. Flip this remate thing on its head and go from, 'You could work fram
wharever you wanna work, to 'If you wanna do your best work, and if you wanna
gel the bast done, this is the space to do it You've got the people here, you've
got the tools here, you've got whatever It is that you need to do your job here.”
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“WHAT DO PEOPLE NEED emaotionally, physically, socially? Do these spaces
support that? We've got employees in the office, and now we know how to
manage tham because we can see tham in the affice, so they must be working
waell, That's obviously not true. It's incumbent upon |leaders and managers to
know how to manage people, ead people. Those are two different things,

by the way, Lead people well, but then also make sure that they're daing
thelr work. That doesn't necessarily mean you're in the office or you're not.”

“WHAT ARE THE BEST practices to make this work effectively? I'm asking all

the researchers on my team to be in person as much as possible, especially for
technical meetings, so that we can go through these brainstorming discussions,
| see that that is more effective. But there are cases where it's not possible,

like for meetings with our colleagues across different sites. It's not possible to
have thal. So we need to go through Zoom meetings even for those technical
discussions. So it's about the point that we can tolerate, from both sides.”

-
b

“DURING COVID, WE HAD mestings that all of a sudden turned into virtual
meetings, and then they got scheduled back-to-back. There's no time for a
break. When do we eat lunch? When do | use the facilities? Now that we're
bBack in person, | really had to make a concarted effort to leave an extra 10,

15 minutes to get to some of these other bulldings on campus because | can't
just immediately pour myself into another phone call”

“FOR THE HEALTHCARE WORKFORCE to take care of the rest of the workforce, @ﬁ

it is not as prepared as it should be. In fact, it's shrinking. There may not ba
anough of us to do a good job.”

“QUR [HOSPITAL] IS ALSO a teaching hospital. There are a number of hoops
you have to jJump through before you're doing the job that you ama actually
trained to do. There are many morne administrative hoops. Obviously, training
Is important, but the question s, (s the training that we are putting people
through really empowering them to be better clinicians, or are we exploiting
people for cheap labor 50 we can keap our hospitals running and our records
and notes being ordered? In terms of how we're training the next generation
of the workforce, are we incentivizing the things that matter? Are we putting
in programs to actually help people?”

UNFILTERED YOICES

n



“HOSPITAL RESIDENTS ARE EXPECTED to work 12-hour days, six to six, and so
they recelve meal vouchers for the cafeteria. The cafetera is not a great source
af high nutritional food. There's an effort to supplement it and ensure that they
have a high quality of life in the workplace, to the extent that's possible. But a lot
of people don't use them. Vouchers pile up, and there are many lying around
because, of course, the residents are not gonna go get a sad breakfast sandwich,
They could make something a little bit more suitable for their lifestyle. It seems to
me a systemic issue because it's easier and cheaper not to prioritize and spend on
these things. If it doesn't break anything and nothing harrible happens, no deaths
involved, we often put off problems until there's something catastrophic that
happens. We anly have to clean up the mess after it happens”

“I'M AM OCCUPATIONAL MEDICINE physician. When you look at productivity,
| think one of the biggest drags now s mental health issues”

“IN THE LAST TWO months, we've seen major changes that could mean
downsizing of government workforces, suppression of diversity efforts in the
workplace, and [solationist economies that will change the global marketplace.
| don't think this is a short-term trend. This is something that will continue
along with the rise of anti-democratic, autocratic, and nationalistic regimes
around the world."

*THERE'S SO MUCH PRESSURE flor someone Lo cave to the president’s agenda
‘cause they're probably worried about their family, themselves, their livelihood,
and safety in certain circumstances. So it's not surprising, but unfortunata and
sad. I'm ashamed. | never thought I'd say this, but recently, with [instances of
undermining democracy], I'm very much ashamed to be associated with this
nation. Unfortunately”

“LOOK AT OUR ELECTED officials. | just saw an article a day or two ago talking
about when Republicans go back home from Congress, They're caving to larger
political pressures, But then, when they hold town halls, they get completely
chewed up, spit out, and yelled at by their own constituency. They give these
very safe, blase, PC answers. The article was making the point that it's no longer
necessary to go home and hold town halls, If you go, hide. Hide out at home.
Don't make yoursell visible or prone to be attacked.”
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“I WORK IN THE VA system. Even my supervisor, who's been a cardiac surgeon
for 30-plus years, s being asked to report to his supervisor with a five-bullet
point list of what he did last week, which doesn't seem like a productive way
to measure someone's value in a workpiace. 5o | definitely feel a little bit
discouraged by the devaluation of high-value wark. How are you suppased

to communicate in five bullet points that you saved several people’s lives and
are doing high-impact research and work? | don't think that there's really an
sffective way to do that, but people are being shoehomed into that”

“IN THE GOVERMMENT SETTIMG, there is a lack of transparency from higher-ups.
People were unsure what implications their responses to these emails would
have, For example, whan the first email came out, some people wera on |eave,
Some people were away from their computers, and they thought, ‘If | don't
respond to this email by Monday, am | going to ba terminated?’ If you're not in
a position of power and you're put into these situations and forced to check a
bunch of boxes that have nothing to do with your work output or productivity
in the larger arganization, it has definitely led to a demoralization of the larger
workplace. A six-rmonth voluntary severance package was offered to government
employess. People were wondering, 'Is this a better option than waiting and
seeing if | get terminated anyway?' So there's just a lot of uncertainty. Evenifyou
have years of experiance and you've been doing good work in your organization,
you can be doing everything right and still not have job security Ifyou're a
government healthcare worker right now, which is a little bit scary”

=

“FOR THE PAST FEW decades, we've baen pushing the idea that, if we're gonna
succeed as a society, everyone has to go to university. | always thought that
was wrong, and | stlll think that's wrong, There are other models, Germany's
perhaps the outstanding one, everybody holds up, They provide different levels
of education, mostly high school educational opportunities, so they can join
the workforce. We in the US just leave the non-university population adrift. we
don't have trade schools. And we don't value those things either, Maybe people
wouldn't be interested ‘cause we look down on that, but that's not the way It
waorks in other countries.”

“HOW WE MEASURE WORK effort Is a constant discussion In many universities
now. What are faculty doing that is productive? It's not just someone standing in
the classroom or standing in the laboratory — it's everything eise they do during
the day. It's not appreciated. It's not measured, it's not taken into account. So it's
rnot rewarded. We're trying to fix it. What is it that makes for a good outcome?
And what Is the outcome we really wanna measure?”
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“AS AN ACADEMIC, ONE of the things that | consider success is when my mentees
become successful, That is also rewardad In my department and more broadly
in academia. You are known not just by your papers or the money you raised, but
also by who you have trained to some extent. That's not so mich the case in most
other fields, Look at K-12 schools, the teacher isn't rewarded for student success,
Typically, there are parformance-based incentivas, but they're not typically based
on how happy students are with them, It may be based on some standardized
score, which is a very poor proxy of the overall lzarning or learning outcomes.”

“YOU HAVE TO INCENTIVIZE mentorship. One of the issues we've had s how
praductivity, as a service, is measured. For example, in cardiac surgery, there
are a lot of other hours that go into providing service, not just operating, So
there are consults, there are decisions that are made. They're looking at the
cath lab and warking with cardiologists to determine whether or riot a patient’s
eligible for surgery. There's a lot of external work that goes into getting someone
into the OR. Making sure that time is adequataly measured and accounted for,
in addition to all of the mentorship that the cliniclans are doing, both inside
and outside of the OR, with residents and fellows that come through our service.
They had a mesting last moenth where they said, ‘Oh, your elinic utilization haurs
are not meeting our targets. They're below whal they're supposed to be! We
ware sitting there wondering, ‘Okay, how can that be boostad?' It's not that
they're not seeing patients. They are, but hew do you put it in the right bucket
to be countad as work by the organization that is assessing your productivity?
So coming back to the mentorship piece, sither you have peaple who are
championing that and really care about mentorship and are willing to take on
unpeid extra labor to push that forward or you give people cradit for taking on
extra mentorship, maybe on a one-to-group model, like giving them cradit for
that so that they can allocate the necessary time, energy, and effort into that”

“I'VE HEARD FROM NURSES, especially those coming out of the schoal, they
really appreciate [the buddy mentorship programs] because just like any other
Job, once you go from school to the real workplace, a lot of leamning has to
happen on the go, on the job. Having that buddy really helps them. But | can
sea the other side too. For someone who already knows these things, maybe
the mentorship is redundant.”

“IN HEALTHCARE, SPECIFICALLY NURSING, age Is driving a lot of change. It's
difficult to recrult some professionals. The demographics of nurses are trending
towards older ages. When it comes to the type of patients or diseases that they
treat, that is also being skewed by age.”

TECHNOLOGY EXPEATS: MEQICAL DEVICES AND ROBOTICS TECHMOLOGISTS



“I WAS RECENTLY TALKING
toa company that operates
equipment to do recycling,
landfills, and so on. They
coincidentally shared that their
workforce is predominantly
45-plus and they have a tough
time recruiting the next
generation, partly because
it's a domain where maybe
people have a second thought
to enter, but also becauss the
age is skewing further up.”

“MILLENNIALS ARE NOW THE largest

fraction of the workforce, and population-

_wls_enra mﬂh.m&w.mnﬂ,m-m the BAK (LY
boomer generation. If you look at actual

warkforce participation, however, those 1 1
numbers are down & little bit, but they're
still reasonably high. You juxtapose that
with stagnant salaries over the past

50 years, going back to the 1980s, 1970s.
What type of incentive is there for
I_ﬁdl"i'id&u_l_!,to want to participate in

a workforce when they're not being
rewarded for their efforts?”
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“DO WE LIVE TO work ar work to live?”

“IN THE EARLY STAGES of an academic career, it is an interesting time to try
to make predictions about the future. Do you know what research is going to
be valued?”

“IF YOU FEEL CONFIDENT and certainin “I'M OLDER, SO I'VE seen

the country you're living in and the way a lot, I've lived a lot of history.
that leaders are leading the country, In terms of the bigger trends
then you feel good, and think, 'l can like the political or economic
lat go of some of that planning about stuff, | think they will come

the future! If you don't, then | feal like and go as they have in the past.
you've gotta all of a sudden start asking The details will probably be
yourself a lot more quastions like, different, but the history will
‘Am | really individually prepared for rhyme with history, not be

who knows what could happen?™ identical to histary.”

“I AM LOOKING AT collaborations. We ara looking into how we can scaffold
education with tools and framewaorks that allow for more one-to-one time.
It's not a ona-size-fits-all solution. Obviously, It depends on the domain. For
example, in courses with a lot of similar types of assignments, we ara trying

to incorporate auto-grading so the TA has more time to spend with students
rather than grading assignments. In my research on medical training and
training the medical workforce, we are looking at similar opportunities like
nursing compliance, which is a very big challenge for hosplitals today. Because
af staffing shortages, it's very difficult to anboard naw nursas to teach them
the unwritten rules sometimes. In some of the hospitals where | work, they have
something called a buddy system, which iz like mentoring between a novice
and an expert. How can we facilitate the communication between the novice
and their buddy, whao is their mentor, using technology?”

“PEOPLE RIGHT NOW ARE saying, 'l wanna leave the country. Can't you apply
to jobs? My wife was saying, 'Can you apply to jobs in Ireland, England, or
somewhera elsa?’ | don't know. But | said, *You have to stay and fight for what
you believe In. You shouldn't just jettison things and systems, just give them
away and just let people destroy them even further™

“IN UNIVERSITIES RIGHT NOW, there's a lot of uncertainty. University
administrations are on hold. PhD student recruitments are frozen right
now. We cannot bring In new researchers. Schools are announcing that they
rescind their offers”

TECHNOLOGY EXPEATS: MEQICAL DEVICES AND ROBOTICS TECHMOLOGISTS



“ATTACKS ON "WOKE LIBERAL agenda universities, notwithstanding decimation
of funding sources for research, getting grants to fund and to support individual
academic development. Where do vou think PhDs and industry come from? Most
campanies want to hit the ground running. They want someone who comes In
and does something really well, They don't necessarily want to spend money
on that. There are some collaborative programs that can co-mentor someone
between industry and academia. It does happen. There are sometimes really nice
collaborative agreemants,. There are industry postdocs, but generally speaking,
no company wants to sit down with someona who's so green on a task and has to
literally babysit them and train them from scratch, To destroy the pathway that
gets them up to a level of proficiency, it's gonna be damaging, counterproductive.”

“MY WIFE WORKS AT a school of public health. They laid off 2,000 employees
globally this moming. It's the number one public health scheool in the country.
But because they get 80% of their funding from the federal government, SB00
million from WUSAID was cut and gone, They were doing a timeshare modal
where if someone had extra money, and if you had 30% effort that you could
give them, they could pay you 30% of your salary. They tried to do the best they
could to keep as many people employed as possible. But there were a lot of
people who were unfortunately let go. It's damaging not just locally for health, @
but also globally, not just in terms of outreach and the relationships that we've
built, but also to keep ourselves protected at home, from Ebola, from all these
other dizeases, all these different things in a globalized world with air traffic
that can in a day or two can get here very quickly.”

“THERE'S A KNOWHN STATISTIC that =says that every dollar NIM invests, makes
back $2.46. It always makes the money back.”

“BIOMEDICINE AND HEALTH ALWAYS weather recessions really well. It protects
our economy not just by driving innavation, but also because health is ever
present. It s always needed regardless of the status of the economy. So right
now, with the reduction and retraction of grants, schools being penalized for
this, that, or whatever, we're gonna be recruiting in fewer students. There are
gonna be fewer PhDs coming out of these pipelines. | don't know what effects
that's gonna have. | saw this interesting infographic this week that said we,

as a country, are already lagging behind other countries In biology. But in
engineering and biotechnology, we're still leading the way in many respects.
But this type of damaae is not gonna be just budaet shortfalls, but long. long
term Implications even beyond the current administration, Having gaps In
knowledge, some people are graduating earlier to accommeodate not having a
the funds to support them. Others are waathering the storm by not recruiting
actively — they're purposely not taking new students, So now you have more
intermittent gaps of knowiedge in your student base"
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“AS AN ENVIRONMENTAL “I WORKED WITH ORGANIZATIONS that
SCIENTIST, | really take the fly people all around the world in jets to
threat to the planst very save the world, Some people fly around
seriously. Whatever you're the waorld in jets. How does that make
cdoing in your regular life, you sense? So | say to them, ‘Okay, let's have
have to be an advocate for one maating & year in parson, but mayba
saving the planet, The planet the other three we can do remotely, and
will ba fine. It's gonna be our that's fine. Actually, they listen to me now,
civilization and our spacies” so that's goed.”

“WHEN | BOUGHT A house in Philadelphia, one of the things | looked at was
elevation above sea level, | was sericus about it. If we have serious flooding
occurring, | don't wanna be part of it”

“WHAT WOULD BE GREAT is if technology could automale the things that are
taking up time and prevent people from engaging in the mare meaningful

and enriching things that technology can't do face-to-face or one-on-one
mentorship, IU'd be great if technology could clear up some of the time and
effort from other things that are more mundane, time-consuming so that
people have that effort. But what | feel like ends up happeninag is that they're
like, ‘Oh, we can do thess mundane things that are rewarded by the profit
moda| faster, Lat's do more of those things and shove all of the other stuff to
the side. | didn't realize we could make it even more efficient.’ So it ultimataly
comes down to the incentive structuras. Explicitly earving out time and saving
that this is a priority and that you will be rewarded for it Not that you will be
rewarded for the time you spend developing ona-on-aone mentorships, but that
yvour outcomes of mentorships will be measured and assessed. Potentially, you
get penalized for putting that to the side and not actively participating in that”

“| DON'T THINK THAT you can just say doctors are gonna be replaced, but
mayhbe they can do a lot more in a day because they leverage Al, and it's an
empowermeant thing, IU's a facllitator, or It enables you to be more productive.
But not necessarily taking over”

“THERE'S THE IDEA OF using Al as a tutor or a mentor. An Al tutor in a class can

be one-on-one. It can be personalized to the student’s needs. That's an example
where Al is going to actually help with education.”

TECHNOLOGY EXPEATS: MEQICAL DEVICES AND ROBOTICS TECHMOLOGISTS
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Current State of Artists 8

“WE'RE ALL SELF-PROPELLED HUMAN beings. Nobody Is garnering a paycheck
for us. | travel for art shows, which have changed before and after the pandemic.
| have a summertime job where I'm outside in Park City and Sun Valley. If there's
a fire, or smoke, or it's too hot, or people are feeling lazy, | don't necessarily B_
have a built-in audience. I'm always chasing the next opportunity. We have no
other choice. | am so unemployable, Il do anything | can to not have tositata
desk from nine to five every day and sell my soul to somebody else's concepts.

I want to run my own business, hold my own vision, sieap tili 10, and work on
Sundays. I'm sure everyone here can attest that they can put in a hundred-hour
weaak and not even fesl it bacause they're so attracted to what they do. They'll
do anything to keep it going”
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“THERE ARE TIMES I'M playing, 3, 4, 5 shows a day. | love It. We love this job
that we have, and we do it at this low level until a health problem comaes, like
a lot of our friends, and we get really sick or incapacitated, or die. That's not
a great modael”

“IT'S LIKE A LOW-YIELD bond. We're not really affected by what's going on,
but our rate of return is not going to change that much... We do what we have
to keep this low ievel of living. The key to'it is that we love i If you don't like
whal you're doing in the arts, you won't be there very long because It's not
gonna pay you. You'll find anything that will be more stable and pay you mare.”

“NOBODY BUYS MUSIC ANYMORE. It is all streamed, and musicians don't
receive any compensation that makes any difference in our lives”

“I MADE MY ENTIRE career an the road, When | was a sophomore in college,

| did & semestar in Ireland. | started playing with the street musicians there,
This would've been in 1989. And | was ruinad for ordinary work at that point.

| loved playing music for human beings. | came back and finished my degree
in theater arts. | guess I'll always have that to fall back on. | was playing in bars
every night during college. Then | moved out to Boston because all the cities
out east looked close together on a map. | started getting gigs in Boston,
Mew Yark, Philly, DC, and Vermont. | got an agent and a record label and
enterad the tall end of whatever the music industry supposedly was with
record labals and promoters and radlo”

“ALL | EVER CARED about was the small gig, the folk coffee house, the lIttle
rock club, the Unitarian church, the small arts center. I've done a hundred gigs
a year for 30 years now. | functionally wound up like ane of the little mammals
running around after the asterold. You can't fire me”

“THE ROAD HAS CHEWED up any number of my friends.”

“lI HIRE PROFESSIONAL “MOST [WORK TRENDS] AREN'T
FILMMAKERS as well as students. applicable to this group. We all work
All of them are unified by the need, for ourselves, | don't have a union,
the burning desire, more than I'd love a union. I'd love healthcare,
anything in the world, to work in But that's not something we should
the arts. And so many of them ars expect. Our workplace injuries are
Indeed working In the because we were being reckless with
aglg economy.” the stuff that we're making.”

“MOST OF OUR STUDENTS at my university are students of color, 70%6.

40% ara first-generation. These students don't want to leave their families
ance they graduate. They want to be accountable to their communities, They
want to work as advisors, They want to work as college counselors, They don't
wanna be by themseaives, Thoy don't wanna cross over into a new class and
leave people behind.
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“CHICANO OR LATINO MURALISTS and painters, for example, are really unable
to break into galleries or agents, So they're finding new ways of distributing
their work. Jose Ramirez in Los Angeles has been a K-12 teacher for the past
30 years and holds open studios at his house an a quarterly basis, advertised
through social media, So it's the people who own his art. This offers a new
pathway for art distribution, but then also recommeands a certain way of life
that doesn't leave your community behind, and creates a new economy.”

Making a Living @

“PRIMARILY, | DO GET some royalties from some songs that I've written and
recorded, Music that's getting played continues to make a little hit of maoney
for me. But mostly it's live performances and recordings.”

“MY PLAN IS JUST the same as it's always been. There's a lat of hustle. Last y=ar |
played 347 shows. Luckily, | enjoy what | do, and that's 5 big key. At least a third of
thase were 50 bucks or less, But the point is it's the same plan—| move, | diversity,
| play a lot of different stuff. I'm playing kid shows. I'm playing adult shows. I'm
playing in bars, I'm dancing. I'm playing weddings, bar mitzvahs, and funerals.
I'm singing telegrams, whatever. | guess thal's been a creative approach for me.
While | don't believe | will ever be written up in any journal about my technical
abllities or make any large splash in the world, I've found a way to enjoy what |
do and push it to a lot of different places creatively.”

“HOW DO WE GET healtheare for musicians? How to change the mentality of
many club owners that, unless it's a big act, you'ra making the same thing that
you made quite'a number of years ago. It's not just how much you're getting
per gla, it's all the aigs together. If you got 55 one night, 5200 another night,
575 the other night, how much do you drive? What's your overhead? The only
way Is If you could keep your overhead down”

“THE KEY IS STAYING busy and focused, and trying to take on projects that
you really llke and resonate with you. Projects that can be a little different
and getting out of the comfort zone really helps to keep your mind going.”

“THE OMLY REASON | can scratch out a living at all is because Passe |In city]
itself is a community, and the Old Town School of Folk music in Chicago is a
community, and the Freight and Salvage in Berkeley is a community. I'm lonely,
but in a way, I'm not lonely because I'm geing from home to home.”

“ONE OF MY FAMOUS artist friends did a really gracious thing the other day.
She's a gracious person. She was on social media, she said, ‘I'm down here with
my band in Australia, and we're touring and we're playing to 3 or 400 people.
And | feel like we all should celebrata that we're golng out and sharing our art,
but | can only do this ‘cause | can afford a nanny for my two kids because | hava
passive Income from a balt of lightning.™
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“THE STATE OF PAY has been absolutely stagnant for years, That's not going
to change for artists unless there's a drastic change in this country. Most of us
live & very low level of existence, except for some people who get fame and
success, For a lot of us, it's just getting these creative ways to say, 'How do |
play in this venue? How do | play this music? How do | entertain these people?’
Whethar you're playing for kids, weddings, clubs, dances, stadiums, whataver,
Congratulations.”

“l DON'T THINK THAT the capltalist marketplace, as it exists now, Is doing a lot
of favors to art. | really don't. How many Mozarts are currently laboring?”

“ELON MUSK AND JEFF Bezos have both said that we nesd 20 billlon humans on
this earth because then there would be more Mozarts. To me, the obvious guestion
iz, 'How many Mozarts are currently working in an Amazon fulfillment factory
picking things put an trucks? Teaching students to make themselves suitable
for the work, But then the work itself doesn't pay anything. Thal's the part that

| find really challenging and is about to be, | think, even more challanging.”

Making a Living During the Pandemic ¢

“MY INCOME WENT DOWN about 30 or 40% during that year and a quarter
[during the pandemicl, but my overhead went all the way to zero—so my net
Income went up. The lesson | take from that iz IF] talked to a frst-year business
majorand | said, 'l write songs. The business major would say, ‘Oh, intellectual
property, great. What's your business model?’ | would say. 'l get on an airplane
and | fly to Portland on a Wednesday, and | play a gig in Partland to about

&0 people. Then, in my rental car, | drive to Eugene and play for them, Drive
down to Ashland, and then | haul ass all day to get to Seattle for the Saturday
glg. Then on Sunday, | am in Bellingham. And then | wake up at two in the
maorning and fly back or drive back to the Portland airport so | can fly home.!
The business major would say, ‘What, why that's crazy. | would just counter with,
‘People need this. | nead this, so 'll do it! Also, there's nothing else available

to me. You used Lo be able to gel signed to a label, and thay could make you

a star, but | never wanted to chase that in the first place. | wanted to chase the
roam full of people. Whatever the middle class of the music scene is has baan
immensely hollowed out by the technological changes in the marketplace”

hanging Econamics ’

“THE ENTIRE FILM INDUSTRY is in flux right now. We just went through strikes
with the unions, and the studios have pulled back 50, 60% on what they're
financing. They ended a lot of contracts that they had praviously in place.

| see a lot of people who are struggling, extremely strugaling”

ARTISTS, WRITERS, AND MUSICIANS



“AS AN INDEPENDENT FILM studio, we work In a different space than the studios
do, Obvlously, we don't have billions of dollars like Disney does. We're producing
510 to 520 million films."

