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Are You - And Your Company Prepared For The Future Of Work
In Tomorrowland?

Assessing Your Level Of Preparedness
In 10 Key Domains1
BY SIMON L. DOLAN, ALEX MAKAREVICH AND
KRISTINE MARIN KAWAMURA

This article describes 10 key dimensions that executives may use
to assess their preparedness for work in Tomorrowland. It offers
insightful and strategic questions for leaders to develop people,
companies, and ecosystems that are able to flourish in a high
tech, high touch, and high growth work reality while resisting the
possibilities for strategic implosion.

T

he world of work is changing. We are in the middle of critical
evolutionary and paradigmatic transformations (Raich and
Dolan, 2008; Eisler, Dolan, and Raich 2013), which are
driven by three powerful forces: globalisation, digitalisation and
virtualisation, and creation-innovation (Raich, Eisler and Dolan,
2014). Globalisation is causing people to work midst paradoxical
tensions that simultaneously are flattening and rounding, uniting
and detaching, the connections between and across organisational
ecosystems, stakeholders and resources. Digitalisation is increasing
the pace of work; people the world over have instant access to more
information, relationships, and inputs than they can easily handle with
their time and brain capacities.; the related Virtualisation is weaving
a tapestry of handshakes as people work across cultures, boundaries,
and borders, demanding trust and near-simulated relationships and
environments. As John Naisbitt (author of High Tech/High Touch:
Technology and our Search for Meaning) pointed out in 1999, we
live in a “technologically-intoxicated zone” that is characterised by
a continual search for quick fixes and lives that are distracted and
distanced – while causing us to give up the “high touch” aspects
of life that give our lives meaning: hope, fear, and longing, love and
forgiveness, nature, and spirituality. Roll forward to today, and we see
that the greatest demands for jobs are characterised by high tech, high
touch, high growth – in industries such as information technology,
health care, and education – as well as in opportunities offered by the
aging population market segment and demanding entrepreneurship,
mathematics, and the sciences (Altman, 2009; Forbes, 2012). And
finally, Creation which represent the force for transformation and
innovation. The definition of the word “innovation” has subtly
changed over the last 30 years. In the 1960s and 1970s innovation
was thought of as a process, as the introduction of change. Some,
apparently, regarded innovation as simply the generation of a new
idea”. Today we imply that any new concept needs to be brought
into use before innovation could be said to have taken place.
Moreover, in order for innovation to become sustainable and thus
embed the concept of transformation, the concept needs to include
some measure of success. The latter can be reflected in the words
“effectively”, “profitably”, and “satisfied stakeholders". This hardening
of the understanding of the word “innovation” to include the
concept of successful commercialisation is probably a result of the
increases in business competitiveness, and the developing focus on
sustainability, which have occurred in the last 30 years.
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Technology that includes information and communication tools has been
transforming workplaces the world over
for years now and will continue to do so
in the future. The development and refinement of new technologies like virtual
reality and artificial intelligence have yet
to make an impact on the workplace, but
there is no doubt that such impact will
be profound. New generation of employees entering the labour force in the next
decades will differ not only in the level
and specialisation of knowledge and
skills they possess, but also in their work
attitudes and preferences for work-life
balance. Globalisation, digitalisation, and
virtualisation will continue “shrinking”
the world at a heightened pace, making
work even more portable and detached
from geography than we currently experience and understand.
These developments will surely result
in changes in how work is done, how
companies operate, and how organisations
as well as its leaders and managers relate
to their employees. As these shifts unfold,
they present not only an opportunity for
companies to increase their sources of
both competitive and cooperative advantage but also the potential risk of strategic
implosion – when the breadth, depth, and
level of change, of informational and relational inputs simply overwhelms the
human capacity to efficiently, effectively,
and creatively function. New work principles, practices, and values are needed,
today, in order for firms to develop the
human, managerial, and organisational capabilities to flourish, if not survive, into the
22nd century (Dolan & Hayashi, 2013).
Zappos, an online shoe retailer, has
already begun to embrace the new work
order by relying on “Holacracy,” an organisational operating system that replaces today’s top-down predict-and-control
paradigm and silo’ed functional structure
with a new way of achieving control by
distributing power. Based on the principles and practices of self-management
and self-organisation, Zappos employees
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assign agreed-upon roles to each other
in team meetings and are required to act
more like entrepreneurs and self-direct
their work. Customer service employees,
for example, receive “surge pay” as they
are incentivised to put in more hours when
demand for their work is greatest. As of
April 30, 2015, in fact, Zappos stated that
in order to eliminate the legacy management hierarchy, there would no longer
effectively be people managers! What is
the goal for these dramatic changes? To
improve innovation and productivity as
the company continues to grow.
Self-management and self-organisation, by the way, are not new inventions. They describe how life has operated in the world for billions of years,
how creatures and ecosystems have
been created – the life force of a world
that “lives on the edge of chaos with
just enough order to funnel its energy,
but not so much to slow down adaptation and learning” (Greenfield, 2015).
Leading scientists believe that the principle science of the next century, in fact,
will be based on the study of complex,
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autocatalytic, self-organising, non-linear, and adaptive systems – in other words,
chaos, or complexity, theory – rather
than Newtonian principles (Dolan 2003,
Greenfield, 2015). Success and failure
of companies in Tomorrowland will be
determined by their preparedness for the
coming changes in how, when, and why
work is done. By adapting to new workplace trends and realities, Zappos and
other companies that embrace new ways
of working may become better prepared
for the work of tomorrow.
But before executives and companies
can take action and boost the preparedness
of their companies for upcoming changes,
they need to evaluate their current level of
preparedness for Tomorrowland by identifying areas in which they are most vulnerable and in which they have the greatest advantages. Preparedness will help
leaders to excel in Tomorrowland’s world
of work; developing people, companies,
and ecosystems that are able to flourish
in high tech, high touch, and high growth
realities and resisting the possibilities for
strategic implosion.

