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CHAPTER O NE T AN EXECUTIVE INTRODUC TIONTO
SMARTWORKING

DEFINING SMARTWORKING

mar t Wo riskine Redly Rapid . techljology advances |
coined term that embraces the unimaginable ]uft a few years ago !
mean webdbre no |l onger tether e

entirety of new ways of working
opportunities  in  an integrated
manner 1 be that spatial and
temporal autonomy, the required
cultural and trust transitions,
technological advances, wider
intellectual connections and stimuli,
social, ethical and environmental

single location for work. We now
have opportunities to deliver more,
quicker and faster with fewer
resources. Unguestionably, when
approached in a structured and
measured manner i a smart working
approach 1 these changes can
dramatically amplify our individual

sensitivities T all harmonised to suit ) o

the indivi d u a | working style 8nd colle ctive productivity at  a
greater pace than any previous time

THE SMARTWORKING LANDSCAPE in history.

Managers  will  require  ongoing

is easy to recognise that the
support as they shed the old

world of work has changed T and
. . command and control status
continues to change at a daunting .
. symbols, and migrate to a new
pace. Indeed, most executives : _
. virtual  world |, of uidance and
recogni se that, even i n

encouragemeont. alr¥ a gs;lobal digital

world running at a frenetic pace,

6smart workersdo wild.l increas
E)On call ?n sgcialr \c/opn\(/acéi%ity and

outreac% networking to help them to

listen and respond to the weak

business signals that create a

competitive differentiation.

turbulent times, the very nature of

work is ¢ hanging faster than the
economic world that surrounds it.

ltds becoming a quest.i
of the fittest i and only those
organisations that seize these

changes for competitive advantage

will survive.

he very nature of work is

economic world that surrou

In recent years, where, when and Maximising the potential of this
even who we work  with has been socially connected  smartworking
totally stood on its head. world  will require support and
Furthermore, how we work T our guidance to deliver the gains and
ecological impact 1 has rightly come avoid people becoming overwhelmed
under considerable scrutiny. at the outset.
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HERE TO STAY

artworking isnota

passing fad | itobs
revolution in the way we
wor k t hat 6s her
Over the months and
years to come,
smartworking will

dominat e discussions in
every forward -looking
boardroom and it will be
the defining mantra of
every new enterprise. It
articulates the changing
attitudes and practices
to work that are here to
stay T these changes
are set to accelerate
their march through
our wo rkplaces.

def i
employees now expect and indeed

Smart wor ki nes

ng
demand 1 it ds t he
temporal autonomy, the trust, the
engagement and  empowerment
that 6s required by
certain is that employees are fully
prepared to vote with their feet if
these freedoms are not provided.

spat

de

Smartwor king i snot

something you can buy T itds not
single pr oduct or service from your
I' T vendor or of fi
pervasive principle and philosophy
that transcends every aspect of an
organi sation. l'tds th

ce d

Smartworking isnot

block 1 willing to challenge old

habits, shrug off old

conventions, and break offi ce
taboos that donodt
This new kid is eager and
inquisitive to find new smart

ways of working that
deliver remarkable
increases in productivity,

innovation, and creativity

in an ecologically
sustainable and socially
just manner at greatly
reduced cost. This kid is
willing to embrace new
technologies in a restless
quest for  community,
connectivity, and
inspiration, but is equally

willing to ditch tools that fail

to meet these exacting
what dentwa(r)\dg.a y 0s
As previously stated,
i smartworkingckid 6 i s herei to
itds the O6way we wildl
Google generation for whom

ffaiunpt 0. s sis judh goahing to fix
and everything is an opportunity.

The principles of smartworking will

shape management practices,
infrgstruetures | ydémands, social,
ethic al, and environmental

expectations, and the very nature of
e workdongenerations tb come  a

e new kid on the

justwsaipaheregtadt a

accelerate the rapid march throughout our workplaces.
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CHAPTERTWO T WHY OFFICES ? A POTTED HISTORY OF THE
WORKPLACE
‘e practice of o6wor ko IRAgRENdentofwhereygu are on the

into something really quite peculiar, cor;rj]orat € Iaddtfar ! hfrom tTIe bottom
particularly so over the last decade. to the top rung, from the smallest to

Work is something we love and hate thheb Iargehst .(:(;m.pl)ar(ljle.s Ib we  all
in equal measure. In  varying arbour that inbuilt drive to better
ourselves.

degrees, we find it fascinating, dull,

boring, and challenging. We find it
debilitating exhausting, full of angst

and stress, but also something the
majority of us woul dné
In fact, medical evidence shows that ,
deprived of the intellectual rigours of

work, our health and mental
sharpness rapidly declines.

In 1959, Peter Druker coined the
term AKnoWbe#dgeo

describe those working primarily with
information, or develops and uses
knowledge in the workplace

Most of wus o6workd to eadMerdva | abbag madically shift

this doesndt expl ai n pemspesgtive owea®er and skills over
forever striving to move up the the last decade. Until the mid 19th
career ladder or why, in increasing Century, people were frequently
number s, wedr e ing b edefoned by their job i the baker,
entrepreneurial . This is often blacksmith, tanner, furrier, etc.
described as the 60 uma nfheseowetei skillsoaggbired for life
the competitive spirit to achieve and and often shaped the surnames of
win that defines us sentient beings. the practitioner. Today, most of us
Wedre the only beamgs tcanatanticipata changing careers
regularly do 1 push ourselves beyond several times dur ing our working
the limit of endurance. lives i with knowledge -worker " skills

amongst the most transferable.
Recent studies " have shown that
48% of staff anticipate changing jobs
within two years, be it through
choice, or circumstances forced on
them by the company re -sizing.
With knowledge workers
outnumbering other work types by 4 -
1 across G7 countries ", this transient
labour force willing to ditch the idiom

of skills -for -life will create formidable

Just as marathon runners push challenges for notion of office space
themselves through the
psychol ogi cal 6wall 6 of endurance to

run 26 miles, in the business world
many of us are prepared to push
ourselves beyond normal limits to
achieve and excel. This is

(2. 8 / -
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THE OFFICE AS ASOCIA L SETTING
T THE EARLY DAYS

.Jnically , Wwhat goes on in
t oday 6 s Toahdindeed, the very
reason why we use office space T is
not terribly different from the offices
that emerged in the late 19 "
Century. The work is similar: people
work individually, and in groups,
they store and access files, they use
technology, they socialise, they have
formal meetings. The office of a 100
year ago was a social setting where
people come together to engage in
activities that help the enterprise
persevere and prosper.

