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What is a Work
Model?

Flextime

Compressed workweek
Shift work
Part-time schedules

Job-sharing

Who does the What work is
work? done? (Jobs /

(employees) tasks)

Workforce Work Radical Flexibility Definition

Workplace Work arrangement

103
tofe;

Where does the | When is the work to
work get done? be done? (Time and
(Location) flexibility)

UsWUOJIAU

How Much

Flexibility

Radical Flexibility




1970s-1980s 2010s

« Remote work became more
accessible due to
advancements in technology.

« Hybrid work models gained
popularity, particularly in tech
and professional services.

« Economic recessions led to an
increase in part-time and
contract work.

« Part-time roles grew in retail,
food service, and hospitality.

« Contract work expanded in tech, : -
construction, and professional « Freelancing saw Slgrjlﬁffant
services. growth, offering flexibility and

independence.

Late 18th - Early 19th
Century
(Industrial Revolution)

Introduction of full-time
employment as factory work
became the standard.

Establishment of the "9-to-5"
workweek and 40-hour
structure.

Labor laws introduced
worker protections (overtime
pay, healthcare).

1990s-2000s

« Temporary staffing surged in
retail, warehousing, and
administrative sectors.

« The gig economy emerged with
platforms like Uber and
TaskRabbit, offering on-demand
work.

« Workers gained more flexibility
but faced less job security and
fewer benefits.
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2020s

Remote work became
essential across many
industries due to lockdowns.

Hybrid work models became
widely accepted to
accommodate post-pandemic
adjustments.

Portfolio careers and gig
economy roles continued to
expand as workers sought
greater work-life balance.




Technology is

everywnere
6 billion+ smartphones
in the world by 2020

Source: IHS Markit

Tsunami of
data

9x more in the last Oeb

two years

Source: Deloitte

Change in nature

of a career
2.5 - 5 years: Half-life
of skills

Source: Deloitte

The seven disruptive trends
shaping the future of work

_Seven
Disruptors

i

Diversity and
generational

change
Millennials reaching
50% of workforce

Source: Deloitte Global
Millennial Study

@@

Al, cognitive
computing, robotics
affordability

$500,000 in 2008

$22,000 today

Source: Deloitte

Explosion in
& contingent work
H US contingent workers
40% by 2020

Source: Intuit 2020 Report

Jobs vulnerable
to automation
35% UK

47% US

77% China

Source: WDR 2016




The Four Historical Stages
of Modern Project
Management

Project

management

Key Project Management Advancements

Gantt Chart:

A new way of visualizing
tasks, Gantt charts
allowed project leadership
to see relationships and
project end dates

Precedence
Diagramming Method:
This method allowed
mapping of
predecessorsuccessor
relationships throughout
a project

Critical Path Method (CPM):
Using CPM, project leaders
plan out the longest-duration
path to estimate the project’s
duration

Project Evaluation Review
Technique (PERT):

It was developed for use in
such projects as the Polaris
project and the space program



Conflict Management:
Managing confiicting
interests is recognized
as an important part

of project management

Work Breakdown Y&

Structure (WBS):

The WBS is a step-by-step
plan to achieve the
project objectives

P

Iterative Project Planning:
A practice recognizable
to any modern software
development team




First ‘Lightweight’
Methodologies:

While the term ‘Agile’
won’t be used for over
a decade, early
experimentis were
underway

Risk Management:

In 1987, a new version
of the PMBOK first
infroduced the idea

of managing risk as a
business and knowledge
area

Key Project Management Advancements

Widespread Use of

PM Software:

With the help of powerful
software, increasingly
sophisticated techniques
became common project
management practices

Cerlification Programs
for PM:

The first certification test
for project management
was held by the PMI

in 1984




Key Project Management Advancements

Agile Methodologies:
Originally developed for
sofiware development,
Agile methods emphasize
collaboration and
reiterative processes

Remote Work:

In the past, remote work
played an important role
in off-shoring tech work
beyond local borders

Project Management
Critical Chain Project Degrees:

Management (CCPM): In addition to professional
CCPM allows project certifications, some
managers to consider universities now offer
their availability bachelor’s degrees in
project management




3 Future Trends of Project Management

Digitisation ﬂ N Better data
\ A4 analysis

Employment




Role of Project Leader and Team Player 3
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e Negotiator

Uncertainty Inter-dependence
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Project management teams represent a distinct organisational form that differs fundamentally from
traditional, permanent teams in both structure and function (Burke & Morley, 2016). These teams are
temporary social systems created to achieve a specific set of objectives within predetermined

constraints of time, budget, and scope (Muller, Drouin, & Sankaran, 2019).
This temporariness, while fostering agility, simultaneously reduces psychological stability, conditions that

can impede the emergence of psychological safety unless actively cultivated through leadership and

communication (Burke & Morley, 2016; Edmondson & Lei, 2014).
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TEAM EFFECTIVENESS

q Stellenbosch ‘ &l Stellenbosch

Structural

Mediating
features

mechanisms

Compositional

features

‘ Figure 1 Co-evolving team compositional and structural features, mediating mechanisms, external influences, and outcomes. From “Embracing o o
Complexity: Reviewing the Past Decade of Team Effectiveness Research,” by J. E. Mathieu, P. T. Gallagher, M. A. Domingo, & E. A. Klock, 2019, " EQUIS Qt:’AFMBAS n AACSE

Annual Review of Organizational Psychology and Organizational Behavior, 6, p. 19 (https://doi.org/10.1146/annurev-orgpsych-012218-015106 " " e
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Shared mental models
and adaptive

Communication
(Bakker, 2010; Burke & Morley, 2016)

TEAM EFFECTIVENESS

Collaboration and Trust
Setyanda & Santosa, 2020)

Internal cohesion,
collaboration and

Member Satisfaction
Dela Dumenu, Agibavla, Twala, 2019)

Mutual trust and Voice
behaviour

(Frazier et al., 2017; Edmondson,
1999)

Shared Leadership and
Psychological Safety

Wu & Cormican, 2021)
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Another defining feature of project teams is their cross-functional and multi-disciplinary composition, often bringing together
specialists from different professional domains, organisations, and even national cultures (Botchkarev & Finnigan, 2015; Lopes
Barakat, Lorenz, & Trapp, 2021). This diversity enhances innovation and problem-solving capacity but also increases the
potential for miscommunication, role conflict, and divergent expectations (Miller et al.,, 2019). When not managed
effectively, such heterogeneity can erode mutual trust and constrain voice behaviour, key precursors of psychological safety
(Frazier et al., 2017; Edmondson, 1999). Conversely, diversity that is supported by inclusive leadership and open dialogue can
enrich collective cognition, which in turn strengthens team effectiveness (Salas, Reyes, & McDaniel, 2018; Mathieu et al,,

2017).

Project teams also operate under high levels of uncertainty and interdependence, requiring members to coordinate tightly
across tasks and organisational boundaries (Bakker, 2010; Burke & Morley, 2016). The success of these teams depends on
shared mental models and adaptive communication, as errors or misalignments can cascade rapidly through interdependent
workstreams (llgen et al., 2005; Kozlowski & llgen, 2006). The intensity of time pressure and performance monitoring inherent
in project settings often fosters defensive communication climates that discourage error reporting or idea sharing (Manning,
2018; Miller et al., 2019). In this regard, psychological safety functions as an essential buffering mechanism that allows
members to engage constructively despite uncertainty, thereby sustaining coordination quality and team learning (Edmondson

& Bransby, 2023; Dong, Chen, Chen, & Jiang, 2024).



What makes a workplace inclusive?

Employees feel like
they have a voice

Employees feel valued

Collaborative
environment

Learning & Development
opportunities for all

A sense of belonging

Access to resources

Source: GoodFirms (2021). Workplace Inclusion Survey E GoodFirms
(N=510 Full-Time Employees).




What are the benefits of diversity & inclusion
in the workplace?

Improved productivity

Better culture

Increased innovation

Personal growth

Improved business value

Enhanced reputation

Source: GoodFirms (2021). Workplace Inclusion Survey E GoodFirms
{N=510 Full-Time Employees).
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Responsible Leaders - we shape them.

What is Responsible Leadership?

Stewardship

Values-based System
Leadership

Transformational
Leadership

WE

Authentic

Leadership




m,,,tf’\frvzsﬂ‘j"‘:;,wf Responsible leaders for a better world.

Corporate
responsibility -
Agent of world

benefit

Ethics -
Acting on
conscience

Behavioural (Action)

Take more decisions
upon what | think is
‘right’ regardless of

whether it is easy

Now consult a more Inspired to take

action to support
effortstoactas 2
positive force for

good

diverse range of
stakeholders before
making decisions

Leader

Stakeholder Relations

Ethics and Values

Change and Innovation

EQUIS & AMBA
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Competencies for a Responsible

CCCCCCCCCC



In closing
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“What counts in life is not

the mere fact that we have =

lived. It is what difference
we have made to the lives
of others that will determine
the significance of the life
we lead.”
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