
4 scenarios for the end of 2020

ENVISIONING THE  
POST-PANDEMIC ORGANIZATION



The COVID-19 crisis has been wreaking havoc for several months. In its earliest stages, fear  
and a sense of powerlessness were the dominant modes of being. As months have passed 
without an end in sight, these sentiments have given way to frustration and impatience.  
How much longer do we have to live with these restrictions? What will happen next?

Inevitably, the current crisis will fade. No one—neither laymen nor experts—can foresee when  
or how this will happen. What is clear, however, is that the working world after the pandemic  
will not be the same, organizations will not be the same, and individuals will not be the same 
due to their experiences during the crisis. The post-pandemic organization is taking shape in  
the decisions being made right now.

RARELY HAS THE FUTURE BEEN AS  
UNCERTAIN AS IT IS TODAY.



How are organizations addressing the challenges posed by the pandemic? How are we working 
together with colleagues in times of economic pain? How has physical distancing affected  
day-to-day office interactions? Will work-from-home arrangements continue to be accepted after 
the pandemic? And finally, what lasting impact will these developments have on our sociopolitical 
fabric as a whole?

To answer these questions, ten experts came together for a virtual scenario process in early  
summer of 2020. The results can be summarized in four plausible futures:

The scenarios span a two-dimensional space of possible futures:

GREAT DEPRESSION describes a society 
collapsing under the weight of the 
pandemic’s economic fallout. Its demise 
is driven by egotism and short-sighted 
emphasis on performance.

NEW SYNTHESIS envisions new forms of 
living and working together that emerge 
from our collective experience of isolation.

OLD GUARD describes a return to outdated 
concepts and logics. There is no more 
time for lofty experiments and feel-good 
participation. We want our heroes back.

FRAGMENTS describes a future in which 
a series of fault lines divides society into 
winners and losers of the crisis.

SCENARIOS.
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METHODOLOGY.

Scenario planning is a methodical approach to strategic planning and strategy building  
under uncertainty and ambiguity. The idea is to develop a set of plausible futures based on  
defined influencing factors. Instead of normatively specifying what the future should look like,  
this approach develops a series of distinct, yet coherent possible futures.

The method does not assume that a scenario will actually occur in pure form; it is not a prediction. 
Instead, each scenario represents an archetype of what may happen in the future. For this 
purpose, scenarios are enriched with fictitious assumptions and narrative elements. The method 
draws on the insights of experts from different disciplines, thus aggregating the knowledge of a 
heterogeneous group.

As we were confined to just two digital workshop sessions, we chose pragmatism and cooperation 
as our guiding principles. As a result, we opted for a customized scenario planning process 
facilitated by a team of moderators using virtual whiteboards and shared documents. All of this  
was done against the backdrop of Germany, though most insights and recommendations are likely 
to hold for other locations as well.
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Together with experts, we collected a list of 
influencing factors that may have an impact 
on the future of organizations by the end 
of 2020. We aggregated 60 initial factors 
into 39 largely distinct factors, which were 
further divided into four thematic clusters: 
“social and economic factors,” “organizational 
factors,” “leadership,” and “new work and 
human resources.”

During the first virtual workshop, the 
participants focused on key factors, i.e. 
the factors with the highest potential 
impact and greatest uncertainty. Among 
these were COVID-19 development, the 
economic situation, social cohesion, the 
trajectory of old industries, attitudes 
toward private life, the role of remote 
leadership, and flexible ways of working.

Next, the experts modeled the 
development of each of these factors, 
highlighting relevant turning points and 
crafting plausible scenarios. This exercise 
yielded a total of nine scenarios, which 
were consolidated iteratively into four 
scenarios. In the second workshop, the 
scenarios were fleshed out in four small 
groups, one for each scenario. The time 
horizon was set to the end of 2020. 

Drawing from each scenario, the 
participants developed recommendations 
for actors in organizations and politics. 

Next, the experts assessed each of the 39 
factors according to their potential impact 
on the future of organizations (impact) and 
according to the uncertainty of their outcome 
(uncertainty). 
 
 
 

 
Factors with multiple distinct, similarly  
likely outcomes were marked as very 
uncertain, while factors with predictable 
outcomes were marked as much less 
uncertain. This assessment was made by  
the experts via an online survey in the  
run-up to the first workshop.
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1. GREAT DEPRESSION:  
DECAY ON ALL LEVELS.