“OUR PERSONAL AND PROFESSIONAL revenue stream comes through three
different ways. Oneg, it's the projects we develop ourselves, so that's our own
intallectual property, which we hold on to, from a library standpoint. The more
a film or TV show gets viewed, the more times we sell it, and the mare money
we can make. It's a residual type of thing. There are also the films we acquire,
which are similar to those we are financing, we're using our investors, and then
we have residuals. And then the third one is for people that just come in and
they use our financing mechanism, which wa charge & fee for, so that's more
of a point of sale type of thing that we do"

“THE WAY THAT WE have our company “| HAD A FRIEND wha was with
structured right now, thera's an avarall the Utah Shakespeare company,
parent company, an umbrella. 5o | performing Cymbeline, and ha
can take funds from ane company, is making 50 bucks a wesl, and
move up, and then diversify that either of course, lodging. Of course, his
through real estate holdings ora resume read, "Actor at the Utah
company investment, and move it to Shakaspeare Company. This was
places | need to. Then, individually, it in the nineties, and then he got a
falls along those same lines. We are gig in a Kleenax commercial. Ha
holding onto a lot of our capital right wasn't the guy who sneezed, and
now because real estate looks shaky. he wasn't the guy who handed tha
Most of us on the real estate side are Kleanex to the girl who sneezed.
expecting a downturn, but no one’s He was the guy standing next to
really pushing too much. A lot of peaple the guy who handed the Kleenax
not going back to work or warking to the girl who sneezed, and he got
remotely has made a lot of this class A 59,000 for this. But that is gone.
space not very valuable anymore” They don't pay like that anymore”

“IT'S ASTONISHING HOW MANY ardinary people who just do an ordinary,
anonymous thing like Patrean actually have enough disposable income to give
me 56 an hour or $6 @ month, There are about 400 people doing that, and it
has becomne the backstop that got me through the pandemic, and it allows me
to have and to raise a kid, My wife is the other half of that backstop. She's an
avents director at a university”

“IF WE'RE GONMA PUT on this event, there needs to be a pretty direct
correlation to how people are going to be making money!”
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“WE'RE CHANGING THE WAY institutions work from the perspective of artists,
As dean, | hire artists to become professors at my university, which Is the best
public system in the entire warld. The starting salary | offer junior faculty is
5§104,000-5110,000 a year. We give them 575,000-5%0,000 In research funds
and a down payment of up to §100,000, 5o they can buy a house. But of course,
California’s real estate market Is Just so expensive, People can't really buy a houss
with that amount for a down payment. But the arts are really evolving. Like with
video games and art storytelling, for example. There are no degrees yet that
show you're an expert in that. So we're bending the rules and saying that if you
have produced a certain number of games or have worked professionally in the
Industry, that can bypass the advanced degree requirements. We acknowledge
the exclusion of people of color from higher ed, like Native People, African
Americans, at cetera. 5o when we rectuited for an Indigenous media person,
we sald, in lieu of a PhD or an MFA, if you have seven to 10 years of experience
working in an indigenous media or other kind of media arganization, that can
bypass the degree.”

Struggling Artists ¢

“l PLAYED WITH A drummier the day bafore yesterday. He's got an amazing fesl
for what he does. He's my favorite drummer. He can't live In Austin anymore.

He lives out in Lockhart with another thres people, on the side in a shack, He's
depressed at this point ‘cause he doesn't know how it's gonna worlk, He's got health
issues. Some other folks and | just said, 'Go to the dentist. Here's the person. We've
got this! But he doasn't know how ta make it wark So it makes me wonder if
there's a way to find more people who aren't successful, who are struggling.”

pact of the Arts W

“IT REALLY IS TRUE that artists can't not do art, otherwise It's death. Artists are
more needed than ever in this society. | grew up In the Philippines, where | saw
the dictatorship topple because of cinema. People finally understood what

It meant to be decolonized, what it meant to be anti-racist, because it was
eplained through emotion, the language of cinema and theater, And so the
dictatorship was toppled precisely because of artists. That's what I'm holding
on to now.”
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“I'M THINKING ABOUT THE role of nonprofits In taking care of artists, | was on
the board of Crowded Fire Theater in San Francisco, a woman=run nonprofit
theater focused on BIPOC theater work. What's amazing is that during the
pandemie, they really rethought what it meant to be a board. Time, treasure,
talent. How do you support the arts? A document called We See You White
Theater came out because the number of works producad by non-whites Is so
small in this country. Stories are undervalued. So they rethought their model
entirely, and they got rid of the hierarchical system. No more managing director
or artistic director. They split up the organization elght different ways with elght
different co-leaders equally who were paid equally. They also have an artist
residency program, and they raise funds to give them grants to get started, IF
you're going to be a scanic or lighting designer, you can apply to buy a truck so
that you can get your business going. So it's amazing the way institutions are

lue al Art in Ditterent Countries B E

“ART IS MORE VALUED in other countries, | don't think the United States
understands the value of visual art, audio art. Now that you have Spotify,
musicians aren't getting pald the way they used to”

“AS | WAS WORKING in Mexico, | was astounded, | was blindsided by the
appreciation for the arts. | could look at people and mutter to them, 'I'm a horn
player, and they'll say, 'Oh, that's amazing. You have work and a talent that the
United States seems set on devaluing. | don’t know if that's bayond the arts.
Within the arts, it's, 'Oh, you're a musician. Where do you wait tables? Which Isn't
nearly as bad as being in visual arts or actors, who get even more of an assumption.”

“THE EDUCATION ON WHAT an artist brings, regardiess of modality, to the global
community and all the way down to the micro community is something that
is no longer focused on. Education is cut, and interest in the arts is down. It's
so commercially available in every aspect, it no longer feels extraardinary, like,
'Whoa, whal is that? | need to know more about that” Or, 'Whal is that song?
Who Is that? How do | support them?' That is something, | don't know if it was
aver cultivated in the United States. But | can tall you that | want to Italy for the
first time three years ago, and my mind was blown. | couldn't believe that as
an artist, I'd never been there, The entire country is based on the foundation
of art, and we don't have anything like that here. Funding for the arts has besan
cut. Funding for grant programs has been cut, or they're nonexistant if you're
not Canadian. So there's a lot of lack of curiosity and then a lack of community
support | don't know that you can re-educate the American population to get
it, but you should try. | just don't have any ideas on how to do that”
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“MY FRIEND IN IRELAND sald something really perceptive, which Is, "You don't roll
out of bed in Ireland and think, all right, we're the 49th most powerful country on
Earth.' If we apply it ta the US, | feel like America is addicted to work, addicted to
stature. Right now, | have a three-year-old, and we are paying the daycare that
he goes to four days a week way more than wa can afford and way less than they
deserve. As an artist, | see the giant scooping out of the middie class, but it's just
Aamerica, If you fix something, build something, make something, give someone
a massage, teach someone, cure someaone, then you've been treading water
backwards rapldly for 50 years, and if you have money that slashes around and
makes other money, you've been accelerating forward, without having to barely
dog paddle for 50 years.”

“THE GEMERAL FEELING IS that art isn't valued. | hanestly think work isn't valued.
Nurturing isn't valued, Values aren't valued. This is the most money-focused
country I've ever been ta, Money's the roat of all evil”

posing Children to Music B

“TEXAS HAS THESE DANCE halls where people go with their families on the
weskends. Those kids grow up knowing that humans maks music, and thay
know humans who have written some of their favorite songs. Its noton a
screan someawhera, orit’s not a nickname that they don't recognize. A human
that they can talk to wrote their favorite song. So they can be inspired to write
songs or just have a personal connection with that music. Whether they
participate as dancers or just as listeners, it's part of the culture and that is
disappearing everywhere alse that | go. And it's getting thinner and thinner
here, too, It's being a little bit watered down by all the people coming in, We
don't necessarily know that this is a very special thing here. There are a few
places where | see some of the new techie people going. The White Horse on
the east side has a pretty cool two-stepping scene where people are very much
involved. They go there to connect with other humans, and they do that via
music. But that's not a lot of original music. It's some really cool old honky tonk
music. But that's the only place really where | see some of the new

people participating”

“I'VE THOUGHT ABOUT THIS quite a bit because there’s a tradition of iL. | see
children at shows at some of the dance halls. I've put some pressure on some of
the clubs whare we play at night to let underage people in. It seems like there’s
been a movement because obviously alcohol Is being sold, and alcohol really

is the grease that seems to keep the music business that | participate in goinag.
But we have an ongoing discussion about letting underage people in because
that is our future. If peaple don't fall in love with music before they're adults,
they probably never will.”

ARTISTS, WRITERS, AND MUSICIANS



“IF YOU HAD UNIVERSAL healthcare, people could move businesses, people
could move out of jabs from one place to another, The flexibility and fluldity
of transfer of all this employment, which seems so much better, because most
people are hanging onto a job just for thair health insurance. Universal
healthcare just frees up workers”

“Trasllld - =™
oDitica AITNGLE n

“WHATEVER THE ADVERSITY IS in this country that we complain about
sometimes, it also seems to be fertile ground to create art”

“I' HO HISTORY BUFF, but | have read a bit of history. Things look very grim for
the artistic community right now, especially those invalved with political songs.
There are some well-written ones from the past and present. But who wants

to book a band that's very liberal politically? They may be gatting some great E
gigs and averything, but they risk getting themselves doxxed and putting their
family in jeopardy. You look back at when Mao had his Red Book, and they were
going into univarsitias, How many univaersitias are caving in now? I'm so mad
about what's going on. | know people [n high places who are not speaking up
publicly when they would do so in private, maybe among their friends. But | just
see a grim future for the arts. | think a lot of people are still gonna be holding
up a mirror to what's going on, which artists have always dong, be they novelists
or sculptors, or painters, But | think we're in for some grim times. It was never
aasy to get dough to do things and to get grants to people who perform in
libraries and do stuff. | still want to be optimistic, but it's hard."

“MY KID IS NOT white, and my wife is from what you'd call a ‘marginalized
community. I'm one of thosa peaple who speaks up online, and my wife recently
was like, 'l think you need to chill out. | agree. Yet, at the same tmae, if we all
chill out and retreat, then they will walk into that space. They've shown that
they'll walk into any inch of space that you give them. And frankly, they're gonna
be arresting Stephen Colbert quite a long time before they're arresting me.”

“I THINK IT WAS Upton Sinclair who “THE OMNION ALWAYS NAILS this stuff.

said to get Americans' attention, you During the Ebola outbreak 12 years

gotta shoot them or tax them. Thay've ago, they said the Ebola outbreak was

taxed a bunch of white Americans, about six or seven white deaths away

and boy, they're waking up.” from becoming a genuine concern.” a
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Young Artislts m

“ ENCOURAGE YOUNG MUSICIANS all the time. Sometimes | teach them.
Sometimes | just get excited about their work and introduce them to my
friends. This is a community that is very much bullt on personal relationships,
and so apportunities come with persanal relationships”

“IT'S INHERENT TO OUR field of work that lots of peopls are paying attention.
You get thase kids who want to coma up to do it. You play with them when
yau're on shaws. There are jams. There are still kids taking music lessons
because they wanna be a part of the arts. It's like theater. Thare's a stage, and
you're attracted to that. | don't think there's any shortage of people saying,

‘I wanna be a part of it You see the gloss and the glimmer, but there's this other
side to it. When reality hits, when you're in it, do you want to put up with that?
It's an interesting selection process where a lot of times, It's no longer about
whao's the most qualifizd to go. Who is going te endure sitting in a closad van
for 13 hours with a guy who brought s bottle of Ether in the middie of winter?
My wife was a wanderful singer-songwriter, won multiple awards in the Austin
Chronicle, and got tired of cokeheads and sleaze balls telling her how to dress.
She got a real job, it was stable with an income, and she was like, ‘This Is fantastic.™

“AS WE ARE BEING attacked, the most marginalized people are being attackad.
The way wa think as artists really has to be nurtured, That's one thing that we're
taking care of right now. There are so many things that young people don't
know that it's shocking sometimes. We're teaching our students many things.
You gotta thank people when they do something for you. This is how you write
a resume. But more importantly, this is how you become an independent
contractor. This is how you avoid being exploited. This is how you charge for
your work, This is how you file taxes, Wi teach one course and think, 'Oh, we
need so much more. We can't just do this in an ad hoc way.”

Arts stucdents =

“| THINK THE MENTAL health issues for our students [who are arts students at
a university], who are being told to pursua STEM, is a kind of death in |ife for
them. What s my place in the world?”

The Arts Leaving Big Cities @

“] HIRE CREATIVES FOR my studio. | was in Spain and Ireland a couple of weeks
ago, looking at places to film. A lot of it comes down to the financial incentive
aver there. The talent that's there. We're looking at places like Oklahoma. Where
| go is really dependent upon the financial incentives because ultimately, ona
film, we're slaves to the budget of it.”
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“| USEDTO DO a lot of ﬂ’lming in Los Angeles, I'm in New York rinht now, in the
process of leaving New York because it's not very friendly to productions.
We're now moving our production from here to another place”

“SO MANY MUSICIANS ARE lzaving Austin. Why? Because they can't afford it
anymore, which Is fine, That happens all over. | love Austin,”

Al R

“THERE ARE SOME PODCASTS that | listan to that have a differant Al theme
song every week, and it'’s good, I'm like, 'What the fuck?' They're getting it
essantially for free, Production, what I'm hearing, would take several days in the
studio or at least a solid day with a bunch of high-quality musicians. And | do

it too. | use digital drums a ot. | can't remember the last time | mic'd up a real
piano. So | always joke that humans are the orginal Al in a way. We have this

experience, all of life is an experience.”
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“I'M MAKING MY LIFE, my averhead is really cheap. | built my own house. | did
end up selling IL I've been living in a tiny littie RV for the last three years just to
learn to play the pedal steel guitar, a whole new instrument for me, and very
complicated. I'm building a shop where | can build cabinets and doors and
apply my ather skills, and remodeling another Alrstream to rent to low-income
musicians and build our community here. We have a huge garden. So yeah,

I'm praparing, but at a basic level, so that | can weather storms,”

“I'M HIGHLY RETAIL-FOCUSED. | need people to buy what | make in order to
survive. Physical art and visual art are probably the least important things people
feel they need to spend their money on when they're worried about grocery bills
and bigger Issues. I'm actually looking at diversifying, and | hava a choice to
make. | can sither bring my prices down and try to mest the lowering economic
availability, or | can raise my prices and aim really high and only shoot for the tiny
opportunities to hit the really wealthy pockels that spend money on art because
they just have more money than they need. So it's a big question, and | haven't
made a decision yet. I'm in my off-season, so I'll know more over the summertime
as to whether or not we're being really impacted economically, or if it's just that
we're all a little nervous right now, learning how it's gonna be moving forward. But
i am planning to see what else | can do, how | can diversify, and what | need to
do to chanae eithar what | do as an artist or as a self-employed parson.”

“THERE'S THIS SENSE OF reinvigoration of the community, | have a really strong
cammunity af artists that | connect with, but I'm alse trying ta branch out and
connect with new communities. We need each other so much, and we can balance
each other out. A friend and | were speculating about the futura of the economy,
and things looked grim. He sald the only thing he wanted to leave to his children
is a really strong and beautiful community, ‘cause you can build around that.
‘ou can grow the garden. You can play music for the people who are ralsing the
kids. You can make the place beautiful If you have to design aesthetically. The
ather route Is transitioning away from it, needing to be so consumer-based and
capitalist. We all gither chase the high of being a performer or chase the monay,
right? There's a mix of those. | get to be a rock star in my booth when I'm selling
thinas to hundreds of people every weekend, and that's fantastic. And then if |
have moeney in my pocket, that's fantastic as well, But when I'm home and I'm not
on the road, it's a sense of what can bulld up around me. So | think a big piece
of the future is intentional communities where people buy houses and land and
build them together so they can retire and grow old together. That seems like a
really unigue way to choose who you die with and who's gonna be there to take
care of you at the end. Creative thinkers are looking outside of what the general
structure is and what we can do to eam an inceme, but also to foster a space
where we're supporting our people and they're supporting us as wall.”

ARTISTS, WRITERS, AND MUSICIANS



wdictions About the Future @

“l HAD A CONVERSATION with a guy | played with fora long time, probably in
2004 or early 2005, It was also the beginning of YouTube, and Netflix and the
plethora of entertainment that seems to keep people at home. He said, ‘I think
it's just gonna make people want human interaction even more. It's just gonna
drive people to go out more, they're gonna come out more! And that has not
played out”

“WE MAKE BEAUTIFUL THINGS because it makes us feel good. We know we

feal good, and we share it, and we share those fealings with our other mammal

humans. And, god damn, It's a wildly beautiful thing that has arisen naturally in

the universe. No human thought this up. It's just the nature of life to be creative.

And as much as | might bitch about some of these changes that have happened

very rapidly in the span of my adulthood, | think it's gquite exciting, Who the fuck

knows what's gonna happen? The nature of life seems to appreciate beauty and

the complexity of experience. Maybe if | were a poop scooper on the strests in

1890, I'd be pissad off about the combustion engine and rubber tires and forward

motors, | would find another way to participate in this beautiful experience” @

“RICK CARTER, THE GREAT production designer for Steven Spielberg, was in
conversation with Kevin Nolting, the legendary editor at Pixar, and they sach
represented different parts of film engaging with Al. Rick s all about embracing
it and really playing with it every day, all the differant platforms, trying to figurs
out world making. And Kevin says that it really sacrifices collaboration, and wants
nothing to do with it. So here at [my university], this institution was really built on
experimentation and play and progress. We're trying to figure out our own way
through it, but Al's coming and we have to discipline it according to our needs.”

“Al IS A BIG problem. A lot of the people | talk Lo are very scared about saying, 'Hey,

Al's gonna take our jobs. As a musician, you can use Sora or another platform

and make a jingle in 30 seconds of typing, and that kind of takes away a lot of

jobs from musicians or artists. We use Al to do pitch decks and concept art, but ~,
once we get over into the actual IP, then we switch over to something else, We have W
to use it as a tool, whereas | think most people are looking at it as the endpoint.

Back in the 19905, when they started doing a lot of visual effects, you had all

these people saying that it's gonna take creativity out of it. Then, too many

people relied on computer graphics, and then it became awful, and then now

there's less rellance on the technolegy. | think Al's gonna be the same thing.

The tendency for a lot of people is, 'Oh, I'm gonna use Al to fix everything.

And that doesn't work.”
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“THE INDUSTRY RIGHT NOW is very “WHEN WE DO CONTRACTS with our

much in upheaval. They don't know talent and creatives, there is a provision
what to do to pratect themselves in there saying that Al will not be used
from copyright or Intellectual in the creation of any of this, and that's
property issuas with Al Studios signed and attested to, So there's still
are going heavy into Al, but they're some protections there in the industry,
still trying to protect IP. The unions but Al is a giant question mark for

are adamantly against Al" everyone in the industry right now.”

“| USED Al RECENTLY ‘cause | was interested in grizzly bears. I've gat a big tour
coming up, going out west and Into grizzly bear country. So | had a bunch of
questions about grizzlies, 'cause some of the time I'm gonna be camping. It
was like talking to an old friend, an old smart frignd. | appreciate the concarn.

| think Al and the arts can get a little iffy and welrd unless you're using it in some
creative fashion and giving credit to the part that Al helped with. But try putting
toothpaste back in the tube, Al's here. How do you co-exist with it? Even before
Al, how do you monetize your art? Everybody gets your stuff for free if you make
music. After it's released, it's all up on YouTuba™

Successful Businaess Maodels B

“BECAUSE OF THE STRIKES and everything else that has happened, the studios
have pulled back 50, 60%. Now the studlos are going to fund the 5100, 5200 millilon
films, like the Marvel stuff or the Star Wars stuff, because they have templates
on how to make those work. But what they're not funding anymare are the 510,
520,530 million projects. So that leaves me In the position of being able to come
in and pick that up because the studios still nead content. They still nead stuff like
that. It can't all be the $200 million termplate. If | can work it out from a financing
standpoint, then we have a project. The relationships that | have in the industry
allow me to go out there and do that. | can walk Into Warner and say, "Hey, this is
what | wanna do. And they said, ‘Yeah, we're good for four films. We'll pick ‘em up.
That's great, but not a lot of the studios could do that. The unique thing for me s
that we focused on the model as opposed to the product. To transiate that over
to other artists, if | can create that pipeline, then something can be produced.

| don't really care about the genre of the music. | don't really care about the
notes that are being played as much, Who's going to buy it when | pick it up? Our
market’s been carving out our own little niche. We're not a threat to anyaone in
the industry. They look at us as an asset So that puts us in a good position. But it's
not something that's very easy for a lot of filmmakers or anyone to do, because
maost filmmakers and most creators are focusad on one thing at a time. The one
film, the one project, and then they want to get that done, and then they have to
find out where they're gonna put it next. Whereas we start from the beginning,
saying, 'Okay, this Is the destination, Then we almost reverse engineer it, and
then find the projects or develop projects that fit that. Then we have our investor
pool already built up to whers they're satisfied on thair return based upon a tax
structure versus an Investment in L I've put a lot of different pleces together
to create this ecosystem to make it a little bit recession-proof”

ARTISTS, WRITERS, AND MUSICIANS



feaching the Arls =B

“I'M REALLY THINKING ABOUT the way in which film distribution and production
Is changing because gone are the days when you are spending so much monsy
on these longer form works, People nowadays are really on their phones and
looking at 60-second maovie series. So I'm thinking about different ways that our
students can make work that's 60 seconds long that costs $300 versus half hour
productions that cost $30,000. Of course, it's significantly mare in the industry.
But here, on campus, we're Lrying to figure oul new ways of consumption, new
ways of engaging, and a different relationship to time. Should we make things
much quicker? Take three days to make something versus 10 weeks? Also, it's
much more global. I'm thinking about the way we teach theater, for example.
We're acting as if peopla will get jobs on Broadway when that's as hard as
becoming an Olympian. 90% of acting jobs are either in film or television or
other kinds of media, but we're training them like they're gonna be on stage.
And more globally, can we teach students to act in telenovalas? Can we teach
students to act In K dramas? Media [s just being distributed in different ways.
So we're actively figuring it out and also trying to figure out ways so that people
don't graduate with a ton of debt making art)”
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Current State of Youth Leaders &

“IT IS VERY BLEAK on this end of things. Sitting at the board level, it's so interesting.
What a time and a privilege to be this young and see a time in our country where
higher ed Institutions are having to fight, but also belng under attack In such a
drastic way. It's really scary. Just the cuts, the threats every day. We're all looking
at one another. We're looking at how Columbia University isheinn treated. We're
looking at Harvard to see how they're pushing back, surprisingly. What's our
strategic plan? Do we capitulate in order to save the infrastructure of our
university and sustain all of our workers, our employees?”

