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Section 1
Question 1. – 750 words
Organisational culture is an important concept to the people profession (CIPD, 2019a).  It is “the way you treat people and the conditions in which they do their work” (Elliott & Lorey, 2018), “the shared values, belief systems, attitudes and set of assumptions…people in a workplace share” (Agarwal, 2018) or simply “the way we do things around here” (Balogun & Johnson, as cited in CIPD, 2019a)

Research by Elliot & Lorey (2018) says culture is driven by engagement, with blocks contributing to the engagement ‘bridge’.  

Strategy however, bridges the gap from where an organisation is currently, to where it wants to be through a series of organisational practices (CIPD, 2019b).

Peter Drucker, famously said “Culture eats strategy for breakfast” and some say that people do not leave companies or leaders, they quit organisational cultures (Engel, 2018).  

Many organisations forget the importance of culture and put strategy first (Craig, 2018) because culture means little if companies have no sense of what they are striving for.  However, others believe that you must prioritise culture if you want the company to reach its goals.  Kim & Marquet (2013) suggest that happiness must come before productivity and people before production. ‘Discretionary effort’ is the heart of organisational success (Capelli, 2015).  

To create a culture where people give their best each day, organisations should concentrate on employee engagement (Hirtle, 2016) as driving force to gain competitive advantage (Ghasabeh, 2018).  However, some argue engaged employees are a consequence of good strategy (CIPD, 2018a) contrasting Elliot & Lorey’s (2018) claim that engagement driving success is proven.

Myatt (2012) states that culture somehow “trumping” strategy just doesn’t make any sense.  Culture is by design and so is part of the strategy, they are not separate entities.  Even if by luck, you stumbled across a good culture, it would not be sustainable if it was not a part of the strategy; you cannot drive a company on culture alone.  Groysberg (2018) disagrees, saying strategy offers a logic for goals but culture drives the business, he adds that culture and leadership are inextricably linked but leaders often relegate culture to HR where it becomes a secondary concern, resulting in thoughtful plans going off the rails.  

If leaders then are concentrating on the strategic direction, it is concerning that only 22% of workers strongly agree that the leadership of their company has a clear direction (Clifton & Harter, 2019).   But leadership is about creating an environment for others to achieve greatness, creating leaders at all levels, a positive culture and employees who want to contribute to the goals (Marquet, 2015).

Having a culture with core values results in staff knowing the purpose (“the why?”) and how they can contribute, creating a good culture and success (Sinek, 2011; BrightHR, 2019).  

At Apple, culture is strategy as the Head of HR has been made head of retail stores, recognising that culture can directly affect the relationship with the front line customer (Leaman, 2019).  How the workforce feel about their place of work will materially affect the company (Robinson & Gifford, 2014). Similarly, at JCP Solicitors, a large commercial law firm based in South Wales, Team H&M (HR and Marketing) collaborate to ensure the external and internal culture message align.  

When strategy, leadership and culture are aligned, this drives positive organisational outcomes (Groysberg, 2018).  Culture pushes strategy forward as culture is the forceful spirit and strategy the instrument (Craig, 2018).  

Desire to change and embed a culture cannot be a short term ambition (Robinson & Gifford, 2014).  However, the Coronavirus is becoming the accelerator for the greatest workplace transformations of our time (Meister, 2020).  Predictions show that culture will become a key focus and companies will increasingly acknowledge it’s importance, focusing on managing culture by design and not by default (Brower, 2020).  

Companies should design strategy around people, using design thinking, agility and purpose (Tims et al, 2020).  For strategy to be sustainable, HR should assess the needs of future employee’s wellbeing, voice, fairness and equality and creating a positive workplace culture (Houghton, 2019).

HR’s role is to develop meaningful relationships with key people, using data to be evidence-based and fully understanding the alignment of strategy and culture (CIPD, 2019d).

Culture is an intangible that is difficult to define, but needs to be designed, through values and living those values from the top.  Does culture eat strategy for breakfast?  Research suggests if you have a clear strategy and vision then culture can be the secret sauce behind your success (Engel, 2018).