The primary difference from those
early offices to today is the concept
of the office as a social setting has
become lost, or at least diminished.

We have a certain Frederick Taylor to
thank for the habits and conventions
of the office. In 1911, Taylor
published a se minal study into
Principles of
whi ch defined the ethics of work.

iThe
Sciendti fi

I n t he name of ef fi
report broke down complex tasks

into discrete, repetitive activities that

could be done quickly by people with

little traini ng or skill (and hence, low
wages). Reflecting the values and
views of his time, Taylor saw workers

as inherently lazy, in need of
constant surveillance, and strict
management control.

Out of this uncompromising climate
emerged a management view that
social i sing was a
time. Being fAon t awak what
counted. Yet if you study pictures of
offices from 100 years ago, what you
see is people interacting: partners

across their doublewide desks;
managers in their shared closed
offices; superv isors and staff

together in a large room without
dividing panels or barriers. In effect,
what you see are in many ways the
kinds of team -oriented offices we
strive for today, albeit far less tidy

and with an abundance of paper.
c Managemento

As the last Century wore o n, people
increasingly convened in offices
because that was where specialised
equipment was found T initially
typewriters, telephones, and

mimeograph machines, progressing

to computers, copiers, printers, and

fax machines. However, they also
continued to come together to meet,
share information and socialise T and
to be supervised 1 to make sure they
were really working.

¢ L ’ \&D
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THE O 5 B8 & & 0 DOFFICE SCENE

.in the 6506s nmalds 660Dt @ t twrf dAsfhasakvays eendhe case in

history, the size and location of territory mark ed distinctions in status and rank...

@ ing into tnhe 65065 ahWO BE®ES CENTURY OFFICE

sees the emergence of panels to

create widespread private (one -
person) segregation. For the first

time, firms created places where

rank -and -file staff were expected to

work alone and be productive by
being fion taskdadneifent, pr i i : o
the panels replaced supervisors and scrutmy_ in  the 21_ ) Century.

created physical barriers to inhibit Interaction and communication has
unnecessaryb socia|iSpom@tothefpr?astqep(5|mary )
made it tough to get to know your Pver for congregating in a
colleagues, and to share information
and ideas through serendipity.

organisations increasingly
required multiple disciplinary teams
spanning  diverse cultures and
geographies to grapple with complex
problems, the segregated workplace
\}“ngqele has come under mounting

The panels provided negligible
acoustic privacy, but they did
precisely define oneds ow
as has always been the case in
human history, the size and location
of oneds territory serve
distinctions in status and rank.
Higher -ranking staff received larger
spaces and higher panels. The The drive for increased

highest -r an ki ng people 9 Oéommugiéaﬁoﬂ I a@ld interaction to

walls and doors, with the size of the create fast information flow became
office reflecting their relative ranking

the mantra for office layout.
among the organisation °[§e5|g%ér§ a'tk?wowledged that stifling
In an evolutionary process, what information  flow  would  impair
began largely as a social setting decision -speed consequently
evolved into one that more closely partitions were torn down and open -
resembled a rabbit warren? plan became de rigueur. Roles that
Enclosure and office size had less to previously been allocated private
do with the key activities required to space because they required high
prosper, and more to do with levels of were swept aside in this
conveying status and rank. Over the new regime of open plan.

course of a hundred vyears, the
emphasis had shifted from the
groups of people working together to
solitary productivity in an
environment designed to su pport and
reinforce  the notion of status.

The need to retreat to a private
enclave to reflect and create a
considered report were banished
under the perception that everything
would be better in this new
homogenised open space devoid of

e A\/\.}
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boun daries. It was assumed T but
not tested 1 that an open plan
concept would dismantle boundaries

and thereby 6forcebd
sharing and flow of information
needed to enable rapid decision -
making.  This would even make

unpredictable events manageable

However, what the open plan
evangelists ignored was the simple
fact that when people are separated
by more than 3 -4 metres, they are
unlikely to interact or even know
each other Y. Poorly utilised open
plan officing exacerbated this
problem T with space utilisation
plummeting to just 30  -50% in many
cases"'. When coupled with the
failure or reluctance to deal with
office hierarchies and status issues,
and the overwhelming use of
asynchronous communication tools
(i.e. e -mail and voice -mail, etc), this
effec tively throttled information flow.

ENTER THE SMARTWORKING ERA

...few people want to work away from the office on a full time basis

Webdre soci al ani mal

S

Our homes have become
progressively larger, with increasing
numbers of us owning rather than

t hemtingc oTimé riommusdou lEomes to be

wired for high -speed internet access,
and, with increased ownership of
larger homes comes  a space to think
and work where we live. Such
changes make the home office more
feasible and attractive than it was
even five years ago.

This is not to say everyone wants to
or should work at home. It is simply
an attractive option for many.

Research continually highlights that
few people want to work away from
the office on a full time basis. We
are social animals and consequently,
we still need to occas ionally visit a
corporate hub, not for specialised
equipment or the lack of space
elsewhere, but simply because we
miss the camaraderie and social
interaction it offers. We miss the
opportunities for tacit learning, and

energy

and miss the

tolerable...

‘ivances in  technology that
would have been science fiction just
a few years ago have shifted the
focus away from fixed physical
locations. We can now access
information from virtually anywhere,

at anytime using a plethora of Wi-Fi,
Bluetooth, and high -speed
netw orking to create seamless

connectivity. Effective digital storage
and archiving means we are no

longer dependent on information
stored in file cabinets or desk
dr awer s i n a dedi

order to carry out our daily tasks.

cated

for mentoring; the opportunities to

get clear direction about the projects

we are working on, and timely
feedback about the progress we are
making.

Above all, we miss the energy that
motivates us, and makes work
tolerable, if not fun and exciting

6officebo in

P
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PAYING ATTENTION

...b 'y 2010 , we wi Il spend just 5% of

time as our colleagues. 95% of

our working day in the same space and

our time will be spent working alone, in a

different loca tion or on a different schedule...

‘e natural human attention span
is also playing an important part in
how we currently work. Studies by
the University of California  “"
shown that, given the distractions
and interruptions we suffer from,
attention span can be as low as 3 -4
minutes and a sustained 30 -45
minute span of concentration on a
single task or project is the best we
can achieve before productivity
dramatically tails off. OK, some of
us may protest
concentrating for hours on end, but
therebds no es cmraabafuasg
productivity drops off after a
relatively short period. How often do
we <create the need
|l egsdéd or 6get a

have

Some of the factors behind this
changing attention span are;

@ An uninhibited work anytime,
anywhere ethic,

office
and

@ Elimina tion of traditional
constraints, habits
conventions,

@ Unbridled swathes of information
to distract us,

@ A constant flow of pings, clicks,
rings, pop -ups, etc from our ICT

@ An increasing portfolio of projects
being managed at any given
time.