“MY UNIVERSITY IS SUPPOSED to be top of the line. We are doing the exact same
thing. | have [undergraduate] friends with spreadsheets that are 50 rows deep,
all of them rejectad, a few to the second stage. These aren't students who are
not doing things, They're involved on campus, in clubs. They have high GPAs,
They're taking their required classes.”

UNFILTERED YOICES
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“THERE ARE STATISTICS THAT show 44% regrat their college degree. Higher Ed
published in 2024 that 52% of people who graduate from their undergrad are
underemployed, meaning they're working jobs that dan't even require a four-year
degree. If I'm hearing my cousin tell me that he went to college and he graduated
and it's hard for him to find a job, then the higher ed is not gonna be as important
to me

“IF THE JOB ISN'T doing what we want, we don't feal the inclination to stay”

“WITH THE CURRENT ADMINISTRATION, there are a lot of things that are up in
the air in terms of employment opportunities and what specific job sectors are
available. There are job sactors where more jobs are available, but also other
sectors with a limited scope of job availability. We've naticed that it's primarily
International students who are post-graduation, and the jobs they're pursuing
are of limited scope, That's absolutaly our number one priority right now as
these thousands of studants graduate, Do we have resources and opportunitioes
for them to actually sesk employment with the evolving job market?”

“MY FIELD IS A bit of a mess. | am in public health. Prior to this year, my dream
was to work at the CDC, So seeing that explode over the last few weoks has
been very Interesting in regard to my future aspirations.”

"WHAT | SEE, IN a lot of our generation, “THE PAST TWO YEARS in
folks who may not work for certain my position, in particular,
companies depending on the stancas have besn educational,

they take on certain things. Our generation
is a lot more charged with that. Maybe
it's becausa of social media, mayba it's
because we'ra able to see those things
mere than previously, | know people who
are mechanical engineers who will, even
though it could mean a better-paying job,
refuse to work in the defense industry
because it goes against their ethical and
moral standards.”

Mothing that we're seeing

is new. It may have a different
faith. but it's shown up in this
country so many times, It's
embedded into the DNA of
America, and that It's gonna
take radical reflection and
activism and advocacy in
order to fight back, but |
have optimistic hope."

Further Education as a Response to Uncertainty =

“1 AM STUDYING PUBLIC health right now, and | know a lot of folks who were

originally planning to try and go into the workforce who are actually now trying to
get thelr master’s or trying to go into academia to get further education. It might
be the situation in public health, defunding at the national level, and uncertainty
about the job markat. But I'm starting to see a lot of folks who are a year under
me or two years under me, who were initially planning to try and just go straight
inta the job market after school, but are now heavily considering applying for
further education because of the uncertalnty that's brewing right now.”

YOUTH LEADERS



“THAT'S A GENERATIOMAL THING, folks will run away from thelr problems and
sometimes grad school Is the way to do that”

“| KNEW GOING INTC my fourth year that | wanted to pursue a graduate degree,
especially ‘cause | wantad to supplement my undergraduata degree and get more
background in statistics so | could really make sure that | feel preparad going
Into the workforce. But | know a lot of folks who are initially planning to go be
community health educators or working in the health policy field, where you
don't necessarily need that further master’s, are now thinking, ‘Hey, maybe I'll
take a gap year and then apply for my master's, Or maybe |'ll take a gap year,
see il | can getinto a PhD program ‘cause | just don't know what our workforce
is gonna look ke

Governance in Higher Education =

“| DRAFTED THE SHARED Governance Handbook with my Academic Senate and
our Classificd Senate and have that approved through the President’s Advisory
Council, This was a way to make it easier for our shared governance bodies to
understand the process; some faculty were unclear on how to exercise their 10+1
rights in a shared governance space. If the faculty was confused about it, you
can imagine the students and how they might not understand that there s a
process, in terms of wanting to invoke change on campus.”

Community {:‘.(_)“;‘g::;(.',:q F

“ANOTHER INTERESTING LENS THAT should definitely be focused on s the role
of cornmunity coliege as a technical training launch point, especially ‘cause a lot
of community colleges will have associate degrees and various other fields that
aren't traditionally represented in the traditional four-year university experience”

Unconventional Jobs &

“| DEFINITELY THINK THERE'S a greater emphasis on more unconventional job
searches where individuals don't necessarily have to go to university to geta
high-paying job, It's not your traditional nine-to-five working flexibility, We find
maore people having unconventional jobs and also more people having jobs
that mainly apply soft skills over hard skills"

internships M

“I' WAS LOOKING AT the way programs are shaped. My degree is considered a
technical training program, so | had to complete an intemship to graduate, which
exposed me to various types of work. There's a bunch of options within my field
that you could take”
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“l REALLY LOVE HAVING an intarnship as a requirement for graduation, ‘cause
| feel like that's something that can help in 50 many ways. From my Internship.
1 actually learmed what | want to do in life, what | wanna pursue, what | dislike.”

“WHEN YOU'RE HAVING AN undergraduatea student compete with a master's
student for the sameentry-level internship, there’s cbviously a comparative
advantage for the master's student. But then, to get that master’s, | need the
internship. It feels almost like we're stuck in these weird loops. Honestly, | think
we might actually need to push it back to high school. When you were applying
to colleges and universities, you'd have people who were student body presidents
who already had a full-page resume by the time they were applying to universities,
and they didn’t know what they wers gonna get because everybody has this
naw. There's this hyper-competition that started at such an early age in our
educational systems that makes it so when we're here looking for employment
or opportunities with a degree that we actually care about, and trying to get
into the industries that we want, it Is so oversaturated, Once again, evarybody's
aither burnt out for their fifth time, orif they aren't, they'ra just exhausted, | don't
know anybody who's not feeling like they're being run through the wringer at
this point. honastly.”

Evolving Career Paths &

“THERE'S LESS OF A linear career path. There are Individuals who don't get
education, but they get it later. We find many more people jJumping straight
into wark and pursuing their education later. This has been moare of a top-down
career method. But | definitely think it's been more accommaodating for the
younger genaration because a |ot of us are students, and it's very difficult to
specifically determine what career you want to pursue at the age of 18. So
we find a lot of people taking their time, exploring the fields they're actually
Interested in and beginning that work process right away, and then determining
what future education and career fields they want to explore in the futura”

Generational Differences in Career Expectations @

“IN THE YOUNGER GENERATIONS, we se= a lot of people who are spending
maybe one or two years at a company before jumping. One really interesting
discrepancy between the older and younger generation's mindsets around
these work environments actually came up in a discussion with a professor of
mine who often hires students for research.... One of the main thinas she always
says that she's looking for is people with vears of experience at the same place
or at the same job, The two to three year of jumping, where you're working
multiple jobs or in similar positions at different companies, doesn't ring
through with the same sort of quality for her, as a recruiter, as somebody
who has kept the same job since graduating.”

YOUTH LEADERS



Job Expectations 8

“THERE ARE A LOT of practices that don't necassarily fit what the incoming,

and especially the current, workforce neads. A lot of times, especially as | was
growing up, my parents and the folks around me would always be like, 'Oh, you
have to just do what your jab says. You get your job, you just do it. You can, I'm
trying to think of the nice words to say It, be as upset about the conditions as
you want, but that’s the conditions you get. You're just gonna have to deal with it
and you're just gonna have to push through it. Versus, especially post-pandemic,
there is a shift in ‘Hey, we don't need to deal with these potentially questionable
workplace issuas. We don't have to deal with thess conditions. We can have
collective power and potentially move these conditions away.™

Changing Work Expectations 8

“A LOT OF FOLKS who adhere to that previous mindset about work are trying
to bring us back to where we were pre-2019, and there's a lot of tansion that
comes with that, and | think it's interesting to see where that goes. It's a
genearational situation in how we view work and the workplace, But | also think
it's just adapting to the current situation and sesing what the Nexibility is,

| know a lot of folks, especially my age, if they don't agree with the conditions
of the workplace and the workplace isn't willing to meet ‘em, they will just
leave. | fesl like a lot of folks will sometimes, especially if | adhere to those
previous feelings about work. They'll just be like, ‘Okay, it sucks, but I'm just
gonna push through because this is my job and this is haw I'm gonna go.”™ ﬂ

“HOW DO WE SEE the workforce actually evolving? We're seeing it now, people
quiet quit or just quit day one. We also don't see loyalty from our emplayers. If
we don't figure out changes in this regard, it s no wonder people don't wanna
work in person. No wondear people don't want to think for themselvas, Maybe
we're Just over-reliant on Al 'cause we don't want to do this”

Finding Employment Post-Graduation 8

1 KNOW FROM MY friends who are “OMNE OF MY MENTORS mentioned

looking for jobs —it's been really hard. that his entire degree that he

| only know two people who, after their studied went down the drain

undergraduate degree, have received when Reagan ended up taking

full-time job offers. A lot of people are office because he shifted his a
still looking, if not just taking & gap year, focus. So there were all these

working in a cafe, or working somewhere graduating students who no

else just to make ends meet until they longer had an opportunity to

can find a job within thair fisld.” work In the fizld that they studied.”
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Political and Economic Uncertainty 8

“I'ML AN INTERNATIONAL STUDENT
and | see that a lot of problems
are based In the US. They keep
going up and down. So | have

this thing in my mind where I'm
like, ‘Should | stay here or should

| just go to other countries, to
Europe, and just find a job there
or go to Asia and find a job there
close to my home country where
| don't have to be fearful of the
economy crashing and then | lose
my job all of a sudden and then

| have three months to find a

new job before | get deported.”™

“I WAS FORTUNATE ENOUGH to do

an internship with our Oregon Health
Authority, which is our state health
department. I'm still in touch with my
manager, Even she, who's been a career
professional, workad at the CDC, and
now Is heading her department at OHA
is like, ‘I don't know who I'm gonna have
to lay off. | don’t know what our funding
cuts are gonna look like, | dan't know
which of my counterparts at the CDC are
still there. Which ones are getting laid off?
| don't know what the grants are gonna
look like! So it's interesting, we just have
to adapt and zee where we can go.”

“WE LOOK AT JUST how we gol affected during the NIH cuts. That’s drastically

affecting our medical infrastructure.”

Infrastruct

ure and Job Creation B8

“INFRASTRUCTURE DEVELOPMERNT. | THIMK one of the biggest failures of
California has been not creating the high-speed railway we've all besn paying
for as taxpayers and have been looking forward to in the Central Valley to
create more job opportunities, Talking about the infrastructure demands and
tack thareof is really guintessential because that opens up the playing field
for so many jobs and opportunities for people”

2024 Presidential Election 8

“THE REALITY IS THAT In this election, you saw people of all different backgrounds
vote against thelr own interest because of class and economic divides in this
country. | think you saw racial groups voting against their own interasts. You
saw young men vating against their own interests”

YOUTH LEADERS



Social Capital B

“I'M SEEING A LOT of struggle with getting students to want to be on campus
and actually be involved in things, If we don't figure out how to fix that, it'll
impact those soft skills, If these students don’t learn not just to communicate
with each ather, but join arms or build community togethar, I'm afraid that will
have a significant impact in the future. Especially with this increased demand
for remote work, you have to remember that you're still working in a team in
some way, shape, or form. If we can't do that, | wonder how praductivity will be
affectad down the line. How can universities shift their focus to do this? it feals
like, at least at my school, we shift focus to student affairs, and our department
iz very overwhelmed, | wonder if it's like that at other schoois toc, And if so,
when wa'ra adding this very large responsibility, which is essentially reshaping
the way students interact with their community, how do we still support thesa
structures, knowing that there's so much else going on at the same time?”

Third Spaces and Innovation W E

“WE'RE THINKING ABOUT COFFEE shops. Third or collective spaces are what we
need to create a more cohesive community, There have besn so many studies on
the loneliness epidemic in America, specifically. | wonder about innovation, whera
is the line? Where do we draw the line in the sand between innovation and then
just erasion of our social fabric and these social networks that are necessary?”

Learning from the Past B

“I WAS AT THIS conference recently, and somebody said something that’s just
been stuck In my mind. She said, 'Mormally when we think of partnerships, we
only think of it institution to institution, or partnering with organizations or
nonprofits. But she sald, 'We have to think of partnerships with the community.
Because she said,'Remember that communities have experienced this in the past,
so we gotta ask them, how did you deal with that when X, ¥, and Z happened?

| learned recently that during the Greal Dapression, there was also tha Great
Repatriation, where a lot of Mexican Americans, 60% of whom were citizens,
waera actually getting deportad with no due process. Learning about that struch
me because | thought, 'Oh wow, we literally have been here before.! We see the
same laws that were used for Japanese internment being used now. When we
think of partnerships, we think of how we connect with community members
and peaple and our ancestors who have been down this road before, and see a
what exactly they do and strategize with them to create new plans.”

“WHEN WE THINK OF innavation and ideas, we sometimes only tap into our young
people, and | ses that we forget so much about our slders. We need to say to
people in those older demographics, '‘Hey, how did you guys make it through?
And what can you sugoest we do to get through it again?™
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Creating Allyship and Trust W

“I''M A RESTORATIVE JUSTICE practitioner on campus, and | worked with our HR
department lo recruit additional students to be restorative justice facilitators. We
use an indigenous talking-circle style_. I'm trying to create allyships on campus
so that people aren't fesling isolated or powerless in moments because we
obviously aren't all experiencing the same thing, but in some way, shape, or form,
we are all being impacted by experience. So how can we halp one anothar? How
can we talk it through and realize that you're not alona? There are peaple here
who wanna protect you, who will stand for you and in front of you when somesona
approaches you and tries to put you in harm's way or block your education. Wa
are here, we stand together”

“OME OF THE BIGGEST things that we've besn working on at NYU is not only
facilitating those conversations, or restorative practicas, to see, 'Hey, what are
students the most concerned about,” but actually taking those concarns and
transforming it into tangible actions.”

“WHEN IT COMES TO ouf policing, campus safety, they are people and they are
stuck in odd predicaments as well. I've been trying to host avents so we can saee
each other as people and not just as titles. We're doing 'Pancakes with the Po-po’
and ‘Karaoke with a Cop’ and things like that so that they can understand that if
somebody comes on campus holding papers and looking for students, campus
safety is the one to call because they are gonna get right in front of those people
and say, ‘Hey, you need to come to HR. This is the protocol for being on this
campus. You'te not gonna walk around just looking for students.” But if the
students don't know that, they feel like the police on campus might actually

be there to harm them, That’s absolutaly not the casa”

“THE BIGGEST POINT OF contention, but also room for partnership, is between
general students, student leaders, and administration. We find that the student
body and administration have a disconnect and these is a lot of distrust. And
it's not trusting the campus safety officers. A big role for student leaders is to
bridge thosa two groups to show thal they might have big differences, butl we
can still come together to make a tangible difference. | found it incredibly useful
to bagin with the student leadars to see what thair thoughts are, and then apply
actual tools to the student leaders that they can then spread out to the student
body and administration”

Distrust B

“WE SEE DISTRUST BETWEEN administration and students on a higher education
level, a general distrust between government and people. How is that gonna
impact our workfarce? For a lot of folks, public sector jobs are a big part of
the workforce, and restoring that trust and seeing how that will impact folks'
willinaness to ga into those jobs will be interesting.”
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Teaching About Al B

“IT'S NOT AN END-ALL, perfect “I WAS SPEAKING WITH a librarian at
solution, You don't just plug my university, and he had mentioned
something into ChatGPT or one that when Al first started becoming
of the other Al software — you get more and more prevalent in educational
an answer, you work, you spit that settings, the university decided to
out, and that's your final thing. make the librarians the experts on
We havea to use it as a tool and Al In reality, the students actually
we have to use it in a smart way, understand these technologies and
and we have to actually teach use them 10 times better than any of
people how to use it In a way the professional staff because they're
that’s gonna be beneficial, as the ones who are gonna be working

a step in the process.” with tham.”

“FOR EXAMPLE, IF A student is writing a paper and they are trying to do a
literature review and they're going through a chat, it should be used as maybe
a jumping off paint of how to structure it. Who are some key people | should
look for? Bul then they have ta go back and actually do the research and read
all the literature.”

Ecducationand Al B

“WE MIGHT HAVE TO start thinking even earliar about this launchpad of workers,
aspecially within our younger students. For example, my youngest sister, who's
12, a sixth grader. During the pandemic, she was a kindergartner or first grader,
So I've sean how this new generation of students and younger children is losing
their ability to think critically. They're bombarded with different tools, especially
Al, and it’s not regulated in school, Our schools can ban the website, but our
students aren't dumb. They know how to get around it. How can we teach
students to continue to think? Because that might have Implications for
preferences when it comes to working.”

Automation B

“FOR COMPETITIVE ADYANTAGE, IN continuing to try and maximize profits
as a company, | wonder if McDonald's will tum into more of a vending machine.
| wonder if laundromats will become completaly automated, and these tech
trends erode the ability to get work... These are supposed to be the entry
points, and they're being automated. Innovation is so important, but at the
same time, how do we maintain the opportunity to enter something?”
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Privacy W

“A BIG TOPIC ON our campus from some students is the protaction of their
privacy, their intellectual property. Running their papers through something
like Honorlock ar an Al checker, they feel it's a violation of their rights. This is
gonna be a hot topic we may need to further examine in the future to detarminge
whether students have academlc integrity. Maybe reverting to the old-schoaol
style of having conversations instead of tha irony of faculty using Al to determine
whether we are using Al or not."

“ABOUT THREE WEEKS AGO, NYU's official wabsite was hacked. The hacker had
previous experience hacking other universities’ platforms, but they had essentially
gotten information about students' GPA, SAT, and ACT scores, and information
about their race and ethnicity. And of course, It caused an uproar ever students’
lack of privacy. That's definitely in the scope of what [my university] has bean
axpariencing recantly. Students prioritize privacy. It's a balance ta advocate for
students and establish personalized relationships with them without overstepping
the line of privacy and confidentiality.”

Al and Remote Working B

“I'VE WORKED FOR A company in Long Beach, a small startup with a bunch of
older friends who work at tech companies. They really benefit from using Al to
streamline procasseas, and their lives revolve around Slack. It is super beneficial
until it's nat. Until they sit there and say, 'You know what? We nead to come
together in person again. And because they're friends, It's easy to communicate,
to come togather in person.”

Remote Work @
“SINCE THE PANDEMIC, THERE'S been a lot “HAS THERE BEEN ANY

mere remaote working opportunities, and difference in productivity
we find that with our genaration, thers's a with the onset of a virtual
bigger preference for remote work.” workforce?"

“| HAVE FRIENDS AND colleagues who do internships where they're fully
in-person. But | also have friends who work for a wire service, and they are
based in one place, and their boss is based in a totally different place. They
actually don't even have a physical room they could go to. So for them, their
nina=to-five is them on their couch.... Their entire understanding of how
they connect is devolved down to Slack.”
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“THERE IS ATANGIBLE differance “I THINK ARCHITECTURE AND design

In the way that you can bulld a are something where the remote side
connection with samebody when of it hasn't really caught up, at least on
you're in person. But at the same the student end. It was remote, with a
time, it is so much mare efficient lot of modern technology, and we are
sometimes to be remote, Right seging the increased ease of Al I've
now, | think we can't even predict even known some people in some
what these payoffs and tradeoffs studios whose professars have had
will be down the line as we're them use it as part of their design
loaking at the benefits of in-person iteration processes— just a5 a toal, But
versus remote, Because we're in with the idea of this remote connection,
the thick of it right now, wa can't | haven't seen it as much in the remote
really see the forest” work coming in thera”

“I HAVE A MENTOR who works remotely at a firm, and he uses Al a lot in his
work — Just doing these very futuristic architectural modelings and designs,

For him, he always says he's gonna use it, but he wants to challenge himself to
make it so that in the final version of whatever he produces, you cannot tell that
Al has been used just becauss of how much it's been used as a tool and as a
stat in the process and something that he uses to iterate and to conceptualize.”

In-Person Schooling @

“I THINK SCHOOL AND higher education need to be in person, where you develop
wha you are, your soft skills, and leadership in group dynamics”

Inequality in Remote Work @

“PEOPLE WHO COULD AFFORD to, would leave urban centars or more densaly
populated areas to do remote work. Going to places llke Tahoe or aven Cancun
and being virtual, but then be able to continue affording these lavish trips, while
your gig warker doesn't have that sort of wealth accumulation just ‘cause of the
way that our systems are structured. They couldn't afford to escape the pandemic
in the same way that wealthier Americans could,”

“A LOT OF OUR essential work is not jobs that can be done remotely, We can't
have remote teachers; we can't have remaote hospitals. Who are we not even
cansidering In these canversations? Who are we not even thinking about as
part of this remote workforce that we still need to show up every day?"
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“REMOTE WORK EVEN EXPANDS the equity gaps. There are so many places
acrass our country that don't even have broadband access, that are blackout
zones. Mot to go back to California's failures again, but we had this ambitious
plan in 2021, Senate Bill 153, to create broadband access across the entire stale.
We poured billions of dollars into this, we're still far from mesting our goals,
even after putting in so much money, When they started the project, they beaan
thelr initial phase In places like Baverly Hills and wealthy areas rather than rural
and ather areas that are digital deserts. So, when we talk about remote wark,
we're still not thinking about the places that desperately don't have access to

Consequences of Remote Work @

“THINGS CHANGE SO FAST, It's really unfair to employess, Right aftar Covid,
employers ware like, ‘Oh, we didn't have to pay for office space. So now we just
wanna keep everything remote’ Bul then the economy hits, and now they're like,
‘Oh, there's a government mandate, or the government’s giving subsidies so
averyone has to come back’ So people have to adapt so fast, and that affects their
mental health so much, whether they're warking or staying with their families”

Engaging Different Groups on Campus H
“STUDENTS ARE THE OMES experiencing this firsthand — it's so important to bring
them to the table as well, Whan wa're having conversations about international
students or students struggling with basic needs, it's important that we reach
out to those students who are impacted, because they'll have the most insight
Into thair struggles and needs. Really listening to students and having the
combination of student and student leader perspectives, because they vary
across the board."

“WE'VE BEEN HAVING LISTENING circles and a lot of town halls lately, where we
brought in some consultants to assist us in desegregating the data that is being
provided by all of our affinity groups en campus. It's been really helpful having
all the different students together, then separating them so that each circle
represents part of the whole, so that ather students can understand the overiap
between them and the groups that they think they didn't have anything In
comman with. And also transiating those neads into actual institutional planning.”
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Education and Equity

“I ALWAYS LOOK AT the glass half full. Higher ed and institutions have sat in
their ivory tower for too long, In higher ed, we do a disservice when all our
communication s in dissertation-speak and we don't communicate the value
of higher ed to the entire country and the world. Our research touches every
single person's life. It's an opportunity to see that America has told us that
college hasn't been serving them. We serve so many people, but thers are
others we do not serve. Those people that we do not serve are speaking up
ta us right now and saying, ‘| don't feel it, and | don't feal like | could ever
pccess it! Itz created an opportunity for self-reflection for a lot of institutions
to say, "What haven't we been doing?™

Gender Disparities in Higher Education H

“OMNE OF MY RESEARCH areas is how we're seeing a national trend in boys actually
not going to college. There's been so much work, especially feminist movements,
ta get women into higher ed and into diverse bases, but now we're sesing this
total opposite paradiagm shift, where young men are dropping out of college or
not attending college at such a high rate. We attribute it to the feminization of
college. Caollege |sn't serving the needs of young men. Richard Reeves, one of
my personal favorites, talks really deeply about this issue. So | think that there's
just a let to discuss in terms of how higher ad, and education in general, has
really failed the needs of our students in developing a workforce”

Social Mobility =

“WITH THE GIG ECOMOMY and virtual work, we're able to see social mobility
take off, but | guess that's contrasted with the fact that higher education isn"t
necossarily preparing the workforce as best as it can”

Financials in Higher Education @

“IT WOULD BE HELPFUL for the campus community to understand how to access
board documents and tha financials for the institution, because sometimes that
creates ambiguity amongst the different groups that share space. For example,
| know that addressing the cost of living for our faculty has been a contentious
subject. We've done what we can to ensure that we're meeting those needs.
The students see it as wasteful spending because they are not necessarily in
allanment or have an understanding of carrying a mortgage and dealing with
inflation entirely outside of their own personal needs”
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“OUR CEOQ CAME TWO years ago, and she took a pay cut to take the position.
But there was an understanding when she was hired that she would, after two
years, be given the 6% she didn't take when she got hired. So now, some people
are saying that's irresponsible of her to do, considering there are other needs,
but it was part of her hiring package in her agreement. | just wish that people
could get together and find a way to understand other perspectives so that it
wouldn't create division between the different groups that have to work together
to make the community safe and fruitful”

Economic Inequality &

“IN REGARDS TO WHAT wark will logk like, we've noticed this year that the
biggest concern is first based around basic-needs insecurity, It's the idea that
individuals who come from low-income backgrounds also tend to be the same
ones who struggle with food insecurity and housing insecurity, and finding
careers post-graduation. So, we've been doing a lot of work to determine if

we can provide oppartunities for those specific demographics af students to
have employmeant opportunities after graduation.”

