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Foreword

dwin has developed a marvelous primer on eight critical forces that are

facing organizations these days. These forces, if managed properly, can
make a huge difference in the organization. If these forces are not man-
aged properly, they can result in disaster. We are all witnessing the effects
of these forces. In some cases, they are consuming us and inhibiting perfor-
mance, but it does not have to be that way.

The first three forces focus on the demographics and what we must do
as organizations and as a society to address this. An aging workforce means
that people will now be working longer, and they will need healthcare and
retirement benefits for more years. This could be a burden on organizations
and society. Demographics are changing in terms of ethnic groups through-
out this country. The individuals who comprise our workforce are changing
rapidly, and if this change is not integrated properly into the system, it can
be disastrous. The concept of diversity has changed. Previously, we thought
of diversity as making sure we had the right people in the right jobs to be
in compliance and improve our image. This prevented people from being
upset because they were not included, and prevented them from leaving,
making complaints, or filing charges. This is the old way of thinking. The
new way of thinking is to consider a diverse workforce as a much better
workforce, a workforce that can be more productive, more innovative, and
produce higher quality products and services. Having four generations in
the workplace is both interesting and challenging. The new way of thinking
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is to see this as an opportunity to make a difference, to make contributions,
and to be more productive.

Each one of the forces that Edwin describes has a positive side and a
dark side. For technology, the bright side is that it makes us more produc-
tive, it speeds up all types of processes, improves communications, lowers
costs, and can actually eliminate the need for hiring additional people. The
dark side is that it may eliminate jobs at a time when we need more jobs.
Technology can also be misused and abused in organizations, inhibiting
productivity instead of enhancing it. Technology makes companies subject
to cyber-attacks. Consider the effect of the cyber-attack on Target stores.
Those attacks tarnished the image of Target, led to rapid declines in its
stock price, affected overall sales, and reduced the retirement nest egg for
many Target employees. Technology must be addressed properly and fairly.

Edwin describes these forces as important challenges, if we do nothing.
These challenges can affect the business in a negative way. But if they are
addressed with positive solutions, they can make a huge difference. Each
challenge is an opportunity to be explored and addressed. Edwin finishes
each chapter with implications for organizations.

Most of the data presented in this book are lists of facts and trends
that are often astonishing, provocative, and truly amazing. Yet, the key is to
actually do something about these forces. While the actions must be driven
by top organizational leaders and sometimes by political and community
groups, the bulk of action rests with the human resources function. The hu-
man resources officer in an organization is charged with addressing these
challenges, but too often this is not working. When you examine most orga-
nizations, the human capital strategy focuses on the day-to-day issues of at-
tracting the best employees, paying them fairly, motivating them for higher
performance, and keeping them with the organization for a long period of
time. That is the old way of thinking. The new way of thinking is to address
these issues, while at the same time having proactive approaches with the
changes in demographics, technology, employee engagement, and other
forces. We have to make up the short falls of education or work with the
educational system to make it effective. We must grow outstanding global
leaders in organizations who can make a difference. All of this focuses on
bringing change. The new human capital strategy must define what the
organization will do in each of these areas in terms of policy, strategy, and
proposed actions.

Individuals in HR have had many wake-up calls, and this is yet anoth-
er one. While Edwin addresses eight forces, there are even more forces
that can be minefields if not addressed properly. These include employee
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health and wellness, the effects of globalization, and the effects of energy
and the environment. The point is there are many forces that can make a
difference, and the HR’s function and the HR leader must guide the orga-
nization into appropriate strategies and actions to make it work.

We think you will enjoy this primer on these eight forces. More impor-
tantly, this book will stimulate you to take action to do something about them.

—Jack Phillips
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What'’s Different in This 2nd Edition?

he differences in this 2nd edition are the order of the trends and top-

ics. This order makes the storyline and the case for change flow easier,
makes more logical sense, and builds a better case for the reasons why these
trends are not only individually but collectively important. This edition
adds new content and insights to each of the trends, particularly in the tech-
nology and education sections. This edition also provides a more compre-
hensive set of recommendations in order to address these challenges and
opportunities for organizations. Lastly, this edition includes a survey for
organizations to take in order to assess their respective organization when
it comes to how effectively they are addressing these trends and changes
causing their organizations to evolve.

Let’s begin.
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