In a nutshell:

The GREAT DEPRESSION describes a dispirited  
society that is unable to recover from the crisis.  
Poor crisis management, egotism and a lack of  
foresight lead to disintegration.

This year’s holiday season is anything but merry. The economy is in shambles; the stock market  
has hit rock bottom, millions of workers are unemployed, and countless factory gates will stay 
closed next year. Just as the Roaring Twenties devolved into the Depression of the 1930s, a decade 
of economic euphoria has come to a screeching halt: The party is over.

COVID-19 is omnipresent. The government reacts by tightening restrictions for the umpteenth 
time. Frustration abounds. Many had been hoping for freedom from the lockdown and have grown 
resentful of those in power. Not soon after the new measures take effect, critics blow up social 
media with cries of government overreach. Mistrust is growing. Science skepticism and conspiracy 
theories are booming.

In Germany, the government reacts to the economic crisis with solutions from the past. First, it 
drops billions for Lufthansa, then for Deutsche Bahn, and the automotive industry follows soon 
after. The automotive lobby has even managed to secure subsidies for fuel-based vehicles. While 
several companies are saved from bankruptcy in the short term, others are outraged by the state’s 
generosity for the old industries. The job market is becoming tougher and tougher, while calls for 
solidarity are becoming ever quieter.

Startups are struggling to find funding, whether through loans or direct government investment, 
while private investors are fearful of investing in times as uncertain as these. In the arts, 
entertainment, and leisure industries, business owners are waiting anxiously for the next state 
subsidy or the next small loan. For many, the year ends in bankruptcy.

Crumbling social cohesion



Leadership is a Herculean task in a world that has become opaque and dangerous. CEOs are 
pulling out all the stops to avert the loss of business units or even bankruptcy. By the beginning  
of winter, two big automotive CEOs have resigned. It simply cannot be done, they say. Managers 
find themselves sandwiched between rising pressure from top management and shareholders,  
and increasing frustration in the workforce.

Work relationships have become transactional. Short-term goals matter most; everything else is 
considered utopian. Personal development and transformational visions hardly play a role anymore.

The demands on leadership are great: Leaders are expected to be aware of their colleagues’ 
concerns without glossing over reality, while at the same time keeping the business running, 
alleviating conflicts and bringing people together. It is a delicate balancing act, one that is almost 
impossible to pull off. As a result, any trust built up over the years quickly begins to crumble.

Many leaders fail. Burnout cases skyrocket. All that’s left to hold onto is a faint hope for better  
times to come.

The crisis is felt deeply in organizations. Office chatter—now via video call—is dominated by 
talk of existential fears. Optimism is confined to a few growth industries; the rest struggle with 
hopelessness and lack of motivation.

It is often said that difficult times bring out the best in people. During the first wave of the pandemic, 
this rang true within organizations. But by now, the compassion, solidarity and can-do attitude that 
served as inspiration in the early days of the crisis have given way to conflict and paralysis. The vast 
majority of works councils in public companies are locked in battle with management. There is 
simply nothing left to distribute.

Offices have become ghost towns, while the notion of coworking—and the once-booming industry 
to which it gave rise—is on the verge of collapse. Work-life balance is out of balance; in the home 
office, work life and private life have become fused in unhealthy ways. Employees are left feeling 
isolated and powerless. They no longer see themselves as part of a larger undertaking with a 
common purpose, so they withdraw. Self-help and mindfulness are booming, but more as tools  
for escapism than for self-actualization.

Leaders under pressure 

The demoralized organization -  
powerlessness instead of purpose  



2. OLD GUARD:  
THE END OF EXPERIMENTATION.

In a nutshell:

OLD GUARD describes a return to outdated concepts and 
logics. There is no more time for lofty experiments and 
feel-good participation. We want our heroes back.

This year’s holiday season is dedicated to the family and to reflection. Conservative values 
dominate after months of pandemic. Though the crisis is not over yet —the economy is still in 
decline and the number of COVID-19 infections is on the rise—no one wants to speak or hear 
anything about it. Instead, people are keeping their heads down and working hard.

In Germany, Angela Merkel, the mask-wearing chancellor, eventually resigned under pressure from 
the fiscally conservative wing of her party, clearing the way for the chancellorship of conservative 
hardliner Friedrich Merz. Germany‘s largest companies are in a fairly solid position owing to relaxed 
environmental and labor standards. Climate change has been relegated to the fringes of public 
discourse as Germany’s priority has become to maintain its economic standing in the world. Small 
businesses like restaurants and cultural institutions are mostly irrelevant.