Question 2 - 762
Whitmore (2012) recognised that the power of the consumer is growing and businesses need to react to consumers becoming more concerned about ethics and environmental issues.  Business can no longer just look at what its shareholders want and must look to all ‘stakeholders’, including employees, customers and communities (Ulrich et al., 2012).  Globalisation, economic crisis and technology have challenged the top down push, and it is time to look at strategy from the outside in.  Social media, the #metoo movement, democratic EU referendum debates and protests on environmental issues have demonstrated a mass voice and a shift in power (Cheese, 2019a), leading to the rise of consumeration (Mercer, 2020).

The concept we have had of capitalism for 50 years is being rejected in favour of sustainable capitalism (Gatenby, 2020).  The purpose of business is increasingly recognised as needing to go far beyond maximising returns to shareholders (PWC, 2019).  Some argue that capitalism is not dead and can become a “force for good in society” saying that there is no coherent, alternative model and influential investors continue to demand profits (Stocking, 2015).
However, Deloitte’s (2019) says “an intensifying combination of economic, social and political issues is forcing HR and business leaders to learn to lead the social enterprise – and reinvent their organisations around a human focus”.  

The UK employment rate to February 2020 was at a “record high” of 76.6% (ONS, 2020) and the labour market was tight (CIPD, 2020) shifting power more to the employee. However, since this report many are now “in the waiting room for redundancy and unemployment” which may lead to a decrease in this ‘pull’ power (Gallacher, 2020).

However, the pandemic has also highlighted the pull effect, as business behaviour has been scrutinised.  Sports Direct fighting to keep stores open and Wetherspoon’s refusing to pay staff caused consumer uproar, whilst Morrison’s hiring 3,500 new staff, partnering with Marie Curie to protect the vulnerable and donating £10m of food has seen its market share rise (Jacobs, 2020).  

In 2014, PWC predicted that a move to a ‘green world’ would see corporate social responsibility (CSR) on the agenda by 2022.  If the trajectory of these correct predictions is followed then the updated Workforce for the future report, predicts that CSR won’t just be on the agenda by 2030, it will be “business imperative” (PWC, 2020a).  We are already seeing this shift elsewhere, with New Zealand moving away from measuring itself solely on economic growth in favour of measures such as wellbeing, becoming a low emission economy and adapting to a digital age (Cheese, 2019a).  “Social value” goes above CSR and actually drives core business purpose rather than sitting alongside it (CIPD, 2019g)

Employees want to work for a company that matches their value’s and their perception of fairness, justice and trust is key (Purcell, as cited in Robinson & Gifford, 2014).  There is a need for more social enterprises where business earn profits but make employees lives better and the communities they are in (Deloitte’s, 2019).  However, some argue that if jobs are going to be lost to automation and AI, how can we provide meaningful work to the growing population? (Stocking, 2015).  Matthew Taylor says that in fact this makes it easier for people to work in the way they want and we can exploit automation to improve flexibility (as cited in MckInsey podcast, 2018).

Pressure is mounting for businesses to listen; school children are striking against inaction, inspired by Greta Thunberg (Sharp, 2019) and employees are exposing companies for not adhering to their environmental policies (Millman, 2020).  This is no longer about plastic bag taxes, it is about real change (Jamieson, 2019).  

We can learn a lot from agile and creative start-ups where more liberated structures of democratized workplaces put people at the heart of business thinking (Cheese, 2018 as cited in Timms, 2018).

HR strategy is driven by choice and the change agenda (Ulrich, 2012)  Sustainable HR must take a holistic view and assess wellbeing, voice, flexibility, employee participation, fairness and equality (Houghton, 2019) to ensure it reacts to this ‘pull’ demand.

“Greed is good no more”, it is about growing the pie and not splitting the pie (Roughol, 2019).  With political development, escalating climate issues and economic fallout, there will be an increased focus on ethics (CIPD, 2019f).