This changing
bad thing 171 it simpl y results in an
adjusting of our working patterns to
deliver  productivity = across an
extended day.

we®wabe

t heat

coffeec

We are dicing up our working time
into multiple 30 -45 minute sessions,
each offering better concentration,
and creativity.

The result is our work  -days are be ing
reconfigured to reflect personal
demands and often, through choice,
being greatly extended. Some folks

get up early to plough through e -

mail at home. Others are night owls,
working into the early hours to meet
deadlines or personal goals. And
dveral B dhe demands on specific
locations are greatly reduced.

f n

to

Institute of
working
time surveys graphically illu strate
this trend. The surveys show that a
quarter of us now report our most
productive time is bet ween 8pm and
8am 1 whereas five years ago, few of
us were reporting any productive
ti me out si de of
working hours.

Chartered
Personnel and Development

The annual

ix

l'tdéds interesting to
might reach a point where work
activity evenly dis tribu ted around a
24 -hour day?

oF ‘\/\J
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What 6s clear is t.hg L However, to paraphrase

have greater choice _,,.«a?:‘-, - Bgpes P, Mark Twain; fit al es
over our work ool . of the office being

output than at dead have been

any time since greatly

the middle ages. exaggerate d o .

The focus is (or
should be) firmly

We have simply
adapted our

on what one . : .

) e rationale for using
accomplishes EL: i
rather that FIGURE 1 - MOST PRODUCTIVE WORKI NG HOURS (CIPD 2007) specinc

. N locations. We
when or where itds done. .
need places to congregate, socialise,
Extrapolating the impact of this and stimulate our thinking, however
changing work ethic to physical office whether any office space needs to be
space, the conclusion must be that assigned to an individual for their
itobs future wi | | s o | e | exclusavesuse & highly duestibnalr le.

staff to convene inspire and inform
each other, to  share information and
for social interaction. Relatively little
of the work wundertaken today
requires deep, individual
concentration for hours at a time
confined to a dedicated location.

With increasingly scarce resources of
people and time, coupled with
mounting space and technology
costs, it is entirely feasible that a
smartworking office will be a social
hub more akin to a giant Starbucks

with great meeting facilities T a
Indeed, Gartner Group project that location f or the corporate brand and
by 2010 knowledge workers will be for stimulating intellectual exchange.
spending just 5% of their working This will increasingly lead to hub -
day in the same space and time as and - spoke office configurations, with
their colleagues. 95% of their smaller corporate centres linked to
working day will be ' satellite or regional
spent working alone, 6branchoé of fice
in a different locations.

location or on a
different schedule *.

...w ith increasingly scarce resources of people and time , coupled with mounting

space and technology costs, it is entirely feasible that the office of the future
will be a social hub more akin to a giant Starbucks...

Mlag?
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CHAPTER THREE 1 21 ° CENTURY WORK : COMPLEX OR
CLUTTERED ?

...w ork today is clearly co mplicated " howe v er , whatéve donbatthe web

of work interdependencies that create s complexity...

’owdlng itdos said qU|ckICE/Onst'oddearyofsor a moment that vy

work challenge is easy. Do more, $50K budget to enhance

faster and better, with less. coIIab'orayon SC;OSS, hi your
Realising this challenge requires orgaﬁlsatlon. . elurbishing il ?rlf‘l
every aspect of work be continually cr:.eatlng.ne\{v meet|"ng sz (':IT w q utt
scrutinised for improvement. this o ]ect|vg ! an. w "re uce
external meeting room hire I but at
I'n todayos wonhettee, 4 tcdsE of $35K.  Equally, web
the interaction between  work collaboration tools will also fulfil your
components that make a difference objective, and wil/l reduce t
rather than the point solutions of from staff travel i but this will also
yesteryear that offered so much but cost $35K. How do you balance
commonly failed to deliver these competing demands on your
Today, there is no longer the /‘_f% budget? Is it feasible to reduce
£° both excessive travel and

6quifdkc d gain fof
ncomputerlsat/o
joining the e -

external meeting room
costs, while at the

business march. same time
The increasing the
interdependencies , . o . effectiveness  of
across the g3 . A <L Y your staff?  This
integrated, j is the world of
dynamic, and 5 & smartworking
fast - paced : where
workplace  mean o understanding
itos no i ; the w ork
i K — component
oo .W&gﬁ / interactions  provides

desirable to consider
any function in isolation.
For example, considering office

the crucial reconciling of
these conflicting budget

space in isolation the projected demands

working styles of potential users or Work today is clearly complicated i

technology interventions in isolation however, ités not what we do
to the socio -economic and ecological web of interdependencies that results

impacts are no longer viable. in the complexity.

S 4~‘/\J
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fi WICKED PROBLEMS 0

‘)mplexi ty neatly brings to mind
the work of one Horst Rittel. As
Professor of the Science of Design at
Berkeley University, Horst coined the
term
Problems are oO6wickedb©d
tough to solve due to the web of
interconnected fac tors that make it
difficult to understand how decisions
in one area will affect decisions in
other areas, let alone the overall
situation. How a solution works out
depends on events beyond the scope

Y

of the i mmediate probl
probl emsbd mu sved i ea
dynamic and largely uncertain

environment that generates its own
risks.  Unsurprisingly, this creates
conflict. Conflicts stem from trading

of f figoodso against fibabdakeviaestt Apnowhekednesso.
same value system. Workplace interaction provides a
In the context of t oda precise megie fop they kakancing of
t he figomayshé employee fgoodso and the
preferences and th fibads augdling e competing budget
costs of  meeting ‘ ‘correct’ view demands. This offers a truly
these - \"'°’°"'°'“ smart approach for
preferences ) ’ — g supporting the
and thereo6sl nc - needs of the
simp le route ﬁ individual,
to gaining ‘Wicked problems’ makes work
consensus. ‘ M":;':V m“:'*‘;'::“ more accessm_le,
L4 and reducing
complexity.
sy
sgoive the "‘f ﬁ;‘:‘:’f"“
elimgeove \ s
i
o

FIGURE 2 - W ICKED PROBLEM MODEL

fiwi cked *pim @73. e ms 0

soldefine

Wicked problems neatly frame the

di | emma facing today?éb
6smartworkingodé planners as t
to balance the competing g oals of

reducing capital and operating costs
while increasing flexibility and

V&Qaﬁtgbilit)} h Y tRe" ©tace of

organisational and economic
uncertainties.  And this must be
achieved while creating a workplace
that attracts and retains the best
talent and enables them to realise
their full potential.

