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Corona Outbreak Report & Impact to Business Target

Biggest Challenges & the positive of forced transformation

Big Reset in People Management : New Bank Operating Model

5 Key Action to Re-align Workforce Strategies and Defining 3W

ALIGNING BANK OFFICER STRATEGY
for a post COVID-19 Recovery

Outline Discussion
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What do you think are the most important solutions in 
terms of workforce management?

What is the biggest impact that the epidemics will have on 
your company? 

SURVEY UNDER THE NEW CORONAVIRUS 
OUTBREAK IN CHINA (1/3)
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What crisis management measures have been taken? 
What are the most needed actions in supporting 

workforce at current state? 
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SURVEY UNDER THE NEW CORONAVIRUS 
OUTBREAK IN CHINA (2/3)



Is there any plan on adjusting business performance target in 2020?
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SURVEY UNDER THE NEW CORONAVIRUS 
OUTBREAK IN CHINA (3/3)



Companies should re-examine their strategic choices through four critical, interdependent lenses
- the company’s financial performance, market opportunities, competitive advantage, and operating model -

1Return on Investment Capital
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BIGGEST CHALLENGES & 
THE POSITIVE OF FORCED TRANSFORMATION
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Biggest Challenges Dealing With COVID-19



THE POSITIVE: THIS IS A FORCED TRANSFORMATION

Impact on the Employee Experience…

95%
Say senior leaders 
have demonstrated 
a sincere interest in 
employee wellbeing 
and safety

76%
Say collaboration of 
overall organization 
has 
improved/improved 
significantly

89%
Measures to ensure 
that people feel 
supported during 
this time have put 
in place

59%
Think working from 
home policies are 
likely to remain 
even after COVID-
19 pandemic is 
gone

68%
Say their employees 
report experiencing 
higher anxiety 
levels than normal

31%
Have surveyed 
employees in 
response to COVID-
19

BUSINESS EMPLOYEES PEOPLE MANAGEMENT

• Realignment of business model • Learn to work in a new way or at home • Adopt agile and resilience operating model

• Reset financial plans and growth • Understand and adapt to safety practices • Re-evaluate every talent program

• Leaders act and respond in agile way • Learn new work style, role, jobs • Integrate with IT, facilities, financial tightly

• Listening, transparency, trust • Connect with managers and learn in deep way • Maintain analytics and crisis team focus

• Focus on healthy, safety and security • Understand resilience, health, family impact • Empower, support, train  team 

• Closely align with communities and 
government

• Maintain focus and optimism in change • Evaluate capital projects to shift focus
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BIG RESET IN PEOPLE 
MANAGEMENT 

NEW BANK OPERATING MODEL



BIG RESET IN PEOPLE MANAGEMENT : NEW 
OPERATING MODEL

Responsive (Efficient) Resilient (Adaptive)

Operation Model : 
Central control, distributed execution

Operation Model : 
Distributed control, centralized coordination

• Integrated  tech strategy
• Strength in people analytics
• Self-directed learning, new career models
• Integrated experience for recruitment
• Strong focus on business priorities

• work close to client needs
• Teams are cross-functional by design
• Agile “Pools” of people who work on projects
• Skills and capabilities valued and well known

Strategic, data-driven, experience-oriented, diverse, 
inclusive, passionate

Cross-trained, highly collaborative, distributed, 
coordinated, agile

Success : efficiency and employee satisfaction Success : Speed and quality response
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5 KEY ACTION TO RE-ALIGN 
WORKFORCE STRATEGIES 

AND DEFINING 3W



Reflect. Create the time to reflect on what’s next and think about what has
worked, what you learned, and what has been missed in the response.

5 CRITICAL ACTION OF WORKFORCE STRATEGIES IN THE RECOVERY PHASE

Recommit. Reinforce commitment to well-being and purpose through a
focus on physical, physiological, and financial concerns.

Re-engage. Redeploy workforce and maximize the workforce’s contribution
and potential, while preparing the workforce with the skills and capabilities
for the return.

Rethink. Utilize new business priorities to rethink and reconfigure the work,
workforce, and workplace and balance ongoing and evolving business
needs.

Reboot. Realign people management and operations priorities with the
most pressing business and workforce priorities
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How does capacity, capability, and
affordability affect workforce
design after the crisis?

 Scenario planning and alternative 
labor strategies

 People strategy/operational plan
 Benefits plans
 Workforce experience
 Leadership
 Talent processes

Are we returning to the way we worked
before, or adopting new ways of
working?

What did we learn about working in the
flow of life? How did it impact work
when the boundaries between work
and life are blurred? Command center

 Travel
 Work design
 Employment brand
 Community partnerships
 Analytics
 Digitization
 Software &  Hardware
 Regulatory and legal
 Vendor management

 Health and safety
 Workspaces

WORK WORKFORCE WORKPLACE

How organizations handle the recovery will define their brands with both their workforce and their
customers, establish their reputations for years to come, and determine their future competitiveness
by defining Work, Workforce and Workplace
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How to Create Workforce Resilience - Six Steps to Reskilling

To make sure that organizations thrive after the crisis, leaders and their teams can take six steps to build workforce skills now. 
The first three will help define your strategy and the last three will help you execute it.

Rapidly identify the skills your 
recovery business model depends on

Decide on strategies that will shore up the future of the business, map out which skill pools will
disproportionately affect it and drive it forward.

Build employee skills critical to your 
new business model

Build a no-regrets skill set—a tool kit that will be useful no matter how an employee’s specific role may evolve.
Focus your investments on four kinds of skills: digital, higher cognitive, social and emotional, and adaptability
and resilience.

Launch tailored learning journeys to 
close critical skill gaps

Determine the right skills to develop in a “just in time” manner. These learning journeys are tailored to each
specific role, but companies can increase their scale and cost effectiveness by delivering the majority of the
training digitally.

Start now, test rapidly, and iterate
Simply getting started on reskilling programs makes organizations better prepared for potential future role
disruption—and is preferable to waiting

Act like a small company to have a big 
impact

Think like a small company, which can make bold moves more quickly, more willing to fail, have clearer view on
skill deficiencies, better prioritizing the gaps and selecting the right candidates for reskilling

Protect learning budgets (or regret it 
later)

Use your training budget to make skill building a key strategic lever for adapting to the next normal. Make
learning both more digital more accessible to your employees, and leverage the ready-made learning journeys
and objects of external partners
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