The future of work will be shaped by
transformation in cyber-technology and
the social and physical contexts of work,
as well as in attitudes towards work and
lifestyle and the skills and education
needed for work (See graph on the left).
Extrapolating from massive data that
we have gathered over the years at the
Future of Work unit, we argue that executives need to assess their readiness in
the following 10 key domains that will be
affected by new ways of working:
• The impact of technology and the
cyber-age on the future of work and jobs
• The type of work that people will be
performing
• Where will people work and what locations they consider desirable
• Work and Non-Work (leisure) combinations: the new mix (balance and integration) of activities in a typical day
• Portfolio employment
• The social context in which work will
take place
• The physical context in which work
will take place
• The mix of skills and education that
knowledge workers will need
• Perspectives on productivity and the
factors that contribute to them
• Measures or attributes of Work and
life satisfaction

The 10 Areas of Future Work
Change
1. The Impact Of Technology And The
Cyber-Age On The Future Of Work
While the idea that technology impacts
and changes work is as old as the invention
of the wheel, commentators agree that the
pace of change has been accelerating at an
unprecedented speed in recent decades.
In 1992, for example, there were less
than 14 million Internet users worldwide,
compared to nearly 3 billion today.2 Given
Moore’s Law, we have more power in our
smartphones that provided by the most
powerful supercomputers 30 or 40 years
ago; Ray Kurzweil, an American author,
computer scientist, inventor, and futurist

has predicted that the computing power
of a $4,000 computer will surpass that
of a human brain in 2019 (20 quadrillion
calculations per second) (Power, 2015).
Virtual reality (VR), already being used in
telemedicine through VR headsets, could
be extended in the near future to emulate
patients so that surgeons could use the
technology for training or practicing difficult procedures before trying them on live
patients (Enderle, 2015). Artificial intelligence (AI) is used in quantitative modelling, where machine learning is employed
to generate thousands of models a week
and make decisions in under 15 milliseconds so that a marketer can more accurately place ads that potential consumers
are likely to click on.
The consequences of the information
revolution afforded by VR and AI and
other expert systems will be experienced
at an ever-increasing rate in the decades
to come, by people contributing to organisations as employees or independent producers. As we enter this “cyberage,” Raich and his colleagues, as well
as Power, argue that more and more jobs
will be performed by cyber systems that
will replace human employees and create
competition for jobs, as only machines
can both develop and handle an explosive growth of complex and time-sensitive data while also analysing decisions
at a speed, volume, and level of complexity that is too great for humans (Raich,
Eisler & Dolan, 2014; Power, 2015). The
potential for cyberattacks – including
cyberespionage, cyberterrorism, cybercrime and cyberwar – will also greatly
increase the need for firms to invest in
cybersecurity skills and systems.
Questions that executives need to ask
themselves include the following:
• Will new technology replace employees in doing their jobs?
• How will my company’s competitors take advantage of new technologies?
• What shall my company be doing to
prevent from losing the technology race
to competitors and to take advantage of

the new technologies?
• What strategies, risk assessment,
control activities, and information and
communication management plans must
I put in place to address cyber risks?
• What new resources, skills, and
knowledge are needed in my company
to take advantage of cyber systems
rather than to be controlled or eliminated
because of them?
• How will my job be affected by
cyber systems and the increasing reliance on machine-based data modelling
and decision-making?
• How well am I prepared to lead a
company relying heavily on cyber systems?