At JCP Solicitors, the business strategy is Journey, Community, Pricing.  The communities they work in are a key driver of strategy and sustainability a main focus.  HR has been thrust in to the spotlight overnight (The Economist, 2020) and now have the ability to drive the change agenda.

Question 3 – 870 words
Company culture is paramount to an organisation’s success and the Coronavirus has brought this to the forefront (Brower, 2020).  High-impacting HR models are at the core of workforce engagement (Deloitte’s, 2019b) as the ‘psychological contract can be managed through effective HRM practices including recruitment, performance management (PM) leadership development (LD) and employee voice (EV) (CIPD 2019i).  
EV is the ability of employees to express their concerns and views and for these to then influence decisions (CIPD, 2019c), which is a key enabler that affects culture (Macleod & Clarke, 2009; ACAS, 2019a, Taylor 2017, Rees et al.).

Welcoming staff input is the only way to adhere to your companies values (Bock, 2015) but there is often tension between discipline and empowerment.  The growth of social media means people are used to being able to instantly communicate but without controlling this through strategy, employees can seek these channels to express their feelings leading to an “us and them” culture (ACAS, 2019).  
The key to solving these issues is radical transparency (Bock, 2015; Elliot & Corey, 2018) and managers becoming coaches (Clifton & Harter, 2019) which allows instant communication to flow back and forth.  Good examples of what other companies are doing successfully are shown below:

	Company
	Project / strategy
	Description

	Google
	TGIF
	Meetings with complete transparency in questions and answer.  People can speak openly and freely (Bock, 2015)

	Thomson Reuters
	Internal social media
	A campaign to use internal social media which had a positive effect on culture (Silverman, 2017)

	Virgin
	Leadership through Conversation
	Leaders are encouraged to collaborate and communicate consistently through internal social media and face to face.  All business news is shared openly which has had a positive effect on culture (Carter, 2017)




PM is one of the key areas of HRM that affects culture as it’s a function of people’s ability, motivation and opportunity (Purcell et al, 2003).  
The CIPD (2018a) states PM that motivates is key to engagement and this can be achieved through achievement, recognition of achievement, growth and advancement (Herzberg, 2003).  

However, PM has changed little for the past three decades, with annual appraisals still being the model of choice for most (Gifford, 2016) looking at past performance rather than motivation to move forward (Boxall & Purcell, 2016).  Ryan (2018) argues that this cements the traditional outdated hierarchical leadership models.

90% of respondents in a HR study, saw appraisal systems as a failure (Underwood, 2017) and many companies including Dell, Microsoft, PWC and Deloitte’s have scrapped appraisals (Cappelli & Tavis, 2016), replacing with continual feedback through coaching.  Talking openly on a regular basis gets better results (McCord, 2014)


Megatrends such as technological and demographic change are transforming the world and there are profound implications for HR (PWC, 2014) who must focus on creating sustainable workforces (CIPD, 2019).  Most companies see recruitment as ‘high cost’ but the cost of poor recruitment can be negative culture (Brown, 2011), whilst the right recruitment strategy can improve employer brand and have a positive impact (McCartney, 2017).  

Recruitment and culture significantly impact each other as without an attractive culture, recruiters must pay the cost with high wages and if recruitment practices are not sophisticated (Taylor, 2014), you may attract people who do not fit with the culture (CIPD, 2019i).

Job descriptions are crucial in providing the first impression but companies tend to use set templates rather than being flexible (Knight, 2017) it is better to recruit a remarkable person and change the job specification (WEF, 2020).

Recruitment is often dealt with by HR or a line manager without collaboration.  At Netflix, they work together to fully understand what each want to achieve (Hoyle, 2017) and doing this ensures the right people are hired.  



Culture and leadership are inextricably linked (Groysbery, 2018; Elliot & Corey, 2018). ,but leadership has never been more challenged or challenging (Cheese, 2019c).
With good leadership you can achieve anything, but without it you can damage culture (Atkinson, 2017).

Companies do not always get this right with lots of LD being done “accidentally”, where people are promoted as they are good at their day job (Whitehouse, 2019).  Where these managers give ‘lip service’ this can damage the culture, creating a say-do gap (Deeb, 2017).