“WE KNOW THAT BIDEN'S infrastructure blll was gonna create a lot of jobs in
sectors that benefit men and young men. Pete Buttigieg was on Joy Reed's show,
and she called him out an this, she said 'Oh, what about the woman. What are
these jobs that are gonna go to men?’ He stumbles on it, and he goes, ‘| don't
know what to say. Al that moment, he should have sald, ‘Yes, we do need these
Jobs for young men. We do need these jobs for our diverse men' We seea this
institutional protection in the Democrat party, and we see the other side,
allegedly, calling things out and going against the status quo, Peaple fesl fike
they relate to that more because they feel like they're talking to their needs
more when we discuss this class divide.”

Investments and Funding ¢
e

“OMNE THING THAT | think America forgets, espacially when we're decreasing
funding to the Department of Education, is that America was built on innovation.
We were built an the fact that we continue Lo bring out top-of-the-line technology
to the world. Comparative advantage is something that helps us thrive”

Skills and Change @

“HOW ARE UNIVERSITIES ADJUSTING to all these changes? 'Cause the changes
aver the past few years have really been unpredictable. One thing | helped with
at my college Is trying to change the core curriculum to heip people build soft
skills rather than just easy credits. Right now, It's building soft skills, and employers
are hiring studants or amployees who ara battar at soft skills.”
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Adapting Jobs @

“SO WE'RE DEFINITELY SEEING an increase in jobs adapting over time. And it's
sininaloioiomasymmiritissmeien st

Burnout @

“THE THING THAT STOOD out for me is a prerequisite of burnout [in education
and professional careers,]”
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Preparing for the Future

“I'M PREPARING BY GETTING
my degres, working on my CV,
and working on myself because
| know that education is a great
equalizer and has the patential
to just open up so many doors
for you. It's ane of the things
that no one can take away from
me, and it's why my parents
gave up so much to come to
this country. I'm in between
fear and optimism.”

“I'M TRYING TO EXPAND in my field as
much as | can with my expertise, As a
mechanical engineer, | can go into quality,
directly mechanical, and environmental
jobs. There are jobs in sustalnability. That's
how | see myself. 'Cause | see a lot of
peoaple follow the trends and betona
certain thing. They're doing computer
science, and then the markat is really
saturated, and then they end up without
a job or they can't actually shift into a

lot of different things."

“PREPARING THEM FOR THE future is scary to be honest, right now, because |
feel like a lot of the Industries that I'm passionate about are all up in the air right
naw. So for me, it's trying to stay on coursa in what | know | want to do and what
| feel like | have the skills and the talent to do.”

“LOOKING AT FUTURE EMPLOYMENT opportunities not as, 'Oh, I'm gonna get
this job and then this jols, and then this job, following a very linear path. instead,
looking at it mora as ‘Okay, what are same |ataral movaments | might be open
to that aren't necessarlly what one would consider job progression.’ It's using
skills that | already have in a different industry or a different area in a way that

| haven't considerad yet”

“I'VE JUST BEEN REALLY trying to explore a space to see ifit's someathing that
| can do for an extended amount of time, or If it's more of a passion project and
not necessarily something that | wanna shape my whole life around.”

Funding Community Organizations 8

“WITH PUBLIC HEALTH WORK, rescurcing out to community organizations that
already exist and preserving state funding for programs that may not be done
by community organizations. | think that could be an interesting thing that will
potantially be looked at in the future”

Looking for Opportunity in Times of Uncertainty B

“IT'S BEEN HARD BECAUSE of all the federal stuff and seeing everything
deteriorate, when it comes to federal public health. But looking at local and state,
seeing what | can do there, and then eventually, once we get to a state of being
mare stable, I'm excitad to try and be a part of that change, of building it back
up and building it to where it needs to be”

YOUTH LEADERS



“AT THE END OF the day, regardiess of what administration is in power, there's
still gonna be a need for disaster preparedness. There's still gonpa be a need for
building resilient communities. That waork Is never gonna change. That's something
| see not just in my field, but the work that a lot of folks pursue, whether that's
in public health, in engineering, being an electrician, or doing any other kind
of job, It's still neaded, and life is gonna ge on.”

“IF CERTAIN FIELDS LIKE the public health field are being targeted, what are
specific job opportunities or partnerships that we can make with the local
government to actually provide job opportunities for students seeking them
after graduation?”

Societal Value of Jobs B

“THE INHERENT VALUE WE put an specific jobs over others would be something
else to look at 'cause lolls in society deem one job better over another—especially
blue-caollar jobs versus different spheres of jobs. It'd be interesting to see if that
changeas with our generation or whether there continues to be a divide betwean
folks trying to get blue-collar jobs and those that are not. People are gonna do
what they need to do te get food on the table and pay their rent”

Effects of Political Uncertainty 8

“WE'RE GONNA SEE SOME vulnerable communities be hit. | don't know if we will
see a recession, but it is definitely inching toward that, We're gonna see a Jol of
smiall businesses and families suffer. A lot of the elderly are amang the most
vulnerable. We're Just gonna see a lot of pain across our country.”

New Skills =

“JAMIE DIMON IS REALLY hitting on the idea that he wants employees to come
Into work. That crealed a fire of uncertainty in me. | need to move from developing
soft skills or in-person leadership to more virtual leadership. How can | stay at
the intersection of all these overlapping trends? | always say the intersection
of business and technology for myself, but also keeping up to date with the
social trends and where the workforce is going. And | think that'll allow me to
best attach.”
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Devaluing Education =&

“SOMETHING I'M VERY CONCERNED about is that it feels like our degress are
slowly becoming more devalued over time, especially when it comes to applying
to medical schools. It just doesn't feel like students are doing enough from the
expectation of the admissions committees. It feals like we're expected to almost
triple aur productivity —whether that is research, volunteering, good grades, or
all these other little factors. it feels like we're expected to do averything in such
a short amount of time that it's really hard to just get anything done..., You can't
just finish your degree in business —you have to have multiple intarnships an
top of that. Or you probably have to build something extraordinary to still be
considered for top roles, This is a direction that's being normalized, It's burmning
our students out at such incredible rates. | myself am just exhausted. I've spent
four years waorking my butt off, and | don't even have the summaer off to celebrata.
it's more, '"Now | gotta jJump into the application process all aver again.' it fesls
very similar for all of our students. If this is where we're starting off, whera the
entry to education and the entry to the workforce almost includes bumout as

a prerequisite to getting a job.”

Al R

“WE'RE GONMA SEE THIS shift in the remote, and not just with the different types
of economies and the different levels of our aconomy, but wa're also gonna
see it in the different job sectors and in the different types of work people are
expectad to produce, Thers are gonna be some industries that seamlessly go
to this hybrid format. And there are other ones that are either gonna be slower
to catch up, or just can't do it”

Preparing for Innovation W

“WHEN WE LOOK AT what could get replacad by technology, | think that we need
stronger policy protections for if and when innovation does take over an industry.
How can we redistribute thal wealth, and retrain workers for sectors thal are
potent If we can incubate that continuous cycle, | think that's where health will
come, potentially more 2quity, and then socioeconomic mobility too.”

Being Conscious in Times of Uncertainty @&

“WHAT WILL BE DRIVING the future is people becoming more conscious of their
day-to-day actions. Social media's driving a lot of those things. People are sesing
the real-timea repercussions of their actions. And | think for better or worse, things
are gonna change.”
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Economic Inequality @

“S0 | JUST THIMNK that class is gonna be really important because you have a lot of
people who don't make alot in this country, who would take whatever job you give
them, regardless of who the company is, regardless of their ethics or standards.
People are desperate. And now we're seeing mass layoffs or unemployment, |
can't even imagine what those rates are gonna look like with tariffs, with small
businesses closing.”

“WE NEED TO RECOGNIZE the socioeconomic disparities between weaalth classes.
I think that's key. And it's intertwined with what thie future will be. Especially in
supply chain management | also did a lot of software development virtually for
a startup in Long Beach. | would be remiss not to look at who the best fit is and
the current precedent for virtual work. For example, | look at Fiverr, an enline
site, and a lot of its skilled work. But when we look at what jobs might be leaving
soon that will decrease our warkforce and productivity, | den't necessarily know
if they are compatible with virtual work.”
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Current State of Unions B8

“WE HAVE SEEM AN uptick in people intarested in organizing. We've been
doing some organizing in right-to-work states, I've currently got a group that

| represent in Georgia. I've got one in Florida that's been there for quite some
time. In Tennessea, we don't have a8 problem maintaining membership numbers
there because they realize the value in it If they didn't have to fight for it, the
history of what thay went through to get the representation, they'd have done
areally good job of passing it on to each generation that comes in thera, So we
don't have problems maintaining majorities in these places once they see that
this benefits them. With Georgia, | did their first contract personally, and we
averaged 55.50 an hour across the board in pay raise, which was huge to these
guys. And again, it's in a right-to-work state. They were doing natural gas work,
and we're lucky if they were making 20 bucks an hour in some cases.”

“IT FEELS LIKE WE are up against trends happening on a national and global level.
That is where, ultimately, we would need to be addressing those regulatory
gaps. It seems even an understatement to call them regulatory gaps. But in the
current political context, wa probably have to be focused on experimenting on
a mare local level with legislation for ralsing minimum wages or for protecting
bargaining rights and things like that. All of that is gonna have to be on a mora
local level for a while™

“IT'S BLEAK, BUT IT was bleak 10 years ago, It was bleak before Trump and before
government changes. There's a consolidation within the performing arts. We
also work for entertainment. mavies and television, when they're around. Those
are union jobs.”

“GOING BACK TO THE Janus decision, we have to actively go out and get people
to sign membership cards, and that is incredibly difficult, especially because
thera's so much anti-union propaganda out there and a lot of misinformation.

| can't tell you how many mailers I've gotten from this right-wing freedom of
work organization, it's from a pretty infamous anti-tax, anti-union activist in
Callfornia. It has basn sending out these flyers to all lecturars at [my university],
and they may be doing It to other schools as well, lying about what unions do
with thair dues. Basically saying, ‘Why would you spend this money on unions
when you could spend it on dinner at a restaurant or on a new washing machine?™

“THERE'S EXTREMELY WIDESPREAD, WELL-FUNDED opposition to unions that
is also effective in breaking union campalgns.”

“IT REALLY FALLS ON unjons to get out there and be like, 'Hey, a union worker
made your car ar you got your groceries from a union grecery store Creating
that awareness. I've done it with my kids when McDonald's first came in with
the klosk, | was like, ‘No, we don't use those kiosks. | know they're cool. | know
thay'ra flashy, but we go up to the counter and we employ that warker! It naads
to be a collective mindset of the country.”

LUMION LEADERS



Current State of Union Workers B8

“IM OUR UMION LOCALLY, almost everybody “WE'RE SEEING AN

i& [working multipie jobs]. The reason is partially OVERALL climate of work
due to the fact that we're in a unlon; it allows which s trying to squeeze
the employers to lay us off as soon as a project maore out af people in

iz done. They don't have a lot of extra money. every possible way and
The anly way people can survive is to have take less responsibility
several [obs, But that’'s been the case for really for providing the benefits
over a decade hare” of employment”

“IN THE UTILITY SECTOR, one of the trends that we're seeing is thal these younger
people don't have interest in entering some of these jobs, in particular, wastewater
treatment and coliection, They can be vary good paying jobs, but the young
people don't have the interest in it or the foresight to realize that is a job that
can pravide fora family or a futurs, and it's really hard to educate them about
that because quite frankly, everybody thinks they're dealing with everybody
else's bodily waste and they don't want to hear that”

“ALLTHE EMPLOYERS WANT to require licensing of our members for collection
and treatment [work]. However, the state law deesn’t necessarily mandate that
somebody in management has to have the proper class of license, and everybody
can wark underneath their license. We're having a hard time finding schools or
programs that will train them for these licenses. Part of it is job training, up to two
years for each class, but there's not a whole lot of options out there. I'm working
with a publlic sector employer right now. They've got one school avallable to ‘em
and it's an hour and a half away. A lot of places are not picking this up ‘causs the
demand's not there.”

“WE HAVE ELECTRIC LINEMEN in this country that work over 2,300 hours a year in
overtime. And it is by cholce, most of it—there are people who wanna do that™

Recruitment, Membership, and Representation =]

“A LOT OF PEOPLE will say nobody wants to get invalved. Nobody's coming ta the

membership mestings. You have to tap into what Is of interest to people. | always

try to look around the room and try to recruit people by listening to different

things that they're saying and engaging them. So I'm like, ‘Okay. give me that

Information.’ I'm always trying to bulld relationships. Once you grab them in

the beginning and you start engaging them, they'll be more apt to get more a
involved in the process.”

“I' WANT TO ADD the difficulty of turnover. That's true of low-wage jobs at the
university level, There are pecple that cycie In and out, which again, back to Janus,
makes that so hard because you're constantly having to spend huge amounts
of time and money on getting people to sign up as members.”
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“WHAT FEELS VERY IMPORTANT al this moment is expanding access Lo collective
representation and organizing for workers who are often outside of it. A lot of
my work is with precarious workers in different industries, What I'm doing is
usually the research, but trying to do research that helps us understand the
canditions, the circurmstancas; the structures that workers are encountering so
that organizations and unions can have a deeper understanding of what would
be neaded to organize and support and represent workers.”

Dues B8

“WE HAVE TO HAVE a two-tier structure when it comes to dues. If you may a
structure where someone's paying $30 a week, or $30 a month, and you organize
another group of low-wage workers, they can't afford to pay that. We nead to have
a different dues structure, We can't just leave them out there when they want to
be organized and say, ‘Because their wages are so low, we dan’t know how ta
accommodate that structure” We need to start thinking ahead on how we do
that, Embracing all working-class people who are looking for this opportunity.”

Contract Negotiations 8

“FOR THE UCAFT LECTURES Union, the dues, evan if you're not a member, are
something like 0.99% of your wages. If you are a member, it's 1.5% and it's such a
drop in the bucket compared to how much money lecturers have gotten because
af the contracts we negotiated, In the last few years, lecturer pay has gone up
20%. So you compare that to the 1.5% that you're paying, it's an incredibly good
investment. Bul it's a really difficult argument to make. It doesn't really sink In
whan peaple compare actually paying 1.5% of their salary versus knowing that
1.5% will turn into an extra 20%."

Organizing B8

P |

“IT'S NOT EASY TO arganize teachers, who are In their classrooms and Isolated
from other workers. There is no water cooler to hang out around often at the
university level. People have thelr own schedules, so thare's a lot of passing in
the hallways, but there's not really that same abllity to be in the same space
for extended periods of time with your coworkers.”

“ORGANIZING CAMPAIGNS ARE AND seem to be headed in a direction where
we'ra gonna have more difficulty it we have remote workers. It's going to be much
harder tc actually have an organizing campalan, to even develop an internal
committea, to help us get the campalgn off the ground .

UMION LEADERS



“WE HAVE ORGANIZERS OUT here organizing low-wage workers, Fields that are
predominantly occupied by women. If they're smaller groups, what we try to do
is put them in a respective local [unian] that already has a structure. We're finding
that there's appasition in taking on these newly erganized groups because those
who ar in male~-dominated fields feel that they can't really represent women who
are in call centers or in the office. | have to negotiate contracts for male-dominated
fields, and | learned by getting subject matter experts— people who are in the
field to help me through those negotiations. So our male leaders neéed to do the
same thing.”

“IT'S A REAL BALANCING act because we unions have to find the pain peints and
exploit those, but that risks alienating people who are not in the union, the general
public, or in our case, students and parents. So thal's a very delicate line to wali.”

Collaborating Across Unions B8

“ONE OF THE ISSUES was a lack of coordination between unions. We've tried really
hard to establish and strengthen our relationships with the ether unions on
campus because we nead to support sach other but because we're all spread
so thin, that's been a difficult push. Although | will say that the people who are
invalved are very passionate. Soit's heartzning to be working with that caliber
of peaple, | wish we could bring more people into the fold.”

“THERE NEEDS TO BE a lot more collaboration, cooperation, and support between
unions, especially in the very near future. There's gonna have to be some general
strikes, and that doesn't happen unless there's really good communication
betwsaen unions.”

union voices E

“FEWER MEMBERS MEAN FEWER people are making those decisions that affect
you. If you ar2 a member, then you get to be a voice and you get to Influenca the
direction of the union and add your expertisa”

“IF WE ARE TRYING to grow unions and wa're trying to make life better for

waorking class people, then we also need to know that they're also going to

be in occupations and fields where we may not feel comfortable or may not

be equipped with all the tools to actually facilitate those discussions, but that's

when we |ean on the people who have boots on the ground.” a

“IN ORDER FOR US to have any kind of leverage, all unions have to have some
means of coordination to do larger actions to move the neadle in Washington
and state capltals, That’s when politicians listen, when you have hundreds of
thousands or even millions of people in the streets. That freaks ‘em out enough
that they act. It scares them, When you have people shoveling cash into your
campaign coffers, that has to be outweighed by something massive.”
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“THE NEW JERSEY TRANSIT rail strike only lasted three days because it impacted
transportation. Sunday, | was trying to come into the city to ses a play, and it
literally took us almaost two and a half hours to get to the city, Then we realized
we should have left even earlier bacause there was no rail running. Everybody was
taking the bus into the city or driving into the eity. That's why it was short-lived.
They have same other big concarts coming up, so that was the right time for
tham to go out on strike.”

Young Workers B

“A LOT OF THE younger people who are going into these chemical factories don't
necessarily wanna work the hours. They don't like shift work. They don't wanna do
maintenanca. It's very hard to keap them around long enough, to bring them into
union leadership. Not to mention sticking around at the place of amployment.”

“] HAVE SEEN A sense of entitlement with our younger workfarce. They want
everything now, They don't wanna progress. Half of ‘em can't pass a drug test
or pass an entrance exam test for basic skills, which is a big problem. Another
problem we have Is the lack of skilled bullding trades. We're gonna have a
really big need for your mechanics, your plpe fitters, your carpenters, your iron
workers, and that is a blg problem in this area”

“WE'RE GONNA SEE A lot of issues with younager peaple coming in to fill roles,
It's very erratic as to where younaer people will go into those roles, Some of my
mare rural plants can get younger pecple in, but some of the plants closer to
the big cities, not so much. The sense of entitlement. The younger people don't
really understand or enjoy the concept of senjority”

“TO ME, THE STUDENT loan crisls, the housing affordability, the lack of care for
people in retirement, wages, pension, access to money, health insurance are
trends that show a violation of the broad social contract whers we all understood
that if we worked hard, someane would take care of us As long as that continues,
why would young warkers buy into this in the first place?"
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Training, Attrition, and Undei '“"j:r"'.'5'|-.-"'..] ﬂ

“THERE'S A DIFFERENT MINDSET with this generation. Everybody wants to push
buttons. That's the best way | can describe it. I've seen a couple of things, like
in the high school level at low-tech courses where they're offering things like
electric lineman training, but there's nat enough of it aut therse. That's how
you're gonna get this next generation interested in it Not every kid's genna
come out there and want to go to work for the power company, but it's a start.”

“WITH THE UTILITIES GETTING rid of regulated monopolies 20-some years ago,
it had an effect on the side of the business that they didn't deregulate. In particular,
with electricity, the utilities changed thelr tree-trimming schadules. They went
into an attrition phase where they got rid of people. It got to the point where
50 many people were starting to retire, and they actually did a littie forecasting,
A lot of these slectric utilities went and created these schools to learn the trade
of baing an electric lineman or substation electrician. The prablem with what
they did |5 they emphasized in the schools so much on the climbing aspect of
the job that they graduated maybe 20%."

“THE RATE PAYERS GOTTA put more pressure on their public service commissions,
One of our employers just had a rate case in the state of Tennessee. One of the
things to come out through testimony from the customers and from some
board members was the fact that they're understaffed, and that's why they're
behind on so many aspects of their job. It's on the water side, They didn't care
when they gave ‘em the order for their rate case. There was nothing there to
sven monitar them to make sure that they were staffing the place properly

to try to increase customer service”

Direct Care Workforce 8

“l DO A LOT of work with direct care and also with domestic workers, In-home
care is complex. You have, among different states, different possibilities of
unionization for home care workers, but it's a huge workforce. Millions of workers.

| spend a lot of time thinking about the care economy, and there's this narrative
about how we're in a care crisis, The home care shortage is projected to continue
incraasing rapidly as It has besn. Also in health care. Thares a nead for more
waorkers and recognition that a lot of these jobs are poorly paid. They're workers
who are not valued. They don't have agency and control in thair jobs. They're
daing difficult work with little respect and low pay, and often don't have access to
benefits, I've interviewed tons of workers who are on Medicaid. They're working. a
This confounds the current Republican narrative about adding work requirements
being this big thing because 50 many people are working and on Medicald
because their employer is paying low wages or they cannot afford the health
care that is actually offered.”
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“I'VE BEEN LOOKING AT private equity and financiallzation and the way that’s
bleading into a lot of different research in in-home care and health care and
haspitals and nursing hames. A lot of research has been done about the pretty
Rorrific things that are happening. Like when hospitals are basically closed dewn
after thay've bean taken over by private aquity.”

“THE CARE ECONOMY NEEDS to invest in care jobs and make care jobs living wage
jobs. That impacts black women and women of colar, working women, and even
middle-class women who want to get back into the workforce but can't afford
child care, What’s the level of public investment in making child care affordable?
This is a big lssue in New York State, and it will be in other statas as well. As the
federal government divests from child care, what are states going to do? it
addresses tha core of the problem with our aconomy right now, which is how do
we make something that is so essantial for every industry affordable? How do we
invest in child care, not just for women to be able to afford it, but for the workers
who work in child care to have living wage jobs? There are efforts to invest in
cooperatives, There are efforts to invest in the private sector and investment in
child care. So the solution is gonna be a combination of all those, but you cannot
improve the child care sector jobs without improving the wages of those workers.
And if you improve the wages of those workers, who is going to pay for it, and
what's the public investment in 1£2"

Precarious Workers B8

“A SEGMENT OF THE workforce got worse during the changes of the nineties and
the 2000s. Even though 20% of our workforce is immigrant, only about 5% are
undocumentad, But you still have them lecated in specific areas whosa workforee,
the care economy, home care workers, and low-entry-level care workers, are
immigrant women. In the retall industry, you have lots of black and brown workers
and Immiagrant workers and undocumentad workers. During the 1990s and 2000s,
we were not able to change our labor laws. Workers still continue to have very
precarious job protactions under labor laws. The National Labor Relations Act,
which protects worlkers’ rights in the private sector, Is [ll-equippead to address
the needs of workers who are highly segmented in low-wage work."

