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The Future of Work: Challenge or Opportunity?
What does the research say about remote work?

Source: Reimagine Work: Employee Survey, McKinsey & Company, 2021 
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Increased focus on employee
well-being

Positive implications for
compensation

Better flexibility for day-to-day
work

Better work-life balance
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Decreased focus on employee
well-being

Reduced collaboration for
individuals and teams

Loss of community and
connection to colleagues

Worse work-life balance

Employees’ Top 4 Hopes 
% survey participants 

Employees’ Top 4 Fears 
% survey participants 

Employees are eager to see organizations put a greater emphasis on flexibility, competitive compensation, and well-being once the 
pandemic is over—and conversely, they’re concerned that future work, regardless of whether it is on-site or remote, will negatively affect 

these needs. 



Three Components of the Future of Work
Vital factors to consider
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Moving Forward With Awareness 
The Audit

Over the past year, all our worlds got smaller.  We adapted our businesses, family schedules, and personal outlets for stress relief to fit this 
‘smaller’ world.  As the world begins to open up, now is a good time to reflect on the lessons we learned and create a proactive plan so that we 
are better prepared for the next interruption whether that be market, health, or business-driven.

TURNING  LESSONS LEARNED INTO ACTION

Self: What did you learn about yourself during the pandemic?

Team/Leader: After reflecting on the COVID-19 crisis, how can your team work more 
efficiently, become more in-tune with one another, and capitalize on lessons learned?  

Clients/Stakeholders: With varying expectations and behaviors what did you learn about 
how you can best serve your clients in a changing environment and continue to instill a 
sense of confidence and value?



In a crisis, organizations and their leaders are faced with a significant amount of factors that require an immediate response, often in the form 
of organizational change. It will be crucial for leaders to move quickly and decisively. There are numerous parallels in the dynamics of crisis 
and change management.

The 5 Fundamentals of Change Management enable leaders to implement practical and actionable steps to move through crises with minimal 
damage:  

Establish a 
clear vision, 
strategy, and 

supportive 
culture
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Measure 
success 
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Acknowledge 
and understand 

the need for 
change
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The 5 Fundamentals Change Management



Potential Solutions & Considerations  
Managing Change Dynamically 

01

How do you define 
the change and 
identify the key 
goals & success 

criteria?

• Seek clarity of vision, 
strategic goals, and 
objectives

• Integrate lessons learned
• Identify what you are trying 

to solve for: 
• RTO preferences
• New roles
• Client engagement 02

How will you 
assess the impact 
of change on your 
people, processes, 
and organization?

• Identify change agents for 
each aspect of your key 
goals/initiatives 

• Create a feedback loop 
• Increase frequency of 

communication

03

How have you 
developed your 

strategy for 
successful and 

sustainable change? 

• Tap into the diversity of 
your team

• Be agile with your 
leadership style

• Be open to receiving ideas 
and combating change 
agents

• Think about day-to-day 
leadership not just long-
term initiatives  



High Performing Teams
Foundational Elements (Uncertain Times)

• Help clients filter the 
noise (assess state)

• Direct them to keep 
focused on vision, goal 
and mission

• Be a beacon of positive 
energy and be 
transparent and open

• Ensure team connectivity

High Performing 
Teams

Uncertain Times

FOCUSED 
LEADERSHIP

COMPELLING 
DIRECTION

SUPPORTIVE 
COMMUNICATION

DISCIPLINED 
STRUCTURE

• Structure includes people, 
process, and 
accountability

• Helps achieve overall 
mission and vision

• Creates greater 
operational efficiency

• Holds the business and 
teams together

• Improves relationships, 
productivity & teamwork

• Need to adopt styles to 
match each client/family

• Be supportive & check-in
• Cultivate culture to keep 

engagement/performance
• Encourage dialogue
• Leverage social media

• Provide direction & focus 
on the bigger picture

• Create smart goals that 
link to engagement, 
motivation & satisfaction

• People like connectivity
• Share wins and remind of 

common values, purpose, 
and principles



Focused Leadership
Top People Exhibit Leadership with 6 Distinct Audiences

LEADING CLIENT
Create and deliver value to 
clients. 
Filter the noise, be a beacon, 
continue to build trust, and 
show transparency.

LEADING SELF
Being aware of your 

emotions and then  
managing them 

appropriately.