The labor market is under severe pressure: Those who are out of work now will remain so for a long 
time. Self-actualization and meaningful work are unrealistic aspirations at this point; securing a 
standard of living for the family comes first.

Don’t mess with our lives



Long thought to be relics of the past, the leaders of the 1990s are back at the helm. What counts 
now are hierarchy, power and control. Who else could pull us back out of this crisis? There’s no 
more time for wild experimentation or feel-good participation—this is serious now!

Problems are solved ad hoc and unilaterally. At the board level, data and numbers move to the 
center of all decision-making to survive the economic crisis. The CFO acts as key advisor. HR 
professionals exist only to handle dismissals as discreetly as possible. When they bring up the 
importance of culture and trust for crisis resilience, the CEO waves them off.

Meanwhile, middle management is caving under pressure from above. Top leadership sets 
objectives with little explanation. But results must be delivered nonetheless. Less loyal employees 
see no point in giving up their privileges and resent being excluded from decision-making. 
Middle management wields a firm hand here; they, too, lead with tough announcements, 
micromanagement and little empathy even though the ongoing crisis fuels collective trauma  
and leaves many longing for togetherness.

The age of paternalism 2.0 has arrived. There’s no doubt that leaders who managed to maintain 
some stability during the crisis do care about “their sheep.” It just feels like the 1950s.

People with little interest in digital transformation or new ways of working are climbing back to  
the top of organizations. They reverse most work-from-home arrangements; a workforce that 
cannot be seen cannot be trusted.

What matters most is performance. While digital transformation consultants and participatory 
leadership coaches were in high demand just last year, they have largely been replaced by 
efficiency programs. A.T. Kearney and Deloitte are the go-to consulting shops. McKinsey and  
BCG are simply too costly.

The core business is more important than crazy ideas or reckless experiments. Employees are 
evaluated by the number of hours they put in rather than by their achievements. Many workers 
put their heads down for fear of standing out or rubbing someone the wrong way. When in doubt, 
decisions are made top-down—no discussion! Innovation teams are subject to budget cuts, 
their set of tasks reduced to troubleshooting Microsoft Teams. Instead of ambidexterity—the 
simultaneous exploration of new ways of working and optimization of existing processes—what 
matters now is short-term exploitation of the core business.

Toughen up and lead with a firm hand

The end of participation  



3. NEW SYNTHESIS:  
LET’S REINVENT OURSELVES TOGETHER.

By the end of the year, the end of the pandemic seems within reach. Still, amidst the joy of the 
holiday season, dark memories of lockdown and isolation remain present. And yet, something  
is different: Despite the threat of a new outbreak, we have found mindful coexistence.

The experiences of the last several months, of overcoming challenges collectively, have 
renewed faith in community and cooperation; distance and isolation have shown us how valuable 
closeness can be. In all areas of life, the quest for purpose has become central. Local projects 
and neighborhood initiatives are taking off, fostering valuable moments of collaboration and 
togetherness.

Sound policymaking lies at the root of these phenomena. When it became clear that the recession 
could not be forestalled, the German parliament came together to push forth social and economic 
renewal. The guiding principle was to ensure prosperity for everyone.
 
The crisis has been a tremendous opportunity. Even those who have lost their jobs participate 
meaningfully in society thanks to the welfare state’s emphasis on solidarity. As a result, trust in 
institutions has grown, and participatory models have flourished within organizations.

A new mindfulness 

In a nutshell:

In the NEW SYNTHESIS scenario, new forms  
of living and working together emerge from  
our collective experience of isolation.



Managers are faced with a new set of tasks. Not only are they expected to organize more flexible 
structures for collaboration, they must also convey openness and willingness to listen and learn. 
For some, this duality is overwhelming; others thrive given the opportunity to experiment with new 
tools and concepts. Frictions occur that initially resemble a generational conflict: Experienced 
managers often prefer tried and tested practices, while younger colleagues are inspired to 
leave these behind in favor of new ways of working. But the value of experience cannot be 
underestimated; seasoned managers may find it easier to contribute a calm and clear perspective, 
especially in times of crisis.