It is important that companies select and develop leaders who align to their culture (Groysbery, 2018) and move those managers from boss to coach (Clifton & Harter, 2019).

LD without clear strategy can also cause undue pressure and ‘group think’ (Psychologytoday, 2019).  However, effective leaders can drive collective emotions in a positive direction and clear the smog of toxic emotions (Goleman, 2018). 

The key areas to improving communication, recruitment, leadership development and performance management are coaching and collaboration (Clutterbuck 2013, Macleod 2009).  

In the future, we need to design engagement and strategy around ‘people’ using design thinking, agility and purpose and meaning (Tims, et al, 2020).  HR needs to switch to a digital mind-set; your iPhone doesn’t update annually and HR practices shouldn’t either.  HR needs to be fast paced, evidence-based and agile (Gretczko & Scott (2017).

Section 1 – a) – 857 words
Engagement is sometimes referred to as a “fluffy” HR issue (Chamberlain, 2012).  But according to MacLeod’s (2009) extensive research, it is crucial to a business’s success.    He lists the key enablers as creating a strategic narrative, have engaging manager’s, employee voice (EV) and integrity.

There is academic debate over whether Macleod’s claim that “Engagement is measurable” has merit.  Brine (as cited in Robisnon & Gifford, 2014) asserts that there is no evidence of any valid or reliable method to measure whether any of the four enablers increase engagement.

Macleod (2009) says that Leadership provides a strong strategic narrative.  The narrative is a clearly expressed story of the purpose and vision of the company and how employees contribute to that.  Creating a vision and sense of purpose for employees is key (Cheese, 2019) and understanding “they why?” should be the focus (Sinek, 2011). 

Macleod says strategy should be linked to culture, however culture is often relegated to the HR department who are not always involved in strategy (Groysberg (2018).  Whilst this is something that HR has worked hard to address over the years (Capelli, 2015), nevertheless it makes this difficult to enable universally.

Leadership matters in motivating employee’s (CIPD, 2016); without the right leadership, strategy remains ink on paper.  However, in 2019, only 22% of workers feel their leadership has a clear direction (Clifton & Harter, 2019).  

At 02 Telefonica in order to turn customers to fans they started with their employees, engaging hearts and minds (Macloed, 2009).  Apple have taken this approach, making the Head of their HR, head of retail stores (Leaman, 2019).

Macleod argues that visible leadership is critical for this to be effective and gives an example of a leader being physically visible by regularly walking on the shop floor.  This “physical visibility” fails to recognise the future of work.  With rapid technological change, emergent challenges and the pace we are moving to globalisation (Ahammad et al, 2020), physical visibility is outdated.  This terminology could be improved to ‘visible decisiveness’ which builds confidence in leaders and motivates networks of teams (McKinsey, 2020).


Macleod states that “an engaging manager” is at the heart of success in engaging the workforce.  However, this singular concept has little place for the future.   Teams of the future will be independent networks of talent all with shared responsibility and collaborative teams (Clutterbuck & Hawkins, 2020) and creating leaders across the business (Marquet), 2015.  It isn’t about “a manager” it is about creating leadership at all levels (Leslie, 2020)

Macleod says coaching and feedback are critical but he fails to discuss this alongside culture.  Unless there is a robust coaching climate, coaching in fact has very little impact (Clutterbuck, 2013).

A good manager is a team leader, coach, trainer and psychiatrist all in one (Whitehouse, 2019). Whilst Macleod lists skills required of a manager, the report states “and lastly, managing yourself” (p.82).  However, self-awareness and authenticity is now recognised as the most important trait of a leader (MindTools, 2019; Kruse, 2013; Henley & Roy, 2020).    Goleman (1999) was discussing the importance these soft skills long before the report:


It therefore seems outdated to list self-awareness as a last thought.

EV is a crucial enabler to engagement (Macleod, 2009; CIPD, 2019c; ACAS, 2019a) and has been given much more prevalence following the Taylor review (Taylor, 2017), but again the importance of culture has been omitted from the Engage for Success report.   