Emear loywi ckwigc ked
todayobs

considering the relationships
between work components rather
than specific point solutions can
provides a fluent, agile resolution

(RITTEL 1973)
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RESPONDING TO WEAK SIGNALS

...the demands of 21

st Century work are to be agile and flexible,

responsive to weak signals from wherever they emanate...

‘Jng with the demands for @ between people,
increasing agility and flexibility, the @ between cultures,
gloebarrl]lyé1 ncc;nzectes eworkplace also @ across yourworkflq(w,

ing responsive to° owea
signalso from wherever @ heteen nalaiyisions and/or
emanate. companies,

Weak signals are comments, hints,
news and announcements that would
not be tracked during your normal
working cycle. This could be a new
market entrant, a change in
legislation of compliance from
halfway round the (globe, an
innovation or development in an
emerging economy, or simply a
product delay or service hiccup in
your own back yard.

In a connected world, tracking weak
signals provides an essential
competitive
Herculean task to single -handedly
track every global development or
news source. This is where social

networking comes to the fore T it

offers literally thousands of listening
ears and eyes to report issues to
you. And importantly, social
networks avoid overwhelming your
workload with weak signals T
reduce complexity while vastly
amplifying your connec  tions to every
possible corner of the world.

they

DECLUTTERING THE WORKPLACE

.mplexity dramatically
increases with the number of
6connectionsé®o bei

Examples of connections could be;

advantage

ng

@ routes to market.

Each of these connections can create
their own Oweak
can createfésHandcdat
individual attention. In order to
make a difference to your business,
each d6connecti
and  priorites that must be
understood, honed, and balanced.
Consideration must be given to both
positive and negative complexity.
Positive complexity can be increasing
the access points to your customer

hoo speediegraccess througla multiple

6 c o ntiomsc However, negative

complexity can result from having to
opinion

deal with differences of
and/or contention.

A balance must be
struck between curbing
6compl exitybo
enhancing agility and

responsiveness. This
requires a focus on
eliminating

unnecessary clutter T
bureaucracies, rules,
policies, and practices
that contribute
minimally to profitability and only
servej tg grpede Business decisions
and innovation. It also means
scrutinising and challenging habits or
conventions that hinder the flow of
weak signals.
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Wi t h t he excess

strategies can be shaped to contain
costs whilst attracting, recruiting,
and retaining the best talent, and
cultivating a smart working climate

where innovation, speed -to-market,
and responsiveness to we ak signals
are foremost.

A smart working e nvironment

creates sufficient opportunities to
work  without interruption or

..curbing

6compl exi tyod

6 c | ut tiwuption; and douall efdthis at as

low a cost as possible.

The bottom line is the nature of 21st
Century work should be entirely
outcome -based. Yes, it can me
complicated 7 ifwe makeit T and it
can readily become cluttered, but
only if we allow it to be

requires eliminati

policies, and practices that contribute minimally to profitability and only serve
to slow business decisions and impede innovation
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CHAPTER FOUR T THE IMPORTANCE OF WOR

... with a 13% decline in prime

KING STYLES

-age workers to 2010, and dwindling birth rates,

real talent is becoming an increasingly rare commodity

‘e digital age has spawned a

remarkable socio -economic
revolution, the most notable
outcome being the huge rise in
entrepreneurship. Canada, for

example, has seen a 172% increase

start -up bu sinesses in the last
decade *'. In part, this
entrepreneurial  growth can  be
attributed to labour market turmoil i
decreased job security T and in part,
this can be attributed to the
principles of smartworking T the

connectedness and access to work.

For indi vidual knowledge workers
and small businesses, these changes
are liberating a previously confined
labour pool, namely women, who
turning to free enterprise in droves.
For larger organisations, this is
challenging 7 the changes are forcing
an overhaul of w ork practice and the
abandoning of a unilateral approach
to staff needs..

50% 1|

35%

%0 AVAILABLE WORKFORCE
)
[~]
2

30%

2007

FIGURE 3 -

EU LABOUR DEMOGRAPHICS

THE RARE ST COMMODITY -
TALENT

‘ a world more accustomed to
glacial labour change, all continents

are experiencing slowing birth rates
coupled with an aging population. In
countries such as Japan and China, a
4-6 fold increase in the ratio of
inactive (over 65) to working
population is projected by 2050 X,
Within the EU * and US>, the
average ratio is a pr ojected three -
fold increase .

Mapping this to reducing birth rates
shows an overall 13% decline in
prime -age (25 -45) labour availability
to 2010 ™. By 2050, the EU and US
gulf between prime -age and aging
populations is going to dramatically
widen to match t hat of the Asian
economies.

2008

2005
2010 7 ==l

(OECD
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The net result is real talent is

becoming an increasingly rare
commodity i with conservative
estimates  projecting  knowledge

worker demand outstripping supply

2:1 by 2020 ™.

...today, you can even find the

Linkedin and  PlanetRecruit.com.
Monster.com for example is one the
20 most visited web sites, and
LinkedIn, despite being less than five
years old, boasts over 3.2 million
visitors a month, and is growing at a

professional profiles of Barack Obama,

Hillary Clinton, and John McCain on LinkedIn!!

Compounding matters, the internet
now exposes dwindli ng talent pools
to a voracious global recruitment
market T and talented folks are all
too easy to find. Organisations such
as Google, Nokia, and Microsoft
openly state they aim to hire the

best talent irrespective of location i

be it the far side of the g lobe or sat
in your own organisation. The fallout

of such global recruitment drives is

to significant shift individual
expectations. Whether an employee

is considering a local employer, a
small start -up business, or a major
gl obal
their value and the pe
for their services

nt-up demand

POWER TO THE PEOPLE

‘k any recruiter about how their
business has changed over the last
five years and you will gain a
fascinating insight into the power of
the individual

A few short years ago, recruitment

was very much a clandestine one -on-

one affair.
millions of us are happy to post our
professional history online
irrespective of whether we are
seeking a new role or not.

Thereos no l onger
about broadcasting your skills T
now entirely open, devoid of shame,
and has led to a phenomenal boom

in business networking site s such as

pl ay ertpo awareof 6 r e

colossal 485% per annum .

Today, yo u can even find the
profes sional profiles of Barack
Obama ™, Hlilary Clinton **, and John
McCain™" on LinkedIn !!

al |
Nor has the significance of social

networking such as  MySpace,
Facebook, Bebo, Orkut, Hi5,
Friendster, and Tagged been lost on
the business world. In an
increasingly virtual world where
regular face -face contact with our
colleagues is  dwindling, social
networking has supplemented real

life meetings and interaction.

