
 

 

 

 

The Nostradamus Perspective 
Each month we invite an expert to go on record and tell us all what is coming in the 
future. One year from now we will return to the predictor and grade them on the 
effectiveness of their predictions. We will rate them on our scientific Nostradamus scale 
which gives points for the accuracy, the level of difficulty of the prediction, and the 
amount of detail in the prediction. We initiate the series with Michael Graham a 
consultant at Grahall with 30 years of experience and his predictions on the future of this 
month’s theme “People Strategy”.  
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t always seems those in the profession feel 
compelled to show their readership that they can see into the future. I 
believe in some way this is perceived to add additional stature to the 
intellectually short, length to the content void expose or 
insightfulness to the insight blind. We admit to all of the above and 
the compulsion to continue our string of successful predictions from 
our prior five books. This is a challenge compared to our past 
subjects which were less ambitious than the current subject in terms 
of the subject matter. It certainly is easier to predict the future in a 
narrow space of 

knowledge such as directors 
governance, CEO employment 
contracts, reward strategy or 
people strategy in hedge funds. 
All narrow verticals or horizontal 
cuts of the current topic. 
Enough procrastinating and 
lowering of expectations – the 
game’s afoot…
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T H E  E X C H A N G E  o n  p e o p l e  s t r a t e g y  J A N U A R Y  2 0 1 4  

Industry environments will continue to evolve in different directions but with common themes. 
 

Grahall has defined 25 general industry categories, and 8 distinct industry phases. We 
predict that the speed at which industries move through these 8 phases will increase.  In 
the past, it might take decades for an industry to move from startup to growth to mature. 
However, with increasingly free information flow via the internet and excess capital, that 
timeframe will shorten. These shortened timeframes will herald a new age of rapidly 
escalating growth and the need for companies to be the most effective and “fit” in order to 
survive.  
 
New industries will develop to address the changing needs and demands of the 
marketplace.  They will harness new technologies in unique and creative ways.  But these 
new industries and organizations will face the harsh reality of managing this rapid growth 
potential without collapsing. 

 
Key stakeholders will become engaged by the best organizations. 

 
As the industries mature and organizations consolidate, so too will the influence and 
engagement of key stakeholders and with this will come a concentration of power and 
influence by highly engaged stakeholders. 

  

 

  

 
 
 
 
 
 
 
 

Organizations will compete for success by creating lasting competitive advantage through people.  
 

Historically while many CEO’s wrote in their annual reports to shareholders “People are our 
most important asset” in our opinion fewer than 25% really believed it and less than 10% built 
organizations around that concept. In fairness to the CEO’s in the crowd, the fact is that 
people have not been the most important asset. Financial strength, brand awareness, market 
share, customer loyalty, plant and equipment, patents, geographic footprint, etc.  were more 
important.  
People were fungible. Whenever they needed someone they could buy that person on the 
street. If not always ready to go, certainly near ready. Times are changing and the most 
forward thinking organizations will recognize that power lies in the people and that people 
include those both within and outside the organizational membrane.

 
 

Vision, Mission, Values and Beliefs and the Future of People Strategy 

We would love to predict that an entire set of thoughtful VMVB concepts would be developed. That 
the executive teams would begin to rally around not only being influenced by key stakeholders but 
engaging key stakeholders on a trip up the hierarchy of engagement from compliance to VMVB. 
We are sorry for the key stakeholders but we doubt this will happen any time soon. Lots of reasons 
it won’t besides being hard to do. Chess at 6 levels is hard also and that is probably the first reason 
it won’t get done. The second set of reasons is that it requires focus by individuals in the executive 
suite and a new kind of executive. Why do we love the Branson’s, Job’s, Gerstner’s of the world. We 
believe the answer is simple. They are so different than the other executives. Will the 
organizational world transition over to a cadre of stakeholder engaging executives anytime soon?  
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People Strategy will influence business strategy and vice versa in a tight feedback loop.  
 

Not so much in “infrastructure” businesses (railroad, airlines, etc.) but in those industries 
where knowledge is more integral to the success of the organization, those industries will 
be more adaptive and begin a feedback loop between business and people strategies.

 
Organizational capabilities will become the transmission device between the business 

strategy engine and the people strategy wheels.  
 

With the right tools (and by this we don’t mean Lean Manufacturing, TQM, Six Sigma and 
the like that consulting firms so love to sell to their clients)  organizations can correctly 
define and locate (or acquire) those critical organizational capabilities and prioritize the 
people strategy into critical success factors. 
 

Organizations will become less 
departmentalized. 
 
As technology advances and becomes a 
tool for resource allocation and 
management, the many layers of middle 
and supervisory management positions will 
not be needed.  It is time for those workers 
to develop new and necessary skills.  Staff 
departments will be outsourced to large 
consulting, legal, accounting, marketing and 
information technology organizations. 
Organizational structures will eventually 
become like the “lean mean fighting 
machines” we all once envisioned when the 
computer age initially began.  
 
All the dimensions of organizational 
processes will dramatically change 
and evolve over the next few years. 
 
The dimensions of organizational core 
processes (knowledge management, 
decision making, planning allocating and 
monitoring, supervision, contacts and 
communications, supervision, innovation 
and managing change) will explode and 
either facilitate or destroy organization 
success with this dramatic increase in the 
free flow of information within organizations 
and between organizations.  Additionally, 
organizational processes will be key to 
building engagement with key stakeholders.  
 

 Talent management processes will 
develop in a similar manner to 
organizational processes. 
 
Critical competitive advantage positions will 
be well understood and various specific 
sourcing methodologies will be developed to 
ensure that each organization has the 
necessary core talent to execute its 
business strategy. What we predict is that 
the “right talent” will become increasingly 
scarce due to the fact that the positions will 
become more and more complex and 
challenging. 
 
Organization culture will be more 
talked about than understood.  
 
Organizational culture will continue to be the 
least understood and the most important 
organizational architectural element. 
Organizational cultural is the key ingredient 
that makes the organization structure, 
processes, and talent not only “work”, but 
“work together”.  But slowly there will 
develop a better operational understanding 
of culture and how to measure and manage 
it. ◘◘ 
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