At JCP, the HR strategy focuses on Journey, Communication and Positive Action, the latter being the most important in terms of engagement and EV.  Without this, a say-do gap can occur which is damaging to company culture (Deeb, 2017; Armstrong, 2016).

On its own, EV cannot enable engagement without that voice influencing decisions at work as an individual is unlikely to use their voice unless there is a likelihood of influencing decision making (CIPD, 2019c)


Unethical behaviour damages culture and this has been seen at Amazon through poor treatment of workers, Tesco for unethical practices and ASDA for worker’s rights abuse (Hunt, 2018).  It damages reputation and harms morale (Epley & Kumar, 2019).
Macleod (2009) says that ethical practice must be embedded throughout the organisation and from the top down and many agree (CIPD, 2019i; Epley & Kumar, 2019).  
However, integrity has now become a much wider issue than employee engagement.  Ethical behaviour should be at the very heart of all business strategy as increasingly this is being demanded from all stakeholders and brought to the forefront through campaigns such as the #metoo movement and environmental protests (Cheese, 2019).

Whilst Macleod’s report sets out enablers, there seems no evidence that it can be measured in any valid or reliable way (Briner, as cited in Robinson & Gifford, 2014).  If the CIPD (2020) Profession Map states that we should move to evidence based decision making, then it is difficult to see how Macleod’s enablers can be used.

Whilst it provides useful starting points for organisations, it fails to recognise the bigger picture of culture; a coaching culture, a culture of leadership and a culture of taking action on voice.  














Question 2.1 (a) – 527 words
Michael Beer’s 1984 Harvard model has been a widely model, established on the belief that employees should be used as assets rather than costs.  
(Stredwick & Stredwick, 2016)
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In the early 90’s this model was developed in to the Warwick model which put emphasis on the balance between the internal and external context (Stredwick & Stredwick, 2016).
[image: See the source image]

In 1997, Ulrich’s HR Business Partner model (HRBP) was introduced and despite much debate, continues to be used today.

HRBP’s are aligned to and work closely with business leaders allowing them to work strategically to meet organisational goals and allows HR to move from a back-office function to a business driver (CIPD, 2019j).   Basic administration is dealt with in low cost service centres, allowing BP’s work strategically (Bentley, 2008), integrating people management and strategy (Vulpen, 2019).

However, some argue the model fails to add value and that the issue is in patchy implementation of the model and lack of skills of HRBP’s (Frith, 2017).  Bentley (2008) questions whether HR professionals have the skills to move to strategic roles. However, Deloitte’s Global Human Capital trends report shows that HR teams across all industries have been steadily growing their capabilities over the past 10 years (Deloitte’s 2019b), but HR is not always seen in a positive light and this can hamper partnering (Frith, 2017).

Kathryn Pritchard (CHRO at Odeon) agrees that the effectiveness of the model depends on the capability of the BP’s (cited in Frith, 2017).   Ulrich defended this point by agreeing that implementation can be behind failings but the model is not flawed, likening it to blaming a smart phone for a bad app.

Paul Kearns, director at PWC (as cited in Bentley 2008) disagrees, saying Ulrich is an academic and has never worked in HR, “like many academics, he produced a model that looks ok on paper but his research was seriously flawed”.

McKinsey suggests a mind-set shift is needed and the model needs reengineering, suggesting a new name of Talent Value Leader (Gandhi & Poberskin, 2018).  However, Houghton (2019) argues that we now need to move to sustainable HR models.

Businesses often wait for labour to be scarce again before turning to HR (Capelli, 2015) but HR can take the reins now as they have been thrust in to the spotlight overnight (TheEconomist, 2020).

The focus is no longer just about  aligning strategy for businesses to achieve their goals, there is pressure from the outside as customers and employees are demanding business to be more sustainable (Ulrich et al., 2012).  Ulrich says we now need to move to wave 4 HR where we concentrate more on the external context:
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Now is the time to look from the outside in, and create vision and purpose (Cheese, 2019).  The post digital economy thrives on difference and divergent thinking and so we need to be agile and think outside of the box (WEF, 2020).  Partnering internally isn’t enough, HR must scan the horizon and look upwards and outwards (Jacobs, 2019).