In the 60l dé worl d,
involve travelling, business card

Today Tito Sexc}ﬁa%ée,y pedr'soﬁwa{l %srsigte{htts, and

establishing credibility on a given
topic, however internet networking
has stood this process on its head.
Social network web sites connect

a n y tpeppleninstantfy atmegligible cost, on
t 6s

an unimaginable scale, and provide
huge gains for in  novators,
entrepreneurs, and small businesses
alike. Prior to this globally connected

&
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wor |l d, becoming an 06e xpPaasdodal meaetveoiksy attract,

meant articulating your authority to aggregate, and assemble large
a local and often relatively small business audiences by creating
group of peers. I n t iofdrraagiv@ sand dniergdtivte arleeting
age, the sole way to claim places. These virtual communities
professional authority is to secure are growing at a mind  -boggling p ace
peer endorsement on a global basis T I the top seven social networking
and this can only be realised through sites (MySpace, Facebook, Bebo,
wide -scale networking, community Orkut, Hi5, Friendster, and Tagged)
building, and broadcasting to peers. boast over 300 million users
This is precisely what social spanning every continent and are
networking delivers T enabling like - growing at over 250% per annum.
minded individuals to share instantly Indeed, the top three sites, Tagged,
knowledge and experiences. Facebook, and Bebo , grew by 774%,

270%, and 172% respectively ™.

B veto [ tscovoor N 1S | unidectted
B voooec [ totooo [ wverourna) [ shyvion
- cyworld - frondater - myspace - studverzeichnis

FIGURE 4 - THE GLOBAL SPREAD OF  SOCIAL NETWORKS (A LEXA 2007)
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ARISE THE FEMALE Female entrepreneurs are appearing
ENTREPRENEUR in unprecedented numbers, with

...f emale entrepreneurs are appearing in unprecedented numbers T in many
countries starting  3-4 times the new businesses to their male counterparts...

...c urrently women ¢ reate 75 to 80% of all new enterprises in the US, by contrast,
the UK lags a disappointing 2% times behind this rate...

many countries having women are
starting enterprise at 3 -4 fold the
rate of their male counterparts ¥,
This gap is growing at a startling

€ increased individual visibility

together with the easy access to
work offered by smartworking has

created vast entrepreneurial ! ]
opportunities. It 6s Pic% Rﬁ’%hnwo'i‘“?é‘ acr'eat{ng] ES X;SO%
barriers to work that confronted of all new enterprises in the US '
previous generations and has Notable examples of female
enabled countless people to en ter entrepreneurship  growth  include
the workp lace, many for the first South Africa (70% of new business),
time. Russia (64%), and China (48%). By

contrast, start -ups in UK and Japan

A strong bellwether for this is the v
are 25% and 23% respectfully .

ascendancy of female entrepreneur.

Historically, by dint of nature, T h er eragor economic gain for

women have been confined by their encouraging free enterprise and

roles as carers and mothers, women entrepreneurs 1 in 2006 the

however, emerging factors such as UK®d s Trade and I ndustry Sec
smartworki ng principles and internet Alan Johnson stated, il f women i n
connectivity have combin ed to the UK were as entrepreneurial as

overturn this situation. their US counterparts, the UK would

have 750,000 mor &'  businesses

FIGURE 5 - % OF WOMEN VS . MEN STARTING NEWBUS INESS (OECD 2006)
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Al f

t he
mor e

women in UK wer e

000

750,

The reasons for countries, the UK
amongst them, being lacklustre at
promoting female entrepreneurship
are multi -fold however, lack of
government support coupled with
poor female take -up of business
training at schools and universities
play a prominent role. Government
policies must stimulate free
enterprise and encourage confidence

in young women to start new
business

RECOGNISING WORKSTYLES

‘e volatile labour  market,
empowered staff, and the temporal
and spatial autonomy offered by
smartworking principles have literally
stood the old business guard on their
head overnight. Within the space of
three or four years, the fabric, the
conventions, and the hab its of work
have been challenged to its very
foundations.

In the business equivalent of a blink -
of-an-eye, staff have secured
technologies that freed them from

the classic 9 to 5 grind and, for the

first time in a Century, liberated
them from Frederick Tay | or 6s oner
principles. A smartworking world
arrived virtually over

fair to say that most employers were
caught by surprise 1 they were (and
to a great extent, still are) in catch -
up mode.

For organisations striving to operate
fiin thayot,odt hese
changes 1 typified by; agility, choice,
collaboration, convenience,
familiarity, 24x7 availability, financial
effectiveness, and fluent

b uAsl i anne sJsoehsnos.o n

wo r Isgme saske with

as e cotunteparts, tha WKuvouldddve a s

Trade & I ndust

communication 7 must be addressed
head -on to maintain
competitiveness. As stated in

chapter three, using outmoded
stereotyped conventions to tackle

complex, interdependent work

dynamics in isolation no longer

sufficed 7 they underperform and fail

to impress an increasingly
demanding workforce.

What business leaders urgently
needed was a way of understa  nding
their rapidly changing workforce
based on how they worked rather
than the old hierarchy of function,

job titles, roles, and desk size.

This was precisely what a philosophy

call ed 6w&Y delivergd Eistd
introduced in 2002  following
collaborat ions with the universities of

Carnegie Mellon, US and Surrey, UK,
6workstyl esbd provi ded
model of the way people worked.

A good way of visualising
6workstyl esbd
consider two p
employees in
identical roles.
Both are high
?)elilfgrmers,
destined for
Grdathdsd
and the
organisation
is anxious to
retain them.
Both perform the

similar sized
teams, however,
one lives 50
kilometres away,

o ‘\/\J
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is married with three school -age entire workforce to deliver their

children, and the other is single and optimum performance. For the first
lives just round the corner f rom the time, workplace strategists were able
office. Clearly, they  have to develop multiple forward -looking
diametrically opposing life pressures scenarios based on socio -economic
and working styles, and a unilateral change and commercial dynamics.
workplace ethic would compromise The net result of this workstyle
the performance of both. For the science is a set of precision tools that
first time, the science of workstyles allowed workplace planners to
allowed organisations to appraise the understand and respond to the
wants and needs of these diverse temporal and spatial demands of a
working patterns as individuals. changing workforce. Wor  kstyle

Applying a Gworkstyl e 8’10de|s andI tools helph identify the

. . . rP niti n
made it became possible to appraise opportunries, pacts, ? d
constraints ., of  smarter working
a broad range of empl oyee “dwants

and needsd t o mat ch P ttgrlnsf fer |thﬁyg enhance
. . i responsiveness, and~they engender
expectations for physical office .
Lo trust and empowerment. The reality
space/ locations; technolo gy

is most people want to excel at work
1 applying the science of workstyles
enables them to do just that.

demands; varying collaboration and
communication styles; and diverse
working -hour requirements.

