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By Anh Hong

Gaurav Dhawan of the $2 bil-
lion Phoenix Group to steward
the first-of-its-kind global pri-
vate sector agri-business al-
liance in 2019.

Global Agri-Business Al-
liance (GAA), a global CEO-
led private sector initiative
formed to tackle social, envi-
ronmental, and sustainability
challenges to help farmers
worldwide, nominated Gaurav
Dhawan, CEO of the $2 billion
Phoenix Group, as its chairper-
son for 2019.

In a statement, Phoenix
Group said that Dhawan was
chosen to steward the Geneva-
based GAA at its annual CEO
Council meeting held in Singa-

pore recently. GAA’s mandate
is to harness the collective
strength of the global agri-busi-
ness sector to tackle environ-
mental, social, and
sustainability challenges to im-
prove the resilience of farmers
across the world.

“GAA is a first-of-its-kind
global initiative formed by pri-
vate sector agri-business com-
panies to promote sustainable
farming practices and to mean-
ingfully contribute to the UN’s
Sustainable Development
Goals (SDGs).  It is an honour
to lead the alliance that seeks to
strengthen farmers across the
world and help them realise
their potential in contributing to
achieving food security,”
Dhawan said.

At the CEO Council meet-
ing, GAA also elected a vice
chair, Arif Rachmat, co-founder
and CEO of Triputra Agro Per-
sada, Indonesia.

Registered at the Dubai
Multi Commodities Centre
(DMCC) in the UAE, Phoenix
Group is the world’s second
largest rice trader.

Engaged in the production,
procurement, processing, mer-
chandising, and distribution of
agricultural products, the global
agricultural and food company
moved 10 million tonnes of
commodities across the world
last year.

Phoenix is a key buyer of
Vietnamese rice. Its business in
Vietnam is supported by infra-
structure investments such as

joint ventures of the milling fa-
cilities in the Mekong Delta.

Phoenix achieved a profit
of $47 million in 2017, up 42
per cent compared to the previ-
ous corresponding period. On
its own, the group operates
150,000 hectares of farming
land in various countries across
the world.

As the lead for GAA’s
water stewardship work stream,
Phoenix and GAA have been
collaborating with the Alliance
for Water Stewardship (AWA)
and local implementation part-
ner Centre for International
Projects, Delhi, to develop a
water stewardship catchment
plan in Karnal in Haryana,
India, where they source from
20,000 basmati rice farmers in

an area at risk from fast-falling
groundwater levels and wors-
ening water quality.

“As a group, Phoenix is en-
gaged in multiple initiatives
across the world, particularly in
Africa, CIS, Middle East, India,
Vietnam, and other South East
Asian countries to tackle sus-
tainability challenges across the
value chain of farming and
agri-business. We consider the
GAA nomination as an en-

dorsement of our best practices
and global vision,” Dhawan
added.

A signatory of the UN
Global Compact, Phoenix oper-
ates 10 business verticals in 22
countries from its central oper-
ations hub in Dubai. According
to the UN Compact, a sustain-
able global food and agriculture
system would create new eco-
nomic value of more than $2
trillion by 2030.n
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The digital age has been creat-
ing big changes in the labour
market and in each business.
Researchers have forecast that
many of today’s jobs may dis-
appear within the next few
years. However, new jobs re-
quiring new skills are appear-
ing. The question is, how can
organisations meet the human
capital demands of the present
and the future?

New jobs, new skills
As the world dives deeper

into the digital age, technolo-
gies such as robotics, artificial
intelligence, and Big Data are
drastically transforming the
labour market. Demands for
manual and unskilled work will
gradually decline due to au-
tomation. At the same time,
many new jobs with fundamen-
tally different skill require-
ments will come into existence.