At JCP, HR is partnered with Marketing (TeamH&M) to ensure that employees and customers visions are included in internal strategy.  HR initiatives are driven by employees, clients and the communities in which the company works.  


Question 2.2. a) – 360 words

The concept we have had of capitalism for the past 50 years, is being rejected in favour of sustainable capitalism (Gatenby, 2020).  The goal of making shareholders money at all costs has led to recent scandals, and employees and consumers are no longer willing to work with companies with this focus.  An intensifying combination of social and political issues is forcing companies to learn to lead the “social enterprise” (Deloitte’s 2019).

The climate has been increasingly turbulent with BREXIT and now COVID-19.  This climate has highlighted those with capitalist views such as Wetherspoons refusing to pay staff and Sports Direct fighting to keeps shop open despite staff health concerns (Gatenby, 2020).  This has led to consumer boycotting, showing there is no place for the capitalist view any more.  Some argue that capitalism is not dead and can become a “force for good in society” saying that there is no coherent, alternative model and influential investors continue to demand profits (Stocking, 2015).

PWC (2020a) predict that by 2030, CSR will be business imperative and we are already seeing other countries take the lead on this with New Zealand moving away from measuring itself on economic growth in favour of socially friends measures like wellbeing and low emissions (Cheese, 2019a).

“Greed is good no more”, it is about growing the pie and not splitting the pie (Roughol, 2019).   School children are striking against inaction on climate change (Sharp, 2019), employees are exposing companies for say-do gaps in environment strategies (Millman, 2020) and there is an ever growing focus on ethics (CIPD, 2019f).

Employer brand can be really affected by getting it wrong and so even shareholders who are purely driven by money, need to stand up and take note if they are to continue to survive in a consumer driven world (Mercer, 2020).  

Some companies who are leading the way:
	Company
	Trend Setting

	Danone – a 100 year old company based in France
	It’s “one planet, one health” initiative has seen it build early childhood centres in Argentina and is on track to reach it’s carbon neutrality goal in New Zealand, yet it is making enough money to invest £20million in to this goal (Valet, 2019).  

	Lego
	Lego used to be partnered with hell but after decades of petrochemical production and consumption affecting the climate, parents are concerned about what kind of world their children will live in and Lego have acted on that.  One of its new partners is the World Wildlife Fund and it has recently invested 1 billion BKK in to finding sustainable alternatives to the materials it uses (Mainwaring, 2016).




Sustainable capitalism can give companies a competitive brand advantage and should be used as a business strategy for the future.  Taking a purely capitalist approach has been seen to negatively impact the bottom line, thus being counterproductive in today’s business climate (Gatenby, 2020).

Question 2.3 (b) – 376 words

We live in an increasing uncertain and complex world and leaders need to be agile and react quickly to navigate these times but leadership has never been more challenged or challenging (Cheese, 2019).

It is clear which leadership styles are excelling at this time and it is those leaders who demonstrate empathy and take decisive action (Brower, 2020).    In a recent webinar hosted by HR Magazine, thought leaders said that leadership needed to navigate these unchartered territories is ‘authentic leadership’, adding that vulnerability and empathy are key.  There is some suggestion that this is why female leaders have performed better in response to the pandemic (Henley & Roy, 2020).

Authentic leadership has been explored through history, with most theorists agreeing that authentic leaders are self-aware and genuine and lead with the heart (Kruse, 2013).  There is no role for command and control leadership for the future, leaders need to inspire people to give their hearts and minds (MindTools, 2019). 

Command leaders are often what people think they need in a crisis but in fact it is about creating leadership at all levels (Leslie, 2020).  

In 2011, Bolden discussed distributed leadership and identified that this was based on delegated, democratic and dispersed leadership as a cumulative interaction that gives rise to outcomes.  However, the limitations of this are that they compete with micropolitics and the rhetoric of partnerships (Bolden, 2011).

