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There are fundamental changes underfoot in 
tomorrow’s labour market, “preparing for these now 
is critical to ensuring companies win the battle for 
talent”, Darryl Judd writes.

Tomorrow’s Workforce

 n practice      n logistics        n knowledge         n  human resource          n white paper

Globally the labour 
market is under-
going unprece-
dented, structural 
changes. These 

changes are fundamentally chang-
ing the way we work. 

With the convergence of so-
cial, demographic and technology 
forces, change is radically shifting 
the nature of tomorrow’s labour 
market. More and more, these 
changes are allowing professionals 
to become free agents, taking valu-
able skills and their experience to 
the market on their own terms for 
the long term. 

The age of generation entrepre-
neur or GenE is here!

managing

The growing number of skilled 
workers choosing self-employment 
and the relentless demand for their 
skills, has given rise to the notion 
of the blended workforce–contrac-
tors, freelancers and consultants 
working alongside the permanent 
workforce in a critical capacity–
and all evidence suggests it is here 
to stay.

Increasingly organisations 
are learning how to manage 
diverse workforces, blended 
with employees who are perma-
nent, semi-permanent, virtual 
and transient. Adding to this a 
unique situation whereby for the 
first time in history there is now 
four generations in the work-

place, each with slight differing 
needs and desires.

If adapting to the shifting con-
struction of our workforces wasn’t 
enough organisations now need to 
manage a generation gap of up to 
50 years between the oldest and 
youngest workers.

This mixed workforce means 
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a good idea of how blended your 
workforce is; it might be more di-
verse than you think.

Assess the impact
What impact does a contingent 
workforce have on your employee 
culture? What roles and functions 
do they perform today? What ad-

needs of these changing work-
place dynamics.

Take stock
Find out how many freelancers 
and independent contractors are 
already working for you today and 
where these employees sit in the 
organisation. This will give you 

there is no room for a one-size-
fits-all approach. Leaders and 
HR Managers will need to cre-
ate new solutions to workforce 
planning and talent manage-
ment to overcome the cultural 
and practical barriers. Here are 
five tips for managing the future 
workforce to effectively meet the 



 talent

ditional roles and functions could 
a contingent workforce under take 
in the future? Consider how inde-
pendent contractors and freelanc-
ers can contribute positively to 
your culture. For example, there 
could be a great opportunity for 
knowledge sharing between con-
tractors and permanent employ-
ees, while contractors may be more 
motivated to support organisa-
tional goals if they are included in 
team meetings and events.

Review and gather
Review policies and procedures 
to ensure they are inclusive and 
relevant for contingent or diverse 
workers. Are we using the contin-
gent workforce’s unique position 
to assist in better understanding 
our organisation? This valuable 
source of information, if we regu-
larly gather feedback can guide 
us on what works and what needs 
to be improved. The key then is 
to channel this information back 

into the business and to update 
policies or create new ones where 
necessary.

Be Flexible
The boundary between work and 
home life is disappearing as com-
panies assume greater responsibil-
ity for the social welfare of their 
employees. Used to our advantage 
this can energize a workforce and 
create opportunities for talent 
which may not be able to commit 
to a work from office environment 
(such as professional mothers look-
ing to return to work).

Make it measurable
Make workforce diversity a 
meaningful, measurable goal in 
staffing your organisation. It will 
be essential to attracting and re-
taining enough skilled employees 
in the decade ahead and ensure 
you stay ahead in talent competi-
tion stakes.

Use psychometric and  
behavioural testing tools
The use of psychometric (or per-
sonality behavioural) tools assists 
in providing a wonderful insight 
into the workplace behavioural 
traits of employees. When col-
lated with team results, they can 
help in the construction of teams 
and/or understand the team dy-
namics that might be at play. It 
is the assessing of these dynamics 
can help Leaders to manage pro-
fessional networkers and soloists 
as they deliver high productivity 
without a strong need for col-
laboration.

Preparing for the Millennial 
Generation
Remember, it’s not just establish-
ing a work-force strategy to cater 
for the diverse nature of your 
future work-force that is impor-
tant. The millennial generation 
(GenY, those born between 1978 
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and 2000) are now entering em-
ployment in vast numbers. Their 
entry will reshape the world of 
work for years to come.Attract-
ing the best of these millennial 
workers is critical to the future of 
your business. Their career aspi-
rations, attitudes about work and 
knowledge of new technologies 
will define the culture of the 21st 
century workplace.

Millennial’s matter because 
they are not only different from 
those that have gone before,they 
are also more numerous than any 
generation since the soon-to-retire 
Baby Boomer generation–Millen-
nial’s already form 25 per cent of 
the workforce in the US and ac-
count for over half of the popu-
lation in India. By 2020, Millen-
nial’s will form 50per cent of the 
global workforce.

However, although they will 
soon outnumber their Generation 
X predecessors, they remain in-
short supply, particularly in parts 
of the world where birth rates have 
been lower. They will also be more 
valuable–this generation will work 
to support a significantly larger 
older generation as life expect-
ancy increases. CEOs tell us that 
attracting and keeping younger 
workers is one of their biggest tal-
ent challenges.

All of these facts lead us back 
to where we started. Having a 
tailored approach to workforce 
planning that considers the needs 
and motivations of employees at 
different stages of life and career 
development will ensure compa-
nies stay competitive and future-
ready. It’s an issue that organisa-
tions need to address quickly and 
immediately.

“Globally, labour 
markets are 
undergoing 
unprecedented 
structural changes 
that are fundamentally 
changing the way 

we work. Taking a blended 
workforce approach with an 
eye on the future construction 
of how our overall workforce is 
made up is the only way  
to survive.”