2. The Type Of Work That People Will
Be Performing
Rapid development and increasing sophistication of technology implies a
change in the kind of work employees
perform. At the time of the Industrial
Revolution, the advent of the steam
engine was perceived a threat by the
workers of the day who feared unemployment. However, in reality, the result was
not a loss of employment but a change in
the nature of work performed by workers.
Workers relegated manual tasks to machines while occupying new job positions created as a result of the transition.
Modern technology like AI will likely
produce a similar shift. IBM, for example,
has made a $1 billion investment in AI
through the launch of its IBM Watson
Group and is publishing research on
“cognitive computing,” which describes
the ability of computers like Watson to

Artificial intelligence is used
in quantitative modelling,
where machine learning
is employed to generate
thousands of models a week
and make decisions in under
15 milliseconds.
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The rise of the freelance
economy illustrates that
individuals working from
home or other locations
of their choice can
successfully compete in
the global market and
can very often do so more
efficiently than workers in
more traditional settings.

50%

of the total workforce
in America will be
freelance workers
in 2020

1.4

Billion

estimated British
freelancers are working
across all sectors
in 2014
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understand words – natural language – and
not just numbers (Power, 2015). Watson
excels in applications where companies
need to bridge multiple sources of massive
amounts of dynamic and complex text – like
integrating patient records, genomic data, and
the changing body of medical literature in the
health care industry. With training, Watson
can provide recommendations for treatments
for specific patients, which can be utilised by
healthcare providers to make better decisions,
thus transforming and even improving their
work activity.
As these technologies develop and become
more refined, ever more complex tasks will be
taken over by robots and computers, which
will result in another shift in the type of work
done by human employees. More jobs will be
created in areas where human touch is still
necessary (e.g. customer service, occupations
related to human emotional states, and the
doctor-patient relationship) and in areas that
deal with creation, development, and maintenance of new technology.
Questions that executives need to ask
themselves include the following:
• Will the development of new technologies eliminate jobs done currently by human
employees at my company?
• How shall my company respond if competitors adopt such technologies?
• Is my company positioned well to incorporate technological advances that are likely
to emerge in the near future?
• How does this affect my company’s
hiring, retaining, and promoting policies?
• How will people’s skills change (becoming more greatly specialised or broadly
skilled) in response to the growth of highproductive robotics?
• How will I develop whole-person relationships with people and teams with
the heavily reliance on technology-based
relationships?

3. Where Will People Work And What
Locations They Consider Desirable
In recent decades, there has been an unprecedented rise in non-standard forms of work that
include flex-time, on-loan, telecommuting,
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remote work, ‘occasional use flexibility’, jobsharing, and other novel ways of working. The
trend towards “freelance work” – contract
labour – in America was estimated in 2014
at 53 million, approximately 34 percent of
the total workforce, which is expected to
balloon to 50 percent by 2020 (Wald, 2014).
Correspondingly, there are an estimated 1.4
million British freelancers working across
all sectors, a number which has grown 14%
in the past decade (Matthews, 2015). Not
only bringing billions of freelance earnings
to economies, these arrangements allow employees to structure their work time more
flexibly and improve their family life, while
also providing employees with a choice of location from which work is done.
This trend is powered both by technology that makes virtual work possible and
often more efficient and by the changing
nature of employment itself (see below on
portfolio employment). The rise of the freelance economy illustrates that individuals
working from home or other locations of
their choice can successfully compete in the
global market and can very often do so more
efficiently than workers in more traditional
settings. Companies that take advantage of
these developments are staying ahead of the
competition. The successful rise of low cost
airlines, as a note, was due in large part to the
elimination of costly offices and personnel
and a greater reliance on online information
and communication tools – a business model
that was based on greater detachment from
physical places of work than those of their
lagging competitors.
Questions that executives need to ask
themselves include the following:
• Is my company taking full advantage of
technological advancements in how work is
conceptualised, distributed, performed, and
evaluated?
• Can my company offer a choice of locations for employees to work from in order
to increase their flexibility while enhancing
their performance at the same time?
• What locations of work do my employees consider desirable, and how can
my company increase the match between

employees’ preferences for work locations and company needs?
• What work location is personally
desirable to me?
• Can I organise my work so that I
work from my preferred location without
sacrificing effectiveness?