Marquet’s (2015) leader-leader model is centred on creating an environment for others to achieve greatness, creating leaders at all levels and setting conditions for operational excellence.  Motivating others through their satisfaction rather than self-interest is to be transformational.  Leaders should not focus on carrot and stick but clear the blocks and inspire (Bock, 2015).

When you have this shared leadership, bottom up decision making can occur (Geer-Frazier, 2014).  Embedded in this concept is the idea of follower-follower, in that each person should take responsibility to aspire to reach the purpose (Marquet, 2015).  When the leader allows everyone to feel part of this purpose, businesses can succeed (Sinek, 2011).   


2.4. b) – 383 words
Flexible working is a way of working that “suits the employee’s needs” according to the UK government. HRZone (2020) define it as any “non-traditional working arrangement”.  But, Helen Honeyman (2020), head of RBS, says that in fact we shouldn’t discuss ‘flexible working’ as in the future this will just be ‘how we work’.

In 1984, Atkinson’s Flexible firm model discussed different types of workers, core and peripheral and which should be used flexibly.  However flexible working is no longer for a few employees, it is a demand from all as people question the “always-on, achievement centric culture” says Roughol (2019).  But ONS data shows that the proportion of the workforce working flexibly, hasn’t changed much over the past 20 years (Cheese, 2019).

In 2014, the Flexible Working Regulations changed to allow all employees with 26 weeks service the right to request flexible working. In 2020, it is still viewed negatively with many leaders not recognising the benefits (CIPD, 2019e) and a recent TUC poll revealed a third of flexible working requests are declined (Churchill, 2019).  

Coronavirus is becoming the accelerator for one of the greatest workplace transformations of our lifetime, accelerating us towards to the 4th industrial revolution (Meister, 2020).  With companies being forced to consider remote working (Brower, 2020), flexible working has gone viral (Burnford, 2019).  However, this isn’t flexible working, this is forced working from home in the middle of a pandemic and for some will be a painful memory of misery and isolation (Jacobs, 2020).  It is in fact an inflexible nightmare and one that employers could see as proof that it hinders productivity, ignoring the context (Ronan, 2020).

‘Agile’ working is the way of the future, working in whatever way people choose, wherever and whenever they choose as organisations become output-based (Burnford, 2019).

The below table demonstrates the future drivers for flexible working:
	Driver
	Status

	The Good Work Plan – Political pressure
	Following the Taylor Review which discussed one-sided flexibility in the workplace, the government held a consultation on how to improve flexible working practices and a committee has now been set up to look at solutions (Department for Business, Energy & Industrial Strategy, 2019)

	Demographics
	By 2050, one in four people will be aged 65+ (ONS, 2019) and most over 50’s wish to ease in to retirement (Burnford, 2019)
92% of millennials identify flexibility as a top priority and 80% of women want flexibility in their next role (Burnford, 2019)

	Technology
	AI and automation are rapidly changing the way we work.  Some question how we will then provide meaningful jobs (Stocking, 2015), but in fact this makes it easier for people to work in the way they want and we can exploit automation to improve flexibility (Taylor, as cited in MckInsey podcast, 2018).


	Sociological changes
	Attitudes to flexible working have changed slowly over time but have accelerated as people recognise the importance of being at home and managers realise that people have lives and families to juggle (HR Magazine, 2020).  The ageing population wish to retire flexibly with over 50’s wanting to ease in to retirement and 92% of millennials wish to work flexibly (Burnford, 2019)

	Environmental Issues
	Sustainability is becoming the lens through which employees, consumers and society judge companies and flexible working reduces travel and office space (PWC, 2020)




One of the most discussed areas of flexibility is the 4-day week with the Finnish government suggesting it is the secret to happiness (The Guardian, 2020), however others suggest this shouldn’t be inflicted on employees as it could result in more work in less hours (Spinney, 2020).
The future of work is agile working and transforming the way we work, it is time for HR to be change agents and disrupt the status quo (WEF, 2020).
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