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The Changing Nature of  Work 
and the Worker – Part 1 
Think about how work got done four decades 
ago as compared to today.  Imagine you were 
tasked with creating a document, having it 
reviewed in headquarters, located in Europe, 
and returned to you to be finalized.  You’d 
involve a number of  then-current technolo-
gies (typewriters, the postal services of  the US 
and Europe, white-out).  You would then wait 
patiently during the two to three weeks that 
the document was traveling between the two 
countries until it returned and needed to be 
finalized. 

Today, that process occurs electronically with 
lightning speed.  The document is created in a 
word processing program, attached to an e-
mail, and often returns the same day.  What 
previously took two to three weeks now takes 
hours.  And when the document is returned 
via e-mail in the middle of  the night, it is not 
uncommon to find the employee finalizing it 
long after 5pm. 

It is no surprise that employers globally have 
noted this change in how work gets accom-
plished, but they are just beginning to notice 
that their workers may not have the same ap-
proach, demographics, or attitudes of  their 
former employees from four decades ago.  

In a recent study performed by The Econ-
omist Intelligence Unit and the SHRM Foun- 
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dation, a number of  significant shifts were 
identified that will change who does work for 
an organization and how that work gets done. 
In this first in a series, we explore the demo-
graphic shifts and trends over the next decade 
and beyond. 

Demographic Shifts 

The first of  these global trends is that demo-
graphic shifts will pose conflicting challenges 
for organizations.  Aging populations 
throughout the developed world are cause for 
concern that the remaining employee base will 
not be able to bear the strain of  increased ex-
penditures on elder care and pensions.  Fur-
ther, with extended life expectancies, employ-
ees are leaving the workforce altogether much 
later in life.  This has significant impact on 
younger employees and their opportunities for 
advancement, as well as on compensation and 
benefits costs for older employees.  Converse-
ly, maintaining older workers may help an em-
ployer by retaining institutional knowledge of  
work processes and improvements. 

Historically throughout the developed world, 
there were no more than three generations of  
workers at any one time.  Today there are 
four, and within the next decade there will be 
five generations working side-by-side.  This 
has tremendous ramifications for human capi-
tal management, from worker expectations of  
the social contract between organization and 
worker to organizational opportunities for 
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both traditional and 
nontraditional work 
models.  According 
to the study, bur-
geoning workplace 
diversity requires a 
very sophisticated 
managerial response.  
D i v e r s i t y i s n o 
longer just along 
gender, generational, 
and cultural lines, 
but in how organiza-
tions choose to en-
gage those who do 
wo r k f o r t h e m . 
While traditionalists 
and boomers are 
staying in the work-
place longer, studies 
indicate that the 
Generation Y cohort 
may be more restless 
and therefore diffi-
cult to retain.  Fur-
ther according to the 
EIU/ SHRM Foun-
dation Study: 

“ Wo m e n a r e 
poised to enter the workplace in the 
d e v e l o p i n g w o r l d i n v a s t    
numbers,  posing disparate challenges 
for companies that have to date failed 
to find a way to utilize female poten-
tial fully. And a substantial proportion 

of  these women 
will form a part 
of  a g rowing 
army of  tempo-
rary and part-
t ime  workers, 
many of  whom 
are not physically 
present in the 
workplace. Such 
a surge in work-
place diversity 
will  necessitate a 
mu l t i - l aye red , 
carefully thought 
out, managerial 
a p p r o a c h a s 
companies strive 
to get the most 
out of  their peo-
ple in a highly 
competitive envi-
ronment.” 

It is our belief  that 
not only will organi-
zations have to be-
come much more 
flexible, the most 
successful will be 

those that develop HR strategies to specifical-
ly incorporate different workers and work 
models, incorporating micro-work, part-time 
and temporary individuals into their plans.  
More on these trends in the next article in the 
series. 
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Kushner & Company’s mission is to help organizations “transform the workplace”—beginning with the recognition of  the 

leader’s vision.  Our consulting and administration teams approach every opportunity with that vision in mind by learning as 

much as possible about the organization and industry.  Our specific areas of  expertise include HR Strategy, Organizational 

Development, and Total Rewards Consulting and Administration, including Health Care Reform (PPACA). 

For Your Benefit articles are provided as a service by Kushner & Company for the exclusive use of  our clients and subscribers 

and should not be construed as legal or tax advice. If  you would like to speak to someone about any of  our services for your or-

ganization, please contact us at info@kushnerco.com or 800-KUSHNER, ext. 412 or visit www.kushnerco.com
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