4. Work And Non-Work (Leisure)
Combinations: The New Mix (Balance
And Integration) Of Activities In A
Typical Day
Given the changes in the type of work
employees will be doing (#2 above) and
in the location of work itself, (#3 above),
the mix of work and non-work activities
in a typical day for many employees will
change in the future. Workers of tomorrow will be able to concentrate more on
the work tasks that they truly value, especially given their greater reliance on
technology and its associated increase
in productivity (see #9 hereafter). The
boundary between work and leisure will
thus become more blurred. Doing what
you like at a place you prefer will feel
less like “doing business” and more like
“whole living in pleasure” in the future.
Companies that create conditions for
mixing work and non-work activities at work sites recognise the positive
effect of such mixing of productivity
and motivation of employees. Google,
for example allows employees to bring
children and pets to the office, provides
meals on ‘campus’, and encourages employees to spend 20% of their work time
on their own projects. Not accidentally,
Google has been rated by Fortune as the
#1 place to work for six years in a row!3
The Boston Consulting Group (rated as
the #2 place to work) offers compressed
work weeks and allows employees to
take a “Social Impact Leave of Absence”
for three to 12 months. More companies
in the future are already following suit by
offering flexible work arrangements and
supporting work/life balance, viewing
employees as whole people rather than
just as productive workers.

Questions that executives need to ask
themselves include the following:
• Is my company allowing employees
a mix of activities in a day that allows the
company to achieve its goals while contributing to employees’ satisfaction and
keeping them motivated?
• What “perks” am I offering to my
employees so that I attract and retain my
best people? Am I competitive with my
offerings?
• How am I viewing my employees as
“whole people?” What kind of business
and strategic human resource management strategies am I using to increase our
social, human, and intellectual capital?
• Is my own mix of daily activities
contributing to effective accomplishment of my tasks as an executive? Is my
work providing me job, career, and life
satisfaction?

5. Portfolio Employment
Rationalisation of work processes by
managers and the desire of employees to
be staffed on exciting new projects are
leading to an increase in work done on
a project basis. For employees, simultaneously working on a number of projects
is becoming a norm. This trend towards
portfolio employment is traversing the
boundaries of both occupations and geography. Employees of tomorrow will work
more on a project basis as opposed to in a
permanent job position for the same employer and in the same sector. They will
also change career paths more frequently
than in the past and will engage in work
outside their geographical locations. The
freelance economy is one of the most
powerful, unsung forces that is changing society in this decade. By providing
a new route to employment for many
people who either can’t get a foothold
in the traditional employment market
– or would prefer to work in a different
way – it’s giving them more freedom and
control over their destiny. More than 53
million Americans are doing freelance
work, according to a recent landmark

survey conducted by the independent research firm Edelman Berland and commissioned by Freelancers Union (Wald,
in Forbes, 2013). This represent 34
percent of the entire workforce. As technology, efficacy, and employees’ preferences coalesce, more and more sectors
will follow.
Questions that executives need to ask
themselves include the following:
• Is my company taking full advantage of portfolio-based employment? Are
we reaping the benefits in terms of both
bottom line efficiency and employee
satisfaction?
• Does my company allow employees to work on multiple projects
simultaneously?
• What types of employees at my
company want and should be allowed to
work on project basis?
• Can a project-based mentality be
applied successfully to my own tasks as
an executive?
• How do I build a psychological contract and emotional contract with these
workers?
• How am I using my purpose, vision,
values, and mission to attract people that
are most aligned with my organisation?
• How am I building values, ethics,
and relational/emotional intelligence
skills into my human resources and organisational culture and fabric, especially
needed given the transformation to portfolio employment?