At t he heart of t his 6workstyl eb
science are models to engage an

...business leaders urgently needed a way of understanding their rapidly

changing workforce based on how they worked rather than the old hierarch
of fu nction, j ob titles, roles, and desk size...

)\44

‘2 4
- o
]F ) associafes @




CHAPTERFIVE T W HAT 88 REQUIRED OF A 21 °" CENTURY
MANAGER ?

‘er e dsS no escaping that Central to this change is a rewriting
managers must adapt in order to of the old conventions to reflect new

survive in this new world order. As bonds of mutual trust and outcome .
Gary Hamel i succinctly puts it, basgd performance mea. .sures i
Aitoés i mpossi bl e t o caster rs%',q tHa}p ed?ln_F' .Shn‘tlng. 0

management without first escaping smartworking is resulting in a major )
the dead weight of our management headache for many managers !

orthodoxies. We must consciously pamcularly m"?'d'e managers
challenge the assumptions, habits endeavouring to climb the corporate
|l adder . Mo s t of todayos m

and patterns of thought that prevent h ired their skills i lassi
us from imaging new ways of ave acquired their skills in a classic

leadi ng, organising and MY} MG gnyironment

lgnoring the expectatio
workforce are a sure -fire way of ‘

inhibiting productivity and finding
staff voting with their feet.

Managers must shed the old
command and control status
symbols, and instead operate in a
virtual world of guidance and
encouragement.

Retooling Management for the 21st Century I Gary Hamel

i At its essence, t he work of managementi amplifying c
human capability (creating an environment that inspires, enables a nd empowers people
to give the very best of themselves) and aggregating human effort (co-ordinating the
activities of individuals in ways that allow them to achieve together what they could not

otherwise achieve alone).

When one views management in this wa y, one can begin to understand how the web will

dramatically change the way we amplify and aggregate human capabilities. Everything

about the internet, its global reach and configurability, its diversity and openness, its
community -centric ethos and anarc hic disorderliness, serves to enlarge th e scope of
human accomplishment.

Blogs, podcasts, mash -ups, wikis, crowd -sourcing, folksonomies, opinion markets,
discussion boards, and social networks T these technologies have already extended the
range of human  creativity and collaboration in ways that would have been unimaginable a
decade ago, and there is undoubtedly more to come. 0
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...with disparate teams wor king virtually 7 team members are increasing ly

likely to be external to the organisation, with different loyalties and goals,
and /or often from different cultures

They learnt their skills from peers Increasingly, team members will be
and colleagues who were schooled in external to the organisation, with
old concepts of staff management different loyalties and goals, and
and motivation T the ways proffered often from different cultures. A
by Frederick Taylor a Century ago. successful manager must champion

these scattlered, remote, f’;\nd diYerse
as’i Vo ua

vet, I n todayos lncre team rgegnbe}/s in equa{measure
world 1 the Gartner projection is that '
95% of us will be working virtually CORPORATE PARANO IA AND
by 2010 i means the role of a MISTRUST

manager is radically shifted from a

few years ago. The power suit and disconcerting, paranoid reaction
vast office doesnot wopyknpanWdrdamsationg i the loss of
team remote. The trappings and Taylorism -type control has been the

6statusdo traditionally jh@easOif iwdrkpfack sWteilldhce
O6mowi nup the | adder 6 ha?hd’rﬁonitdriﬁ’gng

gone. .
Research *™ has recently shown that

Without these 6cl ues o, how dg ¥nlrky as two  -thirds of

mo t i va te a tea m you d 0 RYdnisalich$ clrrently dhploy some

emphasis has shifted to building form of software to block websites

trust, fostering relationships and deemed inappropriate. 55% of

connections, championing success, organisations retain and  review

continual coaching, mentoring and emp | oy eermal messages, not

motivation, transparency and clarity just for compliance but also for

of goals. Focus must be gi ven to checking terms deemed

career development and promotion 6i nappropriated such as HfAsee

opportunities, and the potential for jobd and competitors names.

staff ~to  feel isolated  and track and monitor employee phone

disenfranchised cannot be calls, 36% have installed software to

track content, keystrokes, and time
spent at the keyboard.

ltds an inescapable fact t ha
private eye to snoop on an

snooping on employees is an unfaithful sPp w

utterly flawed strategy... bring about fidelity i it
simply confirms

thereds been
underplayed. irretrievable '
st breakdown
on the bond
of trust.

...just as snooping on an unfaithful
spouse doesndét brin

An effective manager in the 21
Century must confident support and
motivate disp arate teams working
virtually.

oY P
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The same applies in the workplace T
which is a
freethinking sentient beings that
voluntarily form a union, to respect
and to trust each other. A positive
manager -employee relationship can
only be founded on mutual respect

What 6s wr ong wi t h an
and trust. ordering their groceries online while
O BART ORELATIONSHIPS at work if they are delivering world -
class output?
.e .prlmary. reason for . Whatodos wrong with staff
or g anl S ations empl o yN' ncglleagugshoH IWs?aHt Messenger if it
_b eingso rathe r' ,t han fih Poépe?snclos%rovdorﬂirggSrecfationships?
is that they value the freethinking Would any right -minded employer
intellect able to concelye and create try to stop employees chatting over
new products and services, and craft lunch?
solutions beyond the norm.
A smart working world means exactly
Staff must be granted the_ support . that i adopting forward -looking,
the freedom, and 'unswervmg levels smart principles where trust is key.
of trust from thel.r ma'nagers that Reverting to 100 year -old Taylo rism
allow them to fulfil their potential, principles hardly counts as forward i
and deliver optimal creativity and looking or smart. In a society where
innovation that elevates performance employees can i and will change
to world -class, jobs with alarming regularity, surely
Against this backdrop, snooping on the O0smarté way to go

employees is an utterly flawed
strategy. If the work relationship
has sunk to such levels of distrust
that managers feel compelled to
allocate valuable resourc es of time
and energy on covert surveillance of
their staff, then the trust relationship

will undoubtedly have long -gone.

...to deal successfully with the
ways of working, a  manager must

0 ma r-gpiritedg e 6

cultur al changes deman ded b y
demonstrate integr

And if the trust has gone, how on
eérth €an managers expect anything
approaching optimal performance.