The trend is clear. Leaders are called upon to become enablers and bridge builders. They create 
and sustain ecosystems in which creativity can flourish and employees are empowered to make 
decisions on their own. Those who contribute lead.

In times of pandemic and beyond, leadership means knowing how to lead teams remotely.  
Leaders must be adept at conveying empathy and sparking motivation via written emails and  
video calls. For the first time, we are seeing experienced managers really leveraging the benefits  
of digitalization. 

Profitability continues to be central, but in a different way. Many investors insist on sustainable 
and socially responsible practices. Alternative dimensions of value creation are becoming more 
important. It’s all about balancing the company’s quest for social impact with its desire for profit—
not just maximizing the latter.

The pandemic took many by surprise. So, too, did the quick actions of organizations who 
experimented with new ways of working: home office, digital collaboration, and empowered  
teams with strong decision mandates. The trend continues: People demand more and more flexible 
working models. Of course, not everything is running perfectly; but we pride ourselves in a  
can-do attitude —anything seems possible! The economic downturn that followed on the heels 
of the pandemic has led to reduced working hours, which has in turn left more space for personal 
lives to flourish. It is unlikely that these changes will disappear anytime soon, even after the 
pandemic has faded away. Perhaps even if they prove less profitable.

Long-established ways of working are becoming obsolete. Business trips are cancelled; just-in-time 
production and offshore manufacturing are viewed increasingly critically. Local networks replace 
convoluted global supply chains. There is movement in the system! This is a real transformation 
that represents so much more than a mere return to the status quo.

Companies come under fire if they do not meet increasing ethical and ecological demands. It is 
not only large companies that must worry about their social responsibility, however; startups have 
to move as well: What good are ball pits and yoga classes in times of precarity? In consultant 
lingo, there is a new word of the year: Corpup. The gist? Companies that have created a novel and 
sustainable synthesis between young and old, small and large, agile and steady are the new gold 
standard. In corpups, people meet at eye level, with sympathy and plenty of empathy.

Whoever contributes leads 

The crisis as opportunity



4. FRAGMENTS:  
WINNERS AND LOSERS.

By now, this has all become routine for Pia F. As soon as the push notification from the Corona-Warn-App pops 
up on her screen, she prepares a list of her contacts from the past two weeks, packs a few things without 
getting too close to her roommate, and heads to the quarantine hotel. At least now she’ll have time to watch 
“Never Have I Ever” on Netflix.

Pia is a bartender. As soon as one of the bar’s recent visitors tests positive for COVID-19, she is placed into 
quarantine. In Hamburg, a red zone on the map of Germany, this happens far too often. The bar where she 
works is still keeping its head above water. But for how much longer?

Pia would love to move to Berlin, stay with a friend, and find a bartending job there. No cases of COVID-19  
in three weeks! Green zone. The nightlife is buzzing again. But that’s not possible for her. Without an urgent 
family reason, she is not allowed to enter Berlin from a red zone.

Fatima H. sits down on the sofa, puts her coffee on the table, and pulls her laptop onto her lap. It’s the start of 
her work day at Deli4You, a four-year-old startup based in Berlin that delivers upscale food. Business has been 
booming since the start of the pandemic, and is picking up even more in the run-up to the holiday season. 
Though restaurants have reopened in Berlin, people like to play it safe and eat indoors most of the time.

As Head of HR at Deli4You, Fatima is enjoying the crisis. It’s been a blessing for her career. Rarely has she sensed 
so much opportunity in the air: If you’re smart and think ahead, the future belongs to you. She has embodied 
this mantra with her HR team.

But this week, things took a turn for the worse. Fatima is under real pressure. The bike messengers who 
deliver the food are organizing to set up a works council. They don’t accept that Deli4You, a clear winner of 
the COVID-19 crisis, is turning tremendous profits while they continue to work under precarious conditions. 
But Fatima is not willing to let these unskilled workers take the butter off her bread! Her first appointment this 
morning is a Zoom call with the company’s legal counsel.

Hamburg is a red zone 

No works council for bike messengers 

In a nutshell:

FRAGMENTS describes a future in which a series of 
fault lines divides society into winners and losers of 
the crisis. 

Unlike the other scenarios, this future can best  
be grasped by means of brief snippets:



Susanne H., product manager at Aviation Systems, opens the morning meeting with her engineering team:

“Folks, we are in a schizophrenic situation. Here in Fulda, life has been back to normal since June. Almost all of 
the companies in our business park have ramped up production again. And we are actually in a strong position: 
Our IT is crisis-proof and cutting edge. Everything—from design to the order process—can be handled entirely 
digitally and, if necessary, our production could run with little staff.