6. The Social Context In Which Work
Will Take Place
New generations of employees not only
will be tech-savvy, but also will be accustomed to the impersonal communication associated with social networking, web-based meetings, conferences,
and trainings, and the use of high-tech
tools like virtual reality and social
media. These employees will enter the
workplace with habits and communication preferences formed throughout
their lives – long before they graduate
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from college and enter the working world. This
will have a profound effect on the social context
of work, which will be characterised less by
reliance on face-to-face interaction and team
meetings and increasingly by solo workers
using technology to collaborate with their coworkers virtually and remotely. Over the past
five years, in fact, research shows that there has
been a huge increase in media use by young
people. Five years ago, young people between
age 8 and 18 averaged 6.5 hours of media use a
day and managed to pack in 8.5 hours of media
use through multi-tasking. Five years later,
young people average 7.5 hours of media use
of day, which accounts for 10.5 hours a day
with multi-tasking (Rideout, Foehr, & Roberts,
2010). Specialists have said that technology
has positively and negatively impacted our relationships. Though technology has positively
improved the speed of communications and increased our access to other people, more people
than ever are isolated and lonely, building more
shallow relationships and unable to create
meaningful and caring ones.
Questions that executives need to ask themselves include the following:
• How does my company allow employees a
choice in how they work and communicate, in
order to better meet their preferences and our
company’s needs?
• How is my company enabling my employees to use self-reliance as they execute their work
tasks? What can my company do to increase this
choice?
• How can I create context and community in
our organisation using social media tools?
• How can employees in my organisation
build long term, innovative, and sustainable
working relationships with people in our firm and
ecosystem?
• How can we use technology in our company
and within the working relationships of all our
employees and stakeholders without undermining our values?
• How can our employees learn and operate
with and from the values of compassion, trust, and
care – bridging technology-based relationships
with human-based interactions?
• How am I building humanness into our
social environment through conversations,
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face-to-face meetings and team building?
• Am I using the tools and communication
styles and tools that are in line with the best contemporary practices?
• How can I turn off technology in order to
turn on relationship-development in the old fashioned way?

5 years ago

6.5 hours

of media use
a day by young people

8.5 hours
of media use a
day with multi-tasking

5 years later

7.5hours

of media use
a day by young people

10.5 hours
of media use a
day with multi-tasking

7. The Physical Context In Which Work Will
Take Place
The trends toward flex-location work, portfolio employment, and virtually-based collaboration and communication will have an
impact on the physical conditions in which
work is done. Offices associated with permanent job positions that have been the staple of
the working world for years will increasingly
be replaced by shared offices, temporary work
facilities (rented for specific events or projects), and co-creation spaces used flexibly
by employees who work independently, communicate via ICT, and often work from home,
client locations, or on the go. These new physical conditions of work are likely to be highly
adaptable for specific and fast-changing needs.
This implies that the workspaces of tomorrow
will display high utilitarianism; their design
and interior space configuration will need to
be changed relatively easily. Executives may
bid goodbye to that 100-pound statue in their
suites and make room for highly- designed cocreation spaces!
Questions that executives need to ask themselves include the following:
• How do the working spaces in my company
correspond to the nature of tasks employees
perform?
• What changes to the physical conditions of
work would improve the match between employee needs and their work objectives?
• How is my company using the full potential
of our physical spaces to flexibly adapt to specific and changing work requirements?
• In what ways can my company use its
physical work environment to promote or allow
employees greater flexibility in how, where, and
when their work is done?
• How is my own physical environment contributing to my effective performance as an executive? What needs to change?

8. The Mix Of Skills And Education That Knowledge
Workers Will Need
The skills that will be in high demand in the working world of
tomorrow will be very different from those needed a generation
ago – or even today. According to Daniel Pink, the author of the
bestselling A Whole New Mind, “high touch” aptitudes will be in
high demand in the near future. He says that high touch consists
of “the capacity to detect patterns and opportunities, to create
artistic and emotional beauty, and to combine seemingly unrelated ideas into something new.” With the rise of the internet
and advent of advanced technologies like AI, instrumental skills
like fact finding and task-based skills like accounting, finance,
and transactional leadership decision-making will increasingly
be relegated to machines. The distinctive human capacity for
empathy, emotional intelligence and the identification and creation of meaning will, on the other hand, come to the forefront.
Kenneth Robinson also argues that creativity will be the most
valued capability in the future.4 Employees of Tomorrowland,
therefore, will be more valued for their people-related skills –
their abilities to interact interpersonally, to communicate, and to
serve customers – than for their task- or motor-based skills or
even for their basic skills such as literacy. New leadership and
management systems and styles (provided by approaches such
as Connective leadership, Coaching by Values, and Emotional
and Social Intelligence, et cetera) will be required for leaders
to create the organisational cultures, practices, and capabilities
that support the development of human potential.
Questions that executives need to ask themselves include the
following:
• How well are my company’s hiring practices performing the
task of selecting employees with the right skills for the working
world of tomorrow?
• Are my company’s retention and promotion practices geared
toward rewarding the skills and attitudes that will be instrumental
in the future?
• How are we creating cultures, practices, and capabilities that
develop and maximize human potential?
• Is my company promoting executives whose outlook (and
not only skills and past accomplishments) make them ready to
lead the company into the future in the face of upcoming changes?
• How well does my own set of skills prepare me for the world
of work that will be markedly different from today?