The Gig Economy 8

“WE MNEED REFORM SO that we can actually regulate labor rights for workers in
the gig economy. The International Labor Organization recently estimated an
increase to about 30% of our workforce in the platform economy. We still don't
have the ability to structurally change labor law so that we can provide more
protections to that worldforce™
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“I'M CURIOUS ABOUT HOW many “YOU HAVE WORKERS IN a lot of

people are working multiple jobs industries where the traditlonal structures
and how that breaks down around of unions might nat always be the bast fit
age and whether they're working in. Sectors have been less unionized, Gig
multiple jobs because that's their warkers are one example. But we're also
cholce—to have differant kinds seeing such an Increase in temp workers,
of work or flexibility, or because That allows employers to bypass both
they have to do that to make unionization rights, but also access to
ands maat” benefits and things llke that”

“WE WERE FOLLOWING THE trends on the expansion of warkers in the gia
economy and precarious work, but specifically the platform workers. Now folks in
different industries are taking on a job through a platform. It's not just Uber and
Lyft, food delivery, but also now in-home care. You can go to an app and sign up to
be a home care worker, Even high tech computer programmers. You can actually
be a computer programmer or design code through an app. So the impact is
technology and the algorithms determine your wages, your working conditions”

Platform Work a

“WE'RE STILL THINKING ABOUT labor law as if you havea a boss and you have a
waorker, and that you can talk and you can agrae on working conditions that are not
worlking anymore. In reality, wa now have a boss and a workier, You have somebody
you go work for, but you don't work for that person. You work for an app. You work
for a corporation somewhere. So what is the first leve! of labor laws that we nesd
to develop so that we can actually protect our workers' rights?”

Dynamics of Population Growth 8

“THE CITIES THAT YOU mentioned are growing, are all In right-to-work states,
and all places where unionization historically has not been very powerful —
except maybe Austin has been a little bit better. It's a city that is doing better
inside of a state that is doing terribly for working people. It's worth noting that
some of the population growth has other dynamics involved, and one of them
Is corporate decisions to go to those places, which drives job growth, which
drives population migration.”
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Immigration ol

“AS WE MOVE INTO limiting immigration, we still have 11 million workers who have
na rights, The disruption that is causing our workplaces Is real, and it's gonna get
worse, But what is more worrisome for me as a labor leader and for people that
I work with in the labor movement is the fact that by reducing legal immigration,
by attempting to withdraw the rights of workers who are here already or are born
here, you are threatening the equality of workers rights in the workplace because
you're reducing the number of people who have rights to balong as Americans
or ever become citizens in the United States. So you are creating more insecurity
in the workplace by limiting the ahility of workers to ever become legal citizens
of this country.”

Derequlation 8

“I WON'T CALL IT emerging because it's bean around since the ninaties, but more
states are looking to address deregulation around our utilities sector, Deregulation
on the electric side, especially electric generation, has been devastating. The
company | used to work for shut down seven power stations in the last 10 years,
and it puts a strain on the infrastructure, on the grid, because they used to keep
a 10% reserve capacity back there, Now, the resarve capacity in your local utllity,
| guarantee you, is less than five, and in some cases, less than two. This is gonna
be a problem maoving forward with these increased major waather events.”

“PEOPLE THINK DEREGULATION IS about getting them cheaper, It never results
in cheaper. The cost of electricity, the actual generation cost, has gone up almost
threefold, in some cases more, That's something that’s going to be ongoing as
they look to deregulate more utllities. Right now, it's primarily in electric and gas,
but | can see it coming in water, especially under the current administration
because they wanna roll back so many of the rules that are in place”

Health Care 8

“OUR PREMIUMS ARE CONSTANTLY going up for our health care plans. That
by itsalf is strassful. We're getting pay cuts basically. More broadly, people are
terrified of losing thelr jobs because they're losing thelr health care. The fight
for universal health care should be on this list. It's fallen out of the public eye
pecause It's considered unrealistic, impossibie.”

“A LOT OF OUR employers don't wanna offer post-retirement medical coverage

anymore, unless they're in the public sector. We're looking at a way through our
Taft-Hartley Fund to try to provide that benefit to workers, even if it's self-funded.”
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Attack on Medicaid 8

“WITH THE CURRENT ATTACKS on Medicaid, it affects not only your own union
members and the broader working class, but also so many people whoss income
or jobs are dependent on Medicald, If you're in health care, if you're in home care,
so many jobs that are actually financed by Medicaid. That's ane area where you
wanna see a sort of united front able to confront attacks like that”

Public Policy R

“THE LAW IS ALSO being impacted right now by what's going on with the National
Labor Relations Board, So we've bean told to slow down and consult with our legal
department, any NLRB charges or anything that could potentially be a court case,
because right now It could be disastrous for unions, No ene wants to be that
example that made naw public palicy or anything of that nature.”

rederal and <
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State Opposition 8

“THERE'S HO MENTION OF opposition from federal and state governments to
union erganizing. You have decisions like the Janus decision, which davastated
unions. We're still trying to recover from that. There's a lot of unevennass in how
unjans are allowed to operate in each state, and it creates incentivas for companies
to move to states that are unfriendly to union labeor. Union busting is growing as
well, especially in these huge companies like Amazon”

“THE FEDERAL GOVERNMENT HAS put a very big target on the backs of unions.”

Government B

“WE HAD A FORUM at the NLRB. A lot
of people don't understand what that
means. It eliminated the ability for
any worker to gel anything because
if they didn't have a farm, they were
not allowed Lo meel. So you could file
your charge locally and go through that
local process, and all an employer had
to do is appeal it to the full board In
DC, and you were toast ‘cause it would
go there and sit there and die an the
vine. Some of these districts are so
understaffed, I've got charges that
we filed in October of last year that
they're still investigating”
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“I LIVE IN WISCOMSIN, zo | lived
through Act 10 —the complete
destruction of the public sector
workforce, labor movement. That
led to all kinds of political impacts,
which are now not being reversad,
but there's definitely pushback and
a sense of momentum swinging in
the other direction. So that gives
me hope. | really felt like these are a
very dire times for people who care
about working people, but having
sean that it took 15 years of working
to reframe how peaple think about
wark, It's possible”



“OMNE CAN'T HELP BUT look at what has happened in the country in the last
three months, and think that it doesn't seem to bode well for working people
af all stripes. The firing of various government employees was alarming. A large
majority of those were unlon members, It is probably preceding an attack en
people’s ability to organize and be members of unions nationally.”

“| HAVE A GROUP out in New Mexico I'm negotiating a contract for. Similar to
what the federal government did with the vetarans, they were calling them
probationary employees because they had taken on certain positions. | had this
city who terminated a gentleman, a 20-year union member, and they denied
him union representation because he had taken a promotion, he was now a
probationary employee. | arguad that it was a trial period, He already completed
his initial probationary period. | had to file a charge with the board and then
the city attorney agreed with me and sald, ‘Mo, that's a trial period.' | was like,

‘I know that and you know that, but yet this person has been tarminated and
he’s baan outta work for a month and a half! So they called him back in to give
him what they call a 'predetermination hearing,” and fortunately for him, he
won the decision. They put fear in these warkers out in New Mexico, telling
them that it was better for him to resign than to be terminatad because, if he
resigned, he had a chance of coming back to the city within a year —he could
reapply. But if he was terminated, he would lose 50% of his pension.”

Education About Unions B8

“PEOPLE AREN'T LEARMNING ABOUT “STAGMATION RESULTS FROM
unions, So they come up with this MNOT going and educating people
idea of what a unjon is from outside about unijons, about the nature of
forces Instead of it belhg taught in the work that union members do.
aur schools or any outside entity. I'm a firm believer in grassroots
which is also causing an Issue with just about everything. You gotta
getting younger people In, ar people get out and talk to people for
from other sectors, or people in them to be able to understand
right-to-work states.” what neads to happen.”

Historical Context B8

“IN OUR GENERATION, WE had a class called civics. And civics taught you about
what patriotism was really all about. It taught you about what good government
was for, It taught you about your rights under the Constitution, It even taught you
about unions and what good unions did. My kids, who are In their late thirtles and
forties now, didn't get that. They got ‘Andrew Carnegie was this great philanthropist
I'll never forget my son coming home from school one day, and | asked him what
they learned, and he told me that”

LUMION LEADERS



“BACK IN THE EIGHTIES, when Reagan fired alr traffic controllers, that's when labor
lost its power because they did not pull a general strike. If they had pulled a general
strike over that public safety issue, things would be differant today. Since then,
good portions of labor have approached it more about slawing down the erosion
rather than trying to build us back to what we had.”

Structural Changes to the Economy @

“THE STRUCTURAL CHANGE IN the 2aconomy in the Unitaed States, which began in
the 1990s and 2000s with our global economy and when we wears embracing the
liberal ecanomic policy and industrializing the American workforce, we created
this structural change in our economy from the manufacturing economy, which
was highly unionized, to a service economy due to NAFTA, and free trade. It's a
structural change that happened in our 2conomy that led to the reduction in
labaor rights protections for our whole sector of our economy.”

F'he Middle Class &

“A LOT OF PEOPLE don’t know that union or organized labor brought about the
middle class.”

wa ges "

“WAGE THEFT ALOME IS an enormously widespread issue”

“WAGES ARE STAGNANT, WHAT'S the situation with benefits? What are the racial
demographics of work, and how is it broken down? And the overall structure
of the economy is eliminating middle-class work. So middle-class work is being
automated in gig economies, moving from tenured positions to adjunct positions—
plece work In various forms. IFwe're gonna talk about trends In work, we have
to see the structural forces, not just the symptoms of what is happening in a
larger set of structures jn the economy.”

“WAGES ARE STAGMANT ACROSS the board for the most part. Especially these

chemical places, with what's going on with the economy and tariffs and everything

like that, it's making it more difficult for these companies to really put forth a

lot of money because they're not sure if they're gonna be able to get their raw

materials. If there's gonna be demand for thelr product. So it's very interesting, a
One contract that | negotiated in February, they got 51.50, 51.75 raises over the

course of four years. However, they did get a §5,000 signing bonus, And for me,

that kind of shows that this company is not sure they're gonna have the maney

down the road, but they have it right now and they're gonna give it to them,”

@.
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Economic Instability $

“| DO WORK WITH chemical workers, and right now | keep checking in with all
my locals. ‘Are you guys busy? How's production going?’ We're seeing a lot of
slowdown because of tariffs, because people aren't ordering the chemicals that
they would normally order because they don't know what's gonna happen in
the economy. It's very uncertain right now. | do see some plants that very much
have a family attitude —they're gonna keep everybody on, It might look a little
wonky, but we have to work together and we'll keep everybody on, However,

| do have one plant, twa locals, one company, they're getting rid of segments
af their business. They're laying off warkers. And it's a cause for concern for the
local members who are still there”

c Control #

“WHEN FINANCIAL ACTORS ARE controlling the decisions and the industry to
the degree that is happening and increasing, it's highly anti-democratic.”

orm\

Inability to Work Remotely @

“THERE ARE SO MANY jobs that cannot be remote — teachers, hospitals, bank
tellers, grocary store workers, anyona in the arts mostly, not exclusively, But it's
out of step with a white-collar movement toward flexibllity in tarms of whether
you go to a site or not. But for many workers, that's not an option for them.”

“REMOTE WORK DOESN'T HIT us in the utility as hard. It affects us with some of
our call center people, customer service-type people, ‘Cause some of them work
a hybrid/remote schedule, one day a weell In, or one day every two weeks in
the office.”

“WE CAN'T WORK REMOTELY. We're In persan. We have to be warking at the
theater and then the shops, building things for the theater. It has to be done in
person, as soon as they can replace us with automation that's cheaper, they will.
But they haven't been able to yel"

“WITH WORK FROM HOME, I'm echoing again, some people just can't work
from home.”

UNION LEADERS



Consequences of Remote Work @

“IN THE UNIONIZED WORKFORCE, we move from being remote to now Inoking
at hybrid, Some of the advantages for some of the workers was child care because
they didn't have to pay child care expensas. They weare saving on transportstion as
well. But then what we found is that we had a number of members who wanted
to go into the office. They didn't want to be secluded. There was depression.
There was alcoholism. | had one member say, ‘For me, working from home
remotely —I'm closer to the liguor cabinet and I'm drinking more during the day,"”

“24/7 AVAILABILITY. WHETHER IT'S the unionized or the ununionized workforce,
It seems like you are working 24/7. We're not setting boeundaries for ourselves
when wa're working remotely.”

“I'M FINDING THAT WHEN we're trying to organize groups, remote workers, it's
hard to reach them because you can't organize them if thay haven't ever met
one another. You have places of work where everyone is all over the place across
the country, and so they don't form those relationships like when you'ra in the
office and you celebrate thosa milestones like marriages, childbirths, and so forth.”

“¥OU HAVE THOSE PEOPLE who were “ARE PEOPLE ACTUALLY GETTING
victims of domestic violence with out and exercising and focusing on
remots work reporting they were their health and welliness when they're
24/7 right there with their abusers” actually remote-based workers?”

Teaching Remotely @

“IF AT ALL POSSIBLE, | will nevar, ever teach remotely again uniess | absolutely )
have no choice. For certain jobs, it degrades the quality of work immensely to

not be in person. I'm constantly offered opportunities to teach online, and |

don't want to do it To me, It feels like it's cheating the students of an important

part of the educational experience.”

Lack of Choice W

“ARE PEOPLE CHOOSING TO live where they wanna live, that’s not close to their
jab, ar is that all they can afford? Are women choasing flexibility because they
wanna be near their families, or [s it that we don't provide support for working
women? | really think the presentation of how warkers are engaging with the
economy as choice misstates a lot of what's happening. People actually don't
have choices, or they don't have good choices, so they're opting between a set
of bad choices to do the best they can.”

$ B
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Workplace Harassment and Discrimination

“WE DO A GOOD amount of research on workplace harassment, and
discrimination, At the moment, we are concerned thal thera's golng to be
an increase in harassment and bullying on the job given the political context.
We've been wanting to wark with worker groups to do training with unions
and preparing how to respond to issues. Looking at the official EEOQC rates
of reported harassment and discrimination; you're just getting a slice of what's
happening. Particularly in low wage workplaces, there’s very low reporting
because of a lot of reasons, including the power dynamics where people can't
affard to lose work, and fear retaliation for speaking out. Amaong peopla |
Interview, they are likely to not report for a lot of reasons, And some of those
are in industries where there are very high rates of harassment, whether that's
farm work, janitorial wark, or meat packing,”

Child Care W

“THERE'S A LACK OF affordable child “REMOTE WORK IS AN inadequata
care. When we did our recant statewide solution if you're trying to deal

poll in Mew York State, pretty high with child care while you're working
percentages of people report that their and dolng double duty. But people
care responsibilities had a negative who are able to work from home
impact on thairability to keep thair can go pick up their kid fram

jobs, This is people who are caring for daycare much more easily at any
both children but also adults, Child hour and spend more time with
care affordabllity is a massive issue their kids in the evenina rather

to access care, and this is often falling than spending an hour commuting
more heavily on women.” home from work.”

Effects on Health

“MY PERSONAL OBSERVATIONS ARE |'ve seen an increased number of guys who
have daveloped hearl probiems because they're overworked and nol sieeping
enough. Our safety department is actually trying to gather data on that. They've
been trving to collect it now for the last couple of years, and sometimes it's hard
to get the locals to cooperate, Even in the water and gas sectors, being in the
ditch and inclement weather, you're seeing increases in guys having different
types of arthritis that make it impossible for them to work till even 62"

UNION LEADERS
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“WHEN THEY CLOSED DOWN my station, | was 49 years old, and they offered
mea job to go learn to b a lineman, | could have done that job at 25. There's
no doubt in my mind | could have, but at 49, there was no way possible. | could
not have gone to that school and graduated because my body was so beat up
at that point, from working in the power station, erawling around In these tight
spaces, doing all the things that | had to do, and all this work, | couldn't have
done it"

Al R

“A JOB COULD BE more sasily taken over by Al, and that's going to cause a huge
shift in the workforce. 'Cause you're not gonna need the people anymore. Al
is not as big an issue, but a sub-issue of Al that's come into the news recently
is artificially intelligent robots that they want to try to program to do some of
these things. For your local utilities, there's gonna be a huge safety risk because
you dan't have the human there eyeballing things as to what is safe, what is bast
for the customer, the rale payer”

“STUDENTS ARE REALLY LOSING the opportunity to learn how to learn. This

is way beyond the university and high schoals. This is gonna be across society
at avery level. It's gonna negatively impact how people think and how people
intzract with each other. Issues of trust, issues of knowledge reliability. There's
been 2 lot of discussion of knowledge system collapse as Al starts using its own
outpul as its dataset, so errors will multiply.”

“I'M DOING RESEARCH WITH some colleagues on the impact of Al an workers in
fashion. What we saw very publicly In the entertainment industry, in Hollywood,
with the striles, where the unions were able to, by striking, implemant safeguards
around how Al is used so that It's not used to drive down workers' income and
basically take away work, take away jobs. In fashion, we're seging similar issues,
but you nlso hava the fact that because they're largely classified g3 independent
contractors and they're largely precarious workers, although there are some
alite models, The use of Al goes anto the gray areas of employment, and the
modes of exploitation seem to accelerate them. There's research, for example,
about the use of Al for surveillance of Amazon warehouse workers and things
like that. Paying attention to the way that this neaatively affects really broad
sectors of the workforce that are quite hard to regulate. If you're In an industry
that's not unionized, it's much harder.”

“A LOT OF OUR faculty are worried about Al because there's something called
Course Capture. Classrooms are outfitted with Course Capture technology,
where all the class Is recorded. People are worried about universities using that
information, at some polint, to replace faculty with Al avatars to teach the exact
same material that faculty teach”
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“[Al] WILL CONTINUE TO consolidate and continue to have fawer and fewer of
these jobs. But they can't replace all of it with automation and with Al They've
tried. They'd love to if it was cheaper, but there are things that need a human to
create because nobody would pay to see it if it didn't have a human quality, so
it would be like surrounding yourself with virtual junk.”

Surveillance Technology R

“THERE'S INCREASING SURVEILLANCE OF employers on their employees. So you
have things like Amazon warehouses, where thera's no time to actually walk to
the bathroom from their workstations. Even in remote work, you have all of this
surveillance saftware that is not just tracking if you're actually on your computer,
but aiso, ‘Are you making eye cantact during a Zoom masting, or does it seem
like you're doing other things?™

Management @

“| SEE A LACK of appreciation for employees. Management tends to forgel the
level of responsibility or the knowledge it takes to do some of these jobs. I'll give
you an example. I've got one facllity that, If something happens there, it would
change the course of the Ohio River. It's within a five-mile radius, so when | go
there, | stay 15 miles away for that particular reason. The sense of urgency to
train people on these jobs and to retain these employees with that knowledge
isa big thing."

Generational Differences H

“| DO THINK THAT younger generations of workers are asking more pointed
questions about the point of work in a way that we Gen Xers didn't ask. Boomers
didn't necessarily ask the questions, Like the intensity of the pursuit of a certain
set of goals meant that we would work lots of overtime. It's worth taking the
perspective of younger workers right now and trying to understand where they're
coming from. You shouldn't have to work ovartime to make a living, And if there
is a lot of avertime, why aren't employers creating more jobs? Why am we expected
to sign on to an agreement that work Is everything and life has to fit in around
it, versus a job should be a way | get to live?”

UMION LEADERS



Preparing for the Future @
“HISTORY — IF YOU don't learn from it, you'ra doomed to repeat it.”

“| BOUGHT A GENERATOR years ago because | know what the electrical grid looks ._
like in this country, and it’s not good. | advise all my friends. I've got a guy who's

got a small business, I've known him my whole life, and | went and bought tires

off him about a month ago and he said, ‘Everything you've told me about the

utilities has coma to pass over the last 35 years, except one! | said, 'What's that?’

He goes, '| bought that generator, but | don't need it as often as you said | would!

| said, Just be patient’ And | explained to him how the margins have shrunk. He

sald, 'l definitely wanna moke sure | keep that up.™
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“I TELL PEOPLE, 'SAVE up, don't spend it all. Get a nice healthy savings because
you don't know when the work is gonna stow down! We're somewhat tamporary
ar project-based workers. We're not working all year round, We're not always
working 40 hours a weel. So, ‘Everybody save up. It has been very difficult In the
high-cost-of-living parts of the country for people to afford housing, even with
agood union job."

“I'M MAKING SURE I'M paying attention to what's gaing on around me. 50 whether
It be politics, economics, or the Industry that I'm working with, I'm having a finger
on the pulse of how it's going forward, At the same time, I'm trying to enhance
my skills so that I'll be ready for what comes next.”

Education Around Unions ﬂ

“SOMEWHERE ALONG THE EDUCATIONAL journey, students have to be exposed
to what unions do. They may Inquire more about how they work and why we
have them.”

Finding Union Allies A

“WHAT ARE THE MEW, unusual allies “HOW DO WE ALLY ourselves with
that we can bulld as a laber mavement those companies that do want a
to create a clear standard of workers' set of rules that are consistent
rights or worker performance?” across industrias?”
Government 8

“IS THE GOVERNMENT GOING to set the parameters within which workers and
employers then negotiate? Or [s this the wild west again, and all of employment
is up for grabis? What we know is that, absent a union, workers always lose in
that situation.”

“WHAT IS THE ROLE of government, and how do we take back influence in public
policy so that we can actually chanaes our modal of labor relations in this country?
How do we bring worker ownership Into companies? This is not a new idea, but
it's a new idea in the United 5tates — to have worker cooperatives”

Publicity R

“WE AS UNIONS DON'T do enough to publicize our victories. More talking, maore
about what we do and the reason why all people need a seat at the table, and

why this will benefit them, We need to put more of that out there because when

you're golng out there as an organizer, you hear the misinformation that people
are fed about unions”

UMION LEADERS



“WE DEFINITELY PUBLICIZE WHAT the union does when we're on a membership
drive, when we're about to enter contract negotiations, but really that needs to
be every day throughout the year, We need to post flyars that list all the benefits
that come out of union contracts and all the things that are being threatened by
the administration, whether it's a university administration, whether it's a state
administration, whether it's the federal administration, we have to keep that at

the top of people’s minds.”

Strikes 8

“| DO FEEL LIKE the labor movement is nothing if not us getting together
collectively for mutual benefit. Mare protesting, more objections to our rights
being taken away, My fantasy Is there's a general strike, When paople gel fed
up enough about what's happening, union members and other sympathetic
individuals get together and say, "We need to show somathing on a large scale
about how unhappy workers are about the current climate of the way that the
government is making these changes.”™

Investment and Funding 8

“WHERE IS THE FUNDING coming from to do [union and labor] research? It's
rot coming from the federal government right now. What are the Investments
the states are gonna make? What are the Investments foundations are gonna
make into figuring out what's a new system of labor retations in this system?”