LEADING PROSPECTS
Help people make smarter and 

more informed decisions.
Be there to offer knowledge, 
solutions, and offer options.

LEADING PROFESSIONAL 
PARTNERSHIPS

Consistently drive the 
relationship forward.

Maintain on going contact, be a 
resources and share information.

LEADING OTHERS
Show and provide value to 
people.
Lead by example, stay 
connected and think 
positively.

LEADING TEAM 
MEMBERS
Bring together the right team 
with complimentary skills.
Keep morale high, build 
collaboration and manage 
expectations. 



Re-establish Your Vision: Your Grand Strategy
Key elements to create focus and direction

Many organizations don’t take the time to craft  the key elements listed above. By drafting these 
clear statements, you can powerfully communicate intentions and motivate your team to realize

a common direction for the future. 

Value 
Proposition

Foundational

Culture

STRATEGIC GOALS
They clearly support your vision and
mission, and lay the foundation for
milestones and accountability. It
answers the questions:
• “How are we measured?”
• “What is most critical?”

VALUE PROPOSITION
A Value Proposition describes who
are you, what do you do and what
makes you different. It answers the
questions:
• “Why should I work with you?”
• “What are your values?”

MISSION
A Mission statement talks about how
you will get to where you want to be.
Defines the purpose and primary
objectives. It answers the questions:
• “What do we do?”
• “How do we get there?”

VISION
A Vision statement outlines where
you want to be. Communicates both
the purpose and values of your
business. It answers the questions:
• “Why are we here?”
• “Where are we going?”

Aspirational

Measurable

Directional



Building Blocks: (Re)create a Lasting Culture 
Culture = Behaviors, Norms, and Expectations

Leader & Team Values/Norms
• What matters?
• What is important?
• What is the ideal workplace 

culture?

Supportive Communications
• Consistency
• Openness
• Structure
Expectation management

Assess Self (Leader)
• Leadership style
• “Thermostat”
Audit your team and get 
feedback

Support & Change 
• Adapt, when needed
• What is working?
• What should be changed (and 

how)?
Assess

Clarify

Modify

Communicate

Culture

Recruit Train Retain 



How to Recruit, Train, & Retain Talent: Determine What 
Matters Most 
Building and leading diverse teams 

RECRUITING, 
DIVERSITY & INCLUSION, 
EMPOWERMENT 

INCREASED FOCUS ON 
BEHAVIOR CHANGE 

AND MEASURING 
EMPLOYEE SUCCESS

RETENTION & 
PROFESSIONAL 
DEVELOPMENT

ESTABLISHING THE 
ENVIRONMENT



Potential Solutions & Considerations  
Revaluating How You Support and Invest in Your People

01

What actions are 
you taking to deal 

with the “Great 
Resignation?” 

• Align your values and vision 
with those of your people:
• ESG
• Diversity & Inclusion
• Mobility
• Flexibility
• Rewards

03

How are you 
managing the “war 

for talent?”

• Think outside the box:
• Revisit experienced 

hires
• “Returnship” Programs
• Gen X
• Empty Nesters

02

How have you 
adapted your 

recruiting & retention 
strategies to adapt to 
this “new normal?”

• Always be recruiting, not 
always hiring

• Remove geographic 
constraints when recruiting

• Widen your pipeline of 
diverse candidates



Important Disclosures

Strategic Advisory Solutions provides a comprehensive suite of 
integrated solutions designed to help our clients grow and enhance their 
businesses. Our global team of experienced strategists aims to deliver 
in-depth expertise to help clients understand dynamic markets, design 
well-diversified strategic portfolios, and implement industry best practices 
through programs tailored to each organization. We partner with our 
clients to develop actionable solutions to help them achieve their goals. 

For more information, contact us at StrategicAdvisorySolutions@gs.com 
or visit us on the web at www.gsamfunds.com.

This material is provided for educational purposes only and should not be construed as investment advice or an offer or solicitation to buy or sell securities. Although certain information has been obtained from 
sources believed to be reliable, we do not guarantee its accuracy, completeness or fairness. We have relied upon and assumed without independent verification, the accuracy and completeness of all information 
available from public sources. Views and opinions expressed are for informational purposes only and do not constitute a recommendation by GSAM to buy, sell, or hold any security. Views and opinions are current as 
of the date of this presentation and may be subject to change 
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authorized agent of the recipient. 
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