There is just one thing that we are not: independent of global aircraft production. 90% of our sales come from 
Airbus and Boeing. We can still work off a few existing orders. But let’s not fool ourselves. With all the airline 
bankruptcies, there will be no new orders for a while. This is an open secret. At the pizza place, the colleagues 
at EEEbikes looked at me with sad sympathy as if we were already bankrupt. 

We have done many things right over the past few years, and I am extremely proud of the team, culture, and 
leadership principles we have built together. But: If we don’t get new products on the market in the next six 
months for an industry that is doing well, we will cease to exist! Who has ideas?”

Arturo P. lies on the grassy patch in front of the hotel with his laptop and a cold beer. He was a digital nomad 
even before the crisis. He worked as a software engineer for several startups in Stuttgart. With his strong Python 
and Java skills, he was recruited regularly and gradually worked himself up the salary ladder. 

The crisis played into his hands perfectly. Nobody is asking him to work on site anymore. At the beginning of 
the crisis, Arturo moved in with his boyfriend in Frankfurt, but when they grew restless hanging around at home 
all day, he had a brilliant idea: He teamed up with other programmers and approached conference hotels in 
the upscale Taunus region. At first, none of the hotel owners were interested, but when revenues from tourism 
failed to materialize, one of them changed his mind.

Now 67 programmers from various startups and tech companies live and work at this luxury hotel—at youth 
hostel prices. During the day, it’s hard work, with everyone exchanging ideas and helping each other fix bugs.  
he evening, it’s time to party by the pool. Arturo has never had a workplace this inspiring or luxurious before. 
Only the grumpy hotel owner could be less annoying.

Products for winners of the crisis 

Bankruptcy and early retirement 

Paradise for digital nomads

Tom B. clears off his desk. After 35 years in fashion retail, everything points to early retirement. PAP decided to 
lay off another 20% of its staff this morning. Tom carried out the previous wave of dismissals; the next one will 
no longer be his responsibility. PAP’s stuffy brand had already put them in a precarious market position before 
the pandemic. Back then, there were isolated attempts at making a change, but in the end, like most of his 
colleagues, Tom focused on what he knows best: 300-600 m2 stores in shopping malls.

When the lockdown started, it dawned on him that this would be the end. But how could he have told the 
leadership? The owner completely underestimated the severity of the crisis, and tried to save the company  
with an efficiency program and short-time work. But with these high rental costs, there was no chance.

Throughout the months that followed, repeated waves of layoffs caused a culture of fear to take root in the 
organization. As middle manager, Tom knew no better way of reacting than to pass down the pressure he was 
feeling from above. It’s definitely not the proudest time of his career. Tom had imagined his exit very differently. 
If only he had accepted the job offer at the online fashion mail order company two years ago. They must be 
popping champagne bottles right about now.



By setting these four scenarios side by side, we derived the following recommendations.

On one hand, all actors are compelled to shape the best possible future: New Synthesis is the most 
desirable of these scenarios. Fragments is a less desirable alternative. Great Depression must be 
avoided at all costs, while the Old Guard is hardly any better.

On the other hand, decision makers should be prepared for all four scenarios, as we cannot predict 
which of them—or which aspects or hybrid forms of them—will manifest by the end of 2020. 

RECOMMENDATIONS.

If anything, the COVID-19 crisis has revealed that the 
future is wide open. Good CEOs recognize that the 
future of organizations is taking shape in the moves 
being made right now. They will use the innovative 
potential revealed by the crisis to craft a better 
tomorrow.
 
• Avoid falling back into old top-down patterns 

of management and short-sighted notions of 
success. Even if doing so seems intuitive, it is 
wrong (see Old Guard). Instead, invest in team 
cohesion and innovation.

• Leave liquidity management to the CFO and 
fire fighting to the COO. Communicate with the 
team yourself as often as possible, and listen 

Leaders are at the center of this crisis. The quality  
of their leadership will play a key role in determining 
how safely organizations steer through the COVID-19 
crisis both economically and socially.
 ● 
• Show strength and vulnerability, while promoting 

an attitude of openness among employees. 
This duality creates a sense of solidarity and 
authenticity within teams (see New Synthesis, 
Fragments).

• Create clear frameworks for virtual collaboration 
in times of remote work. Define rules, teach skills, 
listen closely, and lend a hand if problems arise.

For CEOs

For leaders

even more (see New Synthesis). The organization 
needs a strong sense of purpose and belonging 
to remain resilient.

• Always take time for future planning even in the 
midst of the crisis. Find peace of mind and get a 
feel of the bigger picture. Then make decisions 
calmly and with precision.

• Strengthen middle management. This group 
feels the economic pressure from above as well 
as the pressure from increasingly dissatisfied 
employees below (see all except New Synthesis). 

• Take care of yourself. It is likely that tough 
decisions will need to be made. All scenarios 
suggest clear cuts across many sectors and 
industries. Finding balance and asking for help  
is much wiser than playing the hero.

• Give advice and support to top decision 
makers. The higher the pressure, the quicker 
top management will fall back into outdated 
patterns of behavior and decision-making (see 
Old Guard). That’s why upward management is 
essential.

• Drive innovation. In products and services,  
but also in organizational terms. Crises can 
make everything fluid, opening up undreamt-of 
opportunities.  

• Promote lateral leadership. Leaders without 
formal authority can take the pressure off 
disciplinary leaders by enabling their teams  
to organize themselves.



HR professionals need to prepare for difficult times. 
None of the four scenarios show rapid economic 
recovery. Instead, organizations will be at risk of 
polarization and disintegration for the foreseeable 
future. Beware: Many managers will reflexively resort 
to outdated methods, and they may question HR’s 
role as key business partner.
 ● 
• Mentor and coach CEOs and other executives  

to ensure that they do not fall back into outdated 
top-down management styles (see Old Guard). 

• Find the right balance between operational and 
strategic HR work. Operational challenges will hit 
the organization in full force: home office, return 
to the office, possible layoffs, and so on. But 
when, if not now, can an organization reinvent 
itself?

Our scenario process has revealed that economic 
policy decisions are likely to have a substantial 
impact on the fabric of our working world. Backward-
looking subsidy programs (see Old Guard) promote 
backward-looking patterns of thought and outdated 
solutions. Sustainable approaches (see New 
Synthesis) strengthen industries and ideas that are  
fit for the future.
 ● 
• ●Focus economic stimuli on innovation and the 

common good. Give funding to companies that 
emphasize digitalization and sustainability rather 
than to large corporations with products and 
practices from the last century.

• Promote a lively public discourse. The New 
Synthesis can be built through renewal and 

For CHROs and HR professionals

For politicians

• Keep an eye on team cohesion. 
Understanding and addressing the needs 
of employees is essential. People will react 
differently to the crisis and must be met at 
eye level.

• Push for decentralization and digital 
transformation, especially at the interface  
of HR and IT. Promote new ways of working 
to meet the needs of the organization and  
its employees.

• Support the workforce with accessible 
formats, especially in the area of digital 
transformation. Consider webinars, virtual 
fireside chats, virtual town halls. Ideally 
outside of the learning management system 
and without bureaucracy.

cohesion. This begins with listening, and 
requires various forums and formats —
including, for example, open virtual scenario 
workshops. Technocratic management of  
the crisis, which was surely effective in the 
early weeks of the pandemic, will eventually 
be met with resistance.

• Support small businesses, social institutions, 
and artists just as much as large players with 
influential lobbies on their sides. They, too, 
are relevant to our system.

• Encourage renewal. Faced with crisis, people 
may be drawn to preserving what they have. 
But now is the chance to reinvent our society. 
Let’s not allow this opportunity to pass us by.



IMPRINT.
This document is the result of a two-week scenario process that took place in May 2020 with ten experts from 
a variety of disciplines and organizations. At the time this document was translated into English in late summer, 
it was updated to reflect developments that took place in the interim. During the interactive and collaborative 
exercise, the experts brought together their perspectives to look into the near future: What will organizations  
look like by the end of 2020? What are some plausible futures? What do these mean for decision makers, 
managers, transformation enthusiasts, politicians and HR professionals?

This document is a collaborative effort that has been edited by the moderators of the scenario process.  
The statements made herein do not necessarily represent the individual opinions of the experts involved.

We thank Andrea Augsten for her methodology and facilitation of the scenario process, and Bitteschön.tv  
for the graphics and layout of this document.
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