“S0O | FEEL THAT we know a lot about the trends and what's happening, but how
we are preparing for the future to be relevant in that discussion, that's an ongoing
struggle as somebody who has to get funded to do the work that we do, Who's
funding now ideas from collective bargaining? How to pursue new itdeas on
collective power bullding? How do we move the discussion away from trying to
fix the NLRA and the NLRE to actually thinking boldly about what new labor laws
should look k= in the United States? That has led us to exploring different models
of sectoral bargaining for different industries in the United States. Dowe need a
sectoral bargaining approach thera? Do we need a sectoral bargaining approach
for Al because that's impacting those careers that used to be high-end?”

Climate Change 8 a

“CLIMATE CHANGE TO ME is the ultimate, unstoppable force, or it might not be
unstoppable, but we've done nothing to stop it. That to me has the potential to
drive such powerful changes in everything. Many of them will be bad and horrible
and painful, and some of them might be good. The dynamics could change quickly
if we were able to establish the government's role in the economy In a way that
was maore about securing a future for workers,”
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Economic Insecurity ¢

“THERE'S LOTS OF STRUGGLE. As the economy tanks, peopla's finances are gonna
get worse and worse. It's gonna be harter and harder to get people to sian up,
and that means wa'|l have fewar resources to fight big battles. So | am very
worried while also hopeful because | feel that as the situation worsens, people
will also see how they need to have a voice, and that unions are one of the few
remaining avenues for workers to actually be heard and have power.”

Economic Inequality &

“THE RISE OF THE billicnaire “IN A MOMENT WHEN wealth inequality,
class and the corporate control which has been really bad for a long
of politics is the main driver of time, is worsening, we have billionairas
everything right now. And as long trying to control levers of government
as that continues, we'll see these and the most frightening oligarchic
trands continue, if not get warse,” tendencies on stark display.”

“THE DIRECTION GOING FORWARD is pretty dire. It's not just the number of
people, the 10% of the woatrkforce, but it's the tipping point we seem to have
arrived at where the ultra-rich treat the world as their playground and regular,
everyday working people are completzly expendable in the service of their whims”

Power Differentials ¢

“THE PEOPLE WITH THE most power in our world really hold working people
In contempt and ara happy for them to suffer”

Waons ’
W r,|:J =2

“WAGES HAVE BEEN STAGNANT for so long. We need to somehow bring up
wages. We Know these corporations are making money hand over fist, and
they're looking at shrinking wages to their workers. Sometimes | look at what
some people maka and I'm like, ‘How can you survive on that?™

“WE REALLY NEED TO work on advocating for either a UBI ar an increase in the
fedearal minimum wage. But that needs to bea significant increase, not just 52

or 53. It needs to come up to $30, if not more”

“WE NEED TO SUPPORT people. That does include child care, too. But then again,
you can't affond child care if you're making 520 an hour, at least where | live”

UNION LEADERS



Shortage of Workers &

“I'M AFRAID IN THE next five ar 10 years, there's gonna be a massive shortage
of blue collar workers."

Navigating Political Differences W

“OME OF THE CHALLENGES of getting higher union participation Is how unions
handle political controversies. Thare are a lot of different views about things in
society at large and you have diffarent groups demanding different kinds of
actions, sometimes in opposition to each other. How do we navigate the
individual differences while addressing the shared needs?”

“WE DON'T WANT TO separate workers by politics. All workers deserve the same
benefits and protections even if we disagree with their views"

Social impact W

“IT'S NOT DOOM. WORKERS will continue to organize and demand better wages.,
Rethinking our social pact as a soclety is going to be next.”

“l DO WAMNNA HOLD up that we see the abllity to connect the dots in a different
way about how exploitation of working people is happening. That gives me a lot
of hope.

“| DON'T HAVE AN expectation about what will happen in the future, | have a
commitment that we have to make the future we want. | see unions as the most
essential Ingredient in helping all working people, not just union members, but all
working people get to have a say in their own future, and what we should be doing
Ig increasing our power Lo make the future that working people want and need.”

Collectivismm B

“THIS COUNTRY WAS FOUNDED on individualism. Instead, we need to start
thinking about things as a collective— we interact with each other as a collective.
The work that | do, if we're in the same shop, plant, whatever, directly affects the
work that you do. We nead to work togethear to make this a better place for us.”
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Future Generations R

“WE NEED TO FOCUS on the generation coming aftar us. We need to focus on
the people who are here right now o that we make sure that they are equippad
to handle the job goling forward. | don't see that we do a good job of that. I'm
constantly asking, ‘Okay, if you're planning an retiting in the next few years, who
do you see who will be the next leaders?' I'm encouraging our fellow brothers
to start looking at women to take on those leadership roles”

Dignified Jobs &

“SOMEHOW WE, AS A society, creatad this division of whather you're going to
college or not going to college. We nead to be able to equate those jobs with
good paying, dignified jobs.”

Al R

“ONE THING THAT WE'VE done in the last vear and a hall is send out general
information requests to our employers about the use of AL If they're already
using It, what aspects?”

“Al ROBOTS ARE GOING to affect us, but, at the end of the day, you stili need a
human being to make some of these decisions just for safety's sake. Nobody's
gonna care if a trench collapses and a robot’s destroyed, bul they do care when
a human being's in there and he's 28 years old and he's got a two-month-old
daughter who's never gonna know her dad. | don't see how they can completely
take out the human factor in the utility sector”

Surveillance Technology N

“MANY OF OUR EMPLOYERS now use surveillance systems. We've worked to get
language in the contract to limit what the employer can do. For instance, in
alectronic monitoring, which could be GPS, telematics, video, audio recording,
they've tried to put in cabs of line trucks. We work to get that language in there,
and as technology expands, we are updaling that language to reflect a new reality.”

Women in Union Leadership W

“WE NEED MORE WOMEN in glective offices throughout our respective local
unions and on the national level.”

“WITHIN MY WOMEN'S CAUCUS committes, I've had maybe about five or six
people who have run for office who were told that they didn't have a chance
and thay are now vice prasidents or presidents or delegatss.”

UMION LEADERS



“THE OTHER THING THAT holds women back is the mindsat that we nead to know
everything. Man, when you are approached and asked to take on a leadership role
or to move into a certain pasition, you are more apt to do so knowing that you'll
learn along the way. Women seem to wanna know everything upfront, and | am

mentoring them, saying, ‘You don't have to know everything, you just have to have
a desire, whatever that is,"

Uniens in the Future @

“I'M HELPING OUR UNIOMS and union leadars have time and space to see into the
future themselves, A lot of leading a union is incremental and reacting to everything
that's happening. It's taking members’ phone calls and dealing with problems they
have on the job site and negotiating contracts, All of that s critical, vital, important
wark. But if you spend all your time daoing that, you don't have a chance to pause
and try to see into the future and use that to make really hard decisions about

what parts of the work you kaep and what you let go of. What's most powerful
at this moment? How do we go where the opportunity and the energy is?”

“I' HELPING UNION LEADERS think about equity and inclusion. This whole DELJ @
thing is actually an attack on working-class people. If union leaders can't be

articulate and fluent in how that is happening, then we see what has happened,

which is that our own members are divided, working paople in general are divided,

and then that makes it harder for us to be part of reclaiming the power to set

the terms of what work should be doing.”

“I' HELPING UNION LEADERS think about what it means to have their members m
see the union as their hame and not just a thing that helps me when | think about

It When something bad happens, | have someona to call. This is tha place whera

| have a chance to be powerful. There's 50 many things happening in the world

that malke all Individuals and households feel like they don't have power and that

actually ensures that the current trends will just continue. So how do we help

people feel like they do have power in a collective ta help set the table?”

“I'M TRYING TO EDUCATE our “| HAVE A 15-YEAR-OLD, a 12-year-old,

younger workars who haven't bean and a 2-year-old. I've gone into their

in the workforce that long, who classrooms, and friends who are .
don't have a general understanding teachers’ classrooms, and told them l.'h._\ :
of how organized labor works. what | do. Answering questions,

I've spent 90% of my careerin explaining to them that's what a

organized labor, and I'm looking union is. These kids are very receptive

forward to the next few years to hearing about it, and they ask

‘cause I'm ending my career.” good questions.”

“WHEN | DO GET to the paint where | retire, | leave our unlen in goad hands. I'm
constantly talking to union leadership about a succession plan. | spent half my
career in what we call the 'dark side, In management, and they always have a
successlon plan”
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Chief Executive Officers

THE CHIEF EXECUTIVE OFFICER (CEO) is the highest-ranking
executive responsible for the overall management, direction,
and performance of an organization. The role encompasses
setting strategic priorities, guiding leadership teams, and
ensuring the organization fulfills its mission and goals. The
CEO aversees all core functions, including operations, finance,

risk management, investment, talent, innovation, and
stakeholder relations, focusing on short- and long-term
objectives depending on the business horizon and

shareholder interests.

SANDBOX 15 THEMES

@&

@

Education,

Culture, Change, Leadership,
Balonging Adaptability Management Development
& Social Coannection & Agility & Organizational Roles & Training
In-Parsan Callabaration Warkplace Design, Technology
& Remole Work & Organizational Experience GAl

Design & Urban Planning
Policy, Public Equity Economiic
Sector, Societal & Workforce Factors
& Labor Issues Diversity
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The Current State

SUMMARY: CEOs, having the ultimate responsibility for

an organization's financial and operational effectiveness,
struggle with the new business and employee-expectations
landscape. Old models of how to manage a workforce do
not fit the current landscape, and new models have not
been developed that adequately address complicated work
arrangements, talent turnover, rising employee expectations
of personal time mixed with work time, and hybrid/remote
work in general. A few report chaos in attempting to satisfy
both business and worker demands. They report that the
ground keeps shifting under their feet and their need to be
agile, which are new demands that they are not adequately
prepared for. Additionally, they report that old habits are
hard to break. Al is a major disruptor of their business
models, but integration of Al into their business processes
is imperative. Striving for a stronghold, they believe
organizational culture is critical for consistency and stability.

“WE TALK A LOT internally that hope is not a strategy. It's good to have hope, but
you can't really take that to the bank. As leaders, we have to be inspirational, We
have to beauthentic. The people have to believe that we truly belleve what
we're saying, And 50 sometimes when you're just trying to say what you think
someone wants to hear, thera's a pretty good chanca you don't know what they
wanna hear. That's the world that | live in. The best thing to do s listen and
respond and try to be authentic”

“A LOT OF TIMES, the people who are leading the actual project do not have insight
into what the real objectives are for the praoject, 'cause thase come from the
C-suite a lot of times, or HR issues and things like that. And when you get down
to bullding something, it becomes very tactical. So, trying to bridge that gap”
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“THERE MAY BE A correlation, if not causality, with the social isolation [and remote
work] plece of i So | think people are less engaged socially. Not reading physical
social cues, which is important to interpret interaction, | think that's actually
driving hostility now.”

“WE DOMN'T RECOGNIZE HOW hard it is for individual managers to understand
the differances between a ramote employse and someone who's sitting next
to them, The people who are remote, many times by cholce, are feeling left out
because they don't have that same interaction that other people are getting
Just by being together. And that's a challenge. How do you begin to talk about
that and have people understand that part of their own choices are driving
maybe some of their concerns?”

“OMNE OF THE CHALLENGES is [that everyone ‘“WE'VE UNMLEASHED THIS

in this session is] of a cartain generation REMOTE work, 5o we have
where we grew up in the workfarce. We to get everyone, managamaent,
were there five days a week. | think In some and all your providers, to work
ways the younger generation wants to a little harder now than we
work from home, but they don't necassarily aver had to before to ereate
guite understand the impact, that they're that, It's a lot more intentional
also missing out on a tremandous amount and a lot more sophisticated
of learning and development.” than has ever been.”

"I'VE HAD A NUMBER of people—wa don't have a lot of turnover, but when we've
had turnaver, one of the primary reasons has been because they wanted to
interact face-to-face with other people. They wanted to be on-site, and they
wanted professional development. This was with our younger people. I'm
starting to see a lot more ads for social networking clubs, and it's peeling
towards connection. Some come here and hang out, come heére and make
friends. And | wonder if this might be the beginning of a swing”

“THE CONNECTION TAX THAT you have with people not being togather and the
costs in terms of weak ties and innovation, which is really my background and
what my business is all about. And we know that it's tough to gat those water
cooler moments with remote companies.”

“THE INDIVIDUALS WHO WERE really pining for 'l wanna be 100% remote’ in our
world are recognizing that they are missing things”

CHIEF EXECUTIVE OFFICERS



“A LOT OF COMPANIES out there are looking for the answer. And thera is no ong
answer, And sometimes that goes over well, sometimes it dossn't go over wall”

“[MY COMPANY] IS FULLY back in person five days a week. In a group of a lot of
leaders who have remote or hybrid companles. Mow, that hasn't been easy for
everyone, but it was a call we made a few years ago, and we have really been trying
to push forward, We have a lot of flexibllity. We've baan trying to push flexibility,”

“WHEN WE ALL USED to go to the office, you'd get that half an hour, 40 minutes
of commuta time, to listen to your favorite station and prep yourself to get to

wark. Now, | get a yogurt from the kitchen and I'm in my office in gight seconds.
There's no preparation for the day, And there's no relinquishment at the end of

the day.”

“THE STUDIOS IN [ARCHITECTURE] that are in the office four days, five days are
mare syccessful, We are talking with studios that are trying to look at how they
can be more prolific. Chase the work, do the work, all that kind of stuff, but thera's
also bottom-line issues, and that is something that we've seen, that's documented.
We can say if you're in the office together more, those studios are actually more
financially successful.”

“WHEN YOU LOOK AT our strata of companies, the top 10%: that are the most @,__
successful come in every day. The bottom guartile are ones that have flexible
work schedules.”

“ONE THING ABOUT THIS conversation that | don't think is talked about enough
from the employee perspective in this move of companies that had to go remote
and that are trying to figure out how to get everybody back, is the cost Iimpact
on the employees themsealves. | don't see companies that say, "Everybody should
come back and by the way, here's your extra 515,000 a year we're adding to your
pay to compensate for those costs Now, they didn't get their salary reduced
at the beginning of this whole thing sither, So there's both sides of it. But | do
think that a big part of the employee resistance comes back when you think of
childcare costs and commuting costs and all that stuff.”

“IT'S NOT JUST A draconian thing that we're trying to do here. It's because we
are actually better when we're together”
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“| SEE MY EMAIL traffic on Fridays go to zero. It's nathing. So people aren't doing
it anyway, | wonder If you just don't recognize that as a trend and say, 'You know
what? Come in four days, Friday you're off, see you Monday. And that's it. And
then you're building people, they're getting that Rexibility, but you're building
that culture that you need to get”

a
“THE PACE OF CHANGE s just so fast. It's very challenging.”

“CHAOS. | WAS JUST remarking to some colleagues and peers recently, thera's
never been a more chaotic, rapidly changing upside-down time to be a CEQ
leader in a fast-growing company —at least in my experience since |'ve been
doing this since the mid-nineties. You have these changes in public policy and
expectations of employeas in the workforce. We've been leveraging technology
toals hard to actually make remota worl really well, or as well as it possibly can,
with high engagement. Many of those tools are really new and avolving every
time an upgrade comes out.”

“ITIS JUST AMAZING to me how quickly trends change. What used to be a trend,
you could talk about it for years. Then maybe it came down ta months, and now
it's weeks and maybe it's even days, A trend that was really interesting yesterday
may be completely differant tomorrow because of the impact that we're seging
with Al and things llke that”

“SETTING EXPECTATIONS WITH OUR people. Whatever direction we're taking
right now, we reserve the right to be smarter today than we were yesterday.”

“WE HAVE A FACTORY 100% in person. Warshouses, obviously, distribution
centers, are in person. Salaried employees are hybrid. I'm totally remaote, Other
people are not, or a few days a week, and the Germans are 100% in person.
S50 we have all these different cultural cues, and when we talk about what lsn't
working, impasing one view and all those differant functional geographic
@ipearience levels to this discussion, that to me is what is not working. Because
it's just not feasible
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“IWITH Al], | WOULD say where | see more oppartunity is actually on the sales and
marketing side. The basics can get done faster, and then we can add a level of
creativity. It will never be replaced, but it's happening very quickly, People are
sending me stuff that | can tell is Al-generated. And I'm like, 'Okay, this is just
for an idea! So it's also, and | hate to sound like an ald person, but the younger
genearation needs to understand that's like a draft that is not output, that is the
beginning of creativity. It is nol creativity itself, at least not at this peint. The
tools aren't good enough. But that's a hard conversation to have with someone
that’s year one.”

“I'WANTED TO BRING my entire company toa basaline of competency on Al so
we had a speaker come in. | pulled everybody in for one of our all-hands meetings
and trained them all. And we had various levels of competency. Some people
ware so good that they were teaching Deloitte how to use Al— others had no
exposure. And so now we're at the same base level. That's super Important, and
things are changing so fast”

“THE ABILITY FOR BIG companies to onboard this innovative tech is gonna
be huge. | think of Apple, I'm a big Apple fan historically, but wow, thay really
missed the boat on Al, didn't they? And now they're just like, really paying the
cost of that”

“LIVED EXPERIENCE GIVES YOU wisdom and the judgment you use when
you'ra using these digital toals™

“[THERE I15] GREAT POTENTIAL in Al and for me, leading a startup. Again, I'm
benefiting so much from a lot of the amazing things that large language models
cando, orin the realm of audio, that we're in large diffusion models, Soin terms
of ourtech, in terms of sales, wow, we nead to spend a lot less money an peopla
to do a lot of things. But that just underscores all the pressures on the people
and the extent to which these technologies undermine my value and may take
or threaten my job.”

“TECHMOLOGICALLY, THE SPEED WITH which we can create better tech for
that is Incredible. And as a startup, we're bullding all of our systems compared
to my past experience in the corporate world, where you're inheriting —you're
trying to improve systems.”
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“A POINT ABOUT PROFESSIONALS and their need for training. There's only so
much they learn in school. | would say 20%, They learn soma skills and some
social interaction, Everything else is learned on the job. And it's much harder
in our world when you're warking as teams, We don't have people to work
independently. Almost every single person works as a team. And if that team
is together, they're more prolific.”

“WE'RE SO SILOED, WHETHER we likz it or not, and so we've been doing a lot
af organizational behavior work around what does it mean to be a team? How
do you even define a team? How do you develop high performance around the
teams you have, whethar they be functional or project-based, or in my case,
the global-lacal dynamic?”

&
“THE INNOVATION PIECE IS ane "WE HAVE A DOZEN plus patents,
aof the things, frankly, that we are not a single one of them was done in
struggling with right now. | believe a scheduled meeting. These were all
It's because people are not in the from something else that happenad.
office, not collaborating, not just And conversations that were unplanned
brainstorming. It doesn't happen. | and yeah, we have a lot mora planned
think the collaborative aspect and meetings and a lot less out of the box
innovation really have suffered.” thinking, | think, in those mesatings.”

L

“WHAT ARE SOME THINGS that work or are challenges..with the time zone
differances? | don't think that's well understood in terms of what companies
cando”

“PEOPLE ARE 65% MORE |ikely to stay at thelr jobs if they have a friend at work.
50, breaking down all that nolse, what have we evolved to be over the past,
whatever million years, and what are the basic thinas that we can provide at
the campuses, to our companies, to our investments that satisfy those basic
things? |My organization is] regressing a little, doing a lot more research. Wa're
thinking a lot harder about it than we ever have, but really trying to break it
down: What Is happiness? What |s contentment? What are the things that are
gonna make people comfortable and enthusiastic for the workplace?”
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“IHAVING A REMOTE-FIRST COMPANY] Is absolutely not cheaper than having a
headquarters because we're doing reglonal get-togethers. We bring everybody
to Berkeley ar Southern California for three or four days, ance a year, if nat twice
a year. We do team off-sites, probably quarterly, where they're going in and say,
fiying into Denver, and than that Denver person's coordinating everything. And
then we're constantly encouraging people to do company-funded get-togethers
In their local micro markets, We're in like 49 states. There are places where there
are clusters of 4, 5, & people. We're encouraging them to get together. That's
something that has been interesting to me. It's not cheaper ‘cause we're funding
all of that to try to get at this issugs of connectivity and coaching and mentoring”

“POST COVID, IT WAS all about digital connesction. 'Okay, we respect hybrid, so
let's figure out the digital taam format’ And now they want a caomplament that's
physlecal, So, is it these hubs? Is it coworking spaces? s it saying ‘Everyone
northeast, baby, and here we are, wa're gonna be together’ That's what I'm
trying to figura out. But'that te me is the biggest shift."

“IM OUR WORLD, THERE'S very little you can do to have |[an employee] stay
farever. They have the ability to move to other places, to move other directions,
up and laterally, As leaders, you can't obsess over something that you can’t
change, So how do you work with that? How do you understand that there is,
at & certain level, there are gonna be people that are gonna be moving and
very valuable people are gonna be moving in and out. And | think about how
you quickly reinforce culture and internal processes so that it does not become
onarous on either sids, The peoplz joining or the people training the people
Joining are gonna be important”

“THE BIGGER GESTALT TO ma is the cultural overiay and how does that feed in
and how do you build a strong and vibrant culture given hybrid work, given AL”

“PECPLE ARE LOOKING FOR purpose. They want to have something that they
can get behind. Does the company have an overriding purpose? Is my manager,
my direct manager, supportive of all that stuff where | can have some growth?
Do | have a place where all that can be accomplished?”

“DOES THAT PHYSICAL SPACE manifest the purpose and core values? Does
it express it in a way that connects to people and their desire for that? I'd say
everybody wants to have a higher purpase, in some way, whether they can
articulate that or not. But | think the new employees really care about that.
How do you create the touch points for them, whether it's virtual or In the
office to reinforce that connection? It's probably both.”
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“IN PREVIOUS RESEARCH WE had
doneg, we found that 80% of people
form significant relationships with
people who are a different race or
a different age than them when
they'ra in the workplace. And when
you start to look at that, | think
there are some very significant
larger-scale social impacts.”

“YOU'RE GONNA WORK WITH

all sorts of different cultures and
sexes and all the plus and you're
like, ‘Oh yeah, these are reasonable,
nice people! But if you're remote,
it's easy to be prejudiced or upset
‘cause you don't get any of the

rest of the communication that
happens in parson.”

“THERE'S A LOT OF contradictory information. There's a lot of dualities that

| do think we as leaders are having to navigate constantly, and they are shifting
that ground all the time as we go, When we're talking about big issues that

this group of leaders is facing when we think about the future of work, that
shifting ground, that need to be agile, that need to understand that there

are going to be contradictory dualities in the landscape and what people are
asking for, what they need, Even sometimes | see they're asking for totally
contradictory things.”

*THE SHEER PACE OF chanagae, the number of initiatives that you have to work
on because you've got a number of strategic initiatives you need to act an to
move the business forward, while at the same time being in reactive mods
because of changes coming outta Washington or wherever. Nol to get political,
a big thing for us is tariffs and how the pendulum has swung back and forth,
It's very hard to know what we should do there. Regarding ICE, we employ a
fair amount of Hispanic workers. From thelr perspective, it's top of mind. So
we have to be able to calm the waters and communicate and be very clear

on how we need to address that If and when that situation arises”

“THERE'S DEFINITELY A LOT of uncertainty coming outta Washington. | was
reading that we're already short 400,000 manufacturing jobs. That's only gonna
get worse. 5o | think on one hand, we as a country are gonna be facing a shortage
of those types of jobs. Most of that automation has already happened, but we
will continue. But | think there’s gonna be a shortage there”

“WE ARE RIGHT NOW experiencing social upheaval, and we go through this

every few years, ight? That's a fact. But this is gonna have some long-lasting
implications”
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“WHAT WE TEMD TO dislike Is a lack of direction. And so the whiplash makes

it very difficult to make decisions, and therefore clients are doing things like
waiting. We're looking for opportunities where the waiting is. 5o where peaple
are not investing, we're looking for places where they might be.”