Out - of - control management
insec urities certainly do not foster
harmony and world -class output.

an open working environment where
staff are free to voice dissent and
grievance 1 if issues, challenges, and
concerns exist, is it not better to
know about them?

t o dsagrtérs
ity, honesty, sensitivity, and

humility. In equal measures, they must also inspire, motivate, and be willing to
challenge habits and conventions...
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CHAPTER SIX - ALIGNING VALUESAND T RUST FOR
SMARTWORKING

..w here thereisno st at ement of val ues, or where t

t h e r ®&réatdanger that staff will act in their own interests

key smartworking leadership THE IMPORTANCE ~ OF TRUST
responsibility. is to create  a work become increasingly virtual
statement of values that guide the ? o oy '
the need for organisations to span

principles of trust throughout the ) i
org anisation If clear values are cultural and operational boundaries

absent or not accepted'isfprﬂ'ng}h%rrbtgafgcusrogga{ues.

danger that staff will act in their own Valu.eg and tru?%t are also key to
interests, risking the entire providing cohesion. If staff have

organisationés reputat icgrﬁld_e_nce that their colleagugs are
operat ing on the same basic trust

How can a diversified and virtual principles as themselves, it creates
organisation establish a culture that harmonious and effective working
engenders trust? relationships.

Values are often used to focus and A trust -based culture also plays a
motivate staff behind bolstering the crucial role in attracting and
trust needed for organisations to retaining top talent .
flourish, and  indeed  survive. recognised that, far beyond adequate
However, despite being cited as one reward, the current generation of
of the main reasons for business workers demand meaning and
failure, culture  remains  poorly inspiration in their work. For
understood and ma  naged. organisations, the balance has

shifed from using brand to
differentiate to the outside world to

using brand as a key differentiation

for current and prospective
emplo yees through their values. A
strong culture is proving vital to

attracting and motivating talented

people.

Furthermore, the emergence of
smartworking means  centralised
command -control is no longer an
effective means of management,
consequently values are key to
creating empowered, aligned staff.

As ¢ 0 mp a n tramsitiéon to smartworking, and centralised command -control is no

longer effective , values are key to  creating empowered, align ed s taff

o
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By having clear tenets that everyone
understands,  believes in , and
adheres to, leaders can have
confidence that staff will do the right
thing when left to make decisions

rather than beliefs and aspirations

that staff recognise and empat hise

with T i.e. the values and trust
needed for smartworking.

M AKING THE DIFFERENCE

cultural elements.

gy ™

() associafes @

) . .1en strengthening an
independently. This creates a . . N
. . o organisationds <culture to b
flexible, more nimble organisation
A . trusf and management Performance
t hat 6s abl e t o i mpl ement str Ege
- in order to take® advantage of
faster decisions. . .
smartworking, it must be
A VISION FOR SMARTWORKING remembered that value statements
only make a difference when;
‘)re than at any previous time, , L
. @ The entire organisation share the
todayo6s turbul ent b\yauesness
environment needs a robust, strong ’
corporate vision. It provides the @Theyodre genuinely believed
foundation and essential @ They guide day -day behaviour,
cohesiveness of values and trust for _ _
disparate, virtual teams. A vision for @ Theyore integrated into st
smartworking needs to incl  ude two processes and decisions
crucial statements; LEVELS OF CULTURE  AND TRUST
1. A constant ideology that defines _
t he organisations® QHrz‘Pra@t@rPV!des a useful
including; mechanism for visualising culture
° Th . h and trust at various levels
€ . _purpoie ! the throughout an organisation.
organisations 6 fundamental
rai son doé°tre: and The innermost circle represents the
° C | M- hared dunconscious?d core of trus
bo;ef va ueds '_ t Ie S ?re culture. The outer levels are easier
ber:es_ an d pr|r_m|p es odr to observe and constitute the more
: e a"'?”“ ecisions, —an conscious processes to bolster trust.
interactions.
i ) . In brief, the cultural levels are ;
2. Aview of future 1 describing the
medium -long term goals and @ ARTEFACTS
artic u |~ atin 9 t he 01 9 &Hade 2R HHyScal Indnifestations
ambition T fiwhatos it goingg Euﬂqreb £ the things we observe
l'i ke and how it wi W ard Kl in the workplace, such
ltés often the core v adSuedganisatora e structures,
leadership teams struggle the most T rules, processes, routines, office
finding the conce pt intangible and layout, and status symbols.
consequently failing to articulate Artefacts are also the things that
meaningful  values, never mind are talked about - heroes and
translate them into reality. All -too - villains, oO0taboos6 and oOowal
often, this results in value All artefacts exist for a reason and
statements that are politically correct have their roots in the deep



@ BEHAVIOURS L EADERSHIP QUALITIES

These are the ingrained patterns
. A . akes a smart leader to face up to
or 6 n o rfmelaviow T the

accepted 6way we dothesetd%h?llﬁngeg, and ma;]ny m?y )
around hered and def VP& S%hat! fjf theyove the rec

takes to oOfit i nod. qﬂazgt'lesely does a

published code of practice reflect A common misconception is that only

behaviour al nor ms, a tharismatict lbader can change

unwritten behaviour rules that culture and inspire trust.
count. true 1 while chari s ma i snodt a

hindrance, it is far less important
than other qualities.

@ ESPOUSED VALUES

These are values an organisa tion

6claimsé to hold, butP° SlﬂfcgerfE"P’ deal with the, changes
into a tangible reality i the to culture zimd trust demanded by f
6preached but not tpc}%ac){qscea%narter ways 0 wor

values. A prime example is the manager must demonstrate integrity

iPeople are our bigde sﬂ}e)(/j shaud Pe?] _honestd and
statement that pops up in every prepare :]0 put ; eir words into
annual report, but rarely reflects action. They must be sensitive to

the daily reality inside the whatos going on, and be at
organi sati on. Val ue scomrguglgabe,ollﬂeg,earddéforesee the

but not practiced detract from a effe.cts of change across the entire

cul ture of trust. blfs'lness'ités not

authentically believed, trust and Finally, leaders need to have

behaviour revert to old norms. humility.  Building a culture that

i nspires tr wsptutingtekeir6t abo
stamp on everything, and creating

@ CORE VALUES

These are the unconscious, taken - dependency. Leaders must be focus

for -granted beliefs at the heart of on t he organisationséo succe
an organisa tion. These timeless, reputation, not their personal gain.

guiding principles for behaviour, In this way, a culture can be easily

decisions, and actions are mirrored, and is respected both

utterly ingrained, ARTEFACTS inside and external to the

second -nature, and @5Eng srecls grganisation  without

instinctively acted s resorting to presence,

on. Theydre the
fundamental :
ideals an |
organisation

will never give
up, and
represent the
very pulse of
trust.

hierarchy, or status.

