FUTURE WORK FUTURE HR 
“As for the future, your task is not to foresee it, but to enable it.” Antoine de Saint-Exupery
What will the world of work look like in the future?  What skills will be needed in this world?  What will HR need to both enable these skills and work in this world?
In this article we will briefly consider and summarise the key drivers to the world of work, the skills that will be needed in this world and how it will relate to HR.   The final part is then to consider how these skills can be developed.
Research by the UK’s Work Foundation identified, through a process of consultation, 5 main drivers to the transformation of work.  These were; markets, labour markets, regulation, work organisation and expectations. (Jones et al, 2007)  In essence this highlighted the increasing complexity of competition, the internationalisation and demographic changes in the labour markets, increasing regulation in some areas and deregulation in others, and the dramatic changes that have occurred in terms of what individuals demand of work, what organisations demand of individuals and the diversity and increasing complexity of the way organisations are organised.  In conclusion this means that a summary of the interviewees opinion was that “ these changes in the world of work mean that there can no longer be a ‘one size fits all’ model of work.  Instead, every organization needs to develop its own model of work, responding to employee, customer and organisational needs.” (Jones et al, 2007).  
In terms of people management they conclude that “Transformed work is work that balances the needs of employers, customers, and the organisation in a flexible way to increase the productivity and efficiency of the organisation, and to meet the needs of the individual employees and customers.”  (Jones et al, 2007)  They foresee that in this way there should be benefits related to customer responsiveness and intimacy, retention and attraction of talent, employee engagement, decrease absenteeism, increase motivation and thereby increase productivity.
[bookmark: _GoBack]PwC (2010) envisage three possible business models mini-state large corporates, collaborative networks, environmentally focused business strategies. They conclude that people management will present one of the greatest business challenges as work/life boundaries are eroded resulting in greater welfare responsibility for the employer, the need for enhanced performance management, he rise of the importance of social capital.  This will result in a fundamental change in the role of HR and that this could mean one of three outcomes for HR 1) proactive mind-set and focused on business strategy influencing all aspects of business, 2) driver of CSR, 3) function will be seen as functional and entirely outsourced and therefore mostly external to the organisation. (PwC 2010)
Another report by The Work Foundation hypothesises four different scenarios for the future – continuation, globalisation (market rules), Ecocentrism (environment rules), Tribalism (localism and protectionism) .  From this they extrapolate that the key challenges for people management in 2020 will be the intensification of the war for talent; burden of skills falling increasingly on employers; organisations will see the rise of new business models and new organisational hierarchy based , market value over role;  enhanced mobility of workforce; productivity will be key requiring a radical step change in the skill and attitude of managers to enable greater autonomy and control in the workplace. (Wong and Sullivan 2010)
“People Management is now as important a contributor to organisational success as marketing, finance or sales – yet HR suffers from a lack of self-confidence, undervaluation by both practitioners and users, and a confused idea of what its professional mission should be “.  (Wong et al, 2009)
They conclude that HR still appears to still be experiencing a considerable degree of role ambiguity, lack of strategic authority at board level and low calibre candidates entering the field and thus leading to self-perpetuating situation. ( Legge 1978) and Guest and King 2004).  In addition to this the Ulrich (1997, 2004) based  model of shared services, HRBP etc has led to a situation where “Increasingly employees experience HR practices through the enactment and leadership of the line manager”  (Wong et al, 2009)  The model envisioned by HR is not often the one seen in practice (e.g. poor appraisals, performance management etc).    Supervisory leadership (Guest, Conway and Dewe, 2004) and line manager ability are key factors in organisational commitment and engagement.  Consequences for HR of this change can be erosion of expert knowledge, specialist credibility and role-based status (Caldwell, 2003)
“There is a view that HR is suffering from a dearth of appropriate and fit-for-purpose skills that enable it to add value today, let alone HR’s relevance as it looks to the future.”  
The conclusion from this is that “HR should be thinking less about model and structure and more about need.”  (Wong and Sullivan, 2010)  Therefore we should consider what that the need will be in the future and rather than consider the model and structure required to meet this, we should consider the skills, attitude and mind-set that will enable us to enable this future.
The Institute for the Future (IFTF) envisage that the consequences of the way that work is transforming in people terms will be a more diverse workforce, an emphasis on lifelong learning, multiple careers, a reduction in routine nature of work, a need for increased performance and productivity, partnership working with technology, a need to understand and manage vast quantities of data, the ability of abstract thought, multiple tasking/attention and cognitive processing, increased collaboration and networked teams, increased consumer awareness,  and the challenge of the local/global balance.
To meet these needs The IFTF (2011) identify ten skills for the future workforce – sense making, social intelligence, novel and adaptive thinking, cross cultural competency, computational thinking, new media literacy, transdisciplinarity, design mindset, cognitive load management, and virtual collaboration.
On closer examination there are three core areas that they relate to – 
Cognitive i.e. the ability to understand deeper meaning from data, discriminate and filter information, analyse and critically evaluate abstract concepts based on concrete data, come up with solutions beyond the norm or rule based, and the ability to represent and develop tasks and work processes for desired outcomes
Relational/social -  ability to connect with others and build relationships, ability to adapt to different cultural settings
Organisational/work– ability to make use of new media forms and leverage these for persuasive communication, literacy in and ability to understand concepts from across multiple disciples, ability to work effectively as a member or leader of a virtual team
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