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% Forces shaping the future of work

Globalisation and Economic

Political change Uncertainty
—

The Changing
Context of Work,

Social & Demographic Workforce &
change Workplace
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* Changing nature of jobs and
careers

* Jobs growth in SMEs and micros

» Growing contractor and
contingent workforce

* More flexible and agile working

* Many emerging business and
organisational models

- Adaptability becomes critical



Generational shifts

Generational Labor Force Composition
(Between Ages of [6-64)
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% The future is flexible

John Keynes predicted by 2030, technology i
would bring us a 15 hour work-week. L * Hours

e Schedule

* Location

®
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* Rolesharing - - -



Importance of responsible business

Treating employees weil | <5

Treating customers well 47%
Providing benefits beyond pay to employees 39%
Giving back to the local communities in which they operate 34%
Taking the lead on addressing large-scale environmental issues 33%
Taking the lead on addressing large-scale social issues 17%
Donating to charities 12%
Speaking out publicly out on issues that they feel are bad for society 8%

CIPD
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% Putting the human back in to Human
Resources — people centricity

vYoice Empowerment
Inclusion Purpose
Well-being Fairness
Shared values \Worklife integration
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% Developing people
management at every level

© 1998 Randy Glasbergen. E-mail: randy@glasbergen.com
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C;_:J Focus on good work or people
centric job design
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93 What skills will we need?

WEF Research on top 10 skills for the future

« Complex problem-solving
* Critical thinking
* Creativity (would include curiosity)
* People management
» Coordinating with others
* Emotional intelligence
» Judgement and decision making
 Service orientation
* Negotiation
CIPD Cognitive flexibility (would include ability to learn)
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Learning at the heart of agility

Collaborative

learning
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training
programs

Continuous,
adaptive and Learning to
collaborative adapt

learning

Learning to
solve problems

Learning at
point of need On-line help and
support services

einforcing
existing

skills

Organizational

Focus of traditional Q reach and value
corporate learning

High .
Agility and Adaptability



% Diversity and inclusion is now
a critical business agenda

)
Physical

Abilities Future proofing -

Access to skills

Innovation and
creativity

Community and
customer connection
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93 Wellbeing as an outcome

Physical

a N

Emotional

CIPD o

work and working lives

Mental health costs the UK £70bn
(paer year, equivalent to 4.5% of
DP

Mental ill-health costs each
employer £1,035 per employee,
per year

15.2m sick days per year due to
stress, anxiety or depression

Failure to unlock discretionary
effort costs UK business £6bn

Only 2 in 5 employees working at
peak performance




(X5 Insummary - need for a strategic
response

* Business priorities
* Business needs

Business Strategy
Talent and skills

Enables f ‘ Drives
* Leadership

Human Capital Strategy * Organisation and
operating model

e Culture
Enables f Drives

* HR capabilities

* HR structure and
operating model

* Practices, policies &

‘ IPD processes
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Q-_-J Mindset shift from rules and
policies to principles and evidence

THEYRE GETTING
SUSPICIOUS ABOUT
THE RANDOM POLICY

= GENERATOR.

THERE ARE EXCELLENT
REASONS FOR THIS
POLICY, AND I HOPE
TO SOMEDAY KNOULWJ
LWHAT THEY ARE.

YOU'RE NOT ALLOWED
TO HAVE INTERNAL
PHONE LISTS ON YOUR
WALL.
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% Evidence based HR

Data and analytics Scientific research

Ask
Acquire
Appraise
Aggregate

Apply Stakeholder
Assess .
perspectives
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Centre for Evidence Based
Management
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Q—:J Fit for purpose People
Management practices

From ‘best Outcomes
practices’ to driven and
‘best fit’ evidence
praCtlceS Welcome to your . based

company
Orientation begins
here
Tuklodbms
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% A focus on organisation, culture
and governance

INTEGRATICON TRANING
www.integrationtraining. co.uk

REAL ORGANIZATION CHART

Understanding Operating
culture and models and

organisational organisation
dynamics strategy
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Building HR as a profession and
professional capabilities

Socialand = Body of Situational

ethical knowledge and )
judgement

responsibility skills
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Confidence and : :
Commitment = | |dentity