FIGURE 6 - LEVELS OF VALUEAND T RUST (JBA)
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CHAPTER SEVEN 1

SUSTAINABILITY AND TH

E SMARTWORKING

GENERATION

| RREFUTABLE SCIENCE

Imate change is an issue for all
of us on planet earth i from the
lowest to the highest role, from the
smallest to the largest organisation T
thereobs n o es
untold harm and
destruction to our way
of life.

In the 4.54 billion year
life of our planet, the
human race has been
around for a mere
200,000 vyears T less
than 0.004% .
However, since the onset
of industrialisation a couple of
hundred of years ago T we have
been depleting our resources at a
pace far beyond where planet S
natural mechanism can cope.

Using Antarctic ice core samples,
researchers ** have calculated that
over 610,000 years the CO , change
was just 22 parts per million.
However, in the last two centuries
human industry have raised CO,
levels 14,000 -fold. Sadly , this pace
is accelerating i the
Intergovernmental Panel on Climate
Change (IPCC) is projecting CO2
emissions to double over the next
fifty years 1 making 28,000 -fold
increase.

Figure 7 vividly shows the economic
damage from a 2°C temperatures
increase. Without immediate action,
therebébs no question

...a4°C global temperatures

trillion per year ... equivalent to

this

rise would cause economic damage
around 8% of glob

occur and lead to unthinkable social
destruction. The IPCC models
project that, by 2100 a 4°C global
temperature increase will trigger
economic damage exceeding $20
trillion per year or around 8% of

¢ global economic output.
Action to hold global
warming to 2°C would
halve this damage at a
far | ower cost .
worth considering this
$20 trillion only
includes easy -to-
measure impacts, and
further impacts could

include;

@ O6hotd& summers in 63%
by 2080, compared with 1% of
years in 2020;

@ droughts and floods i 40% less
rain in summer, and 30% more
rain in winter;

@ doubling the coastal flooding
risks T i t6s esti mated
flooding in the UK alone will cost
$32 billion;

@ unsupportable demand for air -
conditioning I with increased
energy costs of $550 billion a
year;

@ environmentally -driven re fugees
and a need for (greater
expenditure on aid.

damage will

exceeding $20
al economic output...
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. Meore frequent extreme weather events, more floods and droughts, more heat waves;

occurred . A slow pole-ward migration of plant and animal species, with less mobile and less
adaptable speciesincreasingly atrisk of extinction.

. Mere tropical disesses over @ wider geographic ares;

. Decreased crop yields in the developing world and, as a result, widespread hunger;

Will be exceeded many communities facing sericus water stress snd widespread droughts;

unless there are

immediate ad e A total loss of arctic ice and the extinction of many arctic species;
igorous efforts to
:educe emissicns . A near total loss of coral reefs due 1o 'bleaching’

. And perhaps the cnset of the compets melting of the Greenland ice sheet, slowdy but
unstoppably raising sealevels by seven metres over the course of the next 3,000 years

= . Decreasing crop yieldsin the developing world and decreasing world food supplies;
wm:‘:‘v‘ ,:.”: . Widespread spedes extinctions and desertification;
efforts at reduang ‘The wholesale collapse of the Amazon ecosystem;

emissions. _ _ _
. The complete loss of all boreal and alpine ecosystems
. Entire regions will have no sgriaultural production whatsosver and the melting of the
west Antarctic ice sheet will gradually increase sea levels by 5-to-6 metres (in addition

Likely with no to the increase from theloss of the Greenland ice sheet)

efforts at reduang ——
amissions . There Is a S0-50 chance that the ocean's drculation system will shut down, removing
the crudal currents that warm and stabilise the climate of Northern Europe.

FIGURE 7 - CLIMATE CHANGE IMPACT sTO 2100 (IPCC)

AN ECOLOGICALLY SUSTAIN ABLE consumption. Organisations are
AND SOCIALLY JUST  GENERATION perceived as regarding the cost to
our grandchildren as being worth far
siness appears wholly unaware less than costs to our generation.
i or simply choosing to ignore i the Things w ithout a perceived tangible
enormity of public awareness on cost i such as the harm commuting
climate change issues. The younger causes T are all-too frequently
workforce is particularly aware of the ignored.
finite quantities of CO, we can put Todayos ethically sensi
into the atmosphere. envirdn@entallyWalvateBworkforce are
accepted that the major  global simply not prepared to tolerate
economies have just four years left irresponsible  attitudes ~ whereby
to get on a manageable sub 2° C organisations éhcaht odoss e 6 W
path. The result is major concerns included and what és excl ude
are being voiced about the cynical their environmental footprint.
way in which business economists Smartworkers are globally
are treating environmental harm. networked, highly —aware, and
To many, it appears that importantly mobile and vocal. When
organisations  persist in  deriving faced with blatant disregard for
commercial growth at the cost of the issues they consider of paramount
planet and through copious importance, they can i and do i
environmental resource vote with their feet,
S
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FIGURE 8 - STUDY OF 'READINESS ' TO MAKE SIGNIFICANT LIFESTYLE CHANGES TO  AVERT
CLIMATE CHANGE (G LOBE SCAN)

Unless organisations act I and act carbon neutral or carbon negative
now, wedr e poi sed t o peliew et hi cal
migration i the movement of

In a talent -constrained market, this
must clearly be a preeminent issue
for all organisations. And this is
before the brand impact is
considered.

talented labour pools (and the
accompanying lifestyle changes) to
greener and more environmentally
friendly locations.

XXXii

Recent studies have highlighted
the extent of personal sacrifice that
people are prepared to make over
climate change. In a global study
spanning 22 countries (see figure 8 ),
70% said they were prepared to
change their lifestyle, and 83% were
prepared to make significant lifestyle
changes t o help prevent climate
change.

The smartworking generation know

the se challenges are of our own
making, and that business has a
major role in reducing th e
catastrophic impact. Figure 9 shows
the extentofchange 1 al.l i 6.4°C
temperature increase " which will
lead to formidable changes to
life style and personal well  -being.

Choice of employer is now highly

influenced by ethical and socially just

responsibilites 7 86% state they

would not work for an organisation

that doesnoét have a demonstrabl e

...best estimates  are that the major  global economies have just four years left to get

on a path that keeps global warming below admanaagbl ed 2AC ris
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