9. Perspectives On Productivity And The Factors That
Contribute To Them
In Tomorrowland, the world of work will value productivity
even more than today – as opposed to measures of work effort
or employee loyalty. Notions of loyalty were important in the
past – in the 20th century – because most companies hired employees on a permanent basis for “9-to-5” jobs.5 In the future,

employers will be seeking to gain maximum value from their
employees while they are still working with the company or
working on a specific project. Because technological advances
will relegate most of the company’s logic-based, analysable
tasks to robots and computers that can very efficiently perform
these tasks, human employees will be pressured to be more productive. As a result, the overall productivity for a company will
likely increase – and will need to increase to stay competitive.
The focus of productivity will also likely change: from an efficient execution of predetermined tasks to the creative conceptualisation of new tasks and projects that can raise the company’s overall effectiveness, for example, in addressing customer
needs. The shift in focus of productivity from efficiency to effectiveness will be based on three pillars: skills, education and
innovation capability. Employees who are better capable of
contributing to company effectiveness will also enjoy an advantage in the job markets of tomorrow.
As people use technology to raise their level of productivity,
however, they will need to avoid some of its risks: distraction
and an inability to focus due to their heightened capacity for
multi-tasking; a decrease in their ability to listen, given the dependence on screens and words; and the potential decrease in
their ability to conceptualise whole strategies and thoughts due
to the texting and tweeting of short thoughts and phrases.
Questions that executives need to ask themselves include the
following:
• How does my company compare in productivity to industry leaders and closest competitors?
• In what ways can my company increase productivity while
taking the cost/benefit ration in check?
• How can we develop a “productivity strategy” that integrates the work of both technology-based systems and people?
• Does my company allow employees to develop skills that
contribute to effectiveness-focused productivity?
• Where is my own productivity focused – on tasks that potentially can be performed by technology like AI or the task
where technology is not likely to take over?

10. Work And Life Satisfaction In The Future
The rising standards of living and education in many companies
and parts of the world imply that new generations of employees
will work less to pay their bills and more to give meaning to their
lives, pursue their passions, create something they care about, and

Employees of Tomorrowland will be more valued
for their people-related skills – their abilities to
interact interpersonally, to communicate, and to serve
customers – than for their task- or motor-based skills.
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experience satisfaction from the development and application of
their knowledge and skills. This implies that workers of tomorrow
will be less likely to take a job that does not allow them to achieve
these goals. As portfolio workers, they will seek out relationships
with companies that profess and execute by values that align with
their own. Work and life satisfaction will be more closely linked
in the future (see #4). Therefore, companies that provide workers
and employees with the jobs, relationships, culture, and working
environment that help them to meet their needs for meaning
and purpose and experience whole life satisfaction will be the
winners in Tomorrowland’s future of work environment.
Questions that executives need to ask themselves include the
following:
• Do the jobs that workers perform in my company contribute to their life satisfaction?
• Do these jobs create meaning and allow workers and employees to realise their full potential in creating something they
care about?
• Are my workers and employees able to pursue their passions? To make a social impact?
• Can my employees develop and apply a set of skills that
they value and enjoy?
• Does my job allow me to do what I really care about? How
is my life satisfaction affected by my job?

Conclusion
The forces of globalisation, digitalisation-virtualisation and
creation are reshaping the world of work. Organisations that
are able to guard against the risks and to capitalise on the advantages that these forces are bringing will be prepared for the
challenges and opportunities of tomorrow. These organisations
will obtain competitive and cooperative advantage and will also
operate as “whole” companies that are able to inspire “whole”
people to achieve greater work and life satisfaction – as well as
face the transformative and paradoxical forces that are changing the future of work. In order to prepare themselves for the
future, leaders of today’s companies – small and large, Webbased, cyber-based, and bricks-and-mortar-based, local and
global – need first to assess their level of preparedness to operate,
compete, and cooperate within the changing world of work.
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1. The three authors form part of the Future of Work Unit in ESADE. They are currently working on the validation of a tool designed to measure the level of preparedness for
the future of work. This paper was indirectly supported by the European Union's Seventh
Framework Programme for research, technological development and demonstration, under
grant agreement no 613194 (EU-Innovate - 'Sustainable Lifestyles 2.0)
2. See The World Bank, Data, Internet users (per 100 people), data.worldbank.org/indicator/
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