There will be an increased
demand for STEM (science,
technology, engineering, and
mathematics) skills as compa-
nies will need people who can
understand how to use automa-
tion tools and make sense of

Big Data. In addition, experts
forecast that while simple tasks
can be automated, soft skills
that cannot be performed by
machines will still be sought.
Uniquely human traits like
emotional intelligence, creativ-
ity, and persuasion will become
more valuable. This also means
that the required skill set for the
same job can be very different
in the future.

Overall, companies in Viet-
nam as well as around the globe
are struggling to fill their skills
demands in the digital age: 80
per cent of CEOs say they are
concerned about the availability
of the key skills needed to suc-
ceed in the digital economy, ac-
cording to PwC’s 2018 Global
CEO Survey. Moreover, there
is a lack of clarity regarding the
required skills to succeed under
the Fourth Industrial Revolu-
tion. PwC’s Industry 4.0 Viet-
nam Survey 2018 finds that
only 14 per cent of respondents
have a clear view of the skills
required for digital transforma-
tion, while 16 per cent of re-
spondents indicated that they
had no idea at all about the
skills and capabilities required.

What can leaders do?
Any effort to build the

workforce of tomorrow would
need to start from the compa-
nies themselves. The top tasks
are to identify talent gaps and
conduct re-skilling of the work-
force. Increased business in-
vestment in employees’
continuous learning will be key
to ensure that the workforce re-
mains competitive and can
adapt to new technologies.

PwC’s researchers have laid out
the five steps to help companies
get their own initiative started.

l Assess where you are and
where you need to go

Before you can begin to
plan ahead, you need to know
what skills your people have
now. These skills can be cate-
gorised by function and level of
expertise.

Next, try to determine the
skills your company will need
two to five years down the
road, and identify gaps between
your current state and future
goals. Based on that knowl-
edge, you will be able to start
devising an appropriate strategy
for recruitment and people de-
velopment.

l Advance your workforce
Once you have an overall

understanding of skills, com-
municate it to your workforce
so that each employee under-
stands where they are now
against the future skills they
will need to master. Companies
should sponsor learning and de-
velopment programmes that
allow for individualised jour-
neys. By pairing learning with
regular coaching, managers and
their employees can sustain the
learning momentum and reduce
the risk that the reskilling ef-
forts will be abandoned.

l Integrate new talent
Productivity and innovation

may mean bringing in new tal-
ent for your workforce. Hiring
experienced people with di-
verse skills and backgrounds
can transform the way work
gets done in your business.

They can bring new ways of
thinking, help speed up change,
and promote innovation across
the organisation. However,
business leaders should ensure
that the talent pool is aligned
with the business objectives
and only hire accordingly.

l Keep up with innovation
To truly accelerate skill

change, companies need to cre-
ate new spaces and new expe-
riences. More companies are
experimenting with incubator
or accelerator programmes,
where individuals with diverse
skills and mindsets come to-
gether to examine the real chal-
lenges the organisation faces
and create totally new solutions
to apply in their work with
clients, suppliers, and business
partners. Other companies are

modernising the work environ-
ment, giving them flexible
ways of working and new op-
portunities to practice skills that
their organisations value.

l Get others on your side
At the same time as making

their own efforts, business lead-
ers should engage academic in-
stitutions and policymakers as
reskilling workers will require
help from them.

Company leaders should
actively engage in policy dis-
cussions to promote incentives
aimed at encouraging workers’
mobility and development of
skills. For many workers, job
mobility, retraining, and rota-
tion will become a key way to
improve their employability.
However, many people feel re-
stricted to stay in their current
job because the compensation
and benefits policies in their or-
ganisation or country do not
allow for mobility.

On the education side, com-
panies should build partner-
ships with schools and
universities to help revise cur-
ricula and create opportunities
for lifelong learning. To create
a talent pipeline for future
workers, more apprenticeship
or internship opportunities
should be developed.

One important thing to note
is that the workforce transfor-
mation should be continually
monitored and revised. As you
progress, remember to ask
yourself: How is your staff
changing? And how are your
needs changing? Based on that,
you can reshape the opportuni-
ties for your people to apply
new skills, in new ways.n
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