“IN ALL OF THIS changse, where are those opportunities to really have an Impact?
There's a lot of disruption right now in a lot of different industries, and yet huge
opportunities to harness an entirely new generation. We were talking a littie bit
previously about this new generation that is so facile using a lot of new tools to
get their ideas out there, and they're nat holding back in terms of what they'd
like to see change. So | think there's a huge amount of opportunity in the world
out there. | think there's a lot of creativity. | think thera's a lot of Interest in taking
people’s efforts and, again, from a design perspective, having a positive impact”

“WE SPEND B0% OF our money on people, we only spend 10% on real estate.
If real estate is impeding people's performance, that's dumb. We should spend
more on inexpensive things.”

“WE DELIBERATELY CREATED SPACES that were more informal, like couches
and that type af thing, to try and encourage people to go back into that space
and collaborate, Then at the same time, we've put in those telephone pods,
if you need private space, to various degrees. We've increased the density of
our cubes ‘cause people frankly don't need as big a cube as they used to have”

“DOES THAT PHYSICAL SPACE manifest “PHYSICAL SPACES, AS MUCH
the purpose and core values? Does it as wea'd like to say they're aglle
express it in a way that connects to and they can change, they don't
people and thelr desire for that?” really change that much.”

“VERY FEW THINK THAT the need for space Is going away. That's not the use

of space, micro districts and things like thal; it's not just about how much a

plece of real estate costs to rent, Where is the real estate? Will my people have @'_
something to do when they leave the office?™

“AMEMNITY SPACES WITHIN THE tenant space is a very big thing now.”
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“WHAT | LOOK FOR in people now is changing a lot. I'm now valuing extramely
high EQ way mors than even some technical skills and stuff, And I'm also valuing
curiosity and speed of movement way more than | ever did 10 years ago, Because

| find that those people who have those attributes are the anes who are helping
navigate this crazy stuff we've talked about”

“ROSTERS IN ANY PROFESSIONAL sport generally have enough salary flexibility
to lock up the top one or two players, but not tha three, four, five who truly make
the difference between whether you win a championship or not. And so you
have to get the most out of those players, You got ‘em for two or three years or
whatever. You gotta figure out how you get the most out of them in that time.
And then the other plece to me that triggers s like the Idea of developing your
own talent and bringing people in early and then bullding that bench like the
rookies that you're ganna hold onta”

“WITH PROFESSIONALS, A LOT of your learning is through observation. And
we're seeing a difference between Tully on-site workers and people who are in
the studios for three, four days a week. They're growing more mature in their
careers. And it's hard to explain to someabody that this individual is advancing
quicker than you are because they are showing skills and exhibiting skills that
are evolving and grawing. And they’re getting those by something that is not
prescribed by the company. It's because of their interactions with people of
all other makes. And | think it's gonna be a challenge going forward.”

“WE HAVE TO BE a learning organization to bring up people In the design
architecture fizld, And we're a cliznt service field, professional services firm,
50 we have clients to serve and we have team members that we nead to
constantly be growing and developing in order to have those interpersonal
skills because it is a professional services organization”
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The Future State

SUMMARY: Leaders, charged with preparing their
organizations for an uncertain future, face growing pressure
to adapt to rapid technological and social change. Traditional
models of leadership, talent development, and organizational
design no longer align with a workplace shaped by Al, hybrid
work, and rising employee expectations. Many describe

the need to learn faster, embed agility in their teams, and
balance innovation with well-being. While some express
optimism about Al's potential, others see it as an existential
threat to jobs, equity, and human connection. As linear
career paths give way to skills-based and gig-oriented
models, leaders view empathy, culture, and clarity of purpose
as essential anchors in a time of constant disruption.

“FOR ME PERSONALLY, I'M planning my retirement and hence the transition within
my team. So I'm thinking a lot about succession planning and really building a
legacy so that when | move an, we've got the right elements in place in terms
of the right people, the right software. We're beginning to look into Al and then
leverage that. It's about ensuring we have the right culture and are focused on
the right things.”

“WE GOTTA LEARN TO surf the wave."

“S0 | THINK PREPARING for the future is just not being afraid of it. Sounds trite,
maybe, but | am very aptimistic.”

“FOCUSING ON THE CORE values, mission, teamwork, connectivity, culture,

those things ‘cause then no matler what happens around us, these are the
things we can control”
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“IN TIMES LIKE THESE of heightened uncertainty, [we are doing| everything from
living in other countries to multiple options In that respect. The same with hiring
plans as well, looking at alternatives to conventional safe bets like the US, What
| expect to happen in the future is 5o hard to say because we're in times of such
uncertainty, and my sense of history, too, is that often when things are at their
worst, you also have the oppartunity for the positive”

“l HAVE TO BE way mare proactive about learning, It's not just absorbing and
ereating adjacencies like, 'Gimme the opportunity to do that! I've been trying
to go as deep as | possibly can on Al to try to figure out what it actually means
for our arganization. What do | need to understand about it? What does the
organization nead to understand about it? That's one example, but | fes! like

| need to learn and grow a lot faster than | ever did before to stay up with
what's happening.”

“MAKING MYSELF TAKE VACATION “IT'S REALLY INVESTING IN

is one way. Putting your oxygen mask tachnology, really investing in

on first so you can takea care of others... people and making sure we're all

Encouraging all the leaders in the taking care of our own wellbelng.

organization to be taking care of their ‘Cause it's gonna be tough, a lot

own mental health and wellbelna” of decision makina out there”
=

“I THINK WE'RE GONNA have a bunch of college graduates who are gonna struggle
to find employment and those entry-level jobs, which are so formative when
you start your carear and you leam, | worked in public accounting-type firms
and consulting firms, You learn so much from that, and those jobs are gonna

be eliminated and you can't suddenly go from ground zero up to, 'Hey, I'm the
CEO using Al to plan all this!”

“IF WE'RE GUTTING MID-LEVEL management, because of the ROl on Al and
high tech eliminating the middie, we've now guttad wisdom and experiance.
That's the thing, you need to actually be able to make good decisions around
what you're being presanted with.”
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“TO ME, [Al] IS an existential threat. | think it's gonna be a lot of power
concentratad in a very limitad number of hands. It's what peaple have risen up
against a little in the current environment. | think it's only gonna get worse. This
feeling about elites and contral. That is gonna have a major impact on us as a
society. And we talked about workplace violence and that feeling of being
completely disempowerad. ‘Not in control of my life, My life is dictated by this’

| definitely try to stay positive, but | definitely have doom and glooem moments.
There's some massive challenges with this, and it's a little bit different from the
Industrial Revolution, or the computers, you could see that really enabling things.
I think this truly can replace, not initially, but | think ultimately it can truly replace
a lot of what is done by humans today.”

“HISTORICALLY, WE HAD BOUMDARIES in terms of how we relaxed. And we
relaxed in nature, we relaxed going out, socializing, whatever, but relaxation
now is on the very same tool that we used to work, So that boundary is getting
biurred. And it is possible that it also has a negative impact.”

“THE PACE OF CHANGE and the plummeting marginal cost of intelligence,
obviously, there's tremendous oppertunity in that. For solo entrepreneurs, the
one-person mega companias, the speed with which we can engineer better
things, whether that's eliminating disease or solving some of the ather big
problems, Obviously, there's tremendous potential In all of that for the good.”

“AT THME END OF the day, [Al] is a tool. It's clay. We shape [t It's having the tools
to figure out how to shape the clay to get the outcome we want.”

“WE'VE NOW GOT THESE large language learning models, We've now gol access
to really wonderful technology. But | am worried that not everybody's gonna
have that access and the implications of that. And then I'm concarned that
the few jobs in big corporate America are gonna be given to those at the blue
chip level—the Ivies, the insular class, fundamentally. And that access to these
other things will not be avallable potentially, and so | think then the only real
path, the primary path to wealth, has been entrepreneurship.”

“WHAT WE'RE DOING BY reinforcing so much remote wark, not necessarily
bringing people together in these day-to-day work activities, Is reinforcing
mental health issues, that sense of isalation, that lack of connection, So that
we're allawing Al to be an even faster, deeper, more existential threat”
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“Al 1S GONMA BE a massive disruptor to how we work. And | think it's got
some positives, but | think it's gol a lot of challenges as well”

“IF WE'RE GUTTING THE lower levels of our workforce because we're replacing
them with Al, then those who are actually managers, it's probably gonna get
more exclusive. It's probably gonna be the guys in the Ivies and who know people.
So ifI'm gonna hire a senjor exscutive, It's probably gonna be a blue-chip person
who's in the network. And so | think there's gonna be some real societal disruption
potentially if we aren't really thoughtful about this”

“MY TWO SONS ARE 23 and 21, and they're worried and they don't know
whal to do. They don't know what carear to choose, that's not gonna get
eaten up by AL"

“OUR PARENTS USED TO be [at an organization] maybe 25 years. And us, maybe
wa've been there 10, For [the next generation], it's gonna be every couple of years.
Every year. | think they're gonna have a gig economy, Thera's gonna be a lot less
certainty, a lot fewer ties to one employer. Because | think jobs will be, 'Yeah,
you got a job today. and then Al has eliminated it’ Okay, now what do you do?
You gotta constantly reinvent yourself”

“I EXPECT MY KIDS to have multiple careers because_thay're gonna learn
differently and they're gonna learn faster than | do in the tools needed for
today. Thay might be able Lo, instead of going up the ladder, go [vertically]....
So | think that's the other thing, the space needs to not just be flexible because
af this use, but because talent and teams will evolve more than when | started
In my career, which could be really greal or very scary for my kids. We're thinking
about that a lot, not being so wed to single individuals, but building teams and
dynamics and cultures that can flex as the skillset and compatencies require.”

“| DON'T THINK THE expectations of what a career looks like are going to be
the same for our generalion. Up or oul. Not at all the expectations of the next
generation, And | think there's something a little scary and wonderful in that,
and what that is going to look like as the younoer generation defines their
careers, maybe even In a more entreprencurial way and a more empowered way.”
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“THE STOCKDALE PARADOX. JAMES Stockdale was one of the captives along with
John McCaln in the Hanoi Hilton, They were obviously desperale, didn't know
what to do, and he came up and sald, ‘You can only control what you can control.
It's really too much optimism. Those are the ones that really suffered.... Being
empathetic, but being realistic, is leveling with people about the ehallenges.
And you can spin around and worry about all that stuff, or we can control things
that we can control, I've been thinking a lot about that and how to deploy that
within the employses”

“FOR ME, THE METRIC is if people wanna show up, then it's valuable, and that's
been working really well, So they opt in and they opt out. | think it's possible the

future of work may ba more about control within certain parameters,

certain givens”

¢

“AGILITY. | THINK THAT It is going to be less, a decision is made, and then it is
stuck with, but more decisions are made to allow more agility in how we mave
and how we organize our teams. That's something | see for the futura, new
models of structures that are more agile, that allow teams to fiex in different
ways, that may allow spaces to flex in different ways”

“OMNE OF THE QUESTIONS that naads
to be answered is how to get flexiblilty.
What does that really mean? In the
future, even when you'ra clear on the
direction of your organization and
what your organization needs, how to
meaningfully bulld In flexibllity and
equity of experience so that it's not
stagrant. It's not one place, five days

a week for 40 years, and you get a gold
watch at the end of it.—. How do we
create a new kind of model that isn't
the same old model, but that can get
the benefit of what we need, which is
maore in-person engagement?”
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“THE WAY THAT EGG got scrambled
with COVID, you had established
workplaces and everything. They
aet scrambled, and everybody
gets thrown inte having to be
remote for a while. It seems to me
like wa're In this settling out phase
now, and that if | were thinking
forward like a few years from now,
| think you're gonna see more
companies whose workplace

and their culture are very much
defined by how they're gonna
answer that question, And people
will self-select into it
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“l AM DOUBLING DOWN on talent developmeant specifically, more compstancy-
based rather than the career ladder, because | think that's gonna be different.”

“WHAT IS THE TALENT we need for tomorrow and not just the talant we have
today? That's been a very big focus of ours. 'Cause it is different. What do we expect
to happen in the future? I'm not really sure. | just know it won't be yesterday.”

L

“ABOUT THE GIG ECONOMY, | think there is a lot of entrepreneurial spirit in
younger people. I've been on panels with millennlal entrepreneurs who are
happy to be doing three things all at once, their gig and their other gig and then
their side aig, But | think there is something that | wonder about, particularly
in the US, maybe other countries have it a little bit more under control, but the
sort of social infrastructure that would allow for this non-singular job to actually
exist. You know the country’s built so much on that fabric of one job providing
that stability, that social stability, that healthcare, financial stability, Those systems
need to change in some way or there |s something that's gonna come In and fill
the vacuum, I'm in LA and so | know a lot of peaple in the entertainment industry;
it's always been a gig economy, but they have their bullds that then provide same
of that stability for them. And if there's going to be some version of that, that
could fill in same of that vacuum as the structure of work shifts. When | think
about my kids, what's gonna be there for them and what are the challenges?
And then what are those opportunities? | don't know what it's going to be, but |
would hopa that something will coma in to fill in some of that gap to allow these
new models. Because | don't think the old models are going to be sustaining
everybody. It's not possible.”

“WE HAD SOMEOMNE COME in and talk to our leadership group about leading with
empathy. This s probably obvious to all of you, but it was a little bit of a learning
exparience for us. The coach came in and said sometimes empathy is delivering
the hard truth. It's not just agresing with people and making sure they fesl
good about themselves and their lives, Talk to them., How can they be better
professionals? And | think that's something that we nead to do, we need to not
lose touch with It in the future, especially if we have those with experience and
need to be able to have honest discussions with those who are just developing
their experience.”
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Participants’ Takeaways
CULTURE

« Using the power of culture, values, and purpose to drive
connection and employee engagement. A focus on culture is key.

» Human connection will play a big role. Our people are better when
they are together. Showing up is really important.

LEADERSHIP

» Leaders are genuinely concerned about being empathetic.
They want to empathize with people’s experiences and focus
on wellbeing.

« Leaders must provide their employees with clarity and the answer
they need, even if the answer is unpopular.

= Control what you can control. You can control your mission, values
and clarity of communication.

« There Is a community of struggle. Leadership Is more complicated
than it used to be. There are so many factors to consider now and
different cultural focuses.

« From a hiring perspective, you're looking for adaptability and
curiosity,
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Business Executives and Investors

BUSINESS EXECUTIVES are responsible for managing the
strategy, operations, and performance of an organization

or division to achieve defined goals. The field emphasizes
leadership, resource allocation, and decision-making across
business functions such as finance, marketing, operations,
risk management, investment, and human resources. Business
executives translate organizational vision into action by
developing plans, leading teams, and ensuring accountability
for results.

INVESTORS investigate potential targets for investment
and allocate financial resources to companies, especially
at start-up phase, with the objective of generating returns
over time. The field focuses on assessing risk, value, and
opportunity through financial analysis, market research,
and portfolio management.

SANDBOX 16 THEMES
f
Health and Wellbeing, Culture, Belenging Education,
Safety & Human & Social Connection Development & Tralning

Centered Approaches

® (% =

In-Ferson & Collaboration & Technology &Al
Remote Work Organizational Design
Policy, Public Sector, Economic Factors

Societal & Labor lssues
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The Current State

SUMMARY: Driven by Al disruption, shifting labor dynamics,
and evolving employee expectations, business executives
and investors navigate the business landscape with significant
concerns regarding the effective operation of new and
established businesses. Traditional experience-based
hiring is giving way to skills-based models, with soft skills
like collaboration and communication becoming increasingly
important. Remote and hybrid work provide flexibility

but challenge culture, training, and tacit learning, while
experiments like four-day workweek provide alternative
work arrangements to consider. Generational divides are
widening, as Millennials and Gen Z prioritize mission and
values, while leaders struggle with return-to-office mandates
they themselves resist. Looking ahead, corporations may
rely more on part-time, skills-based workers, making cultural
and values alignment essential for cohesion.

“IN MY VENTURE WORLD today, not only have | made investments in companies
whera |'ve nevar met the people in person before, but | don't have a single
company that has an office and all the companies have their senior emplayees
literally scattered all over the world. That would've been unheard of 10 years ago.
And so the world has radically moved an and | think it's important to understand
what we've last and try to figure out how to get It."

“I SPEND A LOT of time watching and seeing how my people are affected and
how | can transition us to the next stage whan the world takes its due coursa”
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“OME THING THAT'S BECOME clear out of my Investing is that we have to move
away from an experience-based hirlng and categorizing of work, and we have to
move to a skills-based taxanomy because the experiences we had in the labels
just don't mean anything anymore and it's hard to evaluate people’s skills in today’s
world based on what they did yesterday. And the ane thing the research shows
Is that, If you want to call them the vertical or the task, skills that are typically
required in a lot of jobs, especially the non-trade jobs, go away rapidly with Al,
But what stays are the transferable skills, the soft skills that we require around
collaboration, communication, £t cetera. The research shows this youngest
generation are worse at those skills than ever. Now, you might argue nobody
was ever very good at it because that was always the complaint, but now it's
even worse. And 50 wa have this opportunity to lean more into making those
soft skills, the essential skills we teach even mare around.”

“TECHNOLOGY INVESTING IS TOUGHER than ever because of the capital
requirermnents, et cetera, What | see in the venture firms | advise s that everybody's
moved off of platforms and Into vertical solutions because you can't afford the
platforms. You can't really move the dime when people are Investing $10 blllion”

“Al INVESTING IS A lot like tha environment. Small entrepreneurs can't afford to
Invest in capital intensive power plants and things like that, and it feels like that
with these large language models and such. That's why people have gone to vertical
solutions becausea you find little niches that you can invest in”

“AS I'M INVESTING NOW, not just in Al, but in agentic technology, and | sea wheare
this Is going and It's not tomorrow, it's today. We have a tsunami that's hit. We
have an existential crisis, Kids are coming outta school and are not getting jobs.
| would suggest the universities are full of people that are gonna be unemployed,
that unemployment rates are gonna soar. There's gonna be a radical restructuring
of everything that looks like work in so many differant ways that talking about
this other stuff feels like rearranging the chairs of the Titanic”

“AS Al COMES ON, a lot of the things that make a profession in their unigue
knowledge, the unigue judgment, becomes trade-like. There are tools to deploy,
50 as the professions will evolve, of course there will still be medicine and law,
et cetara, but they'll be different and there'll be more subordinate-degree people
deployed and fewer elegant specialists. And those elegant specialists will be the
true professionals and everybody else is gonna be in the trades”
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“|IF YOU GOT ENTERPRISE, you got unions. And when you have entarprize, you have
the distinction between capital and labor, And this intellectual engine becomes
capital, But professions, a lawyer, moves from law firm to law firm, you have
that model. A doctor moves from hespital to hespital. |s it fair that my medical
knowledge goes with me, my agent goes with me versus being in the public
domain or versus being in the entarprise. Who owns what?"

“OMNE PARTICULAR COMPANY WE'RE invested in actually can tall the data
structure level, what's personal and what's company-related and can parse it
out. So when you leave a company, you take your personal stuff, but you |lzave
the corporate stuff.”

“THE OTHER THING THAT | think is interesting about this culture conversation is
the historic view, culture eats strategy. IUs very powerful. It's very hard to change,
but we're naw investing in agentic technology that we believe can change it more
rapidly. It's more changeable now because the agentic technology moves faster.
And 50 | think culture becomes something that's new and more powerful and
different. We can use it and activate it more than we could in the past, and that's
one of the things I'm excited about”

“WHEREVER Al FALLS IN the next 34 months, it will change the dynamics of the
warkplace. If you go to Blackstone, they have fed in every underwriting for the
last 50 years, and they don't need analysts and associates to turn it. They can
have an investment committee memo of 40 pages prepared by Al and ready for
discussion in about 10 minutes. The world will change. I'm pretty old fashionad
and I've used It over the last month or two, feeding in a sefles of things and It
gets about 90%. 5o it does a lot of the analysts and associate work, but you still

need the elderly men and women here on the line to evaluate”

“I'WENT THROUGH STRAIGHT

from college, joined Nestle, moved
up with Mestle, and then got into
antrepranaurship. But tha thing is,
a lot of these students aren't gonna
have that kind of pathway. So | think,
what am | gonna be teaching them
about what's goingon? Soitis a
dilemma. You've gotta embrace Al,
but are there gonna be jobs out
there? | don't know. They're talking
about 50% af all entry level jobs
going in the next one to five years.
That's gonna ba staggearing if that
actually happens.”
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“THERE'S GONNA BE A ot of
dislocation and unemployment
and underemployment, and | think
there's aonna be a radical shifting
between the, If you want to call it,
professions versus the trades, The
professions are gonna be going
away in a lot of ways, The irony,

| think, is that the people who've
created this agentic movement
are gonna mostly be outta jobs and
the vocations that have suffersd,
in this Income gap, are gonna be
the ones that are gonna be much
more employable”
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“AND | THINK ONE of the differences here is that it's not just the have-nats that
are paying the price. We've had this deal where the haves, if they invest in their
kids' education, they will end up in a good life, a better life than they have. That
entire myth Is about to explode. It's not just that they're not genna get better
jobs, they're not gonna get jobs at all. They're not gonna be in careers, they're
not gonna have paths, That's all in the process of blowing up, And It's unclear
what the answer is, but you're gonna have the haves who are gonna be as much
in crisis as the have-nots, and that's part of what's gonna creats this different
economic turmaoll, | predict.”

“ON THE REMOTE PART, a lot of companies have sald, | want everybody
back at work. There was this whole thing back in COVID times and now
things have moved on.”

“BOTH MY KIDS ARE 100% remote. They love it"

“I FIND THAT THE new culture of remote working does a disservice to training
and devalopment of the employee. There's something about Zoom and remote
working that doesn't get the employee trained - thera's some nuances and non-
Al knowledge missing and that comes from interaction and almost, pardon me
If | could, the little zebra follows the big zebra, the little elephant follows the big
alephant there. There's certainly a whole different culture. What kind of culture
could yau bulld via the Zoam? | find that efficiency suffers greatiy. | find that we
don't build relationships thera”

“I WAS READING AN article in the Wall
Street Journal about the four day week.
They had done a study that said that
245 businesses were evaluated, 88,700
workers. After the study was done, only
20 of the companies, so 20 out of 245
companies warnt back to a five day wesl.
And they found that they were just as
productive with a four day week as they
were with a five day week, and therefore
the employses had less stress and they
had more time.”

"I HAVE SONS AND they are

in tech, And they have totally
unstructurad lives 24/7. It doesn't
mean they're not working hard.
They think they're working hard,
but the stress comes from the
unstructuradness of life. In other
words, they're working around
the world, In all sorts of time
zones, so they essentially can
create free time slots whansaver

they want"
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“LEGAL FAUX PAX COMES much easier via email, text, and Zoom than they
do sitting across each other in a conference room or even In a closed office....
| often ask my students, ‘Would you send this to grandma or your mother
when we're sending messages.”

“| LIKED HAVING A daylong meeting on culture, Every six months I'd get the
team together and we'd go over different aspects of how the culture is gonna
be implemented. It's great to actually recruit on that basis, but you've gotta
keep an communicating about it all the time. And so it's nice having everybody
in the office at that time lo go over everything because you then find out who
isn't really 100% behind you, and then you can bring them on board slowly as
you get through that. Culture Is a really impeortant part of driving the company
forward. And so one of the aspects that | always used to do was | sald, "When |
corme into work, | want to have fun! And that kind of surprised everybody in
the office. You better have work-life balance as well”

“I WAS JUST COACHING some staff today. The task was to figure out how Lhe
co-investment partner feels and what's their motivation. And they go, ‘What,
do | send 'em an emall?’ I'm going. 'Me, you've gone to a ball game, the ballet.
You've had lunch or breakfast. Their significant other, if they have children
And s0 you have developed & relationship so you can ask on the side.”

“WE HIRED A REMOTE CFO for one of my VC companies. They lived in Minnesota.,
And so what | had thern do was spend the first six wesaks at headquarters and then
visit each location for two weeks at a time. And after we committed 90 days of
relationship building, culture building, and knowing who the people were, you
can go sit In Minneapolis-5L Paul the rest of your life and [t dossn't matter”

UNFILTERED YOQICES
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“IF WE REALLY WANT to move the needle for the future, it really means focusing
an millennials and Gen Z 'cause the opportunity to move the needle on the
workplace near-term for the baby boomers and Genearation X, that window
is rapidly closing. So the big changes that are gonna take time to unfold are
more |ikely going to benefit the coming generations, millennials and Gen 2

and beyond.”

“¥YOU ALMOST HAVE TO take it generation by generation, With the young
generation, what some people are calling it, ‘the mission generation,’ these
youna kids are very principled and they really care mare deeply about thelr life,
goals, and expectations than ever. And they're just saying ‘no’ to a lot of this.
At the more elderly end, people are also saying, 'is this haw | want to spend my
time at work? Why am | bothering to come to work if I'm just gonna sit on Zoom
all day anyway?' And I've got good friends who are senior exacutives who are
saying at the same time, 'l want everybody to come back to work, but | don't
want to come back to work, They haven't reconciled it for themselves. It's one
of many storylines that are really completely upended and it's not reconciled.
And a bunch of big egos who want the world the way they want it, which is not
aligned with the way people want it to ba.”

“| SEMSE A SOCIAL shift in the millennial and Gen Z for interest in working in an
environment where they feel connected to mission—be it a company or nonprofit_
These days | do a lot of stuff in nonprofits too. | started a few nonprofits and
recruited tearns that work remotely and in person and bullt ecommunity from the
bottom up. | understand the workplace challenges to do that. | think there's a
tremendous amount of opportunity for growing, be it a smaller organization or,
trying to Influence those that can be more nimble, if they're larger, to provide
opportunities for people to control their destiny while still meeting the needs
of the organization. And it's the connection to mission that | think we have a
lot of latitude to put time, energy, resources, and commitment. Hiring people
based on theirvaluaes and then training people on their skills.”

“WHEN WE LOOK AT the younger generations, | believe the data also supports the
notion that an increasing number of tham want more control over their destiny.
Entrepreneurship is not for everyone. But | think there's a macro trend of the
expression of interest. Of course it's one thing to say, when they're in college or
In their twenties, that someday they wanna be an entrepreneur. It's another thing
to actually do it, 'cause it's not for everyone. But the data is saying that there is
a growing interest in it and, to some extent, participation, ‘cause the barriers
to be an entrepreneur are getting lower”
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“PEOPLE WERE '"QUIET QUITTING. “I'M WONDERING ABOUT

That was all about two years ago or ENTREPRENEURSHIP. More people
maybe three years ago. That's history. will actually go Into entrepreneurship
Everything is much tighter in the labor because the pathways are blocked
market now.” in other areas”

“IT'S JUST THAT THE economics have changed, the balance of power.... Starbucks
[corporate offices| are in an existantial crisis right now because they're ons of
many companies who said, "We want to come back to work, and the employers
are saying, 'No, we don't.! And so there's a huge fight going on”

“THIS IS A CRISIS at the highest levels of employees. In other words, it's not about
the hourly employee or the trades. It's not about the peopls who know how to
do something. It's the people that make decisions on what to do. Those people
are not coming. And they really shouldn't come back because the way we work
has changed.”

=i}
“THIS ISSUE IS ADDRESSED by a guy named HNaka. | just wanna point him out.
He's Japanese. It goes back to the eighties when we all thought the Japanese
miracle was remarkable. They did a lot of studies in terms of what they do, and
there ware a couple things, like good enough for now — that was a management
technigue. The thing Naka studied was tacit learning. So tacit learnlhg Is the
technical term, if you will, for the interactivity, the things you learn not by being
told arwritten in a memo. You can’t even define it. They happen between people
and among people without definition.”

“CULTURAL ALIGNMENT OR MISSION alignment or values alignment, somewhere
in there is an asset that you can build people on. It's not maybe so important to
hava skill alianment. If wa're gonna have this rapid evolution of skills, but we
wanna have some consistency in the labor force, so that we can have this tacit
learning between people over time, you need something in common, and it
could be values or culture, broadly speaking.”

“THERE'S A LOT OF structure that can be put into not only the assessment process
when you're looking to hire people, but also bullding into decisiens made in the
workplace, evaen post-hire, that have to do with identifying values, screening on
those values, and rewarding people. Removing people based on non-value fit,
for example, can make all the differance in having a team of people that are
marching in the same direction because of the commonality of those values,
not only In the Initial hire, but throughout all the decisions that get made in HR
throughout the workforce.”
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“| HAVE THIS RADICAL view that one day corporations will simply be collections
of assets and, mostly, they won't have people working for them, They'll be hiring
lots of part-time people that come and go that are skills-based and corporations
will not look the way they look today. | don't know if that's in 10 years arin a
hundred years, but | think that's where we're generally going.”

“1 AM ABOUTTO close on a mental health deal. Talk about an industry that's
gonna grow. I'd like to have the solution to that issue in addition to having
nice IRR investments, and so we're booking samething in mental health.”

The Future State

SUMMARY: Driven by rapid advances in Al and autornation,
leaders are rethinking what it means to prepare for the
future of work. Adaptability, emotional intelligence, and
continuous learning are replacing traditional credentials
as the most valued traits in hiring and leadership. Emerging
agentic technologies promise to transform how individuals
and organizations operate, while raising new concerns about
identity, ownership, and equity. As automation accelerates
across industries, the displacement of blue-collar jobs and
widening class divides are renewing debate over universal
basic income and how societies will define human value in
an increasingly digital economy.
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“I SPEND A LOT of #nergy around trying to build community and do things
from a bottom-up perspective, including supporting entrepranaurs”

“l HAVE ACCELERATED MY learning process to understand Al. | do nat have to
be a programmer. | do not have to make it work, but | need to be able to have
enough understanding so | know its capabilities and | can teach it in the
classroom and | can use it In the workplace,”

“I'M GONMA CONTINUE TO hire people the same way. I've always hired people

and | hire, to use a sports analagy, athletes. | don't hire pitchers, catchers, first

basemen, and shortstops. I'm looking for people that have an ability to adapt.

who are lifelong learners, who are coachable, driven, who have a heart and £~
emotional impact. You wanna have fun and enjoy your work.” v

“I''M NOW PUTTING IN a class completely on Al and I'm getting the head of the
library to come and assist me in doing this —all this to do with entrepreneurship
and feasibility analysis, Instead of pouring over data, we can do it with Al, where
you can find out the markat size, the customer, et cetera, ot cetera, It's a graat
tool. Twe ysars ago | was saying to my students, 'Don't use Al, use eritical thinking”
Last year | said, ‘Forget it, we're all going Al. Whatever you want to do in Al just let
us know that you're using AlL'™

“THE INTERMET IS MOVING to voice-based agentic technology. | think you'll
see within a couple of years almost everything we do today is gonna change
and agentics is a whole new game.”

e

“THE ENTERPRISE LEVEL VERSUS consumer “WHEN YOU THINK ABOUT

level economy. How that is adjusted to the culture, if you don't have

digital economy, maybe there are analogies the right people or the right

of hew Al might roll through and you can culture, heart or mission and

make some predictions that have analogies objective, then you're gonna

with the Industrial Revolution, capital utilize this technology In not -
concentration, organizational labor” such a constructive way.” orE

7
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“WHAT HAPPENS WHEN VERY soan each person is not anly themselves, but also
thelr agent when you hire, and it's proprietary. [Someona] has his own digital twin
or whatevar you wanna call it —a partner that is yours. So when | hira you, | not
anly hire'yau, but | have to evaluate your proprietary st of historical questions
you've ever asked and shaped that you bring with you to the job, And | can't go
and buy that anywhere, it's yours. And then that's built over years. So you have
decades of experience embadded In all your guestions you've ever asked —good
and bad are embedded in an agent that is your colleague, What are you hiring?"

“I'VE GOT A COMPANY that's doing that right now, and the company's developing
agents for teams. So agents will have agents and they will talk to each other. That
will not invalve humans”

“WHAT ABOUT THE TRADES? Whal happens when the robols come in a large way
and start replacing the trades? What does that mean to work in the economy and
the world?”

“ONE REAL EXAMPLE THAT we've been looking at is the janitarial space. Think
hospitals around the country, think Home Depot, think Walmart. In the next 12
months, they will all be cleanad by robots, They will not be cleaned by employees,
It's interesting to think about robotics. Autermnotives have robotics. As we start
to order our coffee in the moming, the waste basket gets emptied and the
fioors get cleanad, There will be an enormous amount of robotics in our lives”

“THE PEOPLE WE ALWAYS said we
ware ganna retrain in the 1980s with
digitalization. We said we were gonna
retrain this generation and that never
happenead. Thal's why wea have Trump.
| don't mean to bring Trump Into this
discussion, but you have this class
distinction. It's gonna be heightened
with capital concentration. Wha's
gonna empty that waste basket? It
costs 510,000 to build that automatad
waste basket. It's the old Industrial
Revolution.”

“WE HAVE SOME GROUPS of
peaple that are working on
[quantifying skills], and the
objective is to take all of the
skilis that people have and
actually quantify them. CEOs
say people are our greatest asset
In our company, but you can't
find it on the balance sheet.

We actually think we're reaching
a moment in time where we can
quantify people's contributions,
put It on the balance sheet.”

BUSINESS EXECUTIVES AND INVESTORS



“UNIVERSAL INCOME CONVERSATIONS START caming in because we're gonna
have swarms of people who are gonna be unemployed and unemployable and
are not gonna have skills. | don’t have all the answers, but | think it's 8 massive
problem, And | think it’s right around the corner”

“IN ADDITION TO THE narmal dislocation in the work warld, we're gonna have
massive challenges in the social world that are going to get much worse as
this employment crisis hits us. We are going to have a lot of people who are
unemployed and | think wa're gonna have to re-address issues of universal
income. | think there’s gonna be massive social disruption at a level we haven't
seen bafore on top of everything else that’s going on that's pretty disruptive
with this political divide that we see.”

UNFILTERED YQICES
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Participants’ Takeaways

DISCUSSING WITH OTHERS

« Try to have healthy exchanges of ideas once or twice a month.
This has really helped me throughout my career.

« You can read all you want, but being able to communicate and
learn from other leaders is very valuable, These meetings are not
happening as much after COVID but with the speed of change

today, we need maore of these discussians.

EXPANDING NETWORKS

= | want to expand my network to be able to do a better job of

having more diverse thought processes.

= | amtoo micro-focused and so is my network. A lot of things
are going to affect me so | need to wake up and learn. | am
very limited.

DEALING WITH INSTABILITY AND CHANGE

= The sinale most important thing for any organization, company,
or nonprofit is being able to adapt to change. The workforce
needs to adapt, and the people that are running the companies
are the ones that have to set the table to make that happen from
the board on down.

= Drop, cover, and hold on. This was an earthquake phrase. This is
what | am telling my students right now.

BUSINESS EXECUTIVES AND INVESTORS



« We have to be building robust people. They need to be able to
sustain the instabllity and swim with it rather than against it.

« Think of the war in Ukraine and the conflict in Gaza. People always
survive and proceed even if, on the individual level, there is
tremendous pain. We need to think about the tension between
the aggregate and the concerns on the individual level.

« Instabillity is frightening. Chaos loems. This is not all negative
though. We are all seeing it and it's good that we can all see

it comina.

CLASS DISTINCTION

= | am very concernad about class distinction and capital
concentration. It is becoming more and more difficult for

entrepreneurs and creation through innovation.

GENERATIONAL AND REGIONAL DIFFERENCES

« What are the social issues for millennials and Gen Z7 Not only
should we provide opportunities to that generation to be
successful but also recognize they're digitally savvy. But the

social skills are often not strong.

= There are regional differences in culture, urban vs rural. Countries
have culture. There's a lot of diversity in industry now that filters
down to the jobs that people perform. That creates another layer
of complexity because there is not one solution that will cut

across all those levels.
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MANAGEMENT AND GOVERNANCE

« There is always tension between management and the workplace,
It is not in every workplace all the time, but it's not new.

= Governance: we have independent boards at organizations but
still have to drive change from the board level down in order to
institutionalize anything.

HIRING

« Lean into things that are human capital-related. Hiring based on
values and mission. Creating institutional processes that support

hurnan capital decisions is a journey.

PROVIDING STAKES FOR EMPLOYEES

= What is the work that is being done by the individual? Companies
that are growing present growth opportunities for the individual.
Peaple know that intuitively; create a line of sight to support their
unit goals but all the way up to company goals. Most organizations
do not do a good job of providing that line of sight ‘cause it's hard.

« Employee stock ownership plans. The successful ones do a good
job at the things we discussed. Where there is a line of sight, there
Is that commitment to what the company Is doing and the people
are engaged. We want to give them a stake in the outcomes.

400 BUSINESS EXECUTIVES AND INVESTORS



Conclusion

Sandbox data are presented to you as guotes because it matters
what people say —not someone's interpretation or synthesis of
what is said, regardless of the brilliance of the interpreter or how
convenient it is to summarize their words using Al. Your words
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matter-all people's words matter. We learn the most by listening.

Teday, we need to listen more than ever. The world we experience
day-to-day has become quite complex and infused with often
conflicting directions such as having the freedom to stay home

to do one's work and at the same time missing one’s professional
relationship with the boss and co-workers, and having to schedule
a virtual meeting with co-workers that is never long enough for real
connection and a lasting friendship or for professional development.
Albeit an unconventional approach to data collection, the Sandbox
methodology offers potentially a brand-new set of data points
compared to traditional research or experimenter-driven methods,
because these voices are unfiltered: undirected, spontaneous,
top-of-mind, thoughtful, and a result of peers talking to each other
in whatever direction they desire.

Reviewers of this work have questioned the “reliability” of this data—
whether the data are “representative” of the rest of the occupational
or stakeholder group population. If they aren't representative,
then how can their statements be generalizable to the rest of the
population? How can they be meaningful at all since they are
anecdotal and not part of a standardized protocol of inquiry?
Worse yet, the sample size per group is under 25!

Our answer to these challenges of data legitimacy and validity is this:
Sandbox participants provided ground-level, personal descriptions
of what it is like for them to be in this world of work and how they see
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the future. Every statement is true to the speaker. Each statement is
free from experimenter bias or social desirability driven by the re-
searcher. Perhaps most important, the data are their lived experience.

Without knowing how a person or group of people sees the world
from their paint of view, researchers would be less likely to know
what guestions to ask to begin addressing their needs, reducing
theirimpediments, enhancing opportunities for growth and happi-
ness, and improving their lives in other ways, because they have less
insight regarding what needs fixing. For the Work Futures Initiative,
we began with the ambitious task of gathering information about
participants’ current lived experience and gathered information
from a wide spectrum of workers and stakeholders who collectively

painted a varied and complex picture of many things we need to fix.

The Sandbox methodology generated a rich baseline of information
from which we can identify opportunities and targets to pursue to
change the status quo. Based on the data, we can reimagine how
the world of work, worker experience, and workplaces can be
different in the future and interact synergistically not only to
improve worker health, safety, and well-being, but also to generate
more business success by improving productivity, lowering turnover,
attracting and retaining talent, and creating stable and predictable
work arrangements for all workers. We believe the Sandbox was
the best place to begin the journey toward a movement within our

nation's workforce that leads us in this direction.

We provided deep, varied, extensive, and sometimes surprising
information in this book. Some say this book is not an easy read, not
something you can consume easily and finish quickly. True. It is dense
because it is meant to reveal important new information about each
participant group, information that could be useful to the Reader in

several ways. For example, telling the Reader in their words:

CONCLUSION



What it is like to be a particular professional and how they contribute
to their organization'’s success and worker well-being.

What they need to be more successful in their jobs,
« What threatens their organizations, profession, colleagues, and themselves.
« Whe they need to partner with to create a better work environment,

-

« How they are preparing for the future as far as they can predict it.

Where else can you have this infarmation all in one place?
You might then ask, why should the Reader care? The answer
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is, because we are all connected, directly or indirectly, and we

need to work together to shape a better future.

How can this book be useful to the Reader?

+ Understand these unfilterad voices as a historical record of where we were
as a nation (n 2024 before the presidential election and in 2025 after the
presidential election. Comparisans in subsequent years to this period are
now possible and could be instructive.

Understand what the needs are for any occupational group and begin buiflding
ressarch questions, conducting research studies to advance our understanding,
and developing interventions based on this knowledge base and other sources
to mest thase needs.

Examine the problems and Issues facing professionals in one or more occupa-
tions and determine how they interact in a complex arganizational system,
and then identify system changes that identify commaonalities and promote
collaborations as a path for resolving problems and issues.

« Conduct Sandboxes with key occupational groups within the Reader’s domain
following the Sandbaox methodology, for the purpose of gathering additional
information from groups of particular interest to the Reader as a supplemeant
to the information provided here.

« Begin discussions with groups that participated in these Sandbaxes to learn
mora in-death information about issues and problems voiced for the purpose
of developing stratlegles for addressing these more comprehensively,

+ Develop presentations to highlight important information conveyed in the

Sandboxes to raise awareness of critical information that the public should

know (e.q., anti-microbial resistance, agentics) and invite participation in forming

projects that create interdisciplinary solutions to these complex problems.

Above, we name just a few, but there are likely to be many more
ways this information will be useful. We invite all Readers to take
their time learning from the participants, chapter by chapter, to
get the full measure of what they generously offered for you. We
have experienced something very special to provide this to you.
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NEXT STEPS

Now that we have collected extensive information about profes-
sionals’ lived experience and the challenges and issues that need
to be addressed for the workforce as a whole, we will start the
process of organizing the Sandbox data into a whole picture,
capturing all the diffarent parts of the world of work, worker
experience, and workplaces culled from the Sandbox data

and "knitting” all the parts together to form a new vision and
framework for the nation. This next ambitious task involves
inviting experts who have the skill of integrating disparate pieces
of information together, spanning disciplinary boundaries, and
eliciting insights and who are given the task of figuring out how these
pieces fit together and which aspects need to change individually
and callectively to shape a better future. These “Knitters” will be
joined by a team of subject matter experts (SMEs) who can advise
and inform the Knitters how their subject matter can inform and
assist the knitting process as the vision is being shaped. Together,
the Knitters and SMEs will create a new vision and framework in
detail to the extent possible. Once the vision and framework is set,
the next set of experts who are skilled in change management will
create a suite of change management tools to translate the vision
and framework into programs, processes, and practices so that the

nation can move forward.

At the end of this journey, the nation will have a new vision of a
better future and a suite of change tools that can execute change
toward this new future. All products of the Work Futures Initiative
will be available to the public to use freely.

We sincerely appreciate your interest in and support of the Work

Futures Initiative.

The Work Futures Leadership Team
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Appendix

SANDBOX AGENDA

9:00am

10 am

9:20 am

9:40 am

10:00 am

10:20 am

10:30 am

10:55 am

1M:00am

General Introduction to the Sandbox and its Purpose
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« Introduction of The Wark Group
« Introduction of Sandbox participants

» Description of the Sandbox

Opening remarks; the current state of work, worker,

and workplace experience

= Setting the stage for discussions

« What we want with Sandbox discussions

= Where we want to end up: a new combined vision
of the future of work that includes new forms of
work, changed expectations of work-life, and flexible
places of work, and makes room for everybody

First set of questions for discussion: open forum

{20 minutes)

Second set of questions for breakout groups

(20 minutes)

Third set of questions for breakout groups
{20 minutes)

Individual Participant Recording points and ideas

{10 minutes)
Sharing of ideas from breakout sessions (25 minutes)
Wrap up and next steps (5 minutes)

Adjourn
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PARTICIPANT INSTRUCTIONS

Your participation in this discussion is critical, We want to hear
what you think. Be generaus with your sharing, spark off each

other, have fun with the discussions. We are all here to learn.

We will record your discussions and discard recordings after we
review them and make notes from the discussions for the summary
report. Your confidentiality is assured—notes will not identify you

in any way.

After the Sandbox, we will provide you with a summary of the

information collected, which you can use for your own purposes.

We will keep you updated with our progress toward the end goal
of these meetings. We will invite you to join a dedicated Linkedin
Group that only Sandbox participants can join.

We will not identify you personally in any reports—your comments
will be de-identified, but we will acknowledge all participants'
contribution in the summary reports.

Thank you for being here today.
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QUESTIONS SETS
Question Set for Full Group:

1. After this briefing of the current events, what is your
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reaction to this presentation? Do you agree/disagree?

2. What other emerging problems should we bring into

this discussion?

3. What have we been doing that’s not working anymore?

First Breakout:
1. What is the current state in your area of expertise?

2. What do you know about what you think will happen or
what you think will be driving the future?

3. What questions need to be answered?

Second Breakout
1. How are you preparing for the future?
2. What do you expect to happen in the future?

3. What general thoughts do you have about the direction
going forward?
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UNFILTERED VOICES

“The unfiltered voices from the 16 “Having lollowed the evolution of worlksite
‘Sandboxes’ in this book refiect health and well-being scorecards over
targeted crowdsourcing from sevaral decades, |'ve observed that the

a variety of perspectives. They ‘best practice' that routinely gets short shrift
offer deep insights into what Is that of engaging the voice of employees
it's like to be in the current world in the creation and direction of well-being
of work and how they see the initiatives. Unfiltered Voices takes this short-
future. If you're looking to spark coming head on, IU's a tour de force In laying
actionable ideas to improve the groundwork for future states where
work and productivity, this is organizations, and their employees, thrive.”
a great place to start.” — Paul E. Terry, PhD, Editor in Chief,

— Wayne F. Cascio, PhD, American Journal of Health Promotion,
Distinguished Professor Senior Fellow, The Health Enhancement
Emeritus, The Business Schoal, Research Organization.

University of Colorado, Denver

“As the modemn workplace rapidly evolves, protecting employee well-being
requires authentic, unfiltered insights from workers themselves to drive
breakthrough solutions. This book offers that essential, fresh perspective. As
we navigate the uncharted future of work, the Work Futures [nitiative serves
as a critical guide for developing lasting health and safety strategies.”

— Nico Pronk, PhD. President, HealthPartners Institute, Bioomington, MN

“The data show work is often If we want a haolistic view of our health, we

stressful and unengaging. In need to have a holistic view of where we spand

this book, professionals from about a quarter of every week — the workplace.
occupations relevant to work This book |5 a cornucopia of knowledage and

provide their unfiltered ideas wisdom about where we work, and it uses a

and perspectives about work, creative, user-friendly structure to allow the

thereby providing readers and reader to weave current and future ideas about
policymakers with the material the workplace into a whole. It's a must-readi|
needed to ensure better, more — John Swartzberg, MD, FACP, Clinical Professor
productive, healthier work Emeritus & Editorial Board Chair, UC Berkeley
environments in the future.” Wellness Letter, School of Public Health,

= Jeffrey Pfeffer, PhD, University of California, Berkeley
Graduate School of Business,

Stanford University &
ISBN: 97%-B-9941301-0-0
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