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Some Human Capital Challenges in the field of Exposure Science ...

Today’s key questions of focus ...

*  How to move beyond technical
skills / jobs and traditional
learning curricula?

*  How to embed ecosystem
thinking and worker agency in
the ways of working?

How to foster skills and competences?

*  What should be the DNA of
exposure science?

*  How to embed values &
beliefs?

How to establish an identity for exposure scientist?
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Introducing the 3W'’s of sustainability
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Sustainable Work

Q. 9

Sustainable Work environment



We developed a blueprint for green workforce transformation

Sustainable Workforce

B/
What do we mean with “green skill”?

A broad umbrella term to refer to the technical
skills, knowledge, behaviours, and capabilities
required to directly and indirectly tackle the
environmental challenges we face and unlock
new opportunities for growth
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A blueprint

for green workforce transformation

IEM A Transforrming the world
to sustainability




In the green economy, all jobs will require some level of green skills

. . . . Figure 4. Types of roles where green skills gaps are Figure 3. Percentage of respondents stating that by
* The biggest changes will be triggered for non-expert functions currently most prevalent® [% of survey respondents | 2050, all jobs will require green/sustainability skills

that selected the indicated role type in their top 3]

* Currently, feedback suggests that green skills are largely confined to
specific functions and teams within organisations

* There are green skills gaps identified in finance, operations and
procurement teams, and most sustainability professionals agree
that all jobs will require green skills

Finance

B Operations / Distribution

B Procurement and supply chain
HR / People

» Sustainability teams will need to support the transition of all roles as g sisk and resiience management
they seek to develop green skills and capabilities across the whole Sousce: A satanclcer surey Novamber 2021
Organisation [ Agreestrongly [ Disagree
W Agree [[] strongly disagree 0%
B unsure

Source: IEMA stakeholder survey, Movember 2021

With 80 percent of the 2030 workforce already in the workforce today, reskilling the existing workforce will be the major
challenge between now and 2030.
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Considering how to unlock value in every function
The blueprint of a model organisation takes 12 typical job families and maps the potential green skills needed for each one

R&D/
innovation/

Supply chain
(internal &

product external)

design

HR/peopl
e

Estates &
physical
assets

Exec. board
and non-
exec.

Back office job families
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IT/digital

HR/PEOPLE

Workforce planning, management, recruitment and development.

@ HR/people

Leadership, change management, strategic planning, coaching, training.

Green skills:

Leadership

Management

Operational

States:

Key:

A Current state B Transition to 2030 @ Final state by 2050

» Diversity and inclusion.
= Purpose and value led organisations.

= Al, automation, robotics and blockchain.
= Aging workforce and pensions.

@ Knowledge

» Aware of trends towards purpose
driven roles to attract and retain staff.

@ Technical skills

+ Builds incentive structures, talent
reviews and development that are
aligned to sustainability strategy.

@ Behaviours

= Creates a culture of organisational

and individual learning of green skills
tailored to jobs.

@ Competencies

= Builds future capability in green skills
and jobs.

» Change management that brings the
workforce on the sustainable journey.

= Aware of green skills needs in all roles
across the organisation.

» Develops unbiased recruitment
practices to encourage diversity.
= Delivers training for core green skills.

= Coaches and mentors employees

through greener sustainability careers.

- Afttracts and retains employees in roles
that deliver social value.

= Awareness of staff motivations and

their understanding of climate change.

= Writes job roles, competency
frameworks and learning pathways
that incorporate green skills.

- Champions organisational

sustainability initiatives to create a
purpose driven organisation.

- Follows sustainable recruitment
processes, minimising impact.

Low & e High

Low —i e High

Low ——&—fi—&—— High

Variance by sector:

Development of people and their green skills will be crucial in realising a Green Economy by 2050. HR leaders will need to
undertake training needs analysis across job families to understand the specific organisational requirements. These will vary
significantly, with some able to leverage existing sustainability knowledge (e.g. DEFRA) while others may need a more concerted

green knowledge and skills boost.

Low ———&——fl—@—— High

Experience:

Low & —e High




How the critical skills vary depending on the setting

Today we see primarily a focus on Technical skills for exposure scientists, where Human and Behavioral skills are not necessarily considered

4

Technical
skills

»

HUMAN SKILLS
-Inner development goals

Academic Exposure scientist role Regulatory BU stakeholders Societal
Advanced exposure model development
New & emerging stressors & exposure setfings
physioal & peychalogicalsrsssors 1 Being
o INNER DEVELOPMENT GOALS “Relationship to
Toxicology Self‘ll
inology,
theoretical cepts, principles
2 Thinking

Introductory level Intermediate level Advanced level

“Cognitive skills”

3 Relating

“Caring for others”

4 Collaborating

“Social skills”

5 Acting

”

“Driving Change

[

>k Framework for developing an exposure science curriculum as part of the European Exposure Science Strategy 2020-2030 - ScienceDirect
>k IDG Framework — Inner Development Goals

Human skills

Self awareness
Learning
mindset

Critical
thinking
Complexity
awareness
Long term
visioning

Connecting
Inclusive
mindset

Communicating
skills
Co-creating
skills
Mobilization
skills

Creativity
Perseverance


https://www.sciencedirect.com/science/article/pii/S0160412022004044?ref=pdf_download&fr=RR-2&rr=8106215ece8bb9ae
https://www.innerdevelopmentgoals.org/framework

A prominent approach to workforce segmentation (based on interchangeability)

With 80 percent of the 2030 workforce already in the workforce today, success will lie in upskilling people and doing so in the most
efficient way possible.

Regional QA

Quality Assurance

Regional QA Development QA

Reqgulatory Affairs

Global CMC &

Regional QA

Devices

Quality .

Partner

N
. Quality

Quality
Lead

Local

Lead

Head of
QA
[ 4

1
_ Gl. Reg.

Ongy . . CMCB&Devi
- ces Lead

. Quality
- Partner

Employees within Profile
“Quality Partner” are
directly interchangeable
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$ Lead
—_—

. Quality

a Partner

Moving within a Profile Sub-
Cluster from “Quality Partner” to
“Quality Lead” requires limited
additional training and is
achievable within relatively short
term

Cuality ‘

Quality
Partner

Moving within the same Cluster “Quality
Assurance’ from one Sub-Cluster “Regional
QA" to another Sub-Cluster “Development
QA" is possible in medium term at relatively
high expense

Quality
Partner

Moving from one Cluster to another is
possible, in the long term with a significant
development investment



Ecosystem approach towards developing skills

Individual companies

Regulators Universities

With the goal to ...

* Tap into transversal knowledge, skills and competences

* Create a culture of collaboration

* Develop partnerships, shared funding models and frameworks
that stimulate collaboration and learning

* Deploy shared models for cross-sectoral collaboration

» Shift from siloed to shared expertise, collaboration and
governance models

&

Consumers / Industry
associations

Partners

Research centers
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Transforming towards a skills-based approach will require a new mindset and behavior
among the workforce

Engagemen Expertise Action & Advocacy &

5 Buy- ir & upskill adoption rate Ownership hiesHence
The workforce... has (limited) knowledge on  understand and appreciate is receptive to implementing is actively involved in and actively support the anchor the new skills in their
the existence of the the impacts and benefits  new skills and participatesin  contribute to day-to-day workforce transition and roles to directly and
workforce transformation new skills will have on their the necessary upskilling activities that require new create innovative ways to indirectly tackle the
and is aware of the vision day-to-day tasks initiatives technical skills, knowledge,  use and improve their new environmental challenges
and its objectives behaviors, and/or capabilities skills they face and unlock new

opportunities for growth
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... and it is linked to creating an identity, a particular culture
It all starts with your why.

S environment The model we use ... .. the questions it triggers for the field of Exposure Science

Why? The narrative
* Why do we exist?
* What is our story?

Who? The ecosystem
* Who from our ecosystem player(s) needs to know?
* Who will drive the shift within our field?

What? The behaviors
* What is the value that we bring?
* What kind of behaviors will enable the desired culture?

When? The moments that matter
* When will we need to live these behaviors?
* What are critical moments that matter that we need to consider?

How? The moves to make the shift

* How do we do that?

* What activities are needed to bridge the gap between the
current and the future state?
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What are the individual ingredients of an organizational culture, what is its specific DNA?

STORIES

What gets talked about within and outside the
organization? Vision? Strategy? Customer?
Current and past events? Who and what we
choose to immortalize says a lot about what'’s
really valued

SYMBOLS

Visual and physical representations of the
organization through its workplace,
including branding, work environment,
office fitout, meeting spaces, and dress
codes

ACTIONS

Daily rituals and routines of people that
signify acceptable behaviour. Sets norms for
given situations, defines what’s valued by
management
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Culture Web
methodology

INFLUENCE

The source/sources of greatest influence
on decisions, operations and strategic
direction

SYSTEMS

The way we run the business. These include
financial systems, technology systems, quality
systems, policies, processes, and rewards
(including the way they are measured and
distributed) within the organization

STRUCTURES
The formal and informal relationships for how

work is managed/gets done. Defined by both the

organisational chart and influence/relationship
networks
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For more information,

feel free to reach out!

Nathalie Dom, Phd
Senior Manager,
Human Capital

ndom